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Although'office work is now the-singlé rost ccﬁmon occuﬁational cétegory
in which women are located, our understanding of tha twhite-bloused? worker
remains fragmentary and heavily infbrmed Ly untested éssumD tions aoout emzle
orientations to worke This thesis is prlmarllﬁ concerned to breach this gap
in our knowledge and to challenge the assumptlon that vomen are simply passive

bystanders in the world of worx.'

The first part of the thesis represénts a syntnesis of sociological and
other material relevant to an understandiné of the nature of femaleTparticipétion
in the vhite-collar labour markete. Particular a%tention is paid to-the o
factors wh;ch inkibit both job satisfaction and promoiion opportunities for %he
female clerke This section is also concerned to idenfif§_%he range of
available responses to the proﬁlems and dissatisfactions encountered by ﬁﬁmen
iq this sphere of employuent, and; in this way, develops the theme of women as

_.active agents in the determination of their working livese

The second part of the thesis is devoted to a detziled -analysis of women
working as temporary office staff through the medium of the private employment
égency. The temporary office worker is shown to be symptomatic of ~the

disadvantages attaching to femzle status in the white~collar labour market, znd
. as iliu strative of women;s capacity to negotiate and manoeuv“e ‘within the |
constiraints which confrent them in office employment. The discussion is
based upon- the findings deriving from a variety of research methods and
inqo;porates an exzmination of the role of the private employment agency as

an occupational gatékeeper, simaltaneously extendirg and circumscribing voments

opporiunities to shape the course of their work careerse.
The thesis concludes wiih a critical review of past and present
perspeciives encountered in the zociology of female employment, and sugzgests a

number of issues to which future research in this area might usefully be addresssd.



"I{ may be suitable that the women should have their turn on the étage
when the men ﬁave quite finished their performance.Y

(from: The Republic of Plato)
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" CHAPTER 1. INTRODUGTION

Since the beg1nn1ng of the 1970%s there has been a steadily grow1ng
and increasingly strzdent body of criticism directed at the way in which
sociologists have traditionally-researchgd and represented female
mémbers of societye Muck of the criticism has come from within the
discipline it;elf, alﬁhough.it séems fair to say thatlthe original
 stimulus for tﬁis examination of the so;iological conscience lay in
the neo-feminist movement which developed in the ia&e sixties. The
main themes of this critique have been, firstly, that women as a groupj
have bg?n neglected in the principal areas of empirical research;
éecondiy, that an implicit sexism has characterised the dominant
theorefibal traditions in.sociology;‘ and thirdly, that the sfndy of
.gender relationships has failed to progress beyond a narrow interest in
patterns of sexual differentiation within the fanmily context. The j
relatively low status of family sociology has itself impe@ed the
déveIopﬁent of a more sophisticated understanding of domestic relationships
and organisation. The outcome of this critique has beenla prpliferation
of literature concerned to reorient the mannér in which sexual divisions
~are Yoth conéeptualised and investigated.

It is evident that one area in sociology which is very much in
need of both a theoretical‘reorientation.andla more abundant iiterature
based on-empirical research is the study of women in the labour market.

A number of reservations may be expressed in.relation'to both

qnantif;tive and qualitative agpects of the existing materialls Concerning
quantitj, one mzy note that the pfesence of women in the labour force

has certainly been acknowléaged by sociologists, but it is also true

that the coveragé has not been proportional to the degree of female

participation in the work sphere. Occasionally, women have been accorded

le



2.

' 1little m;re than fcotqote status'in gome Lajor empirical studies of work
' situations;whére both sexes were represented. Fashions within industrial
.gociology have ﬁlayédftheir part in rendering women an under-researched
.group. A mixture of preference, dvailability of funds, and contempor;ry
trends haé confribufed to a'dimigished-interest in organisational behaviour
and a cofréspondihglrise of interest in the field of industrial relationé.
Given women?s reiafively lower rate of union membership és compared witﬁ
thét pf_meni ;nd'given their significaﬁtly lower activity rates in the
spheré of union affairs, it'yés pérhaps inevitable that.they should have
become somewhat invisible in.;écént literature, This circumstance, '
however, forms only part of the éxplanation for the paucity of the
materigl. It has béen suggested that procedural difficulties may also
" account for the neglect of the fémale labour force: |

"Women tend to work in smaller firms, and often on a part-time

‘basise Their rate of mobility beiween firms is likely ‘o be

higher than that of men. The employer may see high labour

turnover as an indicimentiof the pay and conditions Le offers,

and not encourage the scrutiny of outsiders. Thus women

may be difficult to "get &t! to be studied at alls" (1)

?he author of tﬁie paéSage, however, was of the opinion that the
theoretical preoccupations of,iﬁdustrial sociologistis.were of greater
significance in gcéoﬁnting for the neglect of women workers, and I
share this viéw. If procedural problems really represent such an
insuperable difficulty for resea;cﬁ, then it is impossible to account for
thé existence‘of.many eicellent studies devo;ed to the most personal and
sensitive areas of human life. ’ |

Quite apart from the general inattention to women at work, it is also
the case.thax-mithin the literature which has addressed itself more directly
to uomen's.partiﬁipétion'in the: labour market, certain categories of
femaie éﬁployeé have rec;ived considerably greater attention than others.

It has been widely noted that the chief focus of interest has been the

phenomenon of the working wife and/br mother. A great deal of research




- has been Eoncerned to.account'for;rising rates of econqmic activity
amongst married women sincé World War IX, and to aséess the impact
of this-trend upon'fgmilial relationships. Such studies have been
largely characterised by what might be termed a *deviance! perépéciive;
éince the céntral aims of the research appear to have been to provide an
explanation for tke unexpected and to idehtify the degree of disrﬁption in
faﬁily;life which might folloy from sucﬁ a treqd. Hhilsf all energies were
therefore directed towards placing the working wife under a microscope,
aiténtion was diverted awey from other catégories of feﬁale employees, such
as those first entering the labour markef. |

The paucity and selectivity of the literature represent major caﬁses
for dis;atisfaction with the sociology of women at work, and these problems
have been compounded by a number of qualitative deficiencies.  In the
first place, sociologists, in the past, héve been more than willing to
take th;ir theoretical cues from the currency of popular stereotypes.
Tﬁe tendency for memberé of the discipline to confirm rather than to inform
the popular wisdom in this area has been noted by Sheilza Rowbotham (2).
She claims that sociologists have proved that women are fmnaturally' suited
to certain types of worke They have observed that women are frequently
emﬁldyed in boring, monotonous and routine jobs and therefore conclude that
this is because women's chief attachment is to the home. It is felt
that because of this preference, the nature of the work is' subjectively
unimportant, jﬁst so long as it brings in enopgh money to pay for.little
extras for the house, or helps tb stave off thé occasional feeling of iSOiaiibn
in the domestic environment. An example of fhis line of rea§oning may be
drawn from the widelj recommended 'A! level textbook, 'The Science of Society',
in which Cotgrove speculates upon the reasoﬁs for the increasing participation
of married womeﬁ in the labour forces

tSuch changes do not necessarily imply 2 shift of interest on th?
‘part of women away from tkeir traditional role as wiyes and motngrs
to a growing interest in and pre—occupation with worke Altho?gn
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this mey be a tremd for women who have a professional
training and career, the great majority of working

‘wives use work instrumentally as a svurce of income

to be spent on the home - on refurnishings and decorations,
durable consumer goods, holidays and clothing for the
family, and only secondarily because thaey are lonely

or bored. The increase in working wives is, in fact,
perfectly consistent with the growth in home-centredness.
Such women put their families first and are not interested
in promotion.® (3) '

-

In putting forward this opinion, Cotgrove articulates a widely
held view of women?s attitudes, often confirmed in conversation or
by observation. 'Ye% the apparent unwi}lingness to explore more systematically
the mﬁny séurces-of female home—centredness, where it exists, must be
challenged. According to this popular stereotype, Britain®s post-war
economy offers women the opportunity to realise their modest ambitions,
and’ women passively, naturally and happily accepi subordinate status in the
labouf markete Another viewpoint might, however, stress the lack of
choice aﬁd opportunities which necessitates resignation to onet's fate
andlﬁhiéh renders an'attachment to the héme an undeﬁﬁtandable response to
the fact of limited alternatives. -

1 It is this inattention to the economic opportunity structure for

ﬂoﬁeﬂ which représents a second major weakness of the literatures Whilst
ﬁe now know a great deal about the growth of suburban housewives in the
labour force, and whether or not this has created problems for their
familiés,.until recently we have had a correspondingly poor understanding
of trends in thé market position of women as a group. Insufficient
attention has been paid to the function of woﬁen as a reserve army of labour
and to the way in which changes in the economic climate:;f the countiry have
effected their individual or collective bargaining poﬁer. There has been
little attention to the'barrierérto satisfaction and/or advancement which
ﬁrevail in the workplace, such as limited trainirig opportunities or discrimination
by employers and unions. The analysis of women's participation in the labour
fofqe has instead concentrated on the constraints arising in the domestic

sphere, such as the attitudes of husbands and relatives, and obligations towards

children and other dependanise.
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The net effect of the sociologistifs predilection for popular

/stereotypes and inattention to the broader cconomic context of female

' participatton in theilabour narket has been the reinforcement of a partial

and unsatisfactory'enderstanding of women at work. Moreover, the failure
to systematically examine tke factors influencing women?s attitudes towarde
their jobs has enapled the belief to prevail that women attach little
importance to promotion or to interesting worke Indeed, one may say

that the nature of women's orientations to work represente the most
conspicuoms area of neglect asja subject for empirical investigation.

It is.true that the recent growth of interest in wemen?s position-
in society has done much to reetify the problem of general neglecte. The
claim that women in the labour force have been ignored becomes 1ncreaslngly
untenable given the amount of new publications which are concerned to
describe and account for sexual differentiation within the labour market.
It remains the case, however, that there are very few published studies
which examine women'siattitudee to work in a particular occupational
context in a systemettc_manner; | The aim of this research, therefore,
is not only to_offer a descriptire aecount of a mode of female employment
hitherto neglected in the literature, but also to undertake an investigation
of the diversity of factors which influence women's attitudes to work.

The particular focus of thls study is represented by women in routine

white~collar employment. Women constitute an overwhelming majority of those

employed in this sector of the labour market and clerical work is the single most

common form of'occepatiom among tzom° o fbr these reasons alone,'the subject
of female participation in the white—collar 1eoour market merits a great deal
more attention than it has so far received. The present research is to some
extent concerned to remed& this deficiency by undertaking a synthesis of what
can only be deecrlbed as an 1mpover1sned and extremely scattered literature.

However, even if one assembles the scraps of information in order to devnlop

an 1dea of the nature of women's participation in this sphere of the labour

——— L e



market, an important iacuna étill exists, namely, an un&erstan@ing'of the
-aititudgs which women actually hold towards this kind of ﬁorke The
research is therefore éentrélly concernad to ident;f& aﬁ& to accounf f&r
wonen®s orientationg.towards routine white-collar work. Fundamental to
this particular focus of the study is thé assumption thai factofs both -
ﬁithin the ﬁorkplace and beyond it are of relevance for an undersianding
ofjﬁork attitudes. To this extent it represents a depafture from the
ﬁorﬁ wﬁibh bas already been done in thié area of female employment.

In order to highlight tﬁe configuration Qf circumstances surrounding
not oniy occupational choice, but also chaﬁges,in attitudes to work, I
:. decided to conduct my research amongst fgmale temporary clerical workers -
those whose services are hired by firms from private employment agenciese
Although the inevitable criticism which would be made of this strategy
is that sugh'workers mzy be greatly unrepresentative of women as a whole,
or even of other clerical workers, it must be pointed out that the intention
is not %o provide information from which to generalise about all women, but
t; offer some insight intb the diversity of factors which influence wonmen's
perceptions of tﬁeir-jobs. Moreover, the phenomenpn of temporary work
'illustfates, par excellence, the manner in which women can manipulate and
actively manoeuvre within a structure of limited economic alternatives. |
As we have seen, all too often, women have been characterised as passive,
_réacting agents, with limited occupational aspirations created by their
eocialisatiop experiences and domestic circumstances. For many women,
it may well be-the case that work is regarded as an unfortunate economic
necessity, or that it is seen as very much a-;écohdary activity to the main
business of running a home and looking after children. Thislshould not -
blind us, however, to the possibility that discontentment with the home
environment may drive some.yomen to seek alternative satisfactions in the
labour market, 6r that other women may experience boredom with their work

for want of responsibility, interest or variety. Their attempts to find
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~alternative golutlons to the1r DTOslemS, evsn if sometimes founded upon
én 1ncorrect appralsal of the available alternatives, belie the notion
'that.there gxlsts a typically feainine or;entaulon to work. To a very
great extent, thé stﬁ@y of women in temporary cierical employment illustrates
this capacity for an_active pursuit of personal satisfaction from work -
as well as the ﬁecessity for cogprﬁmise in the face of restricted opportunities.

This study, %hén, incorporates a shift of focus away ffom the dbmesfic
circumstances of ﬁorking women towards the nature of theif work situatibnz
and their attitudes towards their jobs. It does not assume that female.
orientétiﬁns to work are fixed;s;;ély by their upbringing and education .
and laie? by their domestic o%iié#tions, but explores-the extent to %hiéh
they are sustained, modified or f;ustrated by the experience of work
itselfs ' . |

In view of the poinis elabofated earlier, it will be apparent
that it is essential to give consideration to a much wider range of
locvﬂog1cal issues than the research flndlngs themselves dlrectly illustrate.
If one is to avoid thé iendency towards overs1mp11f1catlon and stereotyping
noted above, theﬁ one.has to draw upon a whole range of information pertinent
to the subject of female clericai workers. Chapter Two is an analysis of
women?'s ecénomic part;cipation'from both 2 historical and contemporary
perspective. - It outlines the:changing character of economic opportunitieé
for women and the way in which women's agsociation with the
domestic env1ronment has evolved since the early period of industrialisatione.
The intention is to demonstrate the hlstorlcal structural constrlctlon of
their econom#c opportunities and the role of ideology in legitimating certain
responses and adjustmenis on the part of women to tﬁis situation. That
women's aépirafiops can Sg thmarted as well as fostered by changes in ihe
econ§ﬁic climatg will be deﬁonst;afed. It alsc examines the contemporary
position of.ﬁomen in'the.iabour market. One of the main aims of this section

is to detail the ways in which job opportunities for women contimue to be




'pircumscribed, in spite of recent‘attempts to legislatc for ecual pay and
-eqnal opportunities. 'éhepter Two also includes an extended discussion of
| sociologicai literature.which deals-implicitlf or explicitly with the
question of women®s wprk,attitudes. Chapter Three examines the existing
literature concerning,nhite-collar worke The majority of studies have
focused on males occupied within this sector, but have nevertheless generated
a great deal of 1nformat10n which is of direct relevance in the present context,
partlcularly 1n relatlon to sources of satlsfactlon and dissatisfaction w1th
white~-collar work. | Chapter Four concentrates exclusively on female offlce
workerse It is essential to‘take'full account of women's experience injthe
permanent sphere of offlce work if one is to comprehend the resort to
temporary employment. It has been necessary, because of the dearth of
relevant soclolog1cal 11terature, to draw mainly upon non—academic sources
of 1nformatlon. It is not difficult, however, to fully document the
disadvantages attaching to female_status in this sector of the labour market,
and material from a uraé range of sources has been used to show how wemen
experience and react to:restricted opportunities. |

Chapter Five examlnes'the'phenomenon of temporary'labour and the role of
the private employment agencye | Al though the principal focus of this research
is represented by those employed in a temporary capacity, it is important
1o consider the activities of the agencies themselves and the extent to which
they help or hinder women's attempts to ameliorate their work situation.
Chapter Six 1ncorporates the flnd1ngs of my research among female temporary
clerical workerse The d1scuss1on is based upon the results of a postal
questionnaire issued in 1971/72 to women working in.three areas of the cowntry,
and the results;of a short period of participant observation which I undertoock
in 1971. The intention is to examine not only the general characteristics of
women in temporary office work but. also the extent to which this mode of
employment represents an occupational safety-velve for women whose work

opportunities are otherwise greatly circumscribed. The findings are also used

40 illustrate the proposition that woments experience of work represenis an

>



integral component 5f their at%ituéegstowards ite In this way, I iﬁten& to
.demopstrate the redundéncy of the idea that a woﬁan's at#iéudg towards ﬁork
is usefully ‘accounted for purely.in'terms of har gender or position in the
life cycle.

In the final chaptér, the broad conclusions of this study are prese;ted
and are discussed in relation tq both past and present orientations in

sociological literature.
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'CHAPTER 2, WOMEN IN THE I ""‘“R FORC

The s%udy of wphen'uithin 2 particular occupational context musi be
located within a broeder_analysis of the historical and contemporary nature
of women's participation in the labour market. This affcrds a breadth
of insight which ceh.usefully inform the way in which one interprete the -
data yielded by a s1ng1e 1nvest1gat10n. There is now a copious literature
describing women's work act1v1t1es, both past and present and it is not
.poss1b1e,-therefore, to offer anythlng but a very abbreviated summary of the -
available information. The aim here is not so much to present an
exhaustive survey of the literature as to provide a framework within which
to interpret the flndlngs generated by my own study of women in temporary
clerlcal employment.

l. Homen at Work - ) Historical Perspective

'Anothef error into which we ea511j'Pa11 through the zhortness of
_our memories is the idea that women, were, of old, excluded from
the economic life of socisiy, and are now reluctantly and gredually

' being admitted into the masculine sphere of worke This is a
misrepresentation of factse Before the agriculiural and industrial
revolution, there was hardiy any job which was not also performed
by women. No work was too hard, no labour toc strenuous, to
exclude theme In fields and mines, manufaciories and shops,
on markets and roads as well as in workshops and in their homes,
women were busy, assisting their men or replacing them in their
absence or after their death, or contributing by their own labour
to the family 1ncome.' (1)

Any attempt to 1nterp“et and account for contemporary attitudes to
work amongst women must refer 1tself 1o the social and economic location of
women in the structure of modern societye. However, both the structural
position of women and the attitudes which they adopt in today's world have
evolved slowly over several centuries and it is essential, therefore, to
take accoﬁnt of:thellegacy of past generationse In the explanztion of
work attltudes, the w1de1y noted practlce of failing to look ?beyond the
factory gates' is parallel;ed by an equallv widespread fallure to probe

the-mists of time. A historical perspectlve castS'llght not only on the

most crucial changes in the.sccial and sconomic position of women, tut 2130 on some

of the current mythclogies concerning their Ynaiural? role which are ussd 1o
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?iegitimaie theip'unequa;'{reatmenélin.the lakour markets

Aﬁ examination effthe part;played by women in the ecoromy of pre-
industrial %ritain gréatiy undernines the ngtion that the capacity for
"motherhood neceséariij entai1s a marginal role for female labour. The::
experience of this péiiod also discredits the belief that women are capable
of performlng only. a ‘narrow range of taskse The 17th century sconomy
was largely agrarlan, with domestlc textile production playlng a sncondary,
though important, role. In the towns there was a grow1ng number of
retailltrédes and there-were o?portunities for employment in the service;
of skilled craftsmén._ Whilsf;théfe was therefore some degree of occupational;
diversit&, most peoplé derived théir living from the lande The basic unit
and most common locale of production was the family home, although men, women
and children might hife their labour elsewhere on an occasional basis in
lorder t§ raise the standard of living afforded by domestic enterprises
Women wﬁrked alongside %heir menfélk in the fields and there was only a
véry rudimentary divi%ion of duties along sex lines. Production, for
_.both the family®s immediate requirements and the market, was based on
collective endeavour, and thuslthe dominant mode of economic oréanisation
was m}t characterised by the weli-defined sexual division of labour that
was to come in a ;ate£ period. : At this time also, some women sarmed a
living in occupatipns with which they are no longer associated. According
to Oaklej, they were prominent as:sméll traders in the beer and breadmaking
iﬁdustries and’ some even worked as smiths. (2)

Yhile the moderm -conception of woman stresses herrresponsibility for
the rearing of'children, this period of history proviées us with a different
set-of possibilities. Women bore many children, but the high incidence of
infant mortality ﬁeant thét'few survived into adulthoode Booth has suggestsd
that the care of, and attltudes towards young children may have reflecied '

the precarious nature of their existence. (3) In other words, they may

not have received thegdegree of attention and rreparation for adulthood that



they do tod;y. Moreover, vhen children did survive, they wers expected
to play ﬁheirﬂpart in the productive process frem an eariy asge. For
'thesé reasons the presence of youﬁg children did not represent a major
: imbediment to the_econoﬁic particiﬁation of women.\

Not only were women widely represented in the oécupational structure
and fully able to contribute to the business of making a 1iving, but they
"also eﬂjojed a consideréble meésuré of economic indépendencé. Oakley hes
assembled an imp}essive array of evidence in support of her view that
husbands were not expected to be responsible fér the mezintenance of their
wives.(4) She maintains that a womant's earnings were pot perceived as
a mere supplement to those acquired by the male buﬁ as the source of her
personal iivelihood. Hbresvef; although common law and church doctrine
- sanctloned the subordlnatlon of women to their menfolk, there was an extensive
body of legal provisions which upheld the status of women as individuals both

: !
within the family and beyond it. , ¢ ' \
Many of the women who were married to members of the middle ranks

were active in their husbands! enterprises. According to Knowles,

- tWhen the home was over the shon, the wife helped to run the business
and marriage was as much a business partnership for the shop—
‘keeping and trading class as it was for the artisan or farmer

classes.! (5)

In.afistoératic families, women, like their men, remained aloof
from the process'of direct production. |

The pre-industrial period, then, does not.offer.much support for the
contenporary n&tion that a woman's economic role is purgI} marginal. This is
notuto say that her daily round was then more satisfying or less demanding.
The conditions of life were extremely ha;sh, and much of the work must have
been arduous and physically debilitatings DNor can it be argued that men
and women experienced a position of economic equality. Apart from the fact

that the law granted men property rights in their womenfolk, the rates of pay

which women could command in the agricultural labour market had long been lower
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‘than those obtaining for the:s.:mﬂe ‘.‘o-lm"hérn-a:.-i:'se : Ya;h' ‘tha lssson which e ma;s*
"_.draw from thie period is that wones ave- c:ap(.ole o;. execmt:m, a nuch wider range
o oi‘ tasks then is now assumed, and that a. pu.v-oly do'n..stm existence is by no msans .
. the Aincvitable destmy of the :E'amalae Y moma.n“s aapaclty 'bo survive 4id not
depend on her hus'band’a willingness to support. har but on those circunstances .
wb.ich affected men and women equa,lly, mmely 8 favouraale chma:te, good health,
end a merket for labour and goodss 'I‘he largely domastic and d.epend.ant e:.:.stence
~ for the married female implicit in the concept of the sexual division of labour
- owes its origins to a later phase in British history,
. . 0f course, the preconditions for economic dependency on the part of
married women were well advanced by the begimning of the eighteenth cemtury.
Patriarchy had long been upheld by the Church and common law, and the transition
from feudalism to0 ocapitelism, which ocowrred between the fifteenth and eighteenth
.c,enturies, prepared the ground for a nore complete extension of this ideology
$o the economic relationship between husband and wife.’' After the Restoration
.in 1660, landowmership became increasingly concentra.téa, end the growing practice
of enclosure was intended to facilitate a more produotive and hencs profitable
use of landes It has been ostimated that as mch as half the English countryside |
had been enclosed by 1750, Corresponding to these dévaldpmants was a progressgive
decline in the opportunities for self-sufficiency on .the part of the mass of
the working populations Initially, this led, not so mch to rural depopulation
as to the cfea.tion of & rural proletariat - a growing arcy of parsons dependent
on the sale of their labour pwwer for their meens of subsistence. By the
beginning of the elghteenth century, the English peasanmtry had been virtually
éﬁm:l.nated- gnd the vast majority of rural inhabitanis :\~:era depsndent on
wagese In thia vay, the independence of tho Pamily as en economic unit had
been steadily wndermined by the economic 'trax-zsfomationa cccurring in the three cen-
turieé_ prior to the Industrial Revolution. 4s yet,. ﬁoaaver, +the cohesion

of the family as an economic unit was preserved &ie to the couatinnation of



domestic industry as a major basis for commodity producfion.'

The néxt stage in the evolution of the sexuzl division of labour was
the growth of factory production: Tt was this development which brought
about the physical separation of home and workplace, and which ultimately
led'to'the funcfional differgntiation of husband and spouse. In the
early phase of-factory producfioﬁ, the qconomid roles of the sexes were
nof greatly transformed. Women followed their men_to the factories
~and the unity of the famiiy as .an economic unit prevailed in those
places where couples and their children were employed together.(6) In
1§35, women represente@ 46% of all factory based textile_wﬁrkers, but those
who'attempted to reconcile motherhood with factory employment exposed them—
E: selves and their children to the risk of permahent ill—heélth.or deathe(7)
At this;time the incidence of infant mortality among_the children of:
féctory:wprkers was approximately 45%, and it is not surprising, therefore,
thaf mafried women eventually came to represent a minority of the females
in this type of employment. Quite a number of factors cqntribﬁted :
towards this de&elopment. Firstly, there was a steady decline in the
practice of employing entire families together iﬁ one workplace, As
Ozkley has pointed out, this necessarily cregted a problem of respon;—
.ibiiity for the care of young children.(8) Secondlj, the;e'was a
gradual intrédhctibn of legislation govérning the employment.;f children
which coﬂver£ed them from economic assets into economié'liabilities. The
possibility for parents or employers to exploit 1ooph61es in the law was
finally removed with the introduction of compulsory educatioﬁ. Again, a
.custodiél role for the paréFt was implied by this development. Thi?dly, the
association of married womén with the home and the cafe of young childreﬁ was

further encouraged by .the introduction of legislation designed to reguléte the
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..employmen% of women themselves. Legislation was-a&voca¥ed on the grbunds
that the eqployment of mgrfied women in factories aﬂd ﬁines was detriment;l
to both th;.health.and morals of the present and future workforce and would
.lead inevitably to the disintegration of the famiiy unite | Thé reasbnihg
ﬁehind these assertions, however, was based on a compound of fact and |
fictioﬁ. There can be little doubt that the working conditions in which
man& women found themselves-werefhighly-injurious to their healith and
that of their babies, but then the wretched circumstances of female
agricultural workers likewise took & heavf toll in human lifee Regarding
the horal disposition of the females in factory employment, the evidence
that this was in decline was ﬁof substantial. Indeed, a Factory Commission
in 1833 concluded that vice and immorality was no more prevalent among this
group of workers than amongst others of their social level.(9) There
.. was also little foﬁndaiion for the-view.that the institution of the f;mily
was huftling towards annihilation. As Anderson has suggested, it was
often the case that the woman's earnings prevented the dissolution of the
family throuéh pévérty and destitution.(10) :Yet, even though the -assertions
concerning the moral implications of female factory emplojmgnt were cdntegted
at the time, the arguments carried considerable emotional weight among many
groups within thelmpulaéion and ultimately found expression in protective
legislation. In this way, the theme of familial neglect rebresented, as
it ioes to-tpis very day, a powerful ideological constraint upon the ecomomic
activities of women. ' _ . .
Teken together, these developments crea;éd 2 situation in which mar;ied
women began to be identified spatially with the home as disti?ct from the
workplace. At the éamé.time, their'function; became sharply'differéntiated_
from that of their spouses., A woman's role was to fulfil a man's basic .
requirements, té'act as custodién of his children and fo ensure a modicum of
coxfort in the family home. Although, a wife might w;rk ouﬁ;ide the home,

.and indeed, as late as 1851, one-guarter of all married women were thus
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%ccupie@,'her ;oﬁtribut;oﬁ was inéfeasingly regarded as supplementary to
.that of the male ﬁrea@w;pner.(ll)' ‘Economic independence fér the married
woman was a fhing of:the paste The single working-class girl.experience&
a short-lived ecénomic independence, but once married, the opportunity to
support herself was effectively terminated.

The lifestylés”of wives of mén belonging to the middle stratum of
‘society ﬁere'simiiariy increasingly circumscribed by social and economic;
developmepts dﬁringlthe first half.of the'l9th century. The opportunitiy to
paiticipaie with the husband ih a businesslike partnership in the workshsp
or da;ry diminished as the scale of trading activity increased. The wives
of the new class of 1ndnstr1al capltallsts were obliged to adopt a posture
of 1nact1v1ty. The new entrepreneurlal class was anxious to gain acceptancF:
with the traditional social elite; consisting of the landed gentry. Acceptance
depended on the ability to display the appropriate social credentials - to
acquire, as Banks hasiput it, fhé paraphernélia of gentility.(iz) The wives
of the nouveaux rlches became 1n;trumental in the process by which it was
possible to manzfest affluence and statuse. They were recuired to do little
else except remain at home and issue orders to the servants, who were them-—
éelves chérged with tpe'task of looking after the house and children, Adorned
in the finest lace and jewellefy}these women testified to their husbands®
wealth by their total inactivity. |

- Thus, by thé.middie of the nineteentih century, industrialisation had led
to substantiai changes in the nature of women's economic participation. 4
sexual division of labour was becoming firml&nestablished and an ideology which
postulated domesticity és the natural destiny for women had arisen to confirm
ite At ‘the véry root of this development.was the change in the mode of
economic srgznisation. _Hoﬁevef,'a number of other features of the sociﬁl

and economic structire of.the period reinforced the trend. Firstly, the dearth

of formal educational provision effectively limited the range of economic
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opportunities which wera opsn to womale ‘-Iorkn';ng class boys end girls alike
seldom received régular insfruation, end that which was provided consisted
of a narrow curriculum whosa main aim was %0 provide 2 moral rether than

& vocational traininge The d.angiiters of the midﬁie classes might receive
instruction from a governess or at a private scheoll,. ut in both situations
the main emphasis was on an edu:.zation'in female accomplishments and the
soquisition of ille social gracese(l3) The aim of this education was bo
equip girls with the qualificafions necessary to att.ract & male in what was
a very competitive marriags markete As such, it effectively constrained,
rather than extended their social and ecoromic horizonse

Secondly, the range of economic o'pporttmities for women was decreasing,.

: Qertain occupations, according to Oakley,were becoming masculinised.(14)

' - These included, for example, certain branchss of medicing which women had

hitherto practised with considerable success, notably midwifery and dentistry.
To some extent, this narrowing of opportunities may be atiributed to the
strategies of those men who had come to regard women as economic competitors.
Thirdly, vomen®s fresdom of sction was severely limited by the large
number lof cﬁild:cen which they bore and which subsequently surviveds The
average completed family size for those marrying between 1861 and 18G9 was
6016, This figure takes no account of the total number of confinements
. experienced by the average womane In the_ﬁid—thh century,-_.: the expectation
- of 1life of a woman aged 20 was 46 years, and one third of these years would
be spent rearing children. For many women, this lifetime of confinements
end childosre represented a substantial, physically debilitating burden.
In view of this, it is not difficult to compreﬁend vhy marriage was increasingly’
regarded as a major constraint upon, if not the termination of a wonen’ s
activity beyond tha home,
' Finally, the legal p'o"sition of women greatly._sﬁrengthened their econocmic
depsendence on mane Whereas much of the lé.w enacted in pre-industrial times
sought to uphold the individual rights of wbmen, the legislation of the

mid-19th century appeared to boldter their subjection. For exauple, although

civil divorce first became available in 1857, the Ver*;,r high cost of l.i‘tigation-
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meant that it was a luxury which few people could afford. -It was not wntil
1878 that magistratés courts weré given the power to grant separation orders,
thus bringing some relief to workin; class wives,'b;t the level of maintenance
was extremely low. From 1886 to 1§49, the maximuﬁ émount that could be awarded
to 2 wife was £2 per week. The statistics of enforce#ant suggest‘that many
women with orders had to resort t§ the poor law,lowing to destitution. _

From the dawn of the Industrial Revolution to the=middie'years of the
19th century, then, women'®s lifestyles were increasinély circumscribed,
However, the fact that women are capable of resistance to structures of
oppression is clearly demonstrated by the experiences pf the period between
1850 and the . First World War. These seventy years were a timé of bitter
sﬁruggle for women, and there were few aspects of the-prevailing social
arrangements which were not questioned by-them, The feﬁiﬁist movement was
a protracted, courageous quest for emancipation and was by no means confined
.solely to the middie_classes.

The improvements which took place in the status-of women during this
period owed a great deal o thé feminists, although it would be a mistake to
attributé all.the changes to the activities of women themselves. ﬁhile
feminists were very concerned to extend the range of educational oppprtunities,
particularly at the tertiary level, increased access to formal schooling was
.an inevitable result of the State's recognitisn of the socialéand economic
benefits of educational expansion, Similarly, the decline in family size
which beg;n in the last quarter of the 19th century was inexiricably bound up
ﬁith a deterioration in the econom;c climates In the realm of economic
6p§ortunities, the most marked change of the periqd was the growth of clerical
emﬁloyment among women, but this was predicated upon the rapid growth of
administration and commerce.

The feministis, from the earliest days, had campaigned for a very wide
- range of reforms. Increasingly, however, the issue of suffrage became the

‘central concern., Political representation was, after all, fundamental to

the acquisition of a better deal for women. The campaign, increasingly
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}militant,'testifiés to ths redundéﬁcy of the belief that women are inhereatly
-;passive and acqﬁiescenti As Garﬁiner has pointed out, however, the feminist
movement wds largely concerned to secure liberal reform rather than
ievolution.(lé) ' Affsi the war, the vote was won and many improvements_in_
women?s legal status ﬁése acquired. | Yet the prevailing mode of organisation'
of production, domestic labour and childcare remained intact, and the
.divisiog of responsibilities between men and women persisied accordingly.
Between 1914 and 1950 it ':wa.sl war rather than feminism which had the
greaiest;impacé on_women's livss.l 'During both World Wars it became
necessary to recruit female laisur on a large scale, not only tc staff
the war industries; bﬁt also to replace men on active service. The iméortanse
of_this?development w;s that it demonstrated the capacity of women to psrform;
jobs normally performed by men. ; However, during World War I, the trade
luﬁions and ihe government coliabsrated in_an attempt to ensure that this
situation would not prevail in péacetime. Moreover, during the Depression,
widespread unemployment, coupled;with the low degree '‘of unionisation among
the female labour forse, meani that jobs went to men rather than to women.
The inter-war economy:firmly est;blished the dependency of married women
upon tﬁei; husbands,. | After World War II, the augmentation of the female
labour force was maintiained, largely because of the growth of clerical work
in both the public and private ‘sectors and the growth of manual jobs in the
light engineering, chemical and electrical indusiries. These occupations were
perceived as womeﬁ's wo%k and ccisequently, male iabour did not feel threatened
by the érowth of femalellabour in these spheres of emplbyment.
One of the most significant developments sincs ihe last War has been
the srosipn of the norm of domesticity for married women. In 1911, 10%-
of married'womsn worked suxside the home. This had risen to 22% by 1951, and
in 1974, £h¢ proportion héd grown to 49%.(17) The largest increase in the
propértion'of marrisd womén at work has occurred among the 35nﬂ% age—grsup.

The explanafion for ﬁhis development is to be found in terms of post—war economic
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.ftrends and a greeter ability and eiilingneﬂs 10 ﬁork among married women,
:Iargelyldue_to-cﬁanges.dn their domestic circumstances.

fbst-ﬁar ecoﬂogic developments were highly favourable to'a growth ia

the employment of married wcmen.J The expansion of the service industries -
especially the public'services - entailed a vast growth-in the number of
available jobs; In ‘the 50ts there was virtual full employment. labour

was scarce, and thls situation was exacerbated by the expansion of educat1onal
opportunities whlch.deprlved the workforce of new recruits among the 1ower
age—radges. Moreover, due tofthe:increasing incidence of marriage durihg
and after the 1940's, . there were fewer available unmarried women. Given
these clrcumstances, marrled women represented the only domestic reserve of
labour for the expanddng occupationse Thus, their growing participation

in the economy was very much contingent upon the existence of an acute
shortage of labour. |

Until very recently, the contimiing growth of the service. sector has
-'created a sustained demand for female labour, Mbreover, the concentration of
women in the serv1ce sector has protected them from the full effects of the
economlc recession of recent years. Between 1967 and 1977 the number of
women in the 1a£our force increased at the same rate as the number of men
decreased.

It is also necesséry to consider the factors which have propelled married
women cut of their homee and inte the workforce. Demographic trends have
played a considerable rcle. Since World War II women pave been.marrying
earlier than t@ey used to. From 1901 to 1951 the average age for first marriage
among women .was“approiimately 25.6s In 1951, it had fallen to 24.6 and
in 1974 to 22.7.(18) Coupled with post-war trends in childbearing practice —
the closer spacidg of birthe and:the small number of children that women
typically bear - the-deciine in marriage age waeans that a woman is theoretically
able to return to part—time or full-time employment in her mid-thirtiess In

other words, many mothers have at least half their working life ahead of them
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by'tﬁe time their last chila has reachéd school age.‘ Yet demographic {:ends
- do not éxplain the motivations which lie behind the decision to resume
egployment.: A redﬁqtioﬁ in the time which women spend in producing and
rearing children mereiy performs an enabling function, that is, it accounts
for the ability to pursue work outside the home. Nnch'ink has been spilt
in the attempt to identify the feasons why married women have seized the
oppoftunity to ré—enter the labour force and there is no agreement as to what
represents the chief motivatione. In a later section of this chapter the
variéus arguments will be examined within the context of a detailed discussion
of womenis attitudes towards worke For the present, it may be said that
the post-war rise in the eﬁployment of married women represents a further
example of the way in which women are able to take an active role in tke
detérmination of their own existence. When women have previously acted in
tﬁe ?a?;pity of a resérve army of labour it has been a circumstance imposed
' upon'them. When they came to play this role again }&ter the War, however,
it:was largely the reéult of a spontaneous and colle;{ive unwillingness to
acceﬁt that a woman's place was in the home. : 1
Throughout history, men and women alike have been constrained into the
adoption of certain-attitudes and patterns of behaviour by their upbringing
and by the nexus of idedbgical and structural forces encountered in aduit life.
However, it isiessential 10 recognise that acquiescence is not an inevitable
nor universal response to the fact of limited options,. The procésses which
make for widesbread adherence to the prescribed norms are deep-rooted and
substantial, yet this does not preclude resistance nor the desire for individual
or collective change. Although the lesson of history is that the role of
women is very much dependent upon the nature of the economic siructure, it is
also clear, .especially from the experience of the feminist movements,
that their subjective attitudes are not always conscnant with the accompanying
ideblogical presbriptions. Industriél capitaliem ushered in the concept ef

female domesticity and dependency, and the assumption that a woman's ultimate
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destiny is in the home reméins firmly entrenched in spite of the challenge

to this supposition represented by post-war trends in.female employment.

Yet, there have cléarly been times when women rebelled silently or vocifer—
ously against the social and economic bondage implicit in the sexmal division

of labour, _ - | .

2. The Contemporary Position of Women at Work

"There are over 25 different jobs the Women's Royal Army Corps

_could train you for! Anything from clerical work to being a

~ kennel maide You'll work hard but you'll enjoy ite Start a

new life in the New Army.!
(Advertisement in Honey, 1972)

There are now more women in full-time and pari-time employment
outside.the home than at any other time during this century. The purpose
of this,éection is tp-examine the nature and extent of women's participation
in the:iébour force ;t the present time és a prelude to a more detailed

7 &
analysis of female employment in routine white—colléf"occupations. The
themgs which present themselves in relation to clerical employment can be shown
to chéracterise the structure of employment opportunities for women more
éenerally,namely, limited promotion prospects, inflexible attiiudes on the
part of employers towards women with domestic obligations, and lower levels

of status and remneration than those experienced by male workerse

a) Economic activity rates

The level of economic activity amongst Qomen may be expressed in a
variety of wayse In 1971, 38% of the total workforce ﬁéré women, whilst
the overall activity rate for women was nearly 43%. .Approximately 87% of all 'women
of working age have worked at some i{ime in their lives.(19) Activity
rates for both single anﬁ married women vary regionally, the highest rates
being in the West Midlands and the South-East, and the lowest in Wales, but
the differences are diminiéhing. Activity rates are also correlated with age, _
so that the 25-29 age group exhibits the lowest rate, whereas the 45-49 age group.

exhibits the highest,
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M;rried Women now rebresent-62.l% of all femaie employeese Harr;eﬂ
ﬁomen ﬁith young chiléren form the largest group among the economically
inactive pdpulatioh,‘yet.the numbér of females with small children who do work
is quite substantial. .17.8% of married women with children aged under
5 and 45.8% of those with children of primary school aée are economically
active. However, age-specific activity rates show that there has been |
a drop in activity rates for women aged 25-34 in recent yearse This is
the time when'ﬁomen typically have dependent children. Whereas in the
Soviet bloc and Communis+t China, governments have been obliged,-m;inly
th;oﬁgh-labour shortage, to take measures which enable women with young
children to work, the British Government has been less willing to accommodate
thé female population, We may assume that this.is due to a number ef
reasons,_including ideologies about family life, the fluctuating economic
foriunes of this‘couhtry and existing priorities in the allocation of
reséurces. Unless there are marked changes in the;iabour requirements of
this country, it is ﬁost unlikely that there will h;ﬁény change in thé
economic activity rates of women with children undef Se Contrary to
what might popularly be supposed, women themselves are not entirely content
with this situation. The 1971 General Household Survey found that:

'39.1% of all females intending to work some time, but prevented

. from working by the need to look after their children, would

have brought forward their plans to return to work if satisfactory
arrangements could have been made to look after their children.'(20)

It is interesting to note that women represent ore in five of the
chief economic supporters of households in Britain. Although the majority
of these women are single, separated, divorced or widawed, and it is impossibvle
fo jdentify how many are actually the chief breadwinner in a husband-wife
relationship, such facts clearly do not square with the notion that women
are invariably supplementary earmers.

A piéture,thus emerges of a greét deal of economic activiiy amongst

women, and an expressed wish to join the labour force by many of those whom



fideology;=persoﬁal anxiety, inadeéuéte childcare facilities and the desire to
"be a goﬁd wife and motﬁér have méde_redundant. Of course there are many |
women ﬁho d; not'wis#.?olwork under any circumstances. However, the
decision not tO'ﬁorE;lwhere a real choice exists, should not be greeted:

with alarm, as though-it represented a major 'problem'.. Freedom lies

not in WOrk; but iﬁlihe ability'fof women and men to pursue whatever course
they wish_within a wide range of'élternatives. - This clearly is not theléase
at the present time. : |

b) jypés of employment

There has been a tremendous increase in the numbers of working women
. since the war, but théfe has Béeﬁino corresponding increase in the quality
of jobs available. Female labour has been characterised as forming part
of what is referred to as the_secbndary labour market:

*Dual labour mafket economists suggest that the job structure of the

economy can be divided into iwo, sometimes three, distinct sectors,

usually just 2 primary and a secondary sector. Primary sector jobs
have relatively high earnings, good fringe benefits, good working
conditions, a high degree of job security and good opportunities

for advancement, while secondary jobs have relatively low earnings
levels, poor working conditions, and negligible opportunities for
advancement, and a low degree of job security.' (21)

According to thié.model, there are few training opportunities for
secondary workers and no hierarchical structure of skills and rewards, so
that workers in the secondary sector remain there throughout their working
lives. Amongst such eﬁployees there are high rates of both volunfary and
involuntary tu;novér; the former aue partly to the fact that little reward
attachéé t0 remaining pefmanently-within the workforce, -‘and the latter may be
due to the calculated uée of such workers by employers to meet shori-term
needs. There is little doubt, when one examines the distribution of women
in the labour market that. a great many are concentirated in what might be
called a sécondary sector. = However, since there are also many women in the

primary sector, it must be recognised that there is no necessary relationship

between women and secondary status. Yet the concept of a dual labour market

does represent a useful advance in the study of working women since it shifts
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the analytic focus away from factors in the home towards the economic determinants

of a differentiated labour market.

As a result of this.shift of émphasis, there is now a growing interest

- in the inter-relationships between capitalism, patriarchy and labour

market segmentgiion along lines of gender. It has been suggested that -
sexual differentiatioﬁ in-the labour force, whether conceived of in terms

of a dual labour mérket, or in terms of reward and status hierarchies within

f particular oécupaiions, is a phenomenon rooted in patfiarchy, yet which
serves to bolsﬁer capitalism by maintaining divisiveness and competition

' within the working classe According to this view, sexual divisions in

5 thé labo#r-market may be compared to racial and ethnic divisions in so far

" as they aré béth felt to militate against the development of a éohesive |

. class con;ciousness. “The idea that capitalism has annexed the long-
"established efforts of men to maintain a position of relative economicf
advantage is, at first glance, highly persuasive. However, since this
debate has been conducted mainly at a theoreﬁical.level, it has yet to be shoﬁn
whether this alignment of patriarchy and the Yneeds® of capitalism occurred
due to the conscious_effort of emplpyers, or whether it was simply fortuitous.
Until such,time, if ever, as intentionality can be conclusively demonstrated,

there is the danger that the void will be filled by a naive, somewhat conspira-

torial model df‘emplojer behaviour.

.Having noted that there is a growing level of theoretical sophistication
in the analysis of sexual divisions in the labour market, the next task is.to
present an overview of the location of women within the conteméorary industrial
and occupational structures%; One of the most significant characteristicslof
female employment is occupational.concentration. According to the 1971 censué,
three—quarters of all working women were listed under four of the twenty—éeven

\

occupational categories. These were: clerical workers (29%); service,
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sports and recreation Qorkers (23%); .professional, technical workers and.
artists (12%); and sales workers (11%). Converselj, .9%lof women were
administrators and managers, .1% painters and decorators, and .2% gas, -

coke and chemical workers. Although there-is a dégree of concentration

of men in the ‘engineering and allied trades workers not elsewhere classified!
category (16.9%), males are more evenly distributed throughout the range

of occupafions.(22) Although figures do vary slightly from year to year,

there is in fact a remarkable stability in the occupational distribution of

the,femai; workforce.

ﬁoman”are also concentrated in certain industries. According to the
1971 éeﬁsﬁs,-more than"half of all female.ﬁorkers areL?mployed in three
main service industries. No similar pattern of concéitration may be
obser&gd among men. wWomen outnumber men in several industries, including
clothigg ;nd footwear, the distributive trades, and insurance, banking,

finance and business services. They represent a tiny minority, however,

of those in construction, and mining and quarrying.

The point t; be made here is not that we should bemoan the under-
representation of women in dangerous and unpleasaht forms of work such as
mining and conséruction, but that a large broportion of women are concentrated
in low-paying jobs within the low-paying indus;fies where there are few
opportunities for advancement. Many men find themselves in demanding jobs
with low pay and poor working conditions, but even with the breadwinner
millstone around their necks, circumstances may often favour their extrication
from such situations. Both assumptiqns about physical strength and also

precedent mean that men can at least move into unpleasant jobs which are



highly paid, if that is their inclination. A marriéd woman who opted f;r

.this woﬁld probably have to overcome the prejudices of male co—workers as to

her suitabiiity for the wsrk: and her husband's objections to moving house,
ilthough one sﬁould be cauﬁious in ascribing chgracteristics to .

certain occupations without reference to the Opiniohs of-eﬁployees themselves,

i%.seems fair to say that many of the jobs women do, particularly in mamal

work, are extremely repetitive. An Open Universify film entitled 'Biscuits!

demonstrated very'élearly the machine-like nature of women's tasks in a

food factory. For hours on end women scooped up handfuls of biscuitsland

slotted them into containers which whizzed past on a conveyor belt. A

colleague of mine who visited a pharmaceutical factory encountered women employed

all day long on the task of weeding out mis—shapeﬁ cod liver oil capsules.

Theré ig no shortage of examples of what women'é work has come to mean. It

is uﬂ;ikgly that repefition will cease to be a widespread feature of female

emplofmént in the near future. The continued use oﬁﬁﬁomen in these types of

joBs is often justified in terms of a belief:in their~ﬁatural suitability

for t@e work — manual dexterity and a capacity for endurance are held to be

ihnaté'female talents. Such reasoning mystifies the fact that éhe use éf

women in this way represents a cheap alternative to investment in machinery (23).
The concentration of women in low-skilled, low siatus jobs providing

little work satisfaction is partly due to the fact that few women experience

job training. It is often claimed that this is due to the attentuated

ambitions of women themselves. Mackie and Pattullo, hoqgver, argue that

while there may be some truth in this view, tféining opportunities for women

are generally deficient, They state that in the distributive trades for

example, training on the.job is often haphazard and inadequate and that the oper-

ation of self-fulfilling prophecies denies women the chance of acquiring skills,

promotion or_prospects.(24) EBven if women do display a reiuctance to pursue

the training opportunities which are évailable, it must be recognised that

cultural forces encourage this. In its advice to the Commiitee on Sex



Discrimination, the Institute of Careers Officers stated:
'.eogirls? horizons are likely to have become restricted by
. social pressures even tefore they have considered a career

eosattemptis to encourage girls...were sometimes frustrated
by the influence of the boy-friend.t (25)

In spite-of thefexﬁansion of training opportunities since the warj
women continue to récgive little training in skills other than those tradition-
ally associated with %hem,-and men-;re much more likely to receive vocatio#al
instructioﬁ. ’ Nei?hér employers:n§f the government have done a great deal
to change ihis éitua%ion. | |

doncentratioﬁ and lack Qf promotion prospects similarly characteriée
the emplo&ment situation of qualified women. These are defined as womeﬂ
with qua{ifications abéve the stan&ard of GCE A~levels A majority of I
both males and females wbo are'quaiified are located in the category
6f.professiona1, technical workeré and artists, but-the concentration is
much. greater amongst women. No less than 89% of women who have qualifications
above A-level, but below degree lével are fouﬁd in this category, compared
with 59% of men.(26) ?According fo'Hanna, *nothing indicates the inequality
of men and women more stafkly tha# an analysis of top jobs in industry and the
professionsf' He fouﬁd;that thefe was a heavy concentration of professional
women in nursing, teaching and §ocia1 worke VWhereas almost one third of
graduates from medical schools are women, they represent only 7% of hospital con-
sultants. Under 3% of practising solicitors are women and they represent
only 4% of senior éxecuti&es listéd in the I.P.C. Directory of Pub}ications
and Sefvices.(ZT) The Civil Service has often claimed 10 be more pioneering
in its recruitment patterns, yet wémen form a tiny probortioﬁ of those
emplo&ed at the most senior levels. In 1974 there Qere 24 females and 793 males
in the top posté.’ .Many women wgo attain positions of high status and reward
in prdfessional'ana manage?ial océupations are unlike the majority of women
of similar age, in tgat théy are cften single, divorced or separated. Hanna

points out that of the total of 3% female members of the Institute of Directors,



e o | 28,

: dne-quarter have never marrlea, one—flf th ai-e widowed and one in ten is
dlvorced or separated (28)

Apart from the fact that women represent a minority of managers in
all industries, the percentage of female managers varles_accordlng to the
industry concerned.f. According to the 1966 Census, they represented 16%
of managers in the clcthing and footwear industries, but only 346% of those
in the engineering'ana electrical goods industries.(29)" |

. Oakley notes that since the time that women achieved the major break-
through of acceptance into those profes51ons which were formerly practlsed
by men on;y, there has been 11tt1e advance in the proportion of women in
such occupations.(30) . She maintains that the major stumbling block to -
futnre advancement -is that.qualified women face a problem of ?structural
ambivalence!, As women, they are‘expected to display *feminine' character—
istics, namely a low level of career aspiration, submissiveness, and a
marked orientation to the domestic environment. As educated individuals,
however, they are expected to seei career advancement and to display initiative
and a marked capacity for persistence and drive. The two sets of requirements
are incompatible, with the resultithat women, for fear of being regarded as
masculine or sexless, qpt for the safe, traditional occupations where their
femininity is not called into qﬁestion and where they do not seek to outpace
their male colleagues in:the competition for promotion.

Whether or not this is the case, there is no doubt that the pattern of
employment:amoné qualifted women has a great deal to do with their educational
backgrounds. The scarcity of women in managenent and certain professions
is related to the subject choices made by girls at secondary school and to
their chosen courses at the level of higher education. For example, in 1972,
whereas 49% of boys entered for 'A' level science and technical subjects, only
24% of g1r1s did so.(31) ‘In the Same year, 5% of girl school leavers went
to colleges of educatlon, whereas only 1.4% of boys did so. These patterns

are the outcome of theaeffects of years of broad cultural pressures, the
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attitudes of pesrs and parents,l#nd,thé attitudes and expectations of teacaing
étaff. 'The educational decisions represented by these figures have'majér
implications:for the-rangé of jobs which ; girl may pursue upon eﬁtry to the
labour markete | ’ | .

Career advancement is diffiﬁult for married womea since they are likely
to have to leave their occupation for several years in order to have children.
A break of th%s kind may disadvantage a woman who wishes 10. resume her career,
since she may be judged to ha&é lost toqu with the ékills or knowledge in which
. she fofmerly specialised.

According to Fogarty and the Rapoports, éareef advancement is
particularly difficult in the case of the two-career family, that is, where
! both husbapd and wife are in high-level occupations. They:found, from
E théir reéearch, that most wives in dual-career families accept that it is
* hard for fhem to make long-range plans for their own careers beﬁause ultimately,
© the interésts of the hﬁsband's career come first.(32) Thls theme of the
" primacy of the husband’s plans is also mentioned in the Pahl's study of 86 managers .
and theif wives. Although the attitudes of the wives, most of whom were not
working, varied accordlng to their upbringing, education, work experience, and
relationship with their husbands, most of them cons1dered a job for themselves
as secondary to the Qemands of the husband?!s career. Since they moved
frequently, in the spiralist fashion of many middle—class couples, the wives

were unable to gain sufficient experience in one job or area as a basis fer

progress in a career.(33)
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. The'jobs that women do are a.fﬁnction of a wide'range of factors.f The
aceumulafed experiences of childhood and adolescence effeetively channel women
into a narro; range of oceupations and indusiries. Long established ideas
aeout what a woman is eapable of doing, physically and mentally, continue to
colour the attitudes of employers and militate 2gainst tﬁe developnent of a
more pioneering spirit in their attitudes towards training and promotion.

The idéa that women are merely supplementary earners is used to justify the
expleiiation of'female labour as a cheap alternative to machinery, Domestic
responsibilities represent a major impediment to-the occuﬁational advancenent
_of married women and even single women may find that their capacity for mother-
hood is used to justify covert discrimination by employerse. The relative
disadvantage of women in the labour market is the‘inevitable outcome of this
nexus of eircumstances. |

¢)  Part-Time Work

? Qver one~third of all working women are in paﬁﬁ-time employment, which

is defined as thirty hours or less per week. Part—tiae work is very much
a female phenomenon since only one in twenty males work similar hours.(34)
Over éo% of women in part-time work are married, which reflecis ihe problems
inherent in the attemst to reconcile work with domestic commitments. Three
industries account for 69.1% of all females working part-time. These are,
professional ani scientific services; the distributive trades and miscellaneous
services.

It is important to give some attention to_part-tiqe women workers because
they represent a minority group within the labour fbrce.' According to an
IDS survey in 1975:

*many part-time we;kers are not allowed sick pay or holidays; they

may be the first to go in a redundancy situation and not be covered

by guaranteed work agreements. They are also less likely o be

covered by pension schemes and often lose out on promotion, training

and similar opportunitiese.? (35)

Past—time women are doubly disedvantaged - firstly because they are

women workers and secondly because they are likely to experience inferior
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qonditioné,and remuneration, and pr§spects. This does not seem to have
éeter:ed more ana-more wﬁmen from taking up part-iims employment. Between

1961 and 1971 the. total number of'feﬁales worxing part-time in the manufacturing
industries rose by BS;OGQ. During the same period the numbers in full-jime
employment in manufactﬁfing fell Ey 405,000, According to a Department

of Employmeni repor? inli975, woﬁen seeking part-time work are expected to ke the
main constituent of fﬁture growth in the labour market.(36) In some ' |
occupationé there ar; more women.seeking‘part—time employment than there-a&e
openings. - This means that some women are obliged to work more hours thap

they would wish, and consequently they face major difficulties in the a.tt..empt

4o reconcile the duél demands of home and workplace. This problem exemplifies
the extent to which WOQen may have.to adapt if they wish to worke Employers
inlthis country have displayed.a marked reluctance to grant concessions to

women re&ﬁiring special hours.. Instead of adapting the conditions of
employmeﬁt to suit thé needs of thé female labour force, which would lead t6
fhduced absence, ldwerfturnove: and better performancé, employers demand that

women make all the adjustments.(37)

d) Trade Unions

Women are often thought to:be highly unwilling to join unions and even
anti-union. Yet there has been a substantial increase in irade union member—
'ship amongst wémen during the last thirty years, and .women are currently joining
unions at twice theirate.found among men. In 1939, women represented 11.4%
of II.'-U-C.- memberéhip, ﬁhereas in-l977, thé pfoportion had grown to 28%, so that
now, overone in four of_the Trade Union Congress member; is a woman.(38)
At the same time, there are very few women officialsior shop stewards. This
might be expectéd perhaps in a2 union such as the A.U.E.W., where women make
up only 11;7% of the total membership, but it is rather surprising to find that
there ;re cﬁly five wpmen';ompared to 147 men acting as fulltime officials in
the Union oflShop, Distributive and Allied Workers, 54% of whose members are

© women.(39) A survey conducted in 1975 covering 62 unions, found that there
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were only 71 fulltime femalé officiéls compared. to 2,253 males. (40)
; Undoubtediy, the iower rateé of union membership and activity among
women may partly be explained by ﬁomen's own attitudes; It may be that
especiglly in those odcﬁbations which women have only recently bégun.to enter,
there is a feeling thaﬁlunions aré'for the men, that the business of bargaining
for better wages and'cénditions is more directly related to men's role as the
chiéf breadwinner. , in a television series on women at work, a number of X
women spoke about thelr feellngs on the squect of campaigning for equal -
pay and better JOb prospects and many expressed these tradltlonal views, Some'
women regarded their husbands! ecgnomlc activity as far more important thﬁn E
their own, and did not ﬁént to force any measures which might have the effect
of undermining their spbuse's role'aé chief earner And head of the houseﬁold.(41)
This is only part pf'thé picture, however, and ﬁe should be cautious
iﬁ'attribufing women?!s lower leQels of memﬁership and participation solely to
traditional attitudes émdngst them. One of the major obstacles lying in the
path towards greater union density{among women is the'dispersed nature of much
of the female labour fo;de‘— tréde~uhionism is usually strongest where large
numbers of people are eﬁpioyed, ' ﬁhis is particularly problematic in the case
of shop ﬁork, where there: are on;y:a few employees at any one place of work,
and where, in addition, there is.a high rate of labour turnover. Another
problem, especially'in relation to active participation in unioﬁ affairs, is
that union life is geared to male social patterms. Meetings are usually held
outside working hoﬁfs-in é local pﬁb or club af a2 time when married women are
usually preparing thee&ening meal or putting their chil@fén tg bed, and in an
age when women who enter pubs unaccompanied may stilllbé confronted by suspicious
_staies.fromlthe other clientele.(42)
A fufther.inpibiting factor. is the attitude of the umion hierarchy, which
is domi#ated; as we have al;eady noted, by men. The unions have long professed
to be on women's sid§ - the TUC called for equal pay in 1888 — but since, in

. the past, they have alsp secured a number of agreements which were indubitably

:discriminatory towards women,'we must regard their campaigning zeal as somewhat



3anus—facéd. A hotorious'example?bf union sypocrisy recently came to light.
Many decades ago, the postal worxﬂrs' union secured an agreement with the Post
Offlce whlch defined the JOD of a postman as 2 man's job, and guaranteed
s1ckness benefit and hq;;day pay to those who were employed as postmen. - Women
could be employed by the Post Office but they were to be-called ! Temporary
Postal Workérs', ané’therefore n&t'entitled to the same benefits. Not long
ago, it transpired that there was a woman in Birmingham who had been emplq&ed as 2
temporary éostallworker for no less than thirty years. |

bufing the 1970“s, the u?ioné have been much more active than previouslx
in the are# of womeﬁ'sjrights éﬁd ﬁany have established.working parties to
look irito. the position of their feﬁale members and that of women generally in
their particular field of employmeﬁt. The TUC organised a special conference :
on sex discrimination in 1976-;nd'it has glso designed an equal opportunity
clause for inclusion in labour agreements negotiated by affiliated unions.(43)
A number of unions supported the Worklng Women's Cnarter introduced in 1974
whzch incorporated recommendatlons extending far beyond the traditional terms
of reference of the unions. TheLCharter was even debated, albeit umsuccessfully,
at the 1975 TUC Congress;(44) ‘ |

It would be a mistake to.assume that this apparent burst of philanthropy
on the part of the_uniéns is simply due to a twinge of conscience. It is
probable that theif heightened degree of activity on behalf of women has more
10 do with their urgent geed to rqcruit new mgmbers. Women represent an
importanf source of potential revenue to the unions, and.consequently the latiter
have been obliged to take women's interests much more se;iously than they have
done in the past. Whether or not they will be succesgful in this endeavour
remains a matter for speculation, since the response of employers and government
to any union preséure on the'subject of women's rights is likely to be determined
by future patterhs in;labéﬁr requirements and the norms dictating resource
distribution. |

It cannot be aehied that in terms of the conventional indices of union-
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mindedness ~ membersﬁip, partiéiﬁatiqn, and strike activity, women do not
iegin-to'compare with their male counterparts; However? it is clear'that

the differences cannot be'adequafely explained in terms of simpliétic
assumptions about innéte female dispositions. Moreover, recent trends

in union behaviour among women suégest that the traditional stereotypes ére
fast becoming redundant. Not only has there been a marked increase in

union memberspip among women, but there is evidence that women are increasingly
willing to display their eqoﬁomic'strength in the form of a strike.

e) Legislation

Dﬁiihg the last few years there has been a muéh trumpeted attempt
by the government to secure an improvement in women's status through the
enéctment of legislation. One of the factors contributing to this development
haé beeﬁ the pressure for change exerted by such groups as the NeC.Col. within
the more éeneral context of the movement for women's 1iberétioﬁ. However,
less weli—publicised ﬁressures have also been at worke Britain's membership
of the E.E.C. formally obliged the govermment to enac% measures desigﬁed to
imporve WOmen'§ positione be example, Article 119 of the Treafy of Rome
requires.that'member states ﬁaintain the application of thg principle of eéual
pay for equal work among male and female workers. The attempt to introduce
a greater measure of sexual equality is an infernétional phenomenon, although
there is considerable variation in the extent to which the effort ha; been successful
The British experience is a story of missed opportunities .

The Equal Pay Act of 1970 was the firs£ serious attémpt to alter woments
hiéforic role.as a primary source of cheap labour, Tbéflower rates of pay
usually received by women compared to men had.long beeh justified in terms of
the argument that most women only worked for pin-money, but tHe social climate
of the late sixties rendered this reasoning more and more unacceptable. Prior
to the enactment qf this legislation, earnings had incfeased for alllempléyees
since 1948, but there remained a:substantial difference between the average

earnings of men and women. The following figures give some indication of

1
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j:l:he dimensions of .this discrepa.ncy in the year of the Equal Pay Act:

Averaze Weekly Earnings - Administrative, Technical and Clerical

Manufacturing Iﬁdustries
MaleS cooeccceof36e49

Fgmales soecee o'.0£15044

Averace W.eekl,{r ‘Karnines - Manual Workers, U.Ke, 1970

Mé:iu_.facturing‘ Industries -

Men (aged 21 ‘and ovef)'.;,,:......£28.91
Boys ooooooo;oool;ooooooo;.o?oooooom3067
Wohmen (a.ged 18 a.nd over)-..;......i'.l3.98

Girls oooo.ooooo.lo.oooooooooo.0-.0..£9o46

'Source: Facts in Focus (Central Statistical Office, 1972)

The Equal Pay A;t came into full force on 29th, December, 1975, and
dur‘ing the last few yea‘_.r_s there h;s been a considerable improvement in the
relative ea.rnin_gs -of men and woqler;. In the early nineteen-seventies,
the ratio .of women's to men?’s houfly earnings in fullt{ime adult manual work
stood at approximately 60 per cent, as it had done during the previous thirty
- yearse In 1973 and 1974, howev:er, women's hourly earnings relative to those
of men rose to 6;1%.. MI;rovement also ocMed in the sphere of non-manual
work at this time., In f§70, median hourly earnings for adult fema.le non-manual
workers stood a"c'SB% of ;l:'he earnings of males. By 1975, however, the ratio had
risen to 60%.(46) Figures for 1976 provided 'by the Depariment of Employment
reveal further progresse : Female manual workers! airérage hourly pay was 70% of
that of maies, a.nd female .!‘mn-manual workers' average hourly pay was 63%
' of that of their male count_erlparts:. According to Jackson, the recent
improvément .can reasona'oly. 5e a.ssumed_to have resulted in part from equal pay
1egisla%ion.(47) | |

How_ever, it is :;anifegtly clear that there still remains a large difference
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between the average ﬁourly earnings of men aud women'in both manual and ;
_noﬁ¥manﬁal occupations,s The differential is likely to continue in the future
because these variations reflect the concentration of women workers in low-
skilled jobs in low—p;yigg industries and their relative absence from high-
paying industries. If we consid;r figures relating to 1972, we find that
only 7.8% of full-time manual men and 2.8% of full-time non-manual men
were low-paid, compared with 70.3% of full-time mariual women and 38.6% of
full-time non-mapual women. (48) 'Differgnces in gross earnings between men
and woﬁén are paftly éxplained by the greater propensity amongmen to do
overtime, shiftwork, work during unsociable hours and work away from home,
but the occupational distribution of the female labour force is of crucial
siénifi;ahce in accounting for differences in houfly earnings, Thus while
the greater rate of increase in earnings for women in recent years is often
describedlas progress'téwards equal pay, there is no doubt that we shall never
attagn tﬂai goal so léng as there are unequal opportg{ities for training and
employment. Moreover, when one examines the Equal é;& Act itself, further
doubts arise as ito whether we may realistically expect equal pay to materialise
in the future. Clause la carries the implication that in order for a woman
to claim equal pay, she has to be in a situation where there are men doing
equivalent work. Since-many jobs are almost wholly performed by women,
however, notably textile machining, typing.and canteen work, there is no basis
.for a claim in such occupations. Clause 5 states:
*A woman is to be regarded as employed on work rated as equivalent
with that of any man, if, but only if, her job and their job have
"been given an equal value,'in terms of the demand made on a worker
under various headings (for instance effort, skill, decision).! (49)
In fesponse to this recommendation, many employers used the intervening
five years between the enactment and the enforcement of Equal Pay, to full
advantages According to Rowbotham, the Engineering Employers Federation

issued a confidential document to their members which informed them about ways

of avoiding paying women the male rate for the jobe(50) These included
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investing in labour-saving machiﬁes? introducing job evaluation and héving
j'S'l:ric'!; segregation of the se#es at the workplécé-. .Members were also
advised to reconsider the value of eﬁploying women in certain jobé and_to

give special attention to the problems of -absenteeism, turnover fate and,
reliability with which wﬁmen were associated. Obviously, not all emplo&érs
havg displayed this degree of unwillingness to honour the spirit of the Act,
but:clearly there has been plenty pf time to engage in such practices if that is
the preferred c§urse.of actioﬁa _Mbst employers who object to the idea of
equal pay maintain that since women are less reliable than men they should not
have to pay them equal ratess Reliability is judged in terms of the incidence
of absenteeism, late arrival, labour turnover and the willingness to wor?
overtime, That women generally do score less wéll than men on all these
criteri# cannot be denied, but this can probably be explained ip terms of

the lack.éf skill, interest and responsibility in the jobs they.perform,

~and in téfms of the déhands made upon them by their domestic circumstances.

In recognition of the inadequacy of an equal pay act without a |
corresponding movement towards equal opportunities in employment“and training
the Consérvative Government introduced a Green Paber entitled 'Equal Opportunities
_for Men and Women' in September 1973. There was a great deal of controversyl
as to whether the Tory Government's proposals ﬁould really Be effective in
creating equal oppor%unity or whether it represented only a very halffhearted
step in that direction. The proposed legislation included a large number of
exempted jobs —.where it would still be permit%ed to discriﬁina}e on the grounds
of sex. For example, one could select a man (or woman)xin preference to .
the other sex Ywhere it would be offensive to publiec taste or decency! to @o
otherwiéqﬂhzw:us no major attempt by the Tories to tackle education or the
frovision of goods and services, such as mortgage or credit facilities, or
problem areas such as entry:%o pubse. The Conservative Government did, hohever,
propose the establishmept of an E&ual Opportunities Commission which was
intended to oversee thelworkings of the lawe. ; 5

The 1973 proposals were upstaged by the Labour Government's own version



of anti—discrimiﬂation legislationfmhich was intrsduced in September 1974,
end which became law inj1975. _ It was far more comprehensive in scope than
its predecessor in that 1t set out to eliminate sex discrimination (w1th scme
exceptlons) not- only 1n the sphere of employment, but 2iso in the provision -
of goods, facll;tles and serv1ces—such as housing accommodation, loans and
credit. If was inmended to complement the Equal Pay Act, and an Equal
Opportunltles Comm1ss1on was empowered to conduct inquiries and 1nvest1gat10ns
and to take actlon to promote equality of ooportunlty. |
However, it has now become evident that a major discrepancy exlsts

between the promlse and the practlce of the Sex Dlscrlmlnailon Act. According
to a report in the Sunday Times in' February 1977, the work of the Equal -
Opportunities Commission has been oonducted on a very modest scale, After
one full year of operation it mad'initiated only a single formal investigation, made
no direct intervention in employment practices, failed to initiate any major
research; had difficulfy‘in spendéng its publicity budget amd had generally
kept an extremely ilowiprofile!;(Sl)

" Luise and Dipak-NEndy méinfain that while the Act is tone of the
most far—reachihg pieces.of anti—@iscrimination legislation yet Eeen' there

are profound limitations to what it can achieve.(52) They claim that there

are three sources of sexual inequality, the first being direct discrimination

such as when women are refused entry to a pub, the second is the effect of past

discrimination, an example of which would be the effecit on women!s employment

prospects of inferior careers guidance, and the third is continuing unequal

demands which in the case of women, manifests itself in mhe greater responsibility
for childcare and housework that they are expected ito exercise, as compared

with men. - As fhe Nandys point out, it is possible to attempt to legislate

away the first type of disorimination'and to compensate for the effects of the
second through positive diecrimination, but the continuing unequal demands on
women are nom so easily amenable to legislative remedy. They claim that the

only solution is a mejor rethinking of 'the whole social mechanism by which



chlldren are rﬂared' and sugge°t a number of p0851b111t1es, 1nclud1ng payent
for those who wish fo remain at home to look after their chlldren, more. exten~
sive use of chl‘dmlnders and flexltﬂme, and better training for women. However,
at a time of severe cutback in government spending and great uncertalnty in
private 1ndustry, it seems most unllkely that any of these proposals will receive
serious attention from those who are in a position to implement them.

' .Another’piece of recent legislation, the Employment Protection Act 1975,
would seem at first glance to‘he;éld considerable imprévements in the |
position of womeﬁ at worke The Act provides a woman with the right to
paid maternity leave and the fight to return to work with the same employer
up to twenty—nine weeks after her child is born., In order for these bénefits
to apply, a woman must have worked for her employer for at least two years
p;ior ts the lasi eleven weeks of pregnancy. In the event of the employer
failing to comply with the law, an aggrieved party may complaln to an industrial
trlbunal. o

Although the aims of this legislation ﬁave been welcoﬁed in prinéiple
by tﬁosé who have long campaigned for statutory reform of‘fhis kind,

the view has been expressed that the provisions are not sufficiently radicale.

" . Patricia Hewitt, writing on behalf of the No.C.C.L., feels that the period

during which it is possible to seek reinstatement should be extended, and -
that a corresponding system of paternity benefits should be introduced.(53)
Apart from the inadequacy of the proposals there is also the problem that
the legislation may have implications for recfuitment poliéieé towards
married womene Indeed, one such problem was=anticbateé by the government,
namnly, the likely impact of a maternity pay scheme which imposed the

burden of cost upon employers of women. In order to spread the cost evenly,
the government set up a Maternity Pay Fund to which all employers are
required to coniribute. ﬁ;wever, further problems still remaine it is
possible that an employer may n&w give covert ..preference to male applicénts

for jobs, believing that it is in his interest to hire those 'who are least

likely to inconvenience him and to disrupt the operation
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of the company e He'may weii feel that women, especially married women, !
are vested with considerable nuisan;e potential, in so far as they may mﬁke
it necessary. for him to hire and possibly train temporafy staf'f in their
apbsencee This consideration would probably loom very large in relation
to jobs which require speéial qualifications and which carry a great deaf
of responsibility. An employer may judge that it would be cpstly, difficult
and imprapticable to engage a short-term replacement to fill a position which
normally requirgs cohtinuity and eipertise. The way in which employers will
respond to the législation can only be a'matter for speculation at the present
time, but there does seem room for doubt as to whether the Act will in practice
work towards women's advantage.

The fact that there has been a recent burst of legislation designed
to imprdve the position of women at work should not give rise io complacencye.
It is evident that the goals of equal pay and equal opportunity remain as
elusive as ever. Moreover, many aspects-of the law:ﬁontinue to uphold the
principle of married women'!s economic dependency onlé;eir_husbands. According
.to Liéter and Wilson, the Beveridge maxim that Ythe attitude of the housewife
to gainful employment outside the home is not and should not be the same as
that of a single woman, She has other duties! continues to inform social
security and taxation o(54) The less favourable treatment accorded to
married women by these provisions represents z major deterrent to couples
considering thelidea of reversing traditional famil& roless Conseguently
it is not only the inadequacy of the new legisiation which represents a cause
for concern, but also the persistence of a discriminaior§ perspective enshrined
in many areas of social policy. However, even if these residual areas of
discrimination were removed by legislation, the many other sources of sexual
inequality and female dependency would still prevaile As John Lyttle has
put it:

fOnly the most encru sted reactionary argues that the law has no

part at all to play in fostering equal opportunity and only fools
believe that the mere enactment of laws creates ite! (55)
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3. Women's Attitudes Towards Work

i

*While it has long been understood that women's labor-force participation
_is responsive to such major life-cycle events as education, marriage,
..diverce, bereavement, childbearing, and geographical mobility, the
study of the motivational side has been neglected, Thus, when we
turn to the theoretical work on work aspiration in women, and the
empirical literature it has spawned, we find it both stagnant and
unimaginstive. =~ Work aspiration (or occupational choice, or
career commitment — rarely are these concepts distinguished) is
usually treated as a discrete event like the menarche, which occurs
at. some time 1n adolescence and never again,! :

(Judith Long Laws, "Work aspiration of women: <false
leads and new starts' in Blaxall, M. & Reagan, B., (eds)
Women and the Workplace 1975).

it is now appeopfiate toifocus more directly on an aspect of female'
employment which has been greafly-ﬁeglected. Despite the recent growth;
of 1iterafure concernigg post-ﬁer trends in femele employment and the
characteristics which differentiate male and female occupations, we remain
remarkably igﬁorant about such iseﬁes as qccupational choice and sources of
work satisfaction among female employees.s As Long Laws has pointed out,
the literature which is evailable;in relation to these themes is theoretically
obsolete and informed ﬁy a defieiént methodology.(56) Consequently, the task
of presenting an overvieﬁ of woge#'s work attitudes must inevitably involve
a critique of the existiﬁg datalleet one enables the simplistic end inadequate
assumptions to prevail. : It is possible to organise the literature into three
main areas for disqussion, each one of which examines a dominant theme or
focus prevalent in.both sociological and official material.

a) The Job Aspirations of Female School Leavers and Graduates

A number of surveys have been conducted amongst young school leavers
with the intention of identifying differences between Bo}s and girls in
relation to occupational choice and levels of ambition; One of these, the
Schools Council :Sixth Form Enquiry, carried out in 1967, found that there
were marked diffeeences between the sexes in their chosen occupations.(57)
A study by Hutchings and Ciowsley of_sixth form boys and girls found that

even where scholastic achievements were of a similar standard, girls tended

1o hold lower levels of expectation than boys.(58) An.investigation of
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éttitudés'amohgst sixth-form girls in'Lcndon gnd_tﬁe South-East found that
their suﬁject choices ;t school had followed traditiénalilines and thét;
there wﬁs a ;eluctance to'enter into certain types of science-based careers.
The authors concluded'that tgirls showed a great unwillingness to combat.
prejudice and a preference for work in which they would Be welcome'.(59)
Studies of the occupational plans of male and female graduates have revealed similar
patferns. A report produce@ by Sheffield University in 1970 sho%ed that
femgle graduateévp;anned to. take ﬁp a much narrower range of occupations than
male graduates, and that some form of tgaching was the chosen career of 60%
glof the women as compared with only 31% of the men.(60)
Studies such as these tend to confirm the idea_tﬁat women enter the
lapour garket with limited work expectations, even when they have attained
high 1eve;s of academic achievement. Although it is acknowledged that much
more cou;d be done by“careers officers and employers to enéourage greater
ambitioﬂ-and a willingness to enter careers not traditionally associated
with womén, one is apt to gain the impression from the literature that ultimately
it is wo@en‘s own defeatist attitude which stands in the way of further progress.
There is no objection to the view that a type of defeatisﬁ characterises
the work expectations of female school-leavers so long as the sources of this
attitude are adequately considered. In other words, one may readily concede
that the different patterns of socialisation experienced by the sexes will
become translated into different views about ﬁheir future working lives, and
that in the c;sé of girls these may become «pressed in t@e forﬁ of limited
aspirations, However, few studies give closé”attentioﬁ t0 the ways in which
such attitudes evolve, and consequently one is unable fo decide whether this
defeatism represents a passive acceptance of the status quo o; whether it is
the result of frustrated at??mpts to challenge it, or whether it is perhaps
an amalgam of both. Usualiy, the onus is upon the readei to discover this for

himself or herself by reference to studies which deal more directly with
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socialisation paiterns in the home and school contexts.

'.A'more fundamental po;nt which must be maue in relation to these
studies is that because they demonstrate so positively fﬁe reiatifely lower
job expectations of girls at this stage in their lives, the possibility that
these attitudes may be Suéceptiblé to change at 2 latei date may be over:
looked(61). The findings which we have noted ouly inform us about the

expectations which girls have prior to their entry into the labour market,

It cannot be ;ssumed that whaf—ho;ds good for schoolgiris and female under—
graduates also hslds good for women in p;id_employment or for women on the
point of re-entry into the workforce. If such an aésumption were made

it would be rather like supposing that a person's attitudes .prior to
marriage“were not in any way modified by the experiemce of that state.
Alfhough considerable interest attaches to the phenomenon of lower aspirations
among fémale school-leavers and graduates, it is essential-fo investigate the

nature of their attitudes at subsequent points in their working lives.

- be . - Tbe Relationship of Job Attitudes to the Life—Cycle

One theme that appears with considerable frequency in the literature,
both expllcltly and 1mp11c1t1y, is the notion that women's attitudes towards
~work are directly related to their pos1tlon in the life cycle. Thus varlatlons
in attitudes are assumed to depend primarily on differences in age, marital
status and the preseﬁce or absence of dependant relativese. Few studies have
focused directly on this question and this prdposition emerges more in the form
of common-sense. knowledge than as a conclusion generated by'rigorous empirical
investigation. ..

This is particularly true of the way in which the work atiitudes of singie
female émployees are presenteds In a number of studies, the young single gi:}
is often presented as an instrumentzlly oriented worker — with a difference -

: marrlage is her central l1fe interest:

*Women have largely gone into office-jobs that require little sk111
and carry small responsibilitye.e.A large proportion are young,
unmarrled women and for many of them clerical work is 'just a job

i



- like angr other' taken up in”the interval between leaving scheool

iy -and getting married. I3 is known that girls are especially

' attracted to clerical work because of its social status, and
also, it may be surmised, bzcause of the opportunity it affords
for meeting desirable marriage pariners in the blackcoated classe
In short, the strictly vocational naiure of office work is here
very much attentuated.t (62)

- Lockwood affers-ho evidence for his surmisings, a fact which renders
them highly unsatisfaqtory. A simi;ar perspective may be found in the
vork of Mnmford and Banks.

'Why is so much of cler1cal work being taken over by women?

_The answer seems fairly obvious. - Women - or rather girls, for

the great majority are under twenty-five - will, at present,

‘accept routine jobs that are unlikely to lead anywhere. For

most of them matrimony. 1s their principal objective or interest
and work is regarded as temporary and incidental, rather than
central in their lives. Because of this they are willing to
put up with tasks that seem intrinsically dull and for the

same reason they are not unduly anxious for promotion.' (63)

Nowhere in their data can one find evidence for this statement
conta1ned in the actual responses of their female respondenisa It is true
that manj of their respondents described their work as dull and routine,
but Mumford and Banks' assume thatifhis cannot matter very much to the girls
or else they would movs. This is a very unsatisfactory interpretation since
it totally ignores the realities sf the labour market, or, what is more
important, perhaps, it ignores the subjective reality of the labour market
for the workers concerned. As Audrey Hunt has pointed out, the conviction
that tbetter the devil one knows than the angel one doesn'i! can be a power-—
ful incentive to remain in a job, even though it may seem highly dull and routine.{64

Recent flndlngs tend to undermlne one¥s confidence in the utility of this
tradltlonal conceptuallsatlon of 51ng1e women's attltudes st111 further.
Firstly, Hunt has noted that girls in the 16-19 age-group are prominent among
those who are not very satisfied with their jobs and she considers that this is
because 'this group includes many who were in their first jobs which might not
have csmé up to their expeétatibns'. Similarly, in their study of female

operatives in the electronics industry, Wild & Hill found that job dissatisfaction

was more common among single girls.(66) Thus, contrary to what might be
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supposed from tie quoted.passages,;there are single girls who experience.a
shortfali between their %xpectations and the opernings available to them.
-This situatihn can generate feelings.of dissatisfaction which are not offset
by the prospect of a marriage partner popping up over the nearest filing
cabinet. Secondly, Hunt found that 78.6% of single women expected to go
on working after marriage, and that in reply to the question, 'If you
were to stop work after you were married do you think you would start again
later?? 63 7% of these same women said that they would. These figures ;
represent'something_of a rebuff to those who believe that the horizons
of young unmarried éiris do not?extend beyond their wedding day, for as
Hunt herself says, it is the birth of the first child, rather than the date
of marriage which has heeome the peint at which women give up paid employment,
ahd then only temporarily.(67)“ To that extent, single girls?! perceptions
of their future work roles represent a realistic assessment of what is possible
for them; given the existing set of prescriptions pertaining to the place of
a married woman with yeung childrén., It must be pointed out that Hunt's
findings present a rather differeﬁt picture from those obtained in an earlier
piece of research. Ih 1961, Jeseph found that nearly half of his schoolgirl
respondents. gave marriage as their likely job at the age of 25, and only half
of them expressed an ietention to return to work when their children were told
enough to be left'.(68) : This discrepancy may have something to do with the
fact, noted by Bejnen and-Blackburp, that single girls! preoccupation with
marriage-diminishes as they get older.(69) Hunt's survey included only those
aged 16 and over, and three-quarters of her respondents in the 16~19 age-group were
econopically active, nearly all of them full-time. ‘Once again, the necessity
- for a longitudinal approach to work attitudes is highlighted.

- It is-quiteilegitimete'to suppose that the attitudes to work of single
girls ;ili reflect to_somelextent their out of work preoccupations. However,
there is evieence to show that the fhture prospect of marriage for such women

does not preclude joh dissatisfaction, nor the. desire to find a more stimulating
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?ork environmenha | It should not he assumed +that young girls simply adapt
io seemingly mundane fofns of occupation because their interests lie elséwhere.
What should be 1nvest1gated is the degree to which single women find themselvesl
1n occupational cul—de—sacs and whether or not this leads to resignation:and
an enphasis on substitute sources’of satisfaction,
:Hhereas'the-single female is thought to use work-  instrumentally either to

find a husband directly, or to purchase the means necessary to bring the hunt
to a swift conclus1on, the married woman is represented as using work as ;
way of financing hone—lmprovement. . As the home has increasingly become the
central—life—interest of many postéﬁar couples, so there has been every incentive
for the female partners to add o its attractions and comfort by providing
an additional income. ; In the pasi, much research has demonstrated the apparent
utility of this model, Viola.Klein, writing in 1965 claimed:

!Money is undoubtedly the largest incentive for married women to go

out to work. Three out of every four women 1nterv1ehed gave this

as the main reason for having a jobet(70)
The husbands in her survey agreed ‘that their ‘wives! motives for working were

mainly 1nstrumental-

*From the answerslgiven hy,husbands of working wives, it is evident
‘that their wives' earnings are more often regarded by them as a
subs1d1ary, as a help to buy Yextras?, rather than as essential

contributions.?. (71)

Although one. cannot dispuie'the universality of the finding that the
desire for money is of considerable significance among the motives for working
amongst married women, one must lodge certain objections to the 1mage of
acquisitive womanhood to which the research has given rise.s Firstily, many
sources of data have shown that working wives are not solely motivated by the
quest for money. According to the work of Zweig an& Hunt, such factors as
fthe emotional pressure of loneliness' and the monotony of housework are also
of con51derab1e weight in propelling women into the labour force.(72) Hunt

states:.

fMore than one attraction was named by the great majority of those
‘who named any at all, and nearly two-thirds of those mentioning financial

advantages mentioned .at least one other advantage.! (73)
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Hunt also canvassei the op1n10ns of non—uorxlng wives, and while the desire
for'money was clted as a reason why tneJ would be going back to work by

' 64%, 40% of her respondents named boredom at homa and 25% gave the desire for
.compénionship as additiohai reasons for this decisione{74)

This factor, digéa¥isfactioh with certain aspects of the home
environment, has recei#ed very little attention from sociologists until the
last couple of years. ibonsequently,’any attempts to assess its relative
‘significance in the conflguratlon of reasons for the 1ncrease in working
.wives have been largely speculatlve, and have probably .underestimated its
importance. In her pioneering s;u@y;of women's domestic situation, Ann
Oakley found that 70%'of her respondghts were dissatisfied with housework,_;nd
" eoncluded that: | “

tHousewives experience more monotony, fragmentation and -
sreexk =7 in their work than do workers in the factory.? (75)

We may suppose that this is not wholly a modern phenomenon, but certain
post—war developnments may have 1ncreased the socizl isolation of the housewife
and made her tasks seem more thankless than previously. The 1ncreas;ng
isolation of the housew1fe.has gone-hand—ln—hand with the increasing physical
isolation of the nuclea; family, Young & Willmotti's study of working class
family life demonstrated y;ry clearly how the physical and social characteristics
of the modern housing estate can render a young wife very lonely indeed during
the daytime with little elée to do but cleaning, shopping and babyminding.(76)
Even where a housewifé hasfbccasional social contact with neighbours, the
very superficiali%y of theée relationships ﬁay only serve ?o heighten her sense
of deprivation of meaningful social interation.(%7) It is not surprising then
that more and moré Womén take up paid employment with a view to injecting some
interest into their lives.

:On_the basis Qf Hun@'slfin&iﬁgs, Ann Oakley has come to the
~conclusion thét: - |

i..questions:about married women's reasons for taking jobs tap the
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normat*va tip of the iceberg..otnat women say they work for
"the money because this is the socially accentable reason.' (78)

Like Bunt, Oakley is of the opinion that womgn may tend to-advance
reasons which they think.they ought to give, rather than what they reaiiy
believe. Married women are not expected to express profound dissitisfaction
with their status as housewives — to do so might be to cast doubt upon their
personal adequacy, and consequently they give answers which in no way detract
fron their capac1t1es as homema&ers and mothers. In vieir of the limited
amount of recent data relating to working wives and their attitudes, it :
is impossible to come to any firm conclusions-as to whether their responses are
ﬁore likely to be rationalisations of their genuine feelings, or whether we should
@ismiss this idea as unwarranted speculation. The point canmot be resolved,
' it seems,-&htil we have a great deal more research which attempts to probe the
responses of working wives in much greater depth. In the meantime, the frequency
with which sources of dissatisfaction with the home environment are.mentioned
iy them is a finding which should not be overshadowed by the apparent significance
of the pecﬁniary motive. | '

A ‘second objection to this economic model of the working wife is that it
_helps tozéerpetuate the notion that women are only supplementary earners.
Since the overriding impression is that of women exercising a choice over whether
or not they go out to work and that their decision to work is borne out of tﬁe
desife for little extras for the home rather than of necessity, the view that
employment for women is always subsidiary, is thereby reinforced. According to
Jean Gardiner, it.is.this view of women whiéh Yperpetuates_.both lack of training
and low pay for women workers and the traditioh;i sex division of labour and[
responsibility within the family' (79) Not only is this sociological
vision of an 1deological nature, but it also neglects the fact of lack of choice
among those who have to work because ithey are the sole suppofters of their house-
holdse Furthermeie, even if one.chooses to disregard the evidence that the
bulk of the earnings of working wives typically goes towérds negessities such as

rent and housekeeping rather than on 'extras', it is impossible to disregard the
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implicatibné'of'thespiralling inflation.of recent yeéré. Many couples bgcame
-'accustoﬁed 1o a certain standard of living during the fifties and sixties,

and more fecen%ly narried céuples no doubt based theif expectations upon-the_
example of their predecéssqrs. Until the late sixties, it is probable that .
within the middle-income groups, there was no driving neceésity for the wife %o
work, but that if she did, then a somewhat higher standard of living could be
maiﬁtéinedc Rising rates of taxation, interest and V.A.T.,-and soaring
inflétion have bfopght about a situétion where it has become harder and harder
for a husband to sustain his family's standard of living on his income alone,

;nd have made it correspondingly more and more necessary for ﬁis wife to work

as welle To the extent that this is actually happening, then the view of

_ ﬁorking w;ves as temporary, supplementary earners becomes increasingly untenable._
One recent Qevelopment may perhaps be taken as indicative of the'changing
Significanqe of the wife's income, namely the falling birth fate. Although

the birth éate has been falling ever since 1964, it has now pitchedlto an

‘ ﬁnprecedenté&ly Yoiw levele. Demographers rarely agree among theﬁselyes as to

the causesiof fluciuations in the birth rate and there has been a great deal

of controversy concerning this latest downswing. However, economic factors

-are usually of some significance, and a declining birth rate may thus be regérded
as in part the aggregate of individual couples'! responses to changing economic
fortunes in the society as a wholes One such response is to limit the total
number of children that one has, and another is io postpone fhe birth of the
first child,. éohe demographers are of the opinion that there is a high incidence
of the latter response among recently married cdﬁples, whi;h is having iis effect
on the birth rate. It is possible to argue, therefore, that since the loss of

a wife's income and extra expense incurred by the birth of a chiid represents a
source of potential hardship g? the best of times, coniemporary economic circum—
stances are such as.to make it necessary to posipone having a family until such '
time és {his would constitute no serious threat to a couple's standard of living.
According to an article by Frances Cairncross in the Guar&ién, é%idence fiom the

UoS. suggests that more and more couples are pfactising this *new home economics!':



?Itllooks suspiciously as if éouples in the Unitéd States,

-at least, are well aware of the opportunity cost of having

. children, and trade off the wife's job satisfaction and

earning vower against the satisfaction of having a family.! (80)

It may be that:this practice is more likely to occur where the wife's
occupation is highly rewarded and a;corded high status, fof, as Adkins and
Piepmeier point out:

"Only when women attain equal or'greater social recognition

_for economic activity than for childbearing will the balance

" change and production of children become the less important

activity.? (81) '

fhe'relatiénship between fertility, education and employment among
fwomen is a highly complex one, and there is very little way of knowing whether
'fertility patterns are the outcome of education and occupational experienées
'Eor whether\they determine theme It does seem, though, that the analysis of
recent trénds in the birth rate leads strongly towards the conclusion that
ﬁives' earpings have now acquired strategic importance in the maintenancé of
%he éfandard of living of contemporary couplese. To the extent that trends in
fhe birth fate reflect the heightened importance of the wife's earnings.within
the household economy, we must regard the notion that wives':incomes are 6f
purely marginal significance as increasingly redundant.

| Furthermore, it is possible that changes in the practical significance
of wives!? earnings'may'héve been accompanied by changes in women's work attitudes.
As work increasingly becomes a normal and essential component of a married woman's
daily existence, the nature of work conditions, levels of remuneration, and job
satisfaction may assume increasing importanée atuthe subjective level, Mar;ied
women may thus become less willing to compromise in the face of limited oppoftunities
-and inferior rewards. i | .

Tﬁe view that # wonan's attitude towards work is dependent upoh the stage
reached in the life cycle is Both deterministic and anachronistice Whilst
it may readily be conceded that attitudes will be greatly influenced by marital

status and/or responsibility for dependants, it is also necessary to explore the

impact of the work situation itself and ény recent economic changes which may have
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a beariﬁg uédn the way wbmen pérceive-their jobse It is also desirable tﬁat
sociologisfs address themselves more to the sources of job satisfaction among
married women ;han they havé done {0 date. | Unless more work is done in this
area, the notion that mafriage and motherhood represent the height of woments
ambition will prevail. |

c) Work Attitudes Among Women in Top Jobs

‘There is one area within the sociology of women at work where rather
more attention has been paid to attitudes towards the nature of the work itself.
This is represented by the literature concerning highly qualified women in
professional careers. TYet once again, the approach taken must be considered
less than satisfactory. VWhereas the attempt'to account for the phenomenon of
wo;king wives is heavily informed by a somewhat arcﬁaic model of worker behaviour
which characterises people as motivated solely by economic ends, the study of
women in t?? jobs 1eans.6n a more recent model which characterises people as
having ; hierarchy of needs which can be fulfilled thrqm%h the . experience of
ﬁork.l Work, then, is potentially a psychologically en;iching activity, and
| adherents gf this school argue that where this is not the case, jobs should
- be redesigned in order that the needs may be satisfied thiough a process of
tself-actualisation's Fox, who is highly critical of this model, has fointed
out that the aépecté of work said to maximise this process of individual growth
&nd development afg those uéually associated with high status occupations.(82)

In terms of this model, therefore, top jobs emerge as more intrinsically rewarding
than those lower down the scale and their incumbents appear as those most likely
.t6 experience work satisfaction. The self—actﬁélisatiop model, then, has been
criticised not only because it incorporates an a priori judgement about human
needs, but also because itlﬁresents an idealised view of life at the tope.

| Yet both the language and the assumptions of this school of thought may
be identified in some of the sociological. studies of professionral women. In ‘their

discussion of the orientations to work among wives of dual-career families,

Fogarty et al state:



'The overriding impression created by the reasons actually
given for working among women cof this sample can be summarised

-in ,the term 'self-expression'e. For women of this type not

to woriz made them feel in some sense personzally untrue to
themselves - wasted, unfulfilled, restless and bored - or,

_in more extreme cases, not to work was simply considered

impossible. = iork was essentizl for ithese woment®s self-
conception and therefore for their mental healthe! (83)

The conclusion which appears to follow from this statement is that
women fall into different categories, distinguished in terms of their various.
need $tructures. One gains the impression that women in senior positions in
management and the professions repreéent a certain 'type', whose natural
habitat is the conference room and who differ from other women in that they
have a greater need for self-expression. The way in which the authors
appear to consider that top jobs are the most intrinsically rewarding and that
their incumbents are primarily motivated to seek self-expression through work

" is exemplified in the following passage:

tIn present conditions in even advanced societies, work remzins for

_many people a necessary evil, something io be endured, to which

at best one becomes habituated...For many of the highly qualified
co the world of work has an entirely different character. It is
for them an area within which major satisfactions may be derived,
sometimes superior to those of other spheres of life, including
elements of family life, of leisure and of responsibility for an
participation in the development of the community as a. whole.' (84)

One tends to gain the impression that whereas the 'motivational
‘'syndrome! of women in top jobs may be explained in terms of the need for self-
realisation, brought on by a feeling that 'housework is not enough', the motiv—
ational syndrome of working wives in more humble occupations must be explained
in terms of less exalted aspirations, such as the pursuit of monetary rewards.
Fogartj et al do not seem to have considered the possibility that
the responses given by their female subjects are those which the women felt were
expected of them, given their education, social status and career background.
’ = L)
It may be that such women, like many men at the apex of the occupational hierarchy,
would hesitate befdre stressing the importance of remuneration. Although the
E R | : . ' '
authors of this study display a great deal of sympathy for the many problems

which women experience in the sphere of work, and although they propose many

important changes, one cannot help but feel that their view of ilie female
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workiﬁg pépulation is éveréimplified and that it renders a2 disservice tof
- “women wh§ are employed at lower ;eve}s of the occupational structure. Their
_cqndlusions hélp to'pgrpe¥uate.the.notion that oﬁly‘a tiny minority of women
wish to experience soﬁe degree of'interest in their work. It may be that
this bliﬁkered vision is influenced by the authoré"own bosition in the
occupational hierarchy. |

'From this review of some of the studies of women in'the workforce, it
emergeé that fﬁére is é tendency to consiruct a priori models of female
motivation which are thought appropriate to the pobulation of women under
investigation. In some cases, a woman's position in the life-cycle is
held to be the crucial determinant of attitudes. in others, social or
educatiorial background are accorded primary significance. Recent debates
concérning the concept of orientation to work lead one to be cautious in
'aéceéting unilinear e#planatory models of this-kind. These debates have
invofved arguments as.to whether workers may be said:%o display a consistent
sef of priorities in the rewards they seek from work~;hd whether these
priorities, if they exist, derive primarily from the work situ;tion or from
out—of-work factors. The main protagonists agree that worker ﬁehaviour in
general is a function of influences deriving from both sources, but Goldthorpe's
contention that a fairly stable set of priofities or orientation to work arises

fo some extent independently of the work situation, is hotly disputed by

Daniel.(85) The latter maintains that workers exhibit different sets of
priorities at different tiﬁes, such that job choice, job_satisfacfion and job
leaving are not necessarily influenced by the same fact;rs. Thus, for Daniel,
the key question is not 'what do people want from work?! but *at what point are
they interested in partiéﬁlar rewards?'(86)  Consequently, it becomes necessary
to focus on the way in which the experience of work itself generates different
sets of priorities at different points in time.

The two main contenders in this argument have yet to reach agreement on

these issues, However, those who have attempted to resolve the debate on their



‘behalf have come to the conclusion that whilst the concept of'orienfafion to
work is mot as redundant as Daniel would have us believe, . it is inapproﬁriate
to give too ‘muck emphasis to workers! priorities when they enter a job as the
determinants of subsequent atiitudes. Brown, for example, agrees with Daniel
that one must pay considerable attention to the context of choice and action
since this may well lead to the modification of a person's priorities:

YConsideration must be given to the priorities among workers!

.obJectlvec and azspirations, and to the way the order of priorities

may be influenced by practical possibilities of realising them,
or what 'could be termed the conditions of action as perceived

. by the actors themselves. Workers who would like to have

interesting jobs with high pay may give low priority to the former
objective because they realise that they are unlikely to find both;

© but this order of priorities may change over the long, or even

the short term.' (87)

This observation highlights the p01nt that a preparedness to read
_between the lines is particularly important in the measurement of job satisfaction.
As Baldamus has suggested, when workers express satisfaction with their work,
it may be that these satisfactions are only 'substitute goals or rationalisa-
tions which are a function of deprivation, not an independent variable in the
motivation to work!.(88)

The sociological studies of women at work which were discussed earlier
have largely failed to heed this principle. Respondents! attitudes have been
taken at face value and little interest has been shown in the way in which
the opportunity structures which confront women in various occupations
interact with patterns of expectations and priorities. Following the line
taken by Lockwood, factors which are independent of.the work situation are
held to be the primary determinants of attitudes. In & critical assessment
of this literature Richard Brown concludes that:

*In contrast to the existinz studies of Yorientations to work'!, therefore

what is needed is an extension of enquiry beyond the conventional

“"dichotomy of work and a limited range of non-work factors to include,

in particular, pattgrns of socialisation and the nature of the
labour market. Consideration of the ways in which 'orientations' to
work! for the majority of women might he generated, and sustained

or changed, also draws attention to the constraints on their
possibilities of action, constraints which for many are so restrictive

* that the explanatorJ value of the notion must be called into question;
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- job, *choice! or behaviour aﬁ work would be much the same
whatever the 'orientation to work's (89)

The sentimenté_e#pressed by Brown seem particula?ly apposite when one
considers the gen;rglzthemes which.have informed this chapter. Firstly,
it is evident from the -historical.discussion of women's role in the laboir
market that femaiesjﬁabe long begn forced into a position of compromise within
the prevailing struétéré of econom;c opportunitiese. The‘physical separation
of home énd workplﬁcé and the activities of men concerned fo protect'theif
own interests have greatly'restficted the nature of women's economic partici-
pation.: Secondly,'it is also éleaf that the apparently attenuated work '
ambitioné_of most women cannotiéél;ttributed to some innate desire to seek
fulfilment in marriage:.and motherhgod. Since the early nineteenth century
womén ha;e been encour;ged by tﬁeir socialisation to accept re;ponsibility for
childcare and domestic 1ébour. ' The ideologies in currency at the fresent
.time still endeavour to represent ﬁomen's economic participation as purely
marginal to that of meé. Thus; both the structure of opportunities and the
‘prevailing ideologies ¢ontinue fo%constrain women's possibilities: for action.
It is aIso-cleaf, however,;that women are capable of resis%ance to
structures of oppressioh.iﬁ diverée wayse Their discontent may take the
form of opeﬁ militancy through strike action, or it may assume the form of
a manipulation of the.opportuni{ies availables It is importaﬁt therefore
not only to examine the.factors which promoté acquiescence, but also to those

which foster an active pdéture. The next two- chapters will be concerned with

both sets of factors in the world of white—collar work. .-
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" CHAPTER 3. ' A SOCIOLOGY OF WHITE-COLLAR WORK

'The white—collar people slipped quietly into modern society., Whatever
history they have had is a history without events; whatever common 2
"interests they have do not lead to unity; whatever future they have will
not be of their own making,!

"(Ce Wright Mills, White Collar 1951)

The éaudity of information concerning women in white-collar occupations
is a funétion of a mofe general iack'of sociological interest in this secﬁbr
of the labour market. .Revolutions; when fhey occur, are usually accompanied
by a torreht of controvgrsy. Yét the remarkable growth of the white—collar
labour force during the twentieth century, which amounté to a truly dramatic
change in ﬁhe occupatioﬁal structufé, has received scant attention. These
writers who-have examined this developmeni are all agreed that it is one of
revoluiibﬁary dimensions.l Crozie? describes it as: |

~ta veritable administrativeErevolution comparable to
“the industrial revolution of the nineteenth century.t (1)

and Bain writes:.
*The growth of the.white—coilar labour force is one of the
most outstanding characteristics of the 2conomic and social
‘developments of the twentieth century.' (2)
In spite of such superlatifes, our knoﬁiedge and understanding of
the evolution and contemporary characier of the white-collar labour force
remains fragmentgry'énd iﬁadequate.i' Perhaps this has something to do with
the very nature of white-collar occupations. .They have been characterised as
‘dull, boring and dehumanised, in short as having all thé classic properties
of alienation. Yet the numerous studies of alienation have not typically been

located in the typing pool or in the filing department but in those industrial

settings which are somehow fggarded as more colourfule Indeed, if one had tc

paint a caricature of the alienated.worker, based on information from sociological

. 1iterature, the finished product would probably depict a man prematurely aged,

n

A
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éweaty, s%ooping; ét;ccatd actionsﬁdetermineé by the inevitability of the
' assemoly 11ne, gasplng amldst the roar and thunder of technology, a perfect
representatlon of tnn Marxlan v1s1on. Although the concept of alienatioxn
has acquired the status of an overworked cliche within the field of industrial
sociology, it is’very'farely associated with the nine—to;five world of |
office workérs. |

Even if whitefcollar workuwére appropriately labelled as monotonoué
or alienating, and céftain doubts must attend such a judgement, it would be
quite wfoﬂg to conc;ude that thé in;umbents of'these occupations were |
equally uninteresting, and the;éfo;e unworthy of attention. Just as this
secior of'the labour férce inciﬁdé% a tremendous diversity of skills, we
may'also”assume-that here is tplbe found a vast range of attitudes to work
and relationships at worke On nﬁmerical_grounds alone, the white;collar
labour force merits clése analysi;. According to Bain, the number of white-~
collar workers incfeaséd by 147% between 1911 and 1961, During.the same
pefiod, the number of éanual workers rose by only 2%.(3) Growth in the
numbers of white-collaf workers aﬁd in their proportional representation
within the laboﬁr force as a whole has been particularly dramatic since 1951.
Elliott notes that there:were 574 million white-collar employees, amounting
to 29% of all gmployees'in industries and services in Great Britain in 1951,
In 1971, they totalled 8.88 million and accounted for 42% of workers in
industries and services.(ﬁ) According to Lumley, the annual average increése
in their numbers in the early seventies was l. 3%.(5) |

Some confu51on, however, surrounds the use of the term Ywhite-collar
work's Broadly it may be used to distinguish 211 non-manual occupations from
manual ones, connoting differences in working conditions, career prospects,
method of payment, and even oiienfafions to work and towards trade unionse.
More nairowl&; thé term ma&ibe used é; 2 shorthand for 21l lower and inter—

mediate'categbries of non-manual work, thus making a further distinction



. btheen such ﬂro¢ps'aﬁd profes*lonai and mana;nrlal employeese Acecording to
- this meaning, the terms 'whlte—colTar woLk' and '0;3”1"31 work? are inter-
changeable, and I.shall adopt thlé usage for tiie purposes of this thesis,
It.is important to'rem;mﬁgr, however, that this practice tends to exclude.
certain workers who aré:elswhere régarded as parti of the white—-collar work-
force (6), aﬁd in ad&ition, fails.tq do justice to the vast range of skills
which may e includedJunder this'umbrella headinge Indeed, in his book
tWhite Collér' Nrigh; Mills cités everyone from the office tea-boy to

the director of the board from the department store floorwalker to the

head of a law factory.(?) Aparu from these qualifications, it is appropriate

to question the very aptness of the term Swhite—collar! for a group of
employees-of which women represent.46%°(8)

This chapier chronicles-theto:igins and svbsequent development of
white—coilar work and focuses on some of the sociological literature
relating fo those currenfly employéd in a clerical capacity. This affords
an insight into the gen;ral_nature!of white-collar employment which is
essential for an appreciétion of the étatus and location of women in this

sector of the lébour ma;ket.

1. The Origins and Zarlvy Development of White-Ccllar Work

?*The achievement of hign economic and social status, the goal held out
to clerks and certainly realised by some, was the result of a happy
conjunction of appropriate talents with diligent, tactful, and
personal association in work with a particular employer JPne
dependence of ihe-clerk on a particular employer, and the

difficulty of mobility between firms once a mature age had

been reached, were, in theory at least, counterbalanced by the
opportunities for advancement through staying with one firm and
gradually 'making oneself indispensablets (9)

*The skill of shorthand becomes obsolete; the white-collar girl
' becomes almost immediately replaceable; work in offices becomes
‘increasingly a blind-alleye. The new white—collar girl cannot know
some segment of the office or business, and has lost the private
" contact that gave status to tne secretary and even the stenographer.
" The work is regulated so that it can be speeded up and effectively
- supervised by non-execuiive personnel. In short, the prized
white-collar spot for women is becoming more and more the job of
a factory-like operativeo! (10)



_i have'quoted thesec pgssaées;,fhe former frdm $7he - Clerk!? written in
i878, and the latter from '"White Collar?, written in 1951, because thay -'
demonstrate &uite strikinély éhaﬁges-wﬁich have taken place in the nzture of
office employment during.the last century. Although the marked growth :
of white-collar occupations is aséociated with the perioa of rapid industrial-
isaiibn and expansion in world commerce in the second half of the nineteenth
cenfury, the origins of white~collar work date back much further. As Benet
has pointed out, the word tclerk! has the same root as the word 'cleric?,
and throughout the Middle Ages cierkslwere a part of the church organisation,
their job being to maintain records and perform routine book-keeping. '
Gradually, clerks developed more secular associations with the worid of .
commerce, achieving a measure of security and status as thezemployees of the
new entéepreneurial class.

With the expansion in the scale of manufacturing and commercial enterprise,
in the sécond half of the nineteenth century there came a fremendous demand for
those equipped with clerical skillse In Britain, the expansion of the empire
and overéeas markets accentuated this demand still further since workers were
urgently required to process correspondence. At.the same,time,-the natural
habifat of the clerk came into being — the office. Benet writies:

tHere for the first time, was a wholly middle-class workplace,

There was no danger of being required io rub shoulders with

the sweaty workers or to endure the noise and dust of heavy
machinery.' (11).

These ol@—siyle clerks of the nineteenth century, almost exclusively
malé, held a highly personal relationship with their employers. This may
have had something to do with the fact that clerks weré often.sons of the |
owners of the enterprises, undertaking iraining with a view 1o, eventually |
taking o%er the businéss themselves, Those'who were not in such a févourable
position nevertheless remainéd loyal to their employers, hoping that the

rewards of long service and faithfulness might be perhaps a stake in the

business, or at least pfomotion and gradual increments of paye Lockwood
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wrltes of the rclatlonsnlp between the clerk and his emplover.
tIn many cases 1t took the form of a 'gentTeman's agreement?®,
Needless to say, this relationship was often exploited by
"the employer and great expectations frequently came to
nothinge' (12)
Wright Mills?! description of the American counterpart is strikingly similar,“
a-picture ofﬁserﬁitgﬁe; dependence and low pay.(13) It seems that many
were willing to subﬁié to these coqditions because they might gain, in so :
doing, reépectabilify'and the external trappings of a gentieman. Both
employé?s and ménﬁalfworkers de;bised clerks for their'lofty aspirations in
this reéard. There was little;glgﬁour or excitement in the clerk'!s dail& i
round of éctivities; :Indeed,“;obé of the characters in Dickens! novels' |
such as Bob Cratchit in 'A Christm;s Carol! and Mr. Carker in 'Dombey & Sont
.conjure'ab an image offa-very dfea;y and dépressing lifes It is possible $hat
the clerk of the past ob{ained somé job satisfaction. No doubt he took
a certain pride in his bpok—keepiné, Just as an industriél apprentice.might
" derive a certain pleas@re once ﬁeghad mastered the intricacies of his crafti,
but this was small compensation.far a lifetime of underpaid servility. The
éppeal of clerigai work for many persons lay in its potential for secure
employment, a feature oflwhite-coilar work which has persisted, at least for
female emplayees, througﬁout the twentieth centurys One male clerk whom I
interviewed descriﬁed how this ;sbect of clerical work made it particularly
attractive durlng tne Depre551on.
*In the thlrtles tnlngs were very insecure, and so it was
really an achievement to get a staff jobe. I was brought
up to show loyalty to the firm. It was essential to get a
staff job, as such you were a 'staff?,’ somethlng for the
manager to lean on.!
" Braverman has suggested that whilst there was'considerable diversity
in the chafactef'of éleriéal occupations during . early indusirial capitalism,
their incumﬁents.héd little in co;mén with the clerks of the late nineteenth

and twentieth centuriés.. IHe maintains that even though many of the nineteenth

century clerks may have experienced pay and conditions akin to that of the
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manual Iabourer, in generszl, clgfks_had more in common with ﬁheir eméloyers

£han with factory operatives. For this reagon, Bravermsn insists that éné'

view the clerical workers of monobol& capitalismlin the modern era as a distinct

stfatum from the cleriéal workers of an earlier periods In his view, this

distinction derives from the fact that early generations of clerks were

virtually untouched by the twin processes of rationalisation and mechanisation.(14)
Despitg their numbers and the demand for their labour the clerks of the

nineteenth centu?y rarely attempted to display their bargaining sirength.

Trade Union activi%y was anathema to those who wished to distance themselves

5 from the industrial proletariate. In any case,.problems of organisation:

arose from the'fact that they were scattered throughout a great number of

¢ offices and business enterprises. The development of whité—collar unionism

: éuring t#is century is therefore all the more interesting seen against this

: backgroun&; To some extent it has been the product of a nﬁmbe? of developments

" in the white—collar wofld which progressively undermined the only'cleay advantage

" stemming from non—-manual work — social statuse. It is to these developments

that we now turn.

2 The Feminization of White—-Collar Work

Before one attempts to account for the growing association between
women and clerical work it is appropriate to offer.further explanation for :
the expansion of clericzal occupations wﬁich began in the late nineteenth century,
According to Braverman, this development ﬁay be regarded, inlpart, as a raflecﬁion
of the growing-importance of the accounting of wvalue, itself a consequence of
the growing complexity of capitalism and the growth in sc;le of capitalist

enterprise:
!
'As capitalism becomes more complex and develops into its monopoly
stage, the accounting of value becomes infinitely more complexe
"The number of intermediaries beiween production and consumption
increases, so that tht¢ value accounting of the sinzle commodity
is duplicated through a number of stages. The battle to realise
values, to turn them into cash, calls for a speclal accounting of

its own.' (15)



éowavert Bnaverman suggests that tne proliferation of paperwork under monopoly
capitelism has not.nesulted simply from a desire to maintain accurate records
of company transactions?with a view to monitoring the transference of valuee
He considers that it hes'also derived fron an assumption. that dishonesty;
prevails in intencorpofate dealings and characterises.the outlook of company
employees. In order.to insure themselves against the possibility of double—
dealing on'the part of clients ahdlworkers, companies hatefinstituted systems
of checking andtcross—cheoking éith.corresponding implications for the amount
of clerlcal work tc:oe dlscharged._. Thus, the proliferation of clerical
occupations in the twentieth centuny may be seen in part as an attempt to
prevent tbe subversion' of the prlnclple that ownership of value confers sole
right to the reallsatlon of value.

Whilst Braverman provides en interesting and thought-provoking inter-
pretaticn of the growth of clerical work in the late nineteenth and twentieth
centuries, the widely éocumented ekistence.of white-collar *fiddles', even at
the present time,_leads one to'doubt whether the aims of capitalist accounting
are'always realised in ﬁractice. { Yet, no matter how one seeks to inteppret'
the expansions of paper processiné, there can be little doubt that-the remarkable
growth of clerical occupations ﬁas been parallelled by an equally remarkable
transformation in tne sexual comnositicn of the clerical labour force.

It is curious that office work has come to be thought of as a typically
feminine-occupation'when one considers the fact that in the nineteenth century
it was essentially a masculine nreserve. In l851, there were precisely
19 female commercial clerks, that is, O.1 per cent of all cletks.(lS) In 1971,
however, women accounted fcr 71.9 per cent of all clerks, and, according to
Lumley, in 1966 they constituted about 46 per cent of the entire white-collar
labour force, Male secretarles were highly opposed to the intrusion of women into
the offlce wonld in the nineteenth century. Alexander Dumas was a secretary
before he became a plaxwright and novelist, and he warned women thet 'if they

. put one foot lnside an office they would lose every vestige of feminity'.(17)
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Lbckwood iS'leés inclined than Dumas tb take the viéw that such work was e?er
consideréd masculine, 'He maintains that clerical work was already étigmafised
as unmahly b;fore wsmep bégan to enter this form of'employmeﬁt in large numbers,
hence the origin of the phrase, 'Bprn a mén, died a clerk'.(18) - ’
The proliferation of white-collar jobs in the laté'nineteenth century
was an'ihportant factor in the move towards the recruitment of women into
_ clerical worke It was also a matter of technology, for not only were there
:more jobs, but there were more'tasﬁs as well, as a result 6f the introduction
of typewriters and telephones into offices.(19) Typing and telephonlng were
| cons1dered eminently suitable tasks for women and as long as women were
confined to these activities, male clerical workers were not concerned for
their own” security and statuse It was not long, however, fefore women began
to make inroads into what had hitherto been regarded as male territorye. " The
) ability to write in shorthand was a skill jealously guardedlby the male sex,
; bui duriﬁg the 1880's women began to attend courses and were soon offering their
t serﬁiceS'as 'shorthénd;typists'. This development dealt a severe blow to
the self%estéem of the male clerical worker since there were few aspects of
his work left which were not now performed by women as welle Office work
‘'was now coming to be regarded as women's work and it was already widely felt
' that women?s work éonsisted of occupations which did not make too many demahds
on the intellect or physical capabilities. Lockwood writes:
*When women began to pour into those jobs which required neither
‘manmual strength nor prolonged training - clerical work and
elementary—-school teaching being the supreme examples — it
was wellnigh inevitable that these occupations should suffer
a fall in status. This is in fact what happened.' (20)
In addition, women were quite prepared to work for less money and so the
male clerk's economic security was also threatened. |
With regard to the 'gﬁpply' side of this development, it should be
noted that these women were dramn:from a fairly narrow range of the population;

Most came from middle—class backgrounds and worked out of sheer necessity,

having no husband to support them and,. in many cases, no flnanclal as31stance
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from their .families. The Siternatifés, teaching, governessing and nursing,
held few';ttractions, especially since these often necessitated ?living-int?,
'Consequéntly; many women were glad of these new opportunities to obtain a
méasure of independenéé from fheir families and employerse The recruitment
of female labour into office—work‘therefore did not'représent a massive
advance towards emancipation so much as an extension of the opportunities

by which the unsupported middle—class woman might avoid destitution.
Certainl&, employers were little interested in furthering fhe cause of women's
libefation._ In hiring female labour they were motivated by expediency and
cost efficiency. Conditions were very harsh for the neﬁ army of office girls,
theip.freedom being curtailed in a number of ways, such as not being allowed |
to leave the office building during working hours; The.notion that women
onlylwurked for pin-money was a useful ideology in that it helped td justify

low remuneratlon. ) _
' The First World War created still more whlte—Collar jobs, and it was
at about this time that novelists began to display an 1nterest in the phenomenon
of the;femgle clerke In his book %ingel Pavement?!, J.B. Priestley maps out
'the clerical career of a young spinster, focusing on her frustrated ambitions
and secret fears.(2l) In Christopher Morley!s 'Kitty Foyle!, the heroine
is rather more successful in achieving her plans for a fully-fledged business
career.(22) Thése novels reflect the fact that the recruitment base for office
workers had now grown somewhat wider. Even those families where_a young
unmarried d;ughier was not a financial liability now encoPraged their female
offspring to undertake a clerical careere. Beﬂét writgs:

tOnce fathers found out that their daughters could contribute to

the family income without losing caste, they were all in favour
‘of sending them out to worke Those with some residual prejudice
in the matter still allowed typing by the sheet at home, which
brought in enough to dress the girl, if not entlrely to offset
the cost of her keep.' (23)

Many girls from working-class backgrounds likewise sought jobs in offices in

preference to the drudgery of domestic service. Benet suggests that the
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fact thétloffice girls were typically.single, youné, muich more independent,
and qfteh more 'daring"in their appearance has much to do with the ééntemporary'
image of the:tyﬁist br'seéretary as a man-huniting good-time girl.(24)

. In 1931, according_to Rhee, men still outnumbered women at the lower
levels of white—collar worke Thereafter, women formed fhe majority of
such employees so that office work had become well and truly feminized
by 1951.(25) . This development had not been without effect on the male clerical
population.. On the one hand,.it ﬁad brought clear disadvantages in termé
of depressed status and pay. This to some extent accouats for the develop—
ment of a more militant stand among male clerks than had been the case iﬁ the
nineteenth century. The growing competition for jobs led to the formation
of:whitg—collar unions divided not only along occupational lines, but also
according jo gender.(26) On the other hand, many men gained f:om the
:_feminisation of the office worlde Corresponding to the gr&wth of routine non-manual
: jobs wasJa proliferation of lower and middle management positions; Since these
: nepéssitated prolonged training and eitensive quaiifications, women were
effectivély disqualified from such jobs and confiped to the lower levels of
the office hierarchy; |

The lasf category of women to enlist in the office battalions were
married womene This development was mainly a consequence of the growing néed
for white-collar workers at the'time of the Second World Warr IT. For some
women the problem of dependent children was then solved by the provision of
state nurseriés; The growth of the service sector of tge economy after the
war entailed a sustained demand for female lab;ﬁr. Thé idea that a married
voman's permanent location should be the home never really managed to re—establish
itself as the increasing number of women who eﬁtered this and éther forms of
work after bearing children élearly demonstrateds(27) |
3. The Rationzlisation of theIOffice
During the twentieth century, and especially since the last war,

office work has been substantially transformed. This has involved both the



- ihcreasiné'specialisation of functions and the standardisation of administrative
procedure. The process has been a gradual one;, but real enough to lead

-many writers to draw a parallel with the processes of 1ndustr1al rationalisation,
The concept of alienation, which is more commonly used to describe the work
situation of the mapﬁal labourer, has been extended by ose sociologist to

oover the field of rhite—collar ﬁork. Wright Mills writes of the 'alienating
conditions of moderh'hork', withgrespect to the commercial ‘enterprise. lf

this were to be‘regarded as an appropriate description of contemporary office
work, however, it might be necessary to think in terms of the gigantic, 1mpersosal
bureaucratic structures that Hright Mills regards as the typical modern office.
Where workers are 11ttle more than exiensions of elaborate accounting machinery,
automatoris of the commercial vehture, then it is possible that here we might find
feelings of social and self—alienation. The development of business rational-
isation-in America has.been uneven; but the process would seem to be more .
adtanced than it is in;Britain:: ;

*The modern office'with its tens of thousands of square feet

.and its factory-like flow of work is not an informzl, friendly

places The drag and beat of work, the ?production unit? tempo,
require that time consumed by anything but business at hand be
explained and apologised for.! (26)

Lockwood is incliﬁed to contest this image of the modern office,
maintaining that the proportion of clerical employees who are likely to find
themselves in this situation is rery small, and that in any case, the traditional
social relationships of the office: militate against the development of imperson-
ality and bureaucratisation.(29) He considers that small administrative -
units are still the norm in the area of white;oollar worke(30) Crozier also
disagrees with ﬁills' representation of the office arid its attendant consequences
for workerst attitudes. He argues that Mills fails to make direct reference
to the actual world of the office worker, his or her subjective reality, and
concludes that: | B

. tthe enalysis:of the frustrations of white—collar employees is only
_a means for Mills to give vent to an overall critique of American

society.? (3l)
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i Although, in the past; the pace of administrative rationalisatiocn hzs been
slow and uneven, fhere does seem to be a heightened interest in methods of
‘offiqe organisation at the present time, Tiiis appears to have bheen prompied
by the spiralling costs of labour; equipment and space. One can gain some
idea of the probable response to these economic pressures from the special
reports on office organisation which appear with growing frequency in the
quality press. In.1976, and again in 1¢77,the Times ran a series of articles
which were entirely taken up with the themes of prcductivity and efficiency in
the officé, and which canvassed a wide range of strategies by which management.
might achieve these goalse These included, work measurement and job evaluation
schemes; the calculated and éystématic use of office space; and the introduction
of bonus and incentive schemes.(32) In a similar report published in the
Guardian, one finds ominous echoes of the Millsian scenario:
tThere is no doubt that most office workers are slow to adapt
_to open planmning, - They usually complain about the noise and
the distraction, but there is evidence that productivity
generally improves and people are happier in well-designed
open-plan offices. In meny ways, people in open-plan offices
are more like free-range chickens while those in traditional
cellular offices are like battery chickens. It just depends
how you like to lay your eggse?
Later in the report, still further emphasis is laid on the boost to
productivity if the chickens are housed in open-plan offices:
'Tt is this last advantage (improved throughput) of open planning
_that one suspects is really the biggest disadvantage as far as
. some office staff are concerned. When people complain that they
do not like working in open-plan offices, what they really mean
is that they do not like to be seen noi working, coming in late,
going early, being told off, flirting, dozing, or doing any of
the one hundred and one things it is possible to get away with
"in conventional cellular officese.! (33)
It may well be that with the passage of time, one will be obliged to
.
discard Lockwood!s version of the office and to accept the view, canvassed
by Braverman, that there is little distinction between the modern office and
the factorye. A more defermined pursuit of ccst effectiveness by management

is ceftainly likely to éncoﬁrage 2 major modification of the office environment

and its traditional rélationships in the future. It should not be forgotten,



however, that there are still thousands of o“fices which have more in common

~with the counting-house than with the factory. Both iockwood and Braverman

have pointed out that fhe opportunity to rationazlise clerical processes is

very much a function of office size. Until such time, if ever, as the small
administrative unit has Tceen swept away, there will.always be some offices which
defy comparison with the factory, by virtue of their more traditional organisation
and their more intimate character.

Given the limited amount of evidence, one can only speculate as to whether
or not progressive rationalisation, spurred on by -the drive towards greater
efficiency, productivity and profitability will have important consequences
for the outlook of clerical workers., Even though there may be a trend towards
gre;ter bureaucratisation and larger, more impersonal offices, it nevertheless
remains true that this sector of the labour force is extremely diversified both

in terms of worktask and social background, and easy generalisations are

therefore inappropriates _ X

4. The Mechanisation of Tasks

The office world has not only been subject to a degree of rationalisation
Sut it has also experienced mechanisation. Since the nineteenth century
more and more machines have been introduced into the white-collar environment
in order to cut the cost of clerical work and in order to meet the growing need
for clerical sefvices. However, at the present iime, capital invesiment per
member of office staff is relatively low compared with that found among industrial
workers, In Britain, average investment per office worker is £500 compzared
with £5,000 per industrial worker.(34) The reason for this disparity is not
simply a matter of differences in the character of work performed:
'.eein the past office staff has been cheap and fairly efficient,
and the scope for spending on capital equipment Tor the cffice
was limited. Today costs of office staff are rising while the
general level of competence is falling.! (35)

Since the last war, office costs have risen dramatically. in 1950,

they represented only one-fifth of the total costs of a iypical business
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whereas today they represent half, It is this development which is likely to
lead to a much more extensive use of office machinery in the future.

Some writers take the view that the érowth-of office mechanisation has
elininated the traditional distinctions betwecen non-manual and manual worke
Mechanisation, especially where it is coupled with administrative rationalis-—
ationjis said to have eliminated mental processes or else to have routinised
them in sueh a way that clerical workers now stand on an eQual footing with blue~
c&llar labour. Clearly, this asseriion merits close analysis, since, as
Lockwood has pointed out, machinery alone cannot transform the clerk into
a factory-hand,

According to Lockwood, there are few office machines which dictate the
tempo of the work and to which the operator is merely an appendage. | Normally,

. ij is the other way round, machines being an extension of, or aid to the oper-
ator.(36) This is also true of many of the machine§ which have been introduced

since Lockwood wrote The Blackcoated Worker in 1958;1_ The calculator, for

example, can hardly be saidlfo have transformed either the work situation or

the gtatus of the clerkes Lockwood believes that there are cases where office
work has become like factory work, that is, where the application of mechanisation
and rationalisation have together converted the clerk into a machine-minder, but
he considers that such instances are rares In his view, therefore, the degree
of office mechanisation has not proceeded far enough to warrant a comparison
between the clerk and the factory operative.

Bravermants description of the contemporary office, which postdates Lockwood'!s
book by some sixteen years, presents a very different picture. Braverman
considers that the modern office is now virtually indistinguishable from the
factory. He suggests that the clerk has become a thelpless attendant! of
a highly mechanised, high-speed process, and lists a large number of technologi-
cal innovafions in the character of clerical functions in support of his argu-

ments.(37) However, one is inclined to doubt whetherthis version of the



.ﬁodernlofficé has universal applicationo Certainij, theré have been major
technical advances in office equipment during the last decade. ’Thése include
word processing systems, micro-computers, automate& filing systems and visual
display units. Many of these innovations bear conparison with the most
advanced factory mechanisation, and in some case, entail the subordination of
the operator to the machine. Yet it is doubtful whether it is legitimate to
reéard these as the typical equipment of the average office. Whilst they

are certainly being used by the iarger companiés, and whilst the number of more
rudimentary machines is rapidly proliferating, even in the smaller offices,

it is moré accurate to describe cffice automation as the shape of things to
comee .The availability of a large pool of cheap female lébour has acted,

and coqtinues to act, as a brake upon the extent of capitai investment in the
offices Business machine manufacturers are increasingly at pains to acquaint
managers with the advantages of mechanisation, but there is every indication that
managefs are very slow to responde Even in the future, there aie likely

1o be offices where extensive mechanisation would not prove cost effective.

-Fbr theée reasons, it would appear that direct comparisons between the objective
character of office work and factory work are still premature, at least as

far as Britain is concerned.

Whatever the extent of mechanisation and its consequences for the outlook
of the office worker might be, it is clear from certain studies that the trans-
ition from elementary business methods to more sireamlined procedures is not
made smoothl&. Enid Mumford and Olive Banks! 'The Computer and the Clerk?
is a study of %he effects on staff of the introduction of computerisations
They studied two different work settings, and in both, the installation of
a computer was beset by difficulties of adjusiment fqr the.edﬁloyees from the
very start. In particula;e they found that the attitudes to work of their-
respondents were actually ﬁodified by this technical innovations. They refer
to falienation?, and comment that for many employees work was seen as leés'interes-
ting and less varied after the introduction of the computer.:a On the other

hand, those who had previously, been employed on fairly elaborate accounting machines
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- found the innovation to be welcome since it madé their jabs more interesting
-and responsibie.(38) From tﬁis study, it would éppear that attitﬁdes towards

automation depend on familiarity with office.machinery,:and more importantly,
perhaps, the extent to which it is seen as a thresat to ones job. |

As yet, it is difficult to assess the impact of increased mechanisation
and automation upon the demand for white—collar labour. A survey conducted
by the Hiniétry of Labour found that the net effect of office automation up
to lst January, 1965, had been to reduce the number of office jobs by only
three—quartérs of one per cente Tt predicted that, in any case, by the year
1975 more new jobs would have been created than those which had been eliminated,
It also suggested that the growing application-of computers merely offset a
growing shortage of office staff.(39) Since this report was prodﬁced,.however,
the cost of clerical labour has risen very markedly, and some of the more recent
férms of office mechanisation are quite clearly intended as aids towards the
planned reduction of staff costse. This is particularly true §f the word proces—
sor. In an article in the Times, (15.9.76), entitled "The £4,000 typist substi-
tute that will soon pay for itself?, the chief of office administiration at a
Lloyd's underwriting agency was reported as saying that withoutlher word processor
she wéula need the assistance of at least one fuii¢ime typist or perhaps twoe.
Machines of this nature do not necessarily create redundancy, but they most
certainly curb the @emand for labour because of their revolutionary impact upon
levels-of productivitye

The silicon chip is another development which may well have a profound
impact on the demand for office labour. This is a tiny wafer:of silicon on
which it is possible to put as much information as was once stored by a huge
computer. This chip facilitates the production of very small, very cheap data
processing systems and thué places automation within the fanée of even small

firms. Although the full impact of this development belongs firmly to the future,

)
the government has already expressed concern regarding the employment consequences

of micro-processors. According to a report in the Sunday Timés (June 4, 1978), the

government has even set up a number of committees to investigate this issue.
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':It.seems that it is the lower grades of white—collar work which have
been most noticeably affected by the twin processes of mechanisation and
'rationalisation, and, it should be note, it is these very categories which
are overwhelmingly-dominajed by womene JeR. Dale found this to be very .
mach the case among clerks in industry:

'If the mechanised and the simple manual routines become —
_as they are rapidly doing — the province of women cecescsee
- then the humbler non-routine jobs will fall to the newly

recruited male clerk?. (40)

5¢ - White—Collar Unionism

white—collar workers, there are quite a few studies of the growth of
white-collar unionism. The expansion in membership is essentially a

post-war phenomenon, and, as Bain has noted, the figures are impressive,

as the following table shows: mpim T

The Growth of Total White—Collar and Manual Unicnism in the U.X. 12&§:§4
. . A

Type of Union Membership 1948~~~ 1964 7 4 Change
' _ (000s) (000s) 1948-64
l« . Total white-collar 1,964 2,623 1+ 33.6
| -unionism i
2; ‘Total manual unionism 7,398 71,442 + 0.6

Source: Bain, Go.S. The Growth of White-Collar Unionism p.25

is, the relationship between actual and potential mémbership, then, as Bain
has poin{ed out, the figures are far less dramatice For during the period
1948-64, the density of total white-collar unigpism only increased from 28.8
per cent to 292 per cent. In fact, the apparently remérkable growth represented
by absolute numbers merely reflects the growth in the number of white-collar
occupations.

| More recent figures, however, éhow that there has been a definite
expansion in.membgrship dengity since the mid-sixties. 3ain and Price

state thaf there was a 9% increase in density between 1964 and 1970 and
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- that density rose to.as much.aé 39,4% in 1974.(41) The increase in:unioh
density after the mid-sixties proceeded at a faster pace than the growth of
white—collar ‘employment. |

Lumley has'poinfed out that if one were to inciude staff and professional
associations within the éategory of white-collar unions, the current ove?éll
- density would be approximately 50 per cent, a figure which compares favourably
with that of 52.7 per cent for manual workers.(42) - Stafistics relating to
white-collar unionism are notoriously difficult to interpret, however. Quite
apart from the kina of “problems which they pose for a 1 "
_soc;ologist”sensitive'to neaning, .. : ' - .. other difficulties
arise over-the question of classification. For example, Bain has noted that
one~fifth of total white collar union membersﬁip belongs to unions which cater
for both manual and non~manual workers and separate figures are not always
avallable.. The flgures also conceal wide variations in membership density
betweén different occupational categories.- Neverthel pss, the figures do present
us wifh a rough guide, and in themselves offer a striﬁing contrast with the
low-degree of unionisation in the nineteenth century. The history of the
growth of white-collar unionism includes many developments which have already
béen discussed, such as feminisation, but an important feature is the declining
status and economic position of the clerk relatlve to that of the industrial
1abourer.(43)

Although instances of collective action by clerical workers in the
. nineteenth century have been documented, partlcularly in those occupations
where large :-numbers of clerks were concentrated togethgf:such as the civil
service, bénking and the railways, prior to the 1890's ﬁost clerks relied on
friendly societies rather than trade unions as a means of ensuring their economic
security. At that time, respectability and the collective redress of grievances
were incompatible objectives.s One of the first developments to have any impact

on the clerk's consciousness was the introduction of universal elementary education

in 1870, Mary Benet writes:



*Educaticn. had always been tﬁe distingvishing mark of the clerk,
and the comparative scarcity of literate employees gave him his
“‘prestige. - This' advaniage was now being eroded. The demand
for clerks was one impetus behind the growth of the educational
system, but the influence of universal education on the status
of the office_yorker was profoundly destiructive.?

The unions which became established at the end of the nineteenth eEntﬁry
rely engaged in strike—action, and instead devoted themselves to gentle |
assure on the government and to research and propaganda. One of these urions-
blished 'The Clerk's Character?, which focused attention on the setbacks;
the elers's pay and status afﬁer_the Education Acte Betwsen 1900 and
L4, the elérk experienced, aceordéng to Lockwood, some very lean years indeed{
n -the best paid clerks were.;p% eubstantially better off than the skilled
wal worker, and very:often,.the# had to sustain a higher cost of liviﬁg
order‘%o present an image of.'gentlemanliness'. Thus, in the period
iediately prior to World War I, both the membership and the militancy of
.te—collar unions increased considerably.

It was not untilgthe late thirties, however, that the superior economic
ition of the non-manial worker relative to that of the manual worker began
decline more dramatically. According to Lockwood, wagee increased more
n salaries during the period 1939 to 1956, and at the'same time, the differential
ween higﬁer and lower raid white—collar workers was narrowinge Writing in
9, he maintained that: |

*The average clerk is now very roughly on the same income level as
_the average manual worker, or perhaps even slightly below.! (45)

eeurse, this hai much to do with the fact that the manual labourer worked
siderably longer hours ror his pay, as indeed they st{il doo Yet, as
kwood has noted, this knowledge would be of little_cemfort to the clerk if
12l workers were thereby in a position to display a similar lifestyle.

The economic decl1ne of the: clerk was arrested in the mid-fifties, for
ing the years 1956 to 1967 his average salary earnings rose by 9447%.(46)
average earnings of manual workers rose by 92.3% during the same period

though their basie rates increased by only 64.2%) and thus.the differential
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was maintained. .
| Figures provzded by Hestergaa.rd a.nd Resler for 1971, however, suggest
that the rela.tlve.pos:ann of clerks and manual workers has changed in favour
of the lattier. Iﬁ té‘i:'m.s_of average earnings, male clerical workers lag.
behind not only skilled but even s-emi-skilled manual empioyees.(47) The
fact that the manua'.l- worker is liicely fo work much longer hours for his
extra earnings may not be taken 1nto account by the non-manual worker when
assessing his relat:.ve status in the income hierarchy. If this is the case,
then it is perhaps st_na.ll wonder 'that more and more clerical workers have ‘l_iu.rned=
to the unions ra—ther‘than to th‘éir émploye_rs for ameliorative action.

In terms of fringe bemefits, the clerk has traditionally been in a
superior position to th:at of the labourer, although even here a narrowing
of d.ifferences has been reportét_i. (48) Mc_:re end more manual workers are
covered ‘t;y pension schemes (although these are usually based on basic rather
| than on a\lrera.ge earnings)l, receive :Isick pay and have longer holidays. With
re_férence to the la.tter; Scott and’Deere comment:

10ffice staff entltlement seems now to be little different from
_that of many manual workers. (49)

In recent years, one of the main pressures making for an improvement in
the work conﬁitions of manual wofkers has been tl_ze introduction of statutofy
and *voluntary? incomes pqlicy. | The granting of longer holidays is jusi one
of the ways in which employers have sought to circumvent the pay restrictions
imposed by su.ccgssivé govéﬁments. E Although, as Lumley has stated, the narrowing
' gap between manual and non'-manua.l workers in terms of pay and fringe benefits
cannot by itself account for the gro.wth of white—colla.t"-unionism, it nevertheless

remains an :meorta.nt ba.ckground fa.ctor.

*Many whlte-collar employees see. the relative advance of the
‘blue-collar labour force as due to sirong organisaiion and so

they seek to emulate this in order to defend their position.! -(50)
Another factor which may possibly account for trends in white—collar .

.unionism is the changing class base of the clerical workforcees In the

nineteenth century, clerical ﬁositions were dominated by people from middle-class
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-backgroﬁn&s, but by 1950, fifty.per.cént of clgrks Eame from working-class
bomes. ‘This was due nét only to the great increase in the numbe; of white—
collar jobs,ibut also to fhe extensién of educatioﬁal provision and the

influx of women into this,sector. Although higher status white-collar -
occupations still recruit mainly from the middle—classes; this changing class
‘composition may have consequences for union comsciousness. Lumley believes
that although it may not affect the density of unionism, it undermines the
status value of ‘a white—collar'job; He puts forward the hypothesis that a
ﬁnion's attitude to the existing power structure depends upon the perceived
status of the white-collar occupation which it representse Thus, given 

a perceived decline in the status of white-collar occupations, unions will be
increasingly liﬁely to challenge rather than to work within the existing

. order.(51) - | | |

In a document published in 1966, the TUC suggested thﬁt the level of

: employmehf was one of the most important factors influencing union mem#ership.(52)
' This relationship hes not yet been adequately documented, but higtorically,
there doés seem to have been some degree of association between rising
émployment and rising membership, and between falling employment-and declining
membership, and this pattern holds good for white-~collar and blue—collar uﬁions.
Lumley has suggested, however, that 'as white collar unionism grows increasingly
strong, rising unemployment will provide an incentive for increésing membership
and activity,?' thus reversing the historical pattern. In other words, during
a period of général economic uncertainty such as we are now experiencing, white
collar workers who feel that their jobs may beﬁfhreaiened are increasingly likely
to turn to the unions for protection because of the growing strength and effect-
iveness of white—collar unions. The contempofary insecurity éf the mzle clerk
represents a significant chaﬁge from the days when such workers looked dowp upon

the manual workforce as those whose jobs were far more vulnerable than their own.

Yet another advantage which was formerly associated with white-collar as opposed

to blue-collar work appears to have been eroded with the passaée of tiqe,
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In_fhg past, the favourabié ppomﬁtion prospects éf white—collaf.ﬂprk.
fended 10 inhibit union'membefship, with the nétaﬁle exception of banking,
where there has »een a long histoiy of unionism despite good prom&tion
prbspects for male clefks; Sykes has investiigated the relationship between
opportunities for occupafional advﬁncement and work attitudes and has alé;
considered the extent to which the presence or absence of promotion prospects
accounts for gimilarities and dissimilarities in the work attitudes of
clerical and manual workers.(53) ‘His stgdy demonstratad the prevalence
of distinctly different attitudes towérds menagement and its interests,

f which he attributes to differences of 'ethos?. Thege different ethoses
 were a function of differences in opportunities for promotion. Whereas the
' lack of such opportunities had caused the manual workers to develop very rigid

' class boundaries and to reject the idea of upward social mobility, the clerks

i bhad developed no such notion of rigid class boundaries, and attached importance

. to upward social mobiiity. Sykes?! study may have certain limitations in

; that it only includes workers in one Scottish steelworks, but it neverfheless
draws attention to the significance of promotion prospects in shéping
attitudess He found that when the management effectively blocked the promotion

" .opportunities of the clerks when they introduced a management training scheme;
the clerks became a much more cohesive group and subsequently joined a union.
Indeed, given a very definite trend towards external recruitment for management
positions, one wonders how long promotion prospects will continue to fasten
the attachment of clerical workers to their emﬁloyers. Thé reﬁards for long
gervice in the counting house are no longer characteri;tié of white-collar.work.
Wright Mills states that the 'ideology of promotion'lis Being rapidly |

updermined by the growing emphazis on technical competence and félafed

- tendency to favour highly qualified outsiders as candidzstes for senior - -~ °~

- Y . ,
.positionse Thus. attainment of the upper echelons of management is no longer -

a realistic possibility for the middle brackets of the cadres, much less the

broad ranges of routine clerical workers.(54)

In attempting to account for the growth of white-collar ﬁnionism; it'is
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inportant‘tc consider not only the ettitudes end status of the workers, but also
-tie attitudes of both emﬁloyers ani government. For example, union density
in the .public sector is extremely nigh, the figure being something like 80 per
cente In this sector; not only are unions granted recognition, but staff are
positively encouraged tc 5oin theme In the private sector, on the otherﬂhand,
particularly in smali.manufacturing firms, employers! attitudes to unions may
' range from mistrust tc open hcstility and the refusal of recognitions The
government however, has been active in attempting to ensure employer recognition
for white—collar unions. The government may also indirectly affect union member-
ship by introducing measures which further reduce the differences between
manual and non-manual incomes and working conditions,

Some writers, in fact, prefer to attach more weight to the actions cf
government and employere than to other factors in their analyses of trends in
white-coiler unionism. Bain, for example; while not wholiy discounting the
significance of changee:in the relative status, income, and security of
Hhite—collar workers, ie of the opinion that these factors are of only negligible

importance.(55)
tIf this has left white-collar workers unhappy, it does not seem to

_have encouraged them o unionize. At least, it is not possible to
demonstrate any connection between the economic position of wvarious
white—collar groups and the degree to which they are unionizede This
does not mean that white-collar workers who join unions are not
interested in higher salaries, better fringe benefits, and greater
securitys They obviously are. But then, so is almost everyone

else including those white-collar workers who do not join unions.*

In his view, employment concentration tends to promote the growth of
white-collar unionism, but more important determinants are the extent to which
employers are prepared to recognise the unions, and the willingness of the
government to introduce policies which enable the unions to exert pressure for
recognition. He therefore concludes that the activities of employers and
governments in these respects will determine the future growth of white—collar
unionism.

_ While Lumley's interpretation perhaps overstates the degree to ﬁhich
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‘white—coilar:workers take account of changes in the relative position of
%iue-collar workers, Bain's anaiyeie tends o cast non-manual workers in an
.unduly adaptive posture, particularly in relationto the government. The lattier
study conveys the impression that numerous clerks have been restrained from
joining unions in the-paSt because to have done so might have jeopardised their
career prospecte. . Now that the government has rubber—-stamped the respectebility
of white-collar unionism, all are clamouring %o joine Furthermore, Bain'
analys1s is somewhat time~bound, that is to say, it relates to a period of
relative economic stability, when such things as statutory incomes policies and
soaring 1nf1ation had not yet begun to threaten the structure of differentials.
It seems reasonable to suggest that such developments might have had the effect_
of promoting a more 'economistio' ‘outlook on the part of non-manual workers,
whioh inTturn might ﬁeve had some impact on their propensity to join the unione._
It has been suggested that whereae most people are socialised into an acceptance
of the political order, .there is no corresponding normative order underlying the
.economic status quo. Consequently, any attempt to manipulate the economic
order, for example, by the use of statutory or 'voluntary' incomes control, is
likely to be challenged.(56) This, to some extent might help to explain a
noticeably more militant strain in recent white—collar unionism, even if the
effect on nnion density is not 50 clear, Certainly, Hyman considers that
1nf1ation may have had the effect of forcing emnployers to abandon their former
(not wholly dis1nterested) guardianship of their clerical employees? pay levels,
and one -would have suppoSed that this would surely have some significance for
membership density.(57) ' support of this point, and .indeed, in fairness
to Bain, it should be pointed out that he appears to have modified his position
in recent years, and now accords considerable weight to inflation and also to
vage risee'in tne.eiplanation of trends in unionism as a whole:

'iThis-reasoning is confirmei b& an econometric model which demonstrates,

among other things, that the rate of change of prices and the rate
_of change of wages have been highly significant determinanis of the

rate of change of union membership in the United Kingdom not just
in 1969-70 but over the whole period 1892-1970.' (58)
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It is man:festly clear that the factors wvhich account for the growth

i

of white;collar_unionism:are highly complex and extremely difficult to interprete.
One should nbt overlook the fact that the various factors will affect white-~

‘collar workers very differently, depending on their market position and orientation

P

to worke David Silverman, who has conducted research into the relationship
between clerical ideologies and organisational factors considers that it is

most importan? to emphasise the heﬁerogeneous nature of the white-collar

workforce:

’

'If we are to advance from sneculatlon, the pressing need would
_now seem to be the attempis to dismantle the notion that there
‘exists a unitary occupational group of *white—collar workers!

or *clerks'. (59)

One thing is certaln, the whlte—collar world has come a long way 31nce
“the turn of the century, a fact whlch is clearly demonstrzted by Routh's
description_of the clerk'!s dilemma a2t that time:

*A trade union that cannot strike is like a muzzled dog -

_however fierce its noises, no—one is really afraide But as

every organizer knows, white-collar workers are extraordinarily
difficult to get out on strike; it goes against some deeply

held feelings — their sense of social equality with the boss,

their privilege of pzyment for time lost through illness, their
semi—permanent attachment to the firm, their sense of responsibility
for the performance of their work (which accumulates while they are
amay), their hopes of promotion, their superiority to the manual
workers, When to this is added the smzll and scattered distribution
of the units in which they are frequently employed and the geographic
dispersion of their homes, a strike becomes almost impossibles!? (60)

The restrainiﬁg mizzle, the unwillingness of the clerk to jeopardise
bhis hard-won feSpeciabi1;¢y, has now, it seems, been removed by the gradual
accumulafibn of'inéecurity, competition, loss of status and prospects, and
a host of other humiliations. Perhaps we should now co;sider whether the
clerk has any cause to be content with his lot in the ﬁodern world of
administratipn.;

6o Work Satisfaction

The awareness that occupations on the shop—floor have grown further and

furtherzaway from traditional notions of craftmanship has led to a great deal

of interest in what, if any, sources of job satisfaction remzin for the contem-



porary maﬂual workere There has been a corresponding, if not quite as e;tensive

a literature relating to the changing natﬁre of work.satisfaction for the white-
collar workeé. Very few bf these sfudies, it should be noted, focus cn this
phenomenon zmongst feméle_office staffe In some cases, they have been deliberately
sifted out of the research, withoui any explanation for the logic behind such

a course.(61) In other studies, sex differences amongst white—collar workers

are not regarded as problematic, and it is impossible to tell from the evidence
whgther work attitudes do vary along sex lines.(62) 1In spite of these limit-
ations from the poin¢ of viaw of the present studj; it is useful to review some

of the main findings,

Studies of worker satisfaction in this area take a number of forms, some
of which have more to offer than others. One which has a distinet flavouring
of management orientation is Bancy Morse's 'Satisfactions in the ¥White-Collar
Job's(63) In this study she explores the conditions which are held to
pro&uée'satisfaction in an industrial organisation. f§he suggests three factors
as likely determinants of job satisfaction - these aré:‘job content, individual
_ levels of aspirations and the surrounding context of other satisfactionse
Whilst her work has something to contribute in its delimitation of those areas
where jbb satisfaction might be wantiﬁg, it is somewhat difficult to accept
the psychologistic foundations of her theoriess |

| e believé that the following variables are necessary for
predicting the amount of behaviour of a particular type
vwhich an individual will display in a given time unit:
1. Strength of needs for which the behaviour }s a path.

2o The probability that this path will yiel&lneed satisfaction.

3. The amount of behaviour (or amount of energy) required for
a given unit of tension reduction,

4. The availability of other sources of temsion-reduction for
the same needs (the availability of other behaviour paths).

.......etc.' .

The idea of 'needs?, whether arranged in some hierarchy or having equal

weight yet all requiring fulfilmente is popular with many orgenisational



ésychologisté. ‘As Silverman has Sointed ount, however, there is very little
opportunity to validate’%heir existence.(64) Morse talks about needs as if
-fhey had some kind oflantenomy:
*The need fer ekilled, varied work is guite widespread in the =
_white-collar population and those who are doing highly routine
work will tend to be less satisfied with their jobs than those
doing skilled,”varied worke®
If one-must sfeak-of white-collar workers as having needs®, then it
is essenniel to make?explicit the conditions under which they aré held to’
arise, and 1o meke seme attemptfto identify thems There is no justification
for assumlng the presence of needs merely by juxtaposing some rather tenuous
correlationse Morse's deterministic approach is further illustrated bJ the
'operatlonal formula® wh;ch she uses 1o measure job satisfaction:

) 'S(satlsfactlon) = ER - (11 - ER) or, 2ER - T,*
This formula bears no relation whatsoever to the subjective experience
of her eubjects for she clains that:

*The best test of the formula, then, is through measures of

_need-level and amount of return which do not depend upon
"the insight of the subjectss!

Most studies of white-collar job satisfaction do, however, refer
themselves directly to eetual worﬁers and central to their analyses is the
distinction between intrinsic an@ extrinsic sources of jeb satisfaction. Xo
matter what other cnanges:may oceur in the work situation of the white-collar

worker, it is claimed, he will always derive his primary satisfaction from

intrinsic factors such as'interest:in work, opbortunities for exercising

responsibility, skilled and varied tasks, and fo that exfent, the clerk differs

markedly from the manual worker, who is supposedly bound to his work by the

cash nexus; In thelr investigation of the embourgeoisement thesis, Goldthorpe

et al compared attltudes to work among manual and non-manual workers in the
Luton area. They found thet the performance of work tasks and work roles
was a direct source of work'satisfection significantly more often among non-.

. manual workerss 'Expeqtations from work in terms of social relationships,

80.

" promotion: prospects (a5 a meéns of enhancing one's prestige and responsivility as



mzch as one's pay—pecket) and relations with sureriors were also markedly
dlfferent between the two groups.(o ) It is these very differences, real or
1mag1ned, between whlte-collar and olue—colxer workers which are thought to cons— |
~titute the clerk's primary source of satisfaction.

Crozier's éiudygof white—-collar workers in France leads him into besie
aéreement witﬁ the vjeWs'of Lockwood, although he regards the lattert's e&plaﬁatory
models as oversimplified.(66) He considers that whilst white~-collar work
is fast assuming soﬁe of the disadfantages which are associated with manua#
work, sucﬁ'asllack'of autonomy, it.hevertheless 'facilitates identification
with the rylingzélasses and has many compensations'e Crozier feels |
that it:ie important.to distingﬁish;between tinterest in the work! and
$satisfaction's The former, he eeintains, derives from an employee®s
location in an hierarchical order,“whereas satisfaction derives from a person‘e
ability £; manoeuvre within the syetem. The overall picture of white—collar
attitudes that emerges, says Crozier, is one of:

'ﬁersons relatively lukewarm toward their work and their positions,

_but whose opinions are nevertheless varied and do not correspond

at all to the image of the downtrodden small bureaucrat, rotot of

modern civilisation, disseminated by the literature of the years
between the two warse! (67)

The most important con%ribufion of this study is its focus on relative
satisfactions and degrees of interest among white collar workers themselves.
Although these differences are not fully explored, he does point out that male
employees are 31ighfly more satisfied than females, as are those who have more
seniority over those with less. He found that great rivalry prevailed amongst
groups, and that eaeh groﬁp asserted theirlinterest in their work as a means
of demonstrating superlorlty. 4
*Members of higher—level categorles received as a traumatlc shock
. the news that their colleagues in lower-level categories were
really interested in their work; this was the point whose
significance they made the greatest effort to minimize even when
quantified results were submitted.' (68)

According to Crozier, the ﬁhite—collar world emerges as 'one dominated by

stratification®.

There are some grounds for thinking that the white—collar worker is not

1ae untainted by instrumentalathoughts as some of these studies would lead us




to Dbelieve. Mercer & We;f, in théir study c€ four groups of me=le clerical
: . -

ﬁorkers,.maintain.that whilst their respondents attached importance to

intrinsic featuieg qf‘theif work, it would be highly surprising if they did nét.
For, after all, é personts self-image is closely bound up with his or her |
oécupation, and it uouid:be tantamount to an admission of personal failure if -
one admitted to no sajisfaction in one®s job.(69) Moreover, their research
findings show quitg:éiearly that there is . a strong emphasis on work as

a source.sf eéonomic:reward, althoﬁgh the extent to which this is so veries
according to thé‘occupational gfoup. Wﬁilst a question relating to current
sources.of satisfacfian showednfha# these are overwhelmingly the intrinsfc
aspects of work, a question concefning the most atiractive features of a;

prospective job revealéd a different picture:

TABLE II"What factor would you look for first in a job?"

dage of Semple Giving Each Answer

Clérks Public Technicians Draughtsmen

. : ' Employees
Intrinsic Aspects of Jgb: . _ _
Interest and variety 11, 28 32 28
A chance to use responsibil-
ity and initiative ' 13, 20 21 : 14
Economic Aspects of Job: '
Security and steady income 24 18 15 " 15
Good salary : ) 25 17 31
Prospects of promotion 20 11 11 - 8
Opportunities for study and - :
training 0 ¢ 1l 1l
Environmental Features: . '
Pleasant working conditions 2 0 4 0
A supervisor who doesn't
breathe down your neck 0 0 0 1
Congenial hours 0 o 0. o
Good friends at work 1l 0 l 1l
A strong and active union 0 0 0 0
Within easy reach of home 0 2 0 0

Source: D.E. Mercer & Do Weir 'Attitudes to Work and Trade Unionism Among
White-Collar Workers' = Ind. Rels. Vol.3 Ho.2.

These findings draw attention to the fact that it is erroneous to assume

that embloyees display a consisient set of priorities in their attiiudes to worke
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' .Another'impqrtént poi#t made b& these authors relates to the question
.'oé boredom on the job asfé principai'soufce of dissatisfaction for the white—
collar workers 'Whepeas Dale considers that "boredom and monotony are the
major occupational hazards of the clerk!, they are somewhat wary of such
typifications and 1abe1é;(70) They, like Crozier in his study, found that
seemingly boring, repgfitive work'waslnot necessarily a cause for dissatis-
factione(71) Theylﬁéin{ain-that:

"Valid éﬁtisfacfion (relativélto the expectations of %hose involved);

may, in fact, be derived from work which appears to the outside

observer to bs boring, monotorous and repetitive.?

Thére may well be more thén a;grain of truth in these words. It
should never be forgotten that ét&@ies of white-collar workers are typically
undeptakgp by those whofoccupy morélprestigeous positions in the occupational
hierérchy; When academics cast their eyes downwards upon the serried ranks
oflclerical workers, perhaps thereiis a2 subconscious feeling of Ythere, but
for the éface of God, go I.? Just as the more exalted clerks iﬁ Crozier!s
stgdy found it impossible to acceg% the fa&t that the lower orders found genuine
satisfactions in their %ork, it'is,equally poésible that sociologists cannot
tolerate the idea that intrinsic iob satisfaction is not peculiar to bhighly
qualifie& ogcupations. I From the }emote and lofty observation platform of the
sociologist, routine non-manual ﬁork may seem a colourless enclave of boredom
and monotony. He éhould:be more brepared to putiﬁs prejudices to the test
by undertaking a close examination of the white-collar world. All too ofien,
these subjective jﬁﬁgmenfs are a ;éason for ignoring it.

,

General Perspectives

" In this chapter, I have done no more than to sﬁmmarise, in very broad
tgrms,_somé of tﬁe‘kﬁy developmen?s in whife-collar work since the end of the
nineteénth éentﬁfy, and toaprésen; some of the main sociological findings
concerning the cler;cél labour force at the present time. If the foregoing analysis

seems "in ay wy limited, then it must be said that this reflects the lack of

| relevantgsociological-literaiure. Indeed, the world of entertainment appears



to have devoted more attention to the.clerk than have fhe'industrial-sociologists.
I have alread& mentioned the‘prbliféfation of movels in the twenties which
explored the life of the female office worker. In-the-éinemﬁ in&ustry too,

the office has provided gﬁe setting for many a filme Some, such as ;The
Rébel' and 9The Apartment? have emphasised the alienating conditions of the
office environment. In the former, Tony Hancock attempts to overcome perpetual
borédom_by docdling caricatures of the other male clerks ip the huge open-plan
office where ﬁe_works. In the létter, Jack Lemmon is éo intent upon escape

" from a gimilar eﬁvironment.that he is obiiged to offer his apartment to senior

- -executives for their extré—business, extra-marital aétivities, in the hope that
they will reward him with promotion. 'How to Succeed in Business Hithoﬁt
Reall& T?ying' presents a rather different image. Here, employment as a clerk,
far from being dull and monotonous, is an occasion for song and dance, and the
journey'td the top of the organisation is smoothly and swiftly'accompl;shed.

Whilst sociology has never glamourised the white~collar world to this
. extent, it nevertheless offers a similarly wide-ranging set of images,; At
one eﬁd of the spectrum is Wright Mills! gloomy pessimism, a vision of frustrated
hopes and alienation, and at the other, ‘Crozier's qualified optimism, a belief
in greater opportuﬁities for the clerk to deferﬁine his owﬁ work—-situatione |
It hardly needs to be said that more information is required before we can -
reasonably assess thése very different interpretations. One thing is certaiﬁ,
the female office-worker remains something of a mystery, since few of these studies
have focused on.her directly. In the next chﬁpter, I shali endeavour to make
up for this discrepancye. d ".

Finally, in case it should be felt that the case for studying the office |
world sfi;l requires furthei justification, I shall conclude this chepter
with a quotation from C. Wright Mills: |

By understanding theéé diverse white-collar worlds, one can aléo

understand better the shape and meaning of modern society as a

'whole, as well as the simple hopes and complex anxieties that
grip all the people who are sweating it out in the middle of

the twentieth centurye.! (72) . H
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"TABLE TiX T o

' .

The Qccupie_t/ I’opul&fion of Great Britain by Major Occupational Groups, 1911-61

Occupational groups Number of persons in major occupational Major occurational groups as a Growih indices of major ocsu-

groups, 1y11-61 (ocos) . percentage of (otal occupicd popu- pational groups, 3911-61 . *
. lation, 1911-61 ~. {1911 = 100)
911 921 1931 1981 1961 191y 1921 1931 1981 1961 1911 1921 1931 1081 1961
1. LEmployers and proprictors 1,232 1,318 1.497 17 LI39 67 68 67 sc 47 100 J07 14 9t 02
2. Al whitecollar workess 3.4331 4.094 4.841 6,948 8,450 183 212 230 309 359 100 11y 141 20 1q7
(a) Managers and admini- . .- : :
strators . : 631 704 370 1,248 1268, 34 36 3?7 ss $¢ 100 112 122 197 201
{(5) Higher profcssionals 1kg 96 240 438 28 10 10 11 19 3o 100 107 139 236 19
{¢) Lowcr prnfessionals . '
and techmicians s60 679 728 1,059 1418 3t 3s s 47 ¢ 100 11 130 189 as3
(d} Foremen and inspectars 237 279 3123 s90 . .682 3 1-4 1's 26 29 100 118 136 249 288
(r) Clerks 832 1,256 . 1,404 2,341 2,996 4'S 65 67 104 1277 100 188 159 a8: 360
- (f1 Salexmen and shop
X sistants oS¢ vio 1.376 1,278 1,398 L] 51 65 &7 9 100 o9 19 129 141
3. All manuul workers 31.688 131970 14.776 14.459 14.620 746 720 J0-3 642 §9°3 100 102 108 106 102
4. Total (ecupied population 1R,3s0  1v.ad2  21.m24 22,818 23.630 100°0  100'C 1000 100°0 150°0 100 1c8 11s 11 129

Source: Bain, G.S., The Grow{h of “hite-Collar Unionism p.12,

N.B. The following breakdown of the white-collar labour force is derived
from Hnite-Collar Unionism in Britain by R.Lumley (1973) and shows
‘a rather different. distribution from the above: -
' - ' % of white-collar labour force

Clerks b EL
Salesmen and Shop ok
Assistants . : 16
Louer Professionals & =~
fechnicians ' .17
Managers & Administrators 16
. Higher professiona}s 9
Foremen & Inspeciofs : 8 . . : L tf
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CHAPTER FOUR, . | WOMEN IH THE OFFICE

*Nine o®clock in the morning on a cold winter's day in the cityeeo

and everywhere you look women are striding triskly to work, bare-

"legged in zero degree weatheres.o Most of these women are striding

towards their typewriters and yesterday's unfinished dictation,
towards a banking job where they count money rather than make it,: -
towards work with no future except more of the same. Married or
unmarried, ambitious or not, they are making their daily rendezvous
with a world in which women are largely tolerated, on the grounds
that men can no more be expected to use a typewrlter or answer

the telephone than to wash socks or clean housee.! (1)

In spite of the fact that nearly half of all white-collar workers are
women, few socipibgists have coneidered it worthwhile to turn the spotlight on
their exﬁeriencesand attitudes. ' They are often deliberately excluded from
empirical studies of cleriecal wprkers, or, at best, accorded footnote status
of a purely statisticzl 'mature. Some studies attach no importance whatsoever
to the sexual composition of their subjects, their authors seemingly of tke
opihion that the gender of a white—collar worker is of no consequence for
attitudes to work, location in the office hierarchy, opportunities for promotion,
or indeed, any other aspect of the work situation. Amongst those few

' I
studies which have paid ‘some attention to the significance of sexual variations
in the office world, albeit a marginzl area of interest, explanations for the
status quo often appear to be base& on the preconceptions of the authorse
One example is provided by Mumford and Bznks'! study of clerical workers:

*Young women in dull, routire jobs with few prospects of promotion

are not, and cannot be expected to be, highly job—oriented. Their

imporitant goals usually lie outside the work situation and work is

treated as a means for ensuring a2 11v1ng and securing a pleasant

social sztuatlon. (2)

These authors, as we noted earlier,operate with an-a priori model
of young girls' atitudes towards worke Young girls are presumed to be
principally concerned with finding their future mates, and for this reason,
their concentration at the bottom of the office hierarchy may be understood
in terms of these ?short—term personal work goals'. Most female office
. workers are thus pértrayed_as viciims of their own limited horizons, and in

.this wey, the authorslprepare the ground for the opveration of self-fulfilling

prophecies.
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Another well-known study‘of ﬁhife—collar workers, Lockwood!s ?The
Blackcoated Worker!, tends to éi&e minimal attention to female employees
and generally subscribes ic the sterebtyped imageso(3) Crozier's’study_ -~
of white-collar workeréuin six Parisian companies presents us with a picture
of women workers concentr;ted in the more routine positions, but does not.
offer any satisfactory explanatiop as to why this should be so. Aithough
he reqogni;es that women clerks teqd 1o occupy an inferior status within
the firm, which in his view.aécounfs for the presence of épathy and indifference
among them, one g;ins 1itf1e insight into the mechani smswhich confine women
‘4o the lower levels of the office status hierarchy.(4) Apart from these
studies, there are very few 'established? pieces of research which have
; concerned themselves wholly or in part with the subject of life in the female
fghefto. | There is no shortage of references, however, among the many volumes
-of feminisf literature, which.add up to a picture of frustrafioﬁ, servitude
-and exploifaiion.(S) ‘Here, at least, there is some attempt to relate women's
‘low status in the office to their inferior social and economic status within
society as a whole, Benet'!s %Secretary' is the only published béok known to the
present writer which is exclusively devoted to the'subject of the female office
" workere(6) There is no attempt to disguise the feminist orientations of the
author, but it represgnts a truly comprehensive and thoughtful inveéstigation
. which succeeds in exploding many of the myths concerning female clerks and sec—
retariese Since it does not incorporate any systematic analysis of their
atitudes and work situations, however, it is uniikely to gain ac;demic respecta-
bility, especially because of the author's journalistic b;;kground. The same
'is probably true of Korda's discussion of sexual gamesm#nship in the office,
fiizle Ch#uvinism: how it works' which affords a rare insight-iﬂto the fantasies
and prejudices of male executives in the American business community.(7) Wright

B Y '
Mills, who is, of course academically respectable, wrote a fascinating book about

white—collar workers, but while his section on girls in the office is highly



_ 1llum1nat1ng with reverd to- how they'were perceived by novelists in the
.twenties, we learn very little about the contemporary situation.(8)

There is every reason to suppose that 1ike future will yield a torrent .. .
of'literature on the subjeot of women in the office, mainly because the feminist
movement has brought about a heightened interest in the subject of women |
generally amougst soeiologists. It seems inevitable that they will shortly
focus on that field of work which accounts for over one-quarter (29%) of all
female employees, and one hopes that their findings will dispel many of the
assumptions which for too long have lingered in the minds of managers and -
academics alike. For the preseut,'however, one is obliged to rely heanil&
upon a greetldeel of non-academic source material in order to construct a picture
of female white-collar employment. At an advanced stage of this research, I
wes_fortunate enough to'gain aceess to two studies of a sociological nature,
both of which are as yet unpublisned. One of these is Silverstonets
9The Office Secretary' and the otuer is Elsy and Shaw's *Office Girls:
Education and Job Choicé'. Both' represent a marked departure from earlier
studies of office life in that they focus primarily on women and are not based
on the assumption that uomen's attitudes to work are fixed by their out—of—work
preoccupations and circumstancese | The findings of these studies have proved
invaluable for the purpose of providing strong support for observaiions based
upon non—acauemic sources=of information.

A further source of information was provided by the numerous American
and British journals which publish articles concerning persoanel policy and
work attitudes. Since many of the studies have been congucted from a managerialist
perspective, however,'they possess certain limitations from the point of view of
"the sociologist.; However, one may derive from these sources a great deal of
data which is relevsnt in the present context.

" The fdllowing discussion covers a great many aspects of female employment
in white—coller worke Thelultimate aim of this section, however, is to demon-

: strate the ways in which the decision to engage in temporary as opposed to

'permanent?employment mey.be regarded as a response io a range of problems
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encountered by women in this sphere of the labour markets

" le Female White-Collar Workers — A General Survey
- 18 The Cccupational Distribution of Female Cffice Vorkers

At the present time, more than two million women in England and Wales
are employed as clerical w5rkers, and there is every sign that their numb;ré
will continue to grow.(9) According to the D.EeSey in the laﬁe sixties,

40% of éirl school leavers aged under 18 went into this kind of work.(10)
Recently, iheré has been a marked increase in the proportion of girls enterirng
clerical work, solthat in 1973 this was thé occupational choice of no less
than 60% of girl leavers.(ll)

Table I illustrates the principal trends which took place in the
proportiog and distribution of female office workers during the period 1911

to 1971.

TABLE I, The Proportion of Female Workers in White~Collar Occupations in Creat

Britain 1911-1971

! :
Percen*tage of Females

Category of White-Collar iWork 1911 1931 1951 1961 1966 1971
All white-collar workers 29.8 358 42.3 44.5 46.5 46.2

Managers and Administrators 1948 13.0 15.2 15.4 1647 1805

Higher professionals 6.0 Te5 8.3 9.7 9¢4 10.0
Lower professionals and

technicians 62.9 58.8 53.5 50.8 52.1 519
Foremen and inspectors 4.2 8.7 13.4 10.3 1le4 12,8
Clerks _ 2144 4640 60.2 6502 69¢3 Tl.9

Salesmen and shop assistants 35.2 372 .. 51.6 5419 587 5944

Source: Price, R., and Bain, G.S., '"Union Growth Revisited: 1948-74 in Perspective®
, British Jourmal of Industirial Relations,
VoleXIV, Noele
Price and Bain interpret white-collar work in its very broadest sense
{0 include, for example, sales personnel, whereas we are strictly concerned

with clerical workers, but their data is of considerable interast in that women's

minority representation among the ranks of managers and administrators is clearly'
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aiconstant'feaiure of the wﬁite-colia? woride In contrasi, their represent-
ifaiion among the humbler ranks hag #ctually grown more than three~fold during
the same period. The term tclerk’ tends to cperate as an umbrella term for . .
a whole multitude of qéqﬁpations, some of which rresent opportunities for
movement upwards througﬁ £he ranks; some of which do not. It is importaﬁt
therefore to'examinefwhether there is any degree of concentration of women
in differgnt clericaliﬁobs. Acco:ding to the 1971 Census, women representéd:
- 63% of all cle¥k§ andfcashiers; 63% of all telephone cperators; 86% of ail
" office mgchine opéraﬁors; and 95% 6f all typists, shorthand writers and
secretaries.(12) .

The jobs of compfometer operating, filing, copy-typing, and ielephone
answeringware not renowﬁed as stepping-stones to the directorts chair, while
the job of secretary is sometimés alleged to lead in that direction, but quite
incérrectly SO0e The jobs that-women do iﬁ the white—collar world on the whole
preclude ﬁpward movement,'and in the case of those positions which theoretically
offer some opportunitieé for advancément through the rarks, men rather than women

tend to benefite Blackburnts study of bank clerks is illuminating with regard

to this latter point:
'Careers in banking are fqr'men; the routine work such as
‘machine operating is for women. This distinction is basic;
‘women are employed for 'women's work?! and it is only the
outstanding women who can progress to 'men's work'. (13)
Blackburn states that the banks regard men and women as 'two different classes
of employeet, and that thié attitude is particularly noiiceable in recruitment
literature where the banks encourage young men to aspire to careers in managemﬂn~,

and young girls to aspzre 10 jobs as secretarles, supervzsors or super-clerksi:

‘*the keen and intelligent zirl may ultimaiely undertake the
duties of: Cashier, Ledger Supervisor, Income Tax Clerk or

-Correspondence Clerk!'. (14)

Blackburn concludes that any change in this sex differentiated structure
of banklpg occupatlons will only come about if there is a shortage of male
. recruitse While recént legistation is designed to foster improved opportunities

for women in jobs such_aé banking, the fact that more and more women seem to be



handlng us our money over the counter these days has probably more to do with-

the diminishing supply of /male schoal-leavers who opt for banking, rather than

a pioneering attitude on the part of the Big Foure

s

Sullerot has noted that the concentratlon of women in the least-—skilled,
least prestigious, lowest pald, white~-collar jobs is the rule in most western
societies, especially in the public sector of employment. Even in 'go-ahead'
Sweden, 73% of womenfim mublic employment are found in the lowest caiegories;'

. whereas T3% of the men are found in'fhe higher categories.(is) |

The work Qé Fogarty et al offers considerable insight into-the promotion
prospects of secretaries. Partfof-their research is concerned with the oécupatibnal
background -of 96 male and 96 female managers in a large company. Apart from
the fact that women are 'a distinct mlnorlty' among top management, only 20%
of the women managers came up via the secretarial route, whereas well over a
thifd fcame in with some expertise already established as a result of specialist
training or experience in other work!.(16) Men, on the whole, took longer to
. reach management status than women%:But some of them had been 'plodding up the
ladder from the humble eeginnings ef errand boy or junior clerk?, whereas no
women had worked their way up fromtsuch modest levels on the occupational ladder.
Thus, the fact that there is a diminishing number- of opportunities for long-
range upward mobility in the whi{e collar world appears to be especially true in
the case of women. | The iindings ef this study suggest that eniry into management
without specialised tfain;mg will be a very rare experience in the future for
either sexe. | | |

Stassinopoulos is inclined to regard women's relative absence fron the
higher echelons of the white—collar hierarchy as somethlng of a blessing in
disguise. _Unlike men, they are not vulnerable to any siresses and strains in
theif work, ."because' they possess 'freedom’:

'They are not tranned by a career ladder to which they must hang

on like grim death, struggling from rung to rung, hoping ageinst

hope to succeed told Boggins! as deouty assisiant acting temporary .

manager, and dreading the day when a rung snaps and plunges the
climber into the proletarian abysse' (17)



f It may wel;'be true that most' women are not consirained, as many male

breadwinners are, ihto riékiug their physical and mental health for the sake

of mov1ng up a few ~rades in the office hierarchy, but this is sma2ll consolztion
to those women who do asplre towards more resporsible positions but who can find
no way round the obstacles which stand in their pathe

be ~ Pay o2nd Conditions

Evidence from a number of sources shows quite clearly that female

clerical workers are paid less than their mele counterparts, even when one

exgludes:th; effect qf overtime gérnings. The New Barnings Survey of 1977,
for example, showed that the avé?agé;hourly éarnings of adult male clerical
vorkers waé 167.1 np, whereas thét 6f women was 129.3 np.(18) Fﬁrther
confirmation of the exiétence.of 2 marked differential is provided by Elsy
and . Shawe Whereas 54% of their maie respondents earned £1,500-2,000+, only
7.8% of their female respondents feil into this brackets They also found
that this differential could not be accounted for simply in terms of the relatively
greaker age of their maie sample.(i9) Within the broad occupational category
of clerical work, women;s earnings.ao vary, depending on the particular skill
and level of respons;blllty, but as a group their earnlngs are 51gn1flcant1y
lower then those of mene An IDS survey of woment's pay and employment shows
that part of the reason for this discrepancy is the existence in many companies
of 'men's work' and 'women's work?!, vhich are dlfferent;y graded.(20) A number
of companles are maklng efforts to eliminate these separate scales for men and
wonmen, but it may be that there are a.great mgny other firms, smaller and less
well-known than those mentioned in the survey, whlch are moving in the opposite
direction, in response to the implications of the Equal Pay Act. In the latter
type of company, regrading and other means of ev;diﬁg obligations in respect of
equal péy mzy well be serving fo cénéentrate women more than ever into the
1ower-péid, ioﬁer skilled ﬁ&hsmanual jobs.

Hith regard to sickness pay and cccupational pension schemes, women
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aLérical-workers are once again'fbund to be in an inferior position.i According
ta the 1970 New Earnings burvey, 9ja of males in non-manual office and.
sommunications occupatlons were covered by sick pay schemes, aﬁd 70% by
aecupational pension schemes. The corresponding figures for women were

85% and 36% respectivel&.(2l) With regard to annual boliday entitlement?'
women clerks again hold a less favourable position, Although the mzjority

of b§th men and women employed in'full-timelclerical work-can expect to receive
'between three to four weeks annual hollday, the New narnlngs Survey of 1974
found that whilst 53% of men in these occupailons received four weeks or more

: annual holiday, only 32% of women did s0.(22) Benet considers that women

" not only receive inferior pay and fringe benefits, but that their working

' environment is usually less favourable than that of men: |

11t has recently been shown that women tend to receive the

same proportion of office space as they do of pay - 20% to

"50% less than that of men doing roughly the seme work in

the same officeecs The higher the concentration of women

in a particular area of the office, the lower the standard
of decor.' (23)

Although there has been a greaf deal of sociological interest in the
subject of workplace inequality, the mgin concern pf research in this area
has been to assess the extent of differences in the situations of.white—collar.
" workers as a whole as compared with blue-collar workers as a whole, There
apbears to have been little interest however in the extent of variation
between male and female white—collar workers. The information cited above
suggests that there are significant differences, énd that this qould therefore
be a fruitful érea for further studye.

Ce Union Membership

Throughout the twentieth century women white-collar ﬁorkers bhave exhibited
a lower overall density of union membership than mene It is o%ten supposed that
thio discrepancy may be explg%ned in terms of female personality traits. For
example, one writer has suggested Fhat ‘women are generally more conservative

thon men?+(24) Bain, however, considers that the difference between the sexes

in respect of union density cannot be explained in terms of innate or learned
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dispoétions. "In his opinion, the lower rioporsion of female employees who belong
_to unions must be accounted for in terms of the occupational and industrial distri- .
‘bution of the female workfor”e. He points out that tkere is a dirdct relationship
between union den51ty and size of optabllshment and that since female employment
is 'skewed in the dlrectlon of small establlshments', we would expect them to
exhibit a lower rate of union membershlp. He also proposes that *the greater

the degree of employment concentration the greater the density of white-collar
unionism'.(25)' Women; however, ereiless numerous in those industries which have
" a high degree of.emplo&ment conceotration,'and more numerous in those which;have

a low degree of emplo&ment concehtration. He concludes that women do not possess
1nherent qualltles whlch make them more difficult to organise and agrees w1tn the
view of Lockwood thats:

*The proportion of women in ﬁost of the major clerical uniomns is

roughly equal ito their representation in the field of employment

which the unions seek to organise.' (26)

The idea that women in white—collar work are less union-minded than their
male counterparts is alsolundermineo by the fact that there is a higher proportion
of usionisation amoﬁg wo?en than among men in the public sector. Moreover, a
.. historical perspective cests considerable doubt on tﬁe notion that the propensity
of women white—collar wotkers to'organise is finite, Table 2 shows the trends in
both union.membership and union deosity for the period 1948-1974. It is evident
from these figures that %hilst women stil} lag behind men in terms of both criteria
of unienisation there has nevertheless been a very considerable growth in female
whlte-collar unlonlsm since the wars

TABLE 2. Sex Differences in White—Collar Unionism in the U.K. 1948-1974
Membership of White-Collar Unions (000s)

Male %ege increase Female Fage increase
1948 1964 1970 1974 1948-74 1970-74 1948 1964 1970 1974 1948-74 1970-74

1,267 1,681 2,143 2,593 +104.7 +21.0 697 1,003 1,447 1,629 +133.7 +12.6

Union Density (%)

' ' _ : %age'increase Zage increase
1948 1964 1970 1974. 1048-74 1970-4 1948 1964 1970 1974 1948-74 1970-4
33.8 33.4 40.0 44.5 4107 - a5 25¢4 2449 30eT 3246 +7¢2 . +1.9

: Source: Derived from, Price, R. and Bain, GeSe, 'Union Growth Revisited:
1948-1974 in Perspective!, BeJeIeRe, VoloXIV Noo3e, Pe349.



_ There is no way of kﬁowing whéther the growthlof female membership and
'fu;ion densiéy has been due simply talgreater activity on the part of the unions
in their drive to recruit new members, or whether changes in the situation of
female clerical workers has brought about a heightened interest in union
membership. At any ra%e; this development does represent a challenge to;.
stereotyped thlnklng, as do instances of union militancy among certain
categorles of whlte—collar workers.: In the summer of 19?4, the Civil and Publlc
Services Assoclatzon, ‘of which women represent nearly two-thirds of the total
membershlp, organlsed a protest march and a campaign of 1ndustr1al action in an
attempt to force the government to reduce the number of temporary staff worklng
in government offices in London. Slmllar action was taken by A.P.E.C.C S.,

over half of whose members are women, and a number of other unions. A B.B.Ce
film on thé subject of women and tréde unions showed a number of female clerical
embioyees at a Manchester factory hotly disputing the intransigence of management
and malelcolleagues over the issue of equal pay.(27) Many of the women had
only joined the union (A+P.E.C.C. S.) because of this particular dispute, having
been unaware of or unlnterested in union affalrs previously. Once involved

in ‘the strike however, there Had-béén a lasting effect on their consciousness.

A ﬁorg recent exaﬁple of mifitancy, this time involving secretaries
belonging to NATSOPA, provides a #seful insight into the way in which attempis
o secure better wages and:conditioﬁs can be frustrated by the indifference of
union hierarchies. .In'1977, according to a repqrt in Spare Rib, secretaries
working at the Times-decidéd to pre;s for highef wagese Seven months after
this decision was taken, the women concerned were still waiting for.the union to
arrangé a meeting with the management. The secretarieé were reported as saying
that tﬁey had been instructed to stop writing to the branch because they were

anroying thé unioh.' In the meantime,-the secretaries had embarked on a vigorous

campaign ito publicise thelr cause, which included such tactics as sticking up
posters and writing slogans on letters.(28)

There are no grounds for supposing, therefore, that female white—collar

workers are simply more conservative than men. However, it is important to
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bear in mind that female clerical workers are hiéplj stratifiede There are
tremendous differences bétween the filing clerk and the executive secféta&y,
not only in térms of'their.social and.educational baékground and degree of -
tréining, but also in éégms of their work situation, status and, in particular,
their relationship with-employers.- Lumley considers that the close contact
between the secretary and her employer generates a strong feeling of company
loyalty on the part of the forper, which militates against her identification
with the office p?oletariat.(29) ..Thus, a knowledge of the sources and characier
of differentiation within the ranks of femalée office staff is relevant to an
gunderstanding of variable patterns of unionisatién among this groupe. It is
appropriate, therefore, to examine the various types of office work in rather

_ jgreaxer detail, in order that the sharp differences which characterise the
:wo:k.situgtions of female office workers may be highlig@ted.

26 The Office Secretary

Official statistics often make no distinction between typisfs, shorthand-
'typiéts and secretaries, as though one could legitimately regafd life in the
all-girl fyping pool as identical to life in the inner sanctum of the senior
executive®s suite of officese HNothing could be further from the-truth. The
 twin p:océsses of technology and business raiiopalisation have brought about a
division of clerical functions into two separate cﬁmponents, executed by two
different groups of employees. The first category comprises the true secretary -
the boss's personal assistant who, whilst perfo?ming a degree of routine work
such as fyping; taking dictation and filing, spends a gregﬁ deai of time
organising her employer?'s daily activities. The other category of worker
is engaged almost exclusively an routine paper work, an% is.increasingly located
at some distance from the corridors of power. The only aspecf!of their work |
situation which is common to_?oth groups is that men typically hire them and
fire them, administer and coﬁtrol them, and in some cases, regard them as sexual-
entertainment., It is essential, iherefore, to consider them separately, and

this section will be devoted to those who are situated at the éﬁex of the status

hierarchy of female office workerse



ae . On Becominz a Secretary

"There is no need fer a woman to prove herself equal: she is
acknowledged equal, and different. The making of a nome itis
happiness, beauty and comfort is for younger married couples -
today a partinership of equals. TFor girls who look forward to
this, at a time when people are getting married a2t younger _
ages, what careers are there which provide the dignity of -
intelligent work without prolonged years of study and several
Years of practice to ensure competence? Perhaps the most
obvious is a secretarial career?' (30)
Ever since Remington introduced his first femzle typewriters in 1873,
secretarial wopk has been considered an ideal occupation for women. It
has attracted women of all social backgrounds and-ageé, and wiil no doubt
continue to do so for many decades to come, despite the frenzied activity
of office machine salesmen who would like to persuade employers that ﬁord
processing machines are more productive. There 'is not a great deal of
systematic-evidencé in published form relating to modes of recruitment to
secretarial positions, but it is possible to identify different routes into
this occupation,. _ 3
Firstly, it is possible to become a secretary By“undertaking a specialised
training course at a private college. The reputation of these colleges, their
typical recruits and the degree of emphasis placed on purely vocational skills
vary enormously. They range from the select finishing school type of estab-
lishment which offers a training in grooming, gourmet cooking and etiquette,
in addition to instruction in secretarial skills, to the more matter—of-fact
locally attended private commercial college. The former variant represents the
natural extension of boarding school for many daughters of the upper-middle
class, its curriculum reminiscent of the training in acéomplishments for mid-~
19th century characters in search of a husband, One-suspects that the latter
variety is more likely to recruit ex—grammar school girls (or their contemporary
equivalents from the comprehensive schools) or those from private day schoolse
A second mode of entry is via a college of further education, where the
emphasis is strictly on skills appropriate to the office, although there may

be provision for specialised courses involving the use of foreign languages

and the chance to learn secretarial skills among many others in a general



business ‘studies course. It sﬁpﬂars:that many of'ths women who un&srtakn these
.more specialised courses subsequently enter s=cretar1al WOTK only by def=ult.
In the spring of 1978, I spoke to a group of girls who were pursulng a bi~ _ .
lingual secretarial csurse at a college of Higher Education in tke South-East.
Without exception, the sscretariai component of their zourse was regardé& as
entirelj.secondary to the task of developing linguistic proficiency. HNot one
of them expressed any interest in following a secretarial career and all envis-
aged an occupational future ﬁhich'would grant them the opportunity to use their
language skills; However, their optimism was not shared by the member of staff
who taught them: |

¥Their bread and butter-subject is their shorthand-typinge. They'fe

not ‘going to go in and get jobs as linguistse. In very few instances

will they be able to say to a firm, "Look, I can speak French and

Germzne. I can write ite I've gzot my Orade II in this and my
1ntermed1ate in the other - employ me as a llngulst.“ Very few

In the case of girls such as these, secretarial work is seen as a last
resort.. Yet while this view may be based on a correct appraisal of the limited
opportunltles to be found in secretarlal jobs, it appears to be matched by an
equally incorrect assessment of the likely outcome of their training. It seems
highly probable that the ranks of secretaries include many girls like fhese,-
for whom the last resort has actually become a way of life.

A third route is the graduate secretarial course, the‘development of
which betokens the limited pool of opportunities for female grsduates. It is
possible to tske such a course at one or other 6f the establishments named
above, but soms institutions of higher edﬁcation offer special courses for
women graduafes. There is even a first degrs; course in secretarial studies
at Strathclyde University for girls who have antlclpated the llkely outcome of
three years devoted to the complexities of Middle English. ”he course includes
the usuzal training in shorthand, typing and business machines practice (involving
fmachine laborafory work?), plus.a selection of courses in business studies.

it is hard to see what distinguishes this Be.A. in secretarial work from any

'
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other high-powered course in office ékills, although'the Director of the
" Centre, Mary Iunn, clearly believes that her products will represent. some
kind of master-race in the offices of the future:

*The Centre has'a firm belief that modern management, consistently'

_on the go, facing pressures their predecessors never dreamed of, . -

needs the assistance of secretaries whose educetion and training
is of university level., This is not to underestimate or inm any
way to denigrate the many competent experienced secretaries who
have not been to university nor indeed had any formal higher
educatione But such women will become rarereceo The top
positions in the future are likely to be held by the University
and Polytechnic trained girls, and the most important jobs will
go to the graduate secretary.' (31)

It seems unlikely that the prophecies of the Director will be fulfilled,
when one considers the findings of Silverstone concerning the attributes
which employers value most in their secretaries. She claims that most
employers operate with a set of minimum requirements with regard to the
education and secretarial qualifications of potential secreiaries.
Furthermore, they tend to place much more emphasis on ability in such
traditional skills as typing and shorthand than on business acumen, or know-
ledge of finance, banking and economics.(32) This being so, one would
suppose'that given a choice between a girl equipped with 2 BoAo (Secretarial
Skills) and a more conventionally qualified secretary, both displaying equal .
dexterity on the typewriter and the notepad, an employer would be more
likely to choose the girl whose training had not aroused 'great expectations!?
with regard to income.

A fourth route into this occupation is by atiempting to gain or to
work one's way towards a secretarial position on the basis of skills
acquired at schools One would have thought it unlikely that this method -
would lead to the high-status, well-paid jobs without some form of further

. !
{training being undertaken en routes Silverstone maintains, however; that
in Central London the genera} shortage of office staff tends to enhance tpe

opportunities for advancenent among those having only the bare minimum of

quallflcatlons.(33) Over half of her secretarial respondents had worked

thelr way up from po=1t1ons as typists, clerks, shorthand typlsts or general
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office workers.

These represent the prinéipal routes of access to secretarial positions,
although there are many other ways in which it is possible to'train. Both )
private and state institutions run part-time courses and evening courses, and

- many crash courses are available in the larger cities, Some firms are -
willing to train girls themselves or to sponsor *hem for courses at local
collegese The govermment operates a training opportunities scheme which
enables those who wish to train somewhat later in life to do so at the -
government?s expense.

The batallions of secretaries are thus highly differentiated in terms
of training and also in terms of social and educational backgroumde It is
likely, however, that many of them will have been encouraged prior to their
eniry into the labour market, to foster ambitious hopes for the future:

"Promotion prospects for secretaries are legion. The fascinating

world of business is alive with endless possibilities for still

greater advancements Secretarial experience is ofter the "way

in" to interesting and highly paid posts in big firms and organisationse.
Many prominent women in the advertising world started their working
lives as secretaries, and the knowledge they zained during those

early years led to the wider horizons of advertisingee.o tomen
executives in senior Government positions have graduated from the

ranks of secretaeries.s A large percentage of successful business

women also started life this way.'! (34)

The advice manuals for prospective secretaries are filled with temptihg
visions of the future, usually based on the careers of most exceptional women..
Gifls are freguently informed in these books that it is but a éhort step from
the job of personal assistant to that of junior exécutive,'and that devotion
to onet's boss aﬁd company will inevitably reap the due rewardse All this is
quite at odds with the facts. According to Silverstope, most employers do
not consider that there is a natural progression from secretarial to executive
duties, and any such movement necessitates a specizlised form of training.(35)
Advertisements similarly tend to propagatie the 'Harcia Williams Myth'. For

example, one advert placed by the Depariment of the Environment reads:

*I never dreamt when I became a Senior Personal Secretary here .
just how closely I'd be involved with affairs of national importance.

(36)




Upon closer examination of ‘the copy, this involvement with t0p;1eve1'
‘affairs. turns out to be somewhat more humble than first impressions.would
indicate:

"You take notes for your boss at high level meetings, arrange

_appointments for him (2nd remind him to keep theml) and organise .

his Diary generally. Depending on whom you're working for, you
could be dealing with telephone calls and correspondence from
Cabinet Ministers, M.P.s, important businessmen and specialists
of every kind.? ' :

'A great many advertisements tend o activate ihe career ambitions fondly
nourished by the secretarial colleges, although the-majority apparently
recognise that the exercise of power will be experienced, at most, vicariously,
by the average secretary.

The theme that the ultimate ambition of 2 secretary should be to attach
herself to an important boss is a recurrent one in the advice manuals,. Thg
importance of her work is determined by his prestige and position, rather than
in terms of any ultimate standard of competence:

'ibu want to be a secretary — a top secretary, the able assistant

_to an important executive. You know that as a secretary you'll
enjoy a busy, exciting career., And when lir. Important Executive
brags that credit for his success goes to you, his secretary, you
can beam proudly, knowing that your contribution is, 1ndeed, a
valuzble ones! 237)

In view of the fact that the manuals place so much emphasis on obtaining
important, glamorous jobs in close proximity to important glamorous men,
it is not surprising to find that prospective secretaries have very clear
preferences regarding the type of employers they would like to work for.

In a survey by Williams and Root, the followiﬁg Top Ten of émployers

emerged from the responses of a sample of women secretarial trainees:

————es ot —— = dn s N . . v errn



vTABL§73.' The “vpe of Zmployer Jhlcn Trainoe Secretaries Would Most
: Like to Aork Fore.

Rank Emgloxers . o - Number of mentions on 'Donularlty'

1 Alrllnes < 70

2 Travel Agencles 51 .
3 BBC ' “. 50 -
4 Film Companies 47

.5 Fashion Houses : 36

6 Advertising Agencies ' 26

6 Newspapers and Magazines 26

8 Hospitals - - .25

9 Hotels . : 21
10 Doctors and Dentists 16
10 ‘ Oil Companies 16

Source: Williams, Re. and Root M., YHas your company got secretary appeal??
Personnel Managzement,” Nove 1971, ppe33-35

At the bottom of the list were building societies, building firms, gas

and electricity offices, London Transport and trade unions, with not a single .
mgntion.between them. The authofs conclude that:

Y¥The reasons for the overwhelming popularity of the top ten

_employers are probably fairly complex, but their frequent

exposure in the mass media, linked with glamorous situations

and young people, may be an imporiant coniributive factor.® (38)
'During the process of becomipg a secretary, therefore, a girl may be
exposed to mouth-watering images of the future. If she is not actually

encouraged to displace the boss,jshe will inevitably be told that there is

room at the top for those with ambition and ability.

be The Imagze of the Perfect Secretary

I should say that the six qualities I require in a personal and private
secretary, in addition of course, to basic secretarial skills, are:
‘Fragrance: an unsavoury secretary would render my work quite impossible.
Punctuality: a late secretary is an abomination. Tidiness: I consider
slovenliness to be a cardinal sine, Alacrity: a -slow-wiited woman is
worse than one who chatters. Intelligence: this is of supreme importance.
Speed: I always require everything done the day before yesterday.!

" (Sir Gerald Nabarro, MP., in Top Secretary)

The aVailaEle data shows that girls do not invariably undergo a concentrated

training programme for secretarial work. However, for those who do, it is

likely that they will.be_exposed to images of their future role and consequently

it is important to ézamine the concept of the ideal secretary as presented to
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jthem during training. Ideally, gn; should examine the prescriptions for
success which are canviésed by the various training establishments, but in
lieu of anf systematié'déta, it has-been necessary to draw one'!s information:
from a number of'adv;cé manuals for intending secretaries. ' o
| The perfect secretary is exéected to combine in hefself a mixture of
sbilities and qualities in much the same way as the perfect wife. Not only
must she be capablehof certain ﬁiﬁimal speeds on the typewriter and when.:
taking dictatiop, just as wives;must display a certain bare level of comﬁetence
with a frying pan, but she musf also Vunderstand? heﬁ boss, just as a wife
must be sensitive fo her husbéﬁd!é'whims and moods:

'Stﬁdy him closely; tread warily during the first few weeks;

.get to know his likes and dislikes, his every moode Find out

the best time to interrupt him, if interrupt him you must.

Gradually adjust your methods of working to fit in more easily
with hise A lack of understanding will mar your success as

a secretary.' (39)

Iﬁ view of the similarity which exists between the duties of wives and
secretaries in relatién to theirihale supériors, Benet has referred to the
girls of the office as 'substitu%e wives's In both cases, women spend a
great deal of time performing the drudgery, whilst men make the decisionse.
Both types of work involve endle§§ routines of tidying up which begin again
as soon aslthey are completed.._ Both types of work are increasingly mechanised
with the result that sec;etarieé and wives are becoming potentially more and
more productive rather than less burdened with routine tasks. Furthermore,
each woman's sﬁatué deri;es from %hat of her man. Benet points out that
there is a crucial diffe;ence between the wife and the-sécreta;y, and that is,
their security of tenure: | : "

‘"Even the weakest marriage is longer-lasting than a work partnership,
and much:harder to get out of. Wives can use money, sex, the
‘children, bad temper, and an almost infinite number of other

" weapons to get their way, but insecurity keeps the secretary sweet.!

(40)
In view of the strong market position of contemporary secretaries, one
cannot be quite.so certain thai insecuriiy alone would prevent them from

voicing their grievances. ‘It seems more likely that their loyalty and sub-

. e g
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:nu031veness, where it exlst mayzﬁe attrituted in part to the emphasis on
“these qualltles encountered during training. ‘here is a prevalent opinion,
qanvassed espe01ally by the manuals, that Ytlie boss is always right, even when
he is wrong'. Intendlng secretaries are frequently 1nformed that the strengt
of the boss's rlght—hand woman lies in her ability to defer to his judgments,
and that any errors on his part musb be commnicated to him in fhe most
roundabout way poséible. Any #eaknesses'on his part must be funderstoodf
and managed, The secretary who expresses dissatisfaction with her employer's
time-kéeping or manners is in Qénger of jeopardising her 'highly personai
relationship! with him, if not her future as a Colden Cirl Executivee

The.perfect secretary, like ihe perfect wife, knows her place. Not
only are girls cautioﬁed to kndw ?heir station, but bosses are told how to
ensure that this shall be s0. Ia her advice to employers, Lewis-Smith
writes: ,

YEvery secretary should have: a job description, carefully urltten

and linked where relevani to her boss's (or boss=s') job

'. descriptions. Make sure she knows exactily what is expected

of her and how you like your office rune Lay it on the line!l

A lot of secreiaries just don't knowl.! (41)

In this handbook, managers are further cautioned to make sure that they
can distinguish betweep;

tJobs only you can doj jobs your secretary could do with guldance/
training; (and) jobs no manager should do, e.ge filing.'! (42)

The extent to which secretaries are willing to do 'jobs which no manager
should do! is qulte remarkable, One survey discovered that 80% of secretaries
were willing to run errands, and 74% were willing to do “the shopping for their
bosses and their families.(43) Perhaps it is these sort of activities which.
are thought to distinguish the exceptional giris from the merely capable ones,
or, as oneltextbook informs its readers, 'liitle things mean a lotv.(44)

The perfect'secretamfuexudes an antiseptic feminitye There is great
attention to the cu;tivatién of this quality in the manuals and one suspectis,

during training., The ideal secretary must not only achieve a rerfeci balance
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. between aﬁpearing attractive and competent, but must also ensure that'all_her
bodily functions are in good, working order: .
'Is your hair sparkling clean and free from dandruff? Do you
see to it that your breath is clean and sweet smelling? (Especially
after a meal with onions.). Do you bathe daily? Do you use a

good deodorant every day? Are your clothes spciless and free
from perspiration odour? Do you shave underarms and legs

regularly?® (45)
Woe betide the girl who isn't using Amplex. If her best friend won't
-tell her, thén_her boss surely will, |

The would—ie secretary is cautioned against any attempt to appear sexy
or glamorous, particularly when attending an ihterview. In the opinion
of the manuals, such a presentation of self would automatically disqualify the
candidate. Since the boss's secretary is his personal status symbol, her
aﬁpearénce reflects on him,'and therefore he no more wants a blonde, mini-
skirted'ﬁbmbshell for his First Lady of the Office than he'woﬁld want such
a woman. for his wife.

Not much is known about the preferences of bosses themselves in fhis
mattero - It is quite likely that they feel that sex must not réar its head
during dictation sessions, although it may be quite acceptgble when flaunted
by the pretfy 1little filing clerk down the corridor. Accordingly, there
may be a tendency to hire girls who are not 6§ert1y_sexy - to keep the
flamboyantly attractive ones at a safe distance in the typing pool where they
can do no harm to the business-like image:

YAn attractively turned—out secretary is'not only a décorétive

asset; her tasteful appearance marks her as being prettiy smart -

‘and the boss as quite a clever fellow for having_chosep her.! (46).

The perfect secretary is thus like the perfect office -~ unadorned and
unclutfered, yet contributing towards the establishment of a éomfortable
environment for the careworn boss.

The perfect secretary ;Lst never be idle - a busylsecretary denotes.é

busy executivee..or does she? Korda believes that this obsession with being

continually on the go is . .nothing more than %a hysterical charade played



ST T T L 110,

~out for other neople's beﬁefit.(4?) Most girls who are active all the time
fare'simply experts iﬁ.tie art of ;making work?, they are merely keeping u
appearances- for the sake or their own and their boss's image in the eyes of. .
others. The manuale_éive a great deal of advice on Low to be super—efficient,
although it is equallj ﬁossible to regard this information as useful ti;s on -
making work for the otherwise inactive secretary:

tWhen Evelyn's 5oss had to go to an office in an out—of-the-way

part of the city, Evelyn thoughtfully worked out the shortest

route and typed up the directicns so that he would have no dif-
ficulty changing trains and finding his way. These are the
thoughtful little acts that relieve an executive of bothersome
details and impress upon. h1m that you ‘are capable of more than
routine work.' (43)

This extract also draws attent1on to the fact that the perfect secretary |
mst be somethlng of a mother figure., |lhen she is not tidying up her desk
for the nth time, or striving to produce a perfect letter, she must be trying
te look efter her bosse. She.should ensﬁre that he does not get lost on
trips to remote parts of the city, she should buy his favourite sandwiches
for his coffee-break, and she shqud make excuses for him to other people.

The perfect secretary is thus not only required to maintain high standards
of proficiency as a huhan word'precessor, but is expected 1o evolve a relation-
ship wtth her employerlwhere she:must act out the roles of wife and mother, and
where deference is the key to success, but not to promotion. There is some-
thing curiousiy ola-fashioned about this superwoman of the textbooks and
training courses. - In many ways she is the twentieth century version of the
male clerk of a former age - a plcture of uncomplalnzng servitude made tolerable
by never-to-be-fulfilled asplratlons for the future. A number of what are
thought to be essehtialiy female characteristics have.been grafted on to the
image of the 1deal secretary, but the past and present versions display a

remarkéble similarity.

Ce Barriers to Promotion in Secretarial Careers

As we have seen, many trainee secretaries are encouraged to regard the

years spent at the typewriter as a przliminary stage in the process of

becoming a junior executive; yet few girls ever cross the big divide without



’ vtaking a special course of trainiﬂé. In this section, the factors which
.frender'secretarial work.more of.a cul-Ge—sac than a stepping stone to the
" bright lights will be considered.

A number of wri%ers have suggested that one of the main factors Hhéch.
confine women to the iewer rungs-of the office ladder is the belief among -
employers that feméles tend to be 'unstable! employees. Employers are
reluctant to promote or to tra;n employees whom they feel.are unlikely to :

" stay with the flrm very long. . Thls atrltude bedevils the occupational .
progression of women in the field of non-manual work and yet it is base¢:only ;
on half-truths. if is true thax'fhe majority of British evidence supports I
the notion that women in employment generally exhibit higher turnover rates
than those of men, bué this iS'nof necessarily the case with all occupational .
groups, nor is it true of all“age—groupings. Pettman, in a review of
research-literature bearing uﬁon this isshe, concludes that 'the hypothesis re~
lating thrnover to the sex of thejemployee is, as yet, neither substantiated
nor refuted'.(49) i | .. ! |

One is 1nc11ned to ‘doubt whether many employers who subscribe {o the
hypothesls have actually undertaken a thoroughgoing review of the relevant
research data. It seems likelylthat their attitudes are based rather upon
fallacious or 51mpllstlc perceptiions of women and their attitudes to worke
Wild and Hill have listed what tney consider to be the most commonly advanced
reasons for female'labeur turnovers:

'a; The - existence of a restless 'roving population?,

_b.' The large number of young people employed.
Gs The inherent irrationality and unpred1ctao111ty of women,

de The availability of other jobs.

‘"ee Pregnancy or illness.
"fo 'The existence of better paid jobs elsewhere.

ge - Domestic difficulties.
he Leaving the district.? (50)
Although they cohcede that'there'hay be a grain of truth in the first four

reasons, these are dlsmlssed as common fallacies. The remaining four are

not fallacles, in thelr opinion, but *f! and 'g' are factors over which firas

could exert some control if they so wished, thus reducing the volume of
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:rurnover and avoldlng 'tastage of labour' Pregnancy, illness and geographical '
=.mob111ty are beyond the firm's control and Yrender a certain amount of labour
turnover virtually ioevitablé'. According to their own research findings |
relating to a sample of female operatives in the electronics industry, 51;7% ,
of leavers were:quittlng their jobs for reasons which were theoretically |
within the firm®s oo;trol.' Furthermore, job dissatisfaction was pronouneed
amongst fhose who vere leaving for these reasons. In otﬁer words, the pﬁll
of a better pald job elsewhere_ﬁas often matched by the push of the boripg,
unsatiéfylng, depressing nature oflthe job they were leaving. Similarly,

a study by Harris & Clausen of:labour mobility amongst men and women found. thaf
of the six rezsons which accounted for the highest proportions of job ‘
changesﬂiy women,dissatisfaction with the work itself was third highest on
the 1list.(51)

The attitude held by emoloyers in relation to job turnover amongst women
appear to have something of the'character'of.a self-fulfilling prophecy.
Sirce employers anticipate that vomen are likely to leave their jobs, they do
not give them responsible positions, nor train them for more interesting and
more skilled work. Mapy women oecome frustrated and bored in these undemanoing
occupationa and eventually leave for what they hope will be greener pastures,
and in the process confirm the views of the employers that women are unstable
members of the labour force.

: Accordlng to Silverstone's research among London secretaries the only
strategy which bosses have evolved in order to try to stem the tide of labour
turnover, is to offer higher and h1gher salarles. Employers in London, it
appears, believe quite erroneously that 'a high salary is the most effective
way of attracting and keep1ng staff'.(52) ' It has not occurred to them that
turnover mlght be reduced by openlng up promotlon channels for secretaries, or
51mply.by giving them more ‘responsibility. Apparently the turnover rates are
very hlgh in London; which Silverstone feels is partly due to the preponderance

of young women, some_of whom leave their jobs to get married and have children,

and some of whom are .simply dissatisfiede Again, employers do not appear to
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‘bave reacted tc this in what would seem to be ancbvious manner by trying tc
' recruit older women. ' Clder females are much more likely to remain in their

Jobs as the_following table suggests: - - .

TABLE 4. Turnover — Percentages of Full-Time Emplovees Employed By 1ne1r
Employer for Less Than 12 Months — April 1974. “

Women Non-Manual liorkers

Age (18 and over)
18-20 | ' 39.9
. 21-24 : . 3542
25~29 . : 2761
30—39 - ’ . 23 ° 3
40-49 _ 17.8
50-59 , 10.3
60-64 ' 8.3

Source: New Farnings Survey 1974, Part E

Wﬁilst employers prefer to regard high turnover as a fact of life,
rather than to make an attempt to arrest it in ways which are based on an
‘informed knowledge of the characteristics of female office workers, a major
ideological and practical barrier obstructs the path of those women sho
,wish to make it to the conference table, or of those who wsuld simplyilike
a more ipteresting, responsible job.

A second problem which may be encountered by the ambitious secrétary,
is male prejudice. The notion that women exhibit high rafes of turnover is
at least based on some degree of fact, but the notion that 'women aren't
cut out for business', the view that 'they haven't got what it takes!, can
make no appeal but to the stereotypes which inhabit the mind. The lesson of
both World Hars.was that women have to be seen doing a job Eéfore they are
believed to be capable of doing it, and at the. present t{me, very few women
have been seen executing management functions. Emplo&ers ofsen declare that
they are more than willing to promote their secretaries and to!give them more
responsisle positions but one looks in vain for evidence that they follow their
intentions through. That miny employers fail to practise what they preach
is.evinced by the.findings of several surveys conducted by the Alfred Marks

Bureau. . One of these, carrled out in 1972, found that 79” of . bosses considered




‘that their secrataries Were_wo:thy of prcmotion? jet only 45% said that they
woul& be willing to pfomote them to a junior managementﬂpositionf(53) Xorda
'is of the opinion that there is more than a hint of male chauvinism in the - -
éffice. He conside;s that the characteristics which would be rewarded in an
aspiring young man would be seve;ely censured in an aSpiring young womanas

A man is assértive, a woman is bitchy; a man shows signs of knowing when

to take the initiative, a woman 2lways wants her own way; a man requests
the opinions oflhis more experieﬁced colleagues, 2 woman is a troublesome
nuisance who has n§ confidence in her own judgments, According to Korda,

if a2 woman is not permitted to progress up thé career ladder by displaying
those attributes which are required of men, she is obliged to use feminine
wiles to get her there. Fbr this, she will be accused of being tempsramental
and emétional, and told to stop acting like a woman.(54)

An interesting theory regarding male chauvinism in thé office and its
iﬁplicaiions for female advancement is suggested by Benet. In her opinion,
there has been somefhing of a managerial revolution during the past few
decadesi not in the senée that Burnham meant, but in a direction identified by
Bell.(53). Although managers today represent the largest propefty ovming group
among the population, they cannot compare in this respect with the owner-managers
of early indusirial capitalisme Unlike the latter group, neither the position
nor the status of modern management is assured. Accordingly, the chief executive
of the 1970s attempts to resolve his status apxiéty through the pursuit of
success, and'furthermore, by surrounding himself with thg symbols of achievemente.
One of these 'status trappings! writes Benet,“is the secretéry. " The display .
of sexual superiority which her presence affords the boss, confirms him in a
position of power and authority. An employer is unlikely, tﬁerefore, to under-
mine his status, albeit anqﬁored on delicate foundations, by promoting his
subaltern to a pesition siﬁilar to his own, or by iransforming in any way the

master/slave colouring of their relationshipe This theory would ceriainly seem

to go some way towards explaining the, reluctance of many manaéers to offer their




‘secretaries more exélted posifiéns_iﬁ their ccmpaﬁieso . -At the saﬁe time,
.it is possible that mahy men simply cannot.tolerate the'idea of a woman
as én equal’ in the sphere of exeﬁutive functionse . | . -

The presence or.absgnce of discrimination is exceedingly hard to -
prove and one is usually unable £o do more than infer its existence in a
pa;ticular situation from the évidence available, A belief in the presence
of'discriminatpry attitudes within a work context may,powever,be an important
component of women'é assessment pf theig chances for promotion. - According
to Elsy and Shaw,the majority of their female respondents considered that
women in clerical work.could not gain promotion as easily as men:

f0f the various reasons given, discrimination by men against

_women is cited most frequently and the nexti most frequent

response is that preference is given to mene These two

responses were given by 48% of all women responding.! (56)

A third reason why secretaries rarely becgme management executives is
that some of them do not seek promotion of this kind, It may be thaf their
_career éspirations are jailored during training, and subsequently, during
social interaction with bosses and other secretaries, If the traineé
secretary learns and accepts that the greatest achievment is to secure a
job in close proximity to a famous, important, glamorous man, it is quite
 possible that she would never wish to attain anything beyond that goals For
such women, promotion takes on a quite different meaning - it is synonymous
with the acquisition of a job as handmaiden to Mr. Bige These girls enjoy
" the kudos which attaches to this role and do nof entertain thoughts of moving
into the arena of decision-making, It ié th&s kind of .secretary who considers
that there is no comparison whatsoever between‘her funbtions“and those of'her
bosse ' For her, the secretary and her boss aie as distinct as chalk and cheese
in terms-of their reéponsibilities and abilities, and to think otherwise would
constitute delusions of grardeur. The giri who was voted Top Secretary in

1972 represents an example of the kind of secretary who regards herself as

functionally different, if not inferior to her employer:
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'I éouldn't, for exzmple, do my boss's jobe ' He is:a man with
a string of technical qualifications, and my role is to relieve
‘him of as mach non-technical work as possiblest (57)

This glrl was the prlvate secretary to the Engineer and Manager of a
ﬁater Board, and whiiét one would not dispute that her employer®s job
probably involved the applicatioﬂ of 5 great deal of sﬁécialisea knowledge,
there is a clear implication here that the secretary has taken over at least
some of the managerial functions, which would seem to be at odds with her -
self-image. I?-is this kind'of-éelf—iqage, however, which tends to perpetuate
the status quo.

According to Silversthe, most secretaries recognise that promotion is
unlikely to mean anything other than working for a higher status boss. .
ngever,~few of her respondents placed any value on this qualified form of
promotion, whereas most of them attached a great deal of importance to that
kind of promotion which entailed greater responsibility and more interesting
worke rOnly four per cent of her respondents felt that they would be likely
to experience this latter kind of elevation.(58) Indeed, when one assesses
the definitions of secretaries themselves, in accounting for the rarity of their
progression into high status, highly rewarded responsible posts; it would seem
© that it is their resignation to the inevitable rather than a low level of
ambition which is the most important determining factor. Furthermore, as
Silverstone points out, the existence of two types of promotion, one for male

? junior! executives and the other for female secfetaries-tgnds to structure

the perceptions of employers as well:
- Va

*If it is accepted that secretarial advanéement is achieved by
_working for more eminent people, then there is no need to incorporate
secretaries into the normal promotion hierarcny of an organlsatlon.

(59)
Finally, it is appropriate to dispense with the nypothesis that secretaries
do not seek and therefore gdin promotion because they are more interested'in
secking husbands. Lockwood, it'will be remembered, goes so far as to say

that young girls regar& the office itself as a marriage marke@ - a view which

i



‘carries fhe implication that the queét for a_pa:tﬁer displaces any interest

in careér progression.l According to Benst, however, no more th;n B% Af

office girlg in the U.So'and ingland meet their husbands in the 'enormous

file', and, in her opinion, this poor record would surely discourage many
huébénd-hunters from trying this-method.(éo) This is not to say that office
romance is a phenomenon which only exists in the mirds of novelists and

David Lockwood. Evidence on this subject is extremely thin, since most

studies of white-collar work as 6f other occupations have maintained a strictly
clinical interest in modes of interaction in the wopkp]ace. If one is prepared
1o accept the rather unconventional methodology used by Quinn in his stﬁdy of
*The formation, impact and management of romantic rela{ionships in oi'ganisationsl
ﬁhich consisted of interviews with people with time to kili in airport lounges,
then it would seem that office affairs are widespread. Of the 130 men and
women he accosted, all had either had an office affair or had witnessed one
tclose fo'.(61) However, he found that the most common type of.affa;r was

*the flingt, which was in essence a search for excitement or sexual experience,
‘and one ..which people entered into with the expectation that it would last only

a short time. - He also found that the most common affair was oﬁe which involved
a male boss and a female subordinate, but not an immediate subordinate, This
view is shared by Benet and Korda, who consider that most bosses prefer to
maintain their office sex and romance either on the plane of fantasy or else

at a safe distance, rather than to have it thrust upon them during dictation
sessions. Thﬁs, whilst one would not deny that there are sexual undertones

to office life, it is necessary to distinguiéﬂ'an interest in flirtation aﬁd
affairs, which, after all, involve both men and women, from husband-hunting.

The existence of the latter has not been satisfactorily documénted and it is time
| that this ridiculous percep?ion of the female secretary as office predator is

dismantled once and for a2ll, While it persists, it constitutes part of. the

ideological ammunition of those who wish to keep the secretary in her place.

do Sources of Work Satisfaciion and york Dissatisfaction azmongs Secretaries

According to Benet, office girls have experienced dissatisfaction with
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'thelr jobs for over half a cnntury (62) In ier book she cites the findings
.of an American stuay conductnd in 1925 vwhich investigated the social and
‘ educational “background of office girls, and their aspirations for the future.
Ahongst those girls Whe.were leaving their jobs, the most important reasons for
the decision to resign'ﬁere that %hey wanted to go back to school, they-;anted'
a change,or they saw no future in their current occupation.(63) Then, as
now, marriage did not come very high up on the list of reasons, It would
seen then, that desnlte the llmlted range of alternatives to office work
and the fact that it compared very favourably in terms of remuneration and
status with other work for girls, women at that time did not invariably Etay
with their office jobs.and count their blessings. In Benet's opinion, the
fact that office life dlsapp01nted girls almost from the very beg1nn1ng,
'partly exnlalns the falling marrlage age durlng the 20th ceniurye According
to her, many girls have regarded marriage as an escape route from the drudgery
of the office. Althouéh this is:an interesting idea, which reverses the
treditional steredtyﬁefthat womenls boring jobs reflect their preoccupation
with finding husbands,:it is impeésible to verify this assertion in view of the
absence_of any'relevan; historicel data. From a purely speculative point of
view, one would have thought it_enlikely that girls of the twenties and thirties
regarded marriage ln this way — as some kind of last resort -~ when one recalls
the social ana ecoﬁomic climate of the period. Feminism was at a low ebb,
and where it existed, 1t was reformlst rather than revolutionary, seeking to
elevate the domestic conditions of the wife and mother rather than to challenge
the traditional role of women., Marriage was regarded ;; an altogether natural
destiny. Jobs on the whole were scarce, and it was &eemed more appropriate for
men to fill themo It is possible that the unappetising nature of office work
was one factor whlch propelled some glrls towards matrimony, but it is important
“to recognlse that this would have been only one of several reasons, and the
same must be said of all subsequent generatlons of office girls.

As we cautloned in the prev1ous chapter, it is essential that one does

not typlfy or label certaln types of work as boring, monotonous or unrewarding
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without -réference to-the attituﬁés of the workers themselves. The Qex% task,
fherefore,is to investigate tﬁe work attitudes.amonr secteta&ies more directly -
to document fhe extent of job satisfaction and dissatisfaction, and to consider
possible explanations for the patierns which emerge., The picture whicﬁ -seems
to. emerge frqm the evidence availaile is one of girls wno, for the most part,
enjoy their jobs, but who are clearly dissatisfied with certain aspects of
their employment situation. It seems fairly clear from the available surveys
-that a principal source of job'diséatisfaqtion among secretaries is the lack -
of opportunities for promotion or for the exercise of a greater degree of
. responsibility. The conclusions of an Alfred Marks Survey conducted in
1974 were as follows: |
- ?0ne rather distressing conclusion we have to draw from.fhis
~_survey is that the executive secretary has not progressed in
terms of responsibility since we last took a look at her five
years ago. Although we were looking at the job descriptions
of 104 of Britain's top secretaries, there was a nigh incidence
of limited job satisfaction and misuse of highly trained and
effective woman-power.t (64)
 This opinion is shared by Silverstone, who found that there was a feeling
of disillusionment among her secretarial respondents, which could be partly
explained in terms of Ythe great lack of promotion opportunities';(65)
" They placed a high value on jobs whichoffered variety and interest, freedom
from supervision, responsibility, a sense of achievément,and opportunities to use
their initiative. Yet secretarial jobs, by their very nature, do not display
these characteristicse. In response to the frustrations whiqh this situétion
yields, many secretaries frequently change jobs in the hop? that they will
discover a firm which will offer them a more interesting, responsible poste
It seems that the sense of frustrated ambiiion experienced by many secretaries
is exacerbated by the expectations of achievemermt generated by tﬁeir social
and educational backgrounds. Top secretaries, in partigular, are usually

A
drawn from the middle-class and have emerged from grammar or public schools

with a handful of *Of and possibly 'A% level passes and it is not unknown for

them to have a degfeé;(66) According to Benet, of those college graduates in

[
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'_tﬁe U.S.A. who:io not jqin the teachiné profession, about 10 per cent become
secretari;s and clerical workérs.(67) In fact, about'oné—fifth of wﬁmeﬁ iﬁ
_thg UesSehe wi%h four'ygars of college education work'at unskilled and semi-
skilled jobs as clerks,iservice workers, féctory operatives, and éoéks and sales
assistants. The figures in Britain are not as dramatic as these but there can
be little doubt that there is a certain lack of congruence between educational
achié?emént and the realities,of oqcupatidnal choice for women in thi§ country,
with the consequence that a numSer of well—qualified girls are obliged to fake
up secretarial work in lieu of any alternatives. Cer%ainly, the significance
5of a 'Graduate Girls! Secretarial Employment Agency cannot be dismissed iightly;
If the Director of the Centre for Secretarial Studies at Strathclyde University
: ;is correct, that the secretary of the future is more rather than less likely

- to have a degree, then assuming that the opportunities for promotion and the

exercise of greater responsibility among secretaries remains static, dissatisfaction

"is likely'to increase.

A second source of dissatisfaction among secretaries is the experience of
under—utilisation.' A number of secretaries find that fhey are never fully
occupied, and this generates acute boredom. - Silverstone found that the majority

of her respondents always or nearly always had work to do, but a series of

letters on this subject in the correspondence columm of the Guardian in 1974 sugg-

ested that boredom was by no means unusual:

tWhat is going on? I've finished my book, come to a difficult
bit in my knitting which I'1l have to ask someone'!s advice about,
‘painted my nails, and rung every friend I can think ofe..now
what do I do? I've been a2 London secretary for some five years
and have never yeit managed to find a job which didn'i involve an

obligatory one third of every day spent in trying to ward off
boredom. If I complain I'm offered more moneyeee It isn't just
me eithere Every time I have a moan to friends about my 1nact1v1ty

they swear that it's the same everywhere.! (68)
This original letter ggnerated a great deal of correspondence from
secretaries and even employers for whom the above had obviously struck a

familiar notes In the opinion of one manager who wrote to the Guardian,

the under-utilisation of the secretary 1s the result of a number of teatares

of office life.(69) - Firstly, it results from the unwillingness of many managers



dZle

Eto share the sgfvices qf'a singlelsecretaryq This would be tantampun% to
{losinglone's speéial pérking plaée in the car park, or one®s access to the
executive &ining rdoé., Employers regard their personél female assistants
;s one of the pefks:6f the job, gnd are therefore unwilling to relinquish
exclusive rights to éuch a Qery important status symbol; Secondly, some
bosses regard thei;,éecretaries as a 'worktime version of the little woman
at homet ahd expect:them to do no:moré than look pretty and make tea(froﬁ
time to time'. . "Such "M.C.P.s' would scoff at the view that a secretary
should be a colleague and an eéual;. Thirdly, secretaries tend to estgﬁlish_
demarcation lines and.restriciive”practices wnich represent 'massive obstacles
to a moré flexible usé of their services?. Fourthly, secretaries are often
under-utilised, but this may be offset by the number of occasions on which
they are very much over—utilised; This is often a reflection of the boss's
‘own workload, but it also indicatés the haphazard nature of work organisation
in many officese. Fiéally, most secretaries lack the training hecessary for
mdre involved work inltheir deﬁaftments. Once they have completed the typing,
‘shorthand and fiiing,.tﬁey oftenjiack the training which would enable them
to execute moré responsible taéks. Furthermore, even where they possess the
training they are seldoﬁ encouraged to make fullluse of ite.

. According to one ;rticle in a management journal, 'secretarial under-
employment is a phenomenbn ofteﬁ recognisedlb& efficiency experts.!? It goes
on to cite a form;f editor of a secretarial magééine who considers that the under—
employment of a secfetafy increzses as her boss rises ig the executive galaxy:

*Typically where a boss needs a secretar;'most is when he's on

the lower end of the echelons, and where the volume of work he
. will produce that requires transcribing and typing will be heavye.

As the boss moves up the ladder, his needs may change, he may

not produce as much documentation, he will probably travel more -

and she may just sit around and do his Christmas card liste But

‘even if she has little to do, he's still entitled to a secretary.! (70)
Even the top secretary, tnerefore, may be obliged to *make work! or to-

covertly 1ndulge her reading preferences in the shelter of the filing system.

The secretary is expec%ed tq look busy even when she is not - an experience which
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jone secrétary citéd in the above:article described as one of the most
:oppreséive fungfions sH; had ever performed. -

A furfher source éf jeb diésatisfaction among secretaries has been
identified by Siivefétéqe. It appears that many secretaries feel that;the
status of the occupation has degiined in recent yearse " There is a.general
impression'among tﬁem that 'standards have fallen' and that they are contin-
uving to,dgcl}ne.(7li The éamg finding emerged from an Alfred Marks Survey in
1974: | - |

"These senior ﬁopen clearly feel that their own position is being

_eroded by the general deterioration in standards. Such deterioration

is clearly affecting the- usefulness of the secretarial career as
a stepping stone into management levels for women.' (72) '

As far as the London situation is concerned, it appears that this Eelief'
améng s;nior vomen is.not without foundation. According to Silverstone, the
age structure of the feﬁale secretarial work force in that area is extremely
unbalanced towards the younger age-groups, as compared with the_age structure
of the female working;populationﬁas a whoie. The result of fhis imbalance
is that employers tend to offer éuite senior positions to girls who are both
young and relatively inexperienced. Owing to the chronic shortage of office
staff in Central London, employeés have no choice in the matter. Many of
Silverstoné's respondents regafded this development as highly damaging to
the status of executive secretaiies.(73) |

In this situation, ﬁhere girls who have barely emerged from their
training colleges are ffée to styie themselves as experienced secretaries, it
is not surprising éerhapg that the older woman feels ihreatened. She has
spent years clawing her way to the.top, bending over Backwar&s 1o please mzle
executives, becoming expert at producing the instanf smile for boorish clients,
producinglgalloﬁs of tea and coffee, and what does she find?...the bosses now
prefe? beauty andiyouth td experience. Some little teenager manages to find

a short-cut inte her'office, yet all she has to offer is speedwriting and a

certificate from one of those crash courses in . typing!
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j These apprehenglons on the part of the older woman secretary exactily

parallel the fears whlch male clerKs of the 1880s entertained vhen their
occupatlonal terrltorles were invaded by women, Then, as now, these
anxieties found expre551on in rhe formation of quasi-union organisationse

In 1970, the Executlve Secretarlns Association was founded, and it has
developed a very selectlve recrultment policys Those applying for membership
have to be over twegty—flve, have shorthand, and.they have to be working.for
top management only. Although the Association has several aims, it is very
much céncérned with’establishiﬁg the superior status of the secretary, aé

its founder points out: | |

YAnyone who can type these déys calls herself 2 secretary. We
_call them typists.! (74)

Thué, while it is clear that the status of a secretary (or rather, her
lack of it) within a particular company is an importent key to her work.satié;
factioﬁ,'it is also igportant to take into account the status of the occu-
pational group as a whole, when qénsidering an individual®s attitudes to worke

'A fourth source o}-dissatisfaction, according to Silverstone, is the
subnissive, self-effacing role-wﬁ;ch many secretaries are obliged to assume.
She maihtains that somé secretarfes resent playing traditional-feminine roles
in the office — "the little woman' with notepad instead of a frying pan. Many

of them are conscious that they are human status—symbols — there to buttiress their

‘boss?!s ego rather than to play a significant part in the execution. of his

duties.(75) The éecretéry's day:is riddled with domestic acts ranging from
pouring out the boss's coffee to tidying up his desk, and even the most exalted
personal assistant is required to adopt the handmai@ posture on occasions.

Some of the chores which secretaries are asked to perform by their bosses would
not even be dem;nde& of wivess A contest organised by WeO.W. (Women Office
Workefs) in ;977-to determine the most ridiculous chore asked of office workers
by their bosses e1ici£ed some very bpizarre entries. On9 secretary maintained

that she had to tzke her boss's toupee to be dry~cleaned and re-styled. Another
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éaid that she had to clean her boss's false teceths The winner of the contest
was a secretary who had to pluck out her bosst's grey hairs and who at one
stage had been requlred to shave off h1s mousiache, taking photogranhs of

'before' and taftert, (76) .

However, in the opinion of Bernard Marks, Chairman of the Alfred Marks
Bureau, thelsupportiﬁg role whicﬁ secretaries are expected to play represents
a major source of job satisfactionﬁ |

'Whatever our frlends in the Vomen's Lib movemenr say, it is,

in my v1ew, an absolutely natural, classically appropriate role

for women. They want to feel needed, they want to feel wanted,

they want to feel that they're contribuulng towards the success

of the man. It's rather like being an office wife — and that,

really, is the way of descrlblng a secretary's role.' (77)

~ According to one of the surveys conducted by his organisation, 80% ef

secretariee are quite satisfied with their supportive role and have no desire
to take over from their bosses. .At the same time, they would like to 'play
a2 more important and valuable part in the boss-secretary partnership’(78)
Even Marcia Williams, who is ofteﬁ supposea {0 be personally ambitious, has
said that she prefers %he supportive role of the secretary, and is ambitious
for the people she works for rather than for herself.(79)

It is important therefore, tﬁat one dees not overstate the degree of
work dissatisfaction which secretaries subjectively experience.l Most of thenm,
like most wives, no doubt, are 5aeically-sa$isfied with their role, although
they may feel that .the ﬁork tasks themselves are rather boring and repetitive,
and would prefer te be more closeiy‘involyed with the execution of their
boss's own activities. lereover, even though there are” some anxieties about
the future status of the occupatioﬁ, the levels of remﬁnerat;on and the prestige
of tﬁe workx compare very favourably with other femaie dominated occupations.
In this reeﬁect; the position ofzthe modern secretary greatly resembles that
of thelmale elerk ef the 1?865. | The latter, it will be remembered, often held

a very:lowly status in his own firm, yet there was the consolation of knowing that -

he was much better off than his blue—collar counterpartse The secretary of the

19708 mgy compare her situztion with different occupations, and judge herself



'jﬁ be befter paid, and to'have the'Benefit ¢f superior working conditions, or

she may look down the corrldor at the typing pool battalions and think how

lucky she is not to be conflnnd t0 a machine all day, far from the more -
exciting environs of the,executlves' suitee All this does not mean that;the
secretary is never explolted discriminated against, under—rewarded or prevented
from reallslng her.apbltlons, but one is obliged to recognise the fact that her
job may yield her a:gréat deal of'satisfaction, and meet all her expectaiéns.(86)

eo Is the Secretary Really Necessary?

Tﬁe fole of the secretary has remained very much unchanged for the last
fifty or so years, but the spébtré;of technology hangs like the sword of
Damocles over the traditional Bosé—secretary relationshipe The introduction
of ‘the dictating machine has already shown that shorthand is theoretically
obsolete, and now the IBM's word-processing machine, introduced in 1965,
threatens to completely transform the office environment., This is intended
to speed up the produétion of correspondence, albeit at considerable cost,
bj mechanising it and:concentrating it in specialised 'word processing depart-—
ments's In theory, the boss no:ionger needs a personal secretary, since all
the tasks which do not involve shorthand and typing can now be performed by
one girl who is employed 10 keep the diaries of several executivese

According to Thackray, however, salesmen have not had an easy time per-
suading employers that their secretarles are lnterchangeable with machines:

'Industry sources suggest that each salesman has a quota of one

_and a half word processing centres a year to sell, The biggest

obstacle they face is 'to avoid the confrontation with the

executive who has to give up his private secretarye. For nim that

can be traumatict, says Daniel O'Connor,'markeuing director of
Remingtion Rand. One Montgomery Ward executive who was faced with the

. loss of his secretary to word processing complained, only half humor—
ously, 'It's like getting a divorce. Wefve been together for six

yearse! (81)
It is not only bosses who fear the threat to their status implied by the

introduction of such-machines. Thackray maintains that secretaries are oftien
vocal in their opposition to the idea of word processing, since it entails

the destruction of théir special relationship with one man, if not their rele-



=t
Ny
(43
L

y gétion to'a'typing pool.‘

bed processing is;not the only phenomenon which threatens to displace
thé sepfetar;, or at léast; to greatiy transform her work situation. Computers
aré technically cépabié_of performing many of her tasks, such as processiég :
correspondence and reports:

tThe time coulé'bome when a‘central office computer could master-

mind all officé communications, wnickz would include the handling

of - correspondence for outside and the monitoring of inter-office
contacts through television and videophones.e The only dictation
the secretary would then take would be for very personzl or con-
fidential correspondence, and if coerrespondence is analysed there
is very little which falls into this category.! (82)

Although one mighj have éﬁppdéed that these developments were very ﬁuch
a thing of the future, 3raverman has maintained that the disappearance of the
secretary: is imminent.: In his view, the 'drain on the corporate pocketbook!?
represented by the practice of.éranting seéretaria; assistance to even the
1owliestlpf executives has grown to such proportions that 'major surgery!
lies jusf around the cdrﬁer.(83) ;A similar view is canvassed in a BBC
puﬁlication entitled 'éffice' ahdiin which it is also suggested that shorthand
will either be dead or I‘e]'.se'z"ega'.rd;.;ed as an oddity by the 1980s.(84) Whilst
-both sources présent a convinciﬁg:éccount of the reasons why the secretary may
~one day follow the same ﬁath as.tﬁe dodo there is little evidence to suggest that
the process of_extipcti;n is well underway. A weakness of Braverman's account
is that it depends ?ery_héavily on the views expressed in management periodicals
and he fails to make a clear distinction betwegn the strategies which are
'advocate& and those which are currentlylpractised.

,

No matter what the future holds, one may be certain that for the present,
training schoolé continue to emphasise the importance of high speeds at shorthand
and fyping, vhile bosses continue to resist the displacement of their personal
status symbols by impersonél ﬁachines; And, as Thackray points out, although

there may be a tfemendous"Cumulative inefficiency! in the traditional boss-

secretafy relationship,lif'does afford certain gratifications to both parties,

vhich no machine of thé future is likely to be 2ble to matche
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W 3£ The éaner Junzle — A Review o?'Other Foras of Female Clerical Employment

While there has atlleast been some concern to investigate the working
life of the secre%ér&r'the interest shown in the vast armies of filing clerk;;
copy anq audio—typists,jcomptometer and ke&punch operators, and other asébrtéd.
paper procesébrs bf ihé office has been entirély minimale. The growth in
tﬁeir numbers has cdrf;sponded to t#e enormous growth of paperwork during
the twentieth centufy; and yet their situation remains verj-much a mystery;

Ag I:haveﬂalreaay mentioneé, official statistics relating to the occupa-
tional disfribution of the workforcé sometimes fail to make any distinctisn
between different types of cle;lcél worke Not only does this neglect fhe
points 6f differentiation between éhe secretarial grades and the lower gfades
of cieriéél work, but i¥ also igno;es the fact that there are also subtle
" distinctions oBtaining iﬁ the work:situatioﬁs of those who constitute the
latter groupe Consequently, few generalisations can be made about the girls
who_are employed in the:lower gfadés of non-manual work, but it is possible
to identify certain aspects of the;r work situation which tend to differentiate
them, as a group, from secretaries. In the first place, their work is much
more likely to be mechanised, or ih the process of becoming so, Although a
great deal éf the secretaiy's day is spent over the keyboard, the great range
of other, non-mechanical tasks wﬁich she is expected to perform are held to
distinguish her from the ;mere' shorthand—typiste Moreover,-there does seen
{0 be some evidence that éany bosses are. highly resistant to the intrusion of
technology into the relationship which the& shgre with their secretaries., Yet
employers are often more than willihg to harnesé machiné—powef to the routine
grades. In recent years, the division of labour has infiltrated much of the
office, whiie leéving the éecgetary's.job, as yet, intacte With the exception
of cer£ain.cgtegoriés of clerk, agﬁ'supervisors, many of these office girls are
defined}in terms of the m;cﬁine they operate, in much the same way as many

blue-collar workers.i Although the degree of machine-pacing may be less pro-

-nounced in the officey; the extent to which routine office~workers use machinery
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és quite.substanfial. .Hachines nsw exist for almost every task, ranging
from thé 'Addressographj, which speeds up tke process of address%ng envelopes
to clie#té oh mailiﬁg;lisfs, to sophisticated duplicators, which produce
tﬁousands of perfect:dqpies at the touch of a bution. =

Secondly, the jdbs of many members of the office pfoletariat, as Benet
calls the léwer—gradg”workers, are likely to be muchb more routinised than
that of the secretary. Part of:tﬁe latter?s jod ié to be able to cope wi%h
the unexpected = be this a sudden change .of plan on the part of the boss, or
having to make an un;sual errané. :There is a great deal of routine in hér
job, but there is no-one standfng-éiose at hand, making sure that the tasks
are done in a strict order, Those who are solely occupied with the typing
of invoices, or the filing of insurance claims, however, encounter little
variation in their day-to-day tasks, and they are often subject to the control
of a hawkfeyed supervi#or who attempts to ensure that they adhere to the
prescribe& order of dutiés. The unusual, in their case, is more likely to
present iiself in the fbrm of a néw girl in the office, the installation of
a new duplicating machiﬁé,.or a chénge in the procedure for making coffee, 2ll
of which.arouse-some initial coﬁtrpversy and are then quickly forgotien as
life goes on as before. :In this type of job, the newcomer is obliged to
conform to the.existinggway of doing things, whereas the secretary is expected
to evolve the method which suits her best.

A third featu#e which distinguishes the roufine grades from the secretary
is their degree of proximity to the managemept, both spat}ally and sociallye.
The great majority of females employed in the iaﬁer grades of work are physically
segregated from the environs of the executives. This is probably less true
of smaller offices and less likely to be the case with higher grades of clerks.
Where, however, there is a éonéentfation of females engaged on principally
mechanical tésks,.tﬁey-are-dften situated in a spacial work area a some distance
from the:execﬁtive suite.. Routine clerical workers, cn the whole, do not.hold

' highly personal relationships with the managerment, and indeed, they are not
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éXpecte& {o. k Their immediate boss-ié much more likely 10 be a female -super—
visor, and their contacf with executives may be minimale’

The of%ice battalioﬁs, therefore, are in sevefal,respects, somewhat.
distinct from the secrétaries, and the differentiation also extends to remun-
eration, as any glimpse-at the sits. vac. colums will cénfirm. There are
also only limited opportunities for promotion, even that kind of promotioﬁ whick
secretaries experience, namely, being aépointed to work for a rising star in
 the executive fipmament.(86) A filing clerk is a filing clerk, no matter
whether the paperwork comes from one of the salesmen or from the managing
director. These girls also differ from the secretaries in terms of social
and educational background and traiﬁing. With regard to the'latter, there are
many office jobs for which no special qualifications are ?eéuired, and there
are many others where the appropriate skills may be learnt on ﬁhe job in a very
short space of time. |

Ye% while these girls may experience lower pay and status than their
: diaiy—keeping sisters, they enjoy certain advantages 6ver the gir}s on the
factory—floor, with whom they frequently share a similar social background,

The average hourly earnings of the routine non-manual female worker do not
greatly exceed those of the female manual operative, but their working éon&itions
are very much dissimilar.’ Both may experience a great deal of tediunm, but the
noise and the dirt of the factory are seldom matched by the conditions of office
work. Office workers are vulnerzble to certain'health hazards, deriving not
only from the'uée of maghinery but also from exposure to/ﬁoxic chemicals, but the
risks involved are somewhat different from thogé encouptered in the factory
environment.(87) For example, they are unlikely.to find themselves irapped

in a piece of machinery nor are they likely to'experience prolénged exposure to
cancer producing substances%‘ They are also less likely to have to clock in at

work, or to lose pay in the event of late arrival or because of a visit to a

doctor. The routine office worker is more likely to have certain fringe benefits,

such as pension schemes or sick pay benefit. Furthermore, théy are not obliged
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to Wear'uﬁflattering overalls-a#d headgear. Whilst a routine officé worker?s
iotlmay not always be a‘happy one, therefore, in the extent to which it éffords
opportunitiéé for varied, interes{ing work, it does at leaét comp;re favourably
in.certain respects wi%h ?he lot of the female factory operatives Wére fhis
not so, one would be unable to acc;unt for the fact that a majority of women

opt for office employment at the point of entry to the labour market. Aithough,
Braverman hasﬂinsisted that modern clerical work is virtually indistinguishable
from factory emp}oyment, one is obiiged to recognise that there are subtle
differences: between these two modes of employment which. from the point of

f view of.the school-leaver at least,render them qualitatively distinct.(88)
Although one may draw a distinction between femazle manual workers énd

' female clerks and office machine operators, and between the.latter two groups

E and secrétaries, it is important to recognise that clerks and operatives are

" themselves stratifieds In his book on white-collar work, Crozier points

. out that'%here is a definite hierarchy of office staff. At the very bottom,

" he maintains, aré the filing clerks, who represent 'the most dependent of all
employees'. Contrary to what one might expect, all the filing cierks in the
Parisian insurance companies which he studied were men, but this did not alter
the fact that their job was accorded little status by other employeces. These
male filing clerks had a number of things in common - their social origins, their
relative youth, physical isolation from other workers and a low salary. erzier

is inclined to regard their detachment from the rest of the office staff as some-
thing of an ad&ahtage:
Ve

'Tt is a closed world, bui, within that world, file clerks enjoy
‘a certain amount of autonomy. Each file clerk is assigned an
areafor filing; within that area the battle against disorder

is his alone.! . .
A further advantage, in Crozier's opinion, is the fact that the file
clerk stands up to do his work

*Therein lies, in a certain ‘sense, his glory, btut also his
_servitude.eofor his work is tiring.' (89) ’



Having been émployed on manyﬁoécasions as a filing clerk myself, I would

se inclined to hesitate before characterls ng such work as in any way glorious,
lalthough I d1d derlve some satisfaction in one instance when I managed fo ™
put to rights a flllng system whlch had been a spectacle of utter chaos wyhen I
first arrived. More ofien than not, however, flllng can be backbreaking, - |
exhausting ﬁork, pa;ticularly in the enormous record departments of hospitals,
insurance companies and other organlsatlons where there is-a daily deluge of
paperworL to be carefully putavaye In time, no doubt, filing clerks w111 be
replaced by the automated memory banks which do not stop for coffee and é.chatn
or place information ip the wraﬁg iocation when they are feeling bored with thé
job. Another technical develofmeht which threatens to make the filing clerk
redundant is the microfilm system; According to one estimate, this type of
system can save 98% of the space needed to accommodate conventional filing systems,
and it 1s therefore likely to be partlcularly atiractive to firms at a time when
rents are soar1ng.(90) |
The next group og workers-wﬁich may be identified are keypunch operators,
whose work involves thé ﬁreparatién of data for computer analysise In Crozier's
study, all the keypunch operatife; were female, and Benet notes the same of English
and American firms.(91) . In terms of skill and training, such work represents an
advance on filing, altﬁough it does not require a lengthy term of apprenticeship,
and firms are often willing to train girls themselves. Crozier maintains that
whereas file clerks:repreéent the uhite—collar'equivalent of the unskilled manual
labourer;_the ké&punch oﬁerator is more like a semi-sk%lled machine operator.
Accordingly, they enjoy higher rates of pay aﬁa'somewhgt greater status. They
are annexed to the machines of the future whereas the filiﬁg clerk is being
replaced by them. Since there is a high demand for their skills, which are
wholly:transferablé, Croziér considers that the keypunch girls are less obliged
to conform to thé norms of ?he company they worx for than their unskilled sisiers

in the enormous file. Benet, on the otherlmnd, claims that this type of worker

is textremely vulnerabie to changes in the economic climate' and that new machines
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. épnstantly threaten her job securitye
This type of worker is usually segregated from other office employees,

and Benet suggests that this fact has had ceriain consequences for recruitment

policy: ";_. : : .

'Sequestered in the computer room, she could look how she pleasedees

Indeed, for the firsit time in office history, she could be black.

Some companies even managed to tie in computerisation with 'equal
opportunity! emoloynent policies, geitirg credit for training and
hiring underprivileged girls, and staffing their computer rooms
cheaply, vhile not having to cope with unfamiliar notions like
black receptionistse The number of non-whites in clerical employ-
ment in the U.S.A. went up by 77% between 1960 and 1967, compared .
to a 23% increase in white clerlcal workers.' (92) ,

No corresponding figures are avallaole for the U.K. but the statistics
furnished by Benet certainly highl{ght the function of routinised, mechanised
office work as a source of employment for the disinherited of the American
Dreams Very little appears to be-known about the work attitudes of keypunch
operators, although Crozier is inclined to regard them as somewhat instru-
mentally orientated towérds their work. He also found that the&, along with
the typists, were the workers who seemed least interessted in their jobs, yeti
were the ones who ﬁere least likely to complain about their positions He
attributes this, in part, to their lowly status in the office hierarchy, although
one could interpret this in other wayse For example, Benet suggests that this
is the mode of work, par excellehce, which enables the young working class girl
to move Yout of the file-clerk or factory-worker class'e The work itself may
not be subjectively -experienced as interesting, but it does afford 'opportunities

to girls who woﬁid otherﬁise have had a hard time making it o the office at 21l.*
Hence the co—existence of a lack of interest i;'the work itself, with a lack
of inclination to complain-about it.
Typis%s, likg keypunéh operators, are increasingly segregated from the
rest of the office staff. .T&piné'pbols first appeared in the 1920s, and,
as Benet p01nts out, this was largely th° result of the development of audio=-

mach1nery, which obv1ated the need for bosses to be located near to their typlsus.(93
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-Tney Were also'the_result’of the apnlication of 'scientific managementt! to the
organisation of effice'procedure."

Studies of t&pisfe:are very few and far between, and several of those
which ao exist are unsafiafactory for a number of reasons. PFirstly, the;e
is a tendency to regard tvpists and secretaries as a homogeneous group and
thus to generate data whlch offers no insight into the character of Jjobs whrch
are wholly based on typlng, nor an understandlns of the attitudes of those 'who
perform jhem.(94) Secondly, the preconceptions of the researchers are sometinmes
aliowed to prejudice:the result§L_ ~As an examble of the latter problem, dne maf
cite a recent study of fypists working in banking. Although the anthorsfprofees
an intereet in the work:motivationa of such employees, the nature of the_nork |
itself is prejudged to be_lacking in intrinsic satisfaction, and consequently,
diseussion'turns upon a narrowver range of variables thought to promote satisfaction
or dissatisfaction.(95) ° However, there are a number of other studies which do
notzdisplay these weaknesses and‘wnich suggest that there is a considerable
reservoir of discontent?among female typistse A study of women in typing pools
by Stansfiel& found that there was:no expectation of any satisfaction from work,
and his resPondents stressed thelfbllowing as sources of dissatisfaction: the
lack of perceived importance of their work, the lack of personal communications
and the fact tney‘rarely received any thanks. for what they were doinz.(96)

A study of audio-typists by the Alfred Marks organisation revealed a pattern

- of widesﬁread boredom and.frustration. 49% of the respondents stated that

they were bored with their work, mainly due to-the lack of personal contact,

and there was a general feeling that their work lacked'status. Nearly half

the sample could:not-think of any ways in which their work could be made more
interestiné,.and as many as 707 expressed a desire to become a secretary or
shorthand—tipist; fee}ing %hat this was the only way in which they could experience
more personai contact or more variety, interest and responsibility.(97)

Speaking from personal experience, I find that this type of work has very



.‘1§ttle to fecommond it,. In the typlng vool, cue is well and truly machlne-
bound, and the noise and the phy51ca1 separation of girl from girl tend to
1nh1b1t a11 conversatlon when work is being processede This is even more ™
pronounced when the typ;st is wearing headphones. Typing is often very -
tiring, since it necessitates sitting up fairly straight all day, although
electric typeﬁriters-pénder the inceésant drumming on the keyboard rather less
fatiguing, if one's'f;fm is willingito provide thems Typing can be partiqﬁlarly
irksome when it is all figures, such as with invoice-typing, since more tiﬁe
seems to:bé spent pu;iing leversfand:pfessing margin buttons than with proaucing
figures, and there is not even ¥he-éatisfaction of having something vaguely
interestiné 1o read. The degree to which work output is monitored varies from.
the situation where a sﬁperviso; merely checks that the girls remain anchored
to their machines all day; to the éituation where a supervisor actually countis
the number of invoices, 1ndex cards or whatever, that each girl produces, Even
the.typlng pools which bave certain minimum demands in ferms of produciivity,
howéver, are unable.to %et a fixed{pace to the work; in the same way that many
factory~floor machines éaﬁ dictate:the pace of their operatives. It is this
factor which perﬁits the occasioﬁal daydream, or aside to one's neighbour, which
may help to pass the time:between breakse.

Since the work is.almost always predictable, the things that go on when
the keyboards are silent éssume great importénce. It is easy to become quite
irration;l, to seeliib ouf of all proportion, wheﬁ the source of entertainment
is not the work ih hand, but one's co~workers or the occg;ional,male visitor ifrom
another department. The social li® of the oféice can.generate a great deal
of satisfaction, but at other times it can lead to exiraordinary bitchiness
over the most minor of eveﬁts. There can be intense rivalries but there can
also be a deep sense of solldarlty which sometimes forms the basis of a restrictive
practice. If g1rl; in the pool sometimes declare, as they apparently did to
Crozier; that they have no desire for a different position, this does not |

| necessarily betoken sho}t-tepm personal work goals, but may indicate their

involvemeﬁt in the camaraderie of the typing pool eand a recognition that withqut
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'furthef £raining, an alternatiﬁe posifion would be.unlikely to represent
any impfovement on their current onee.

Oﬁe tyée of wofk.whieh, in my opinion, represeﬁts a considerable improve-
mént on non-stop typiﬁg,,is that entailed in the position of the cierk—typist.
This usually involves typing and filing, but also many ofher tasks which,
while they are concerned with the processing of paperwork, afford some variety -
and change of tempo. As a temporary, I was employed on several occasions in
this capacity, and always found tﬁe work,itself.quite interesting due to its
varied nature, and the fact that it was not unusual to process work through
from'beginning to end, whereas typing pools afford little insight into the origins
or destiny of the paperworke As a clerk-typist; I was never housed in-an all-
female ghetto, far away from the management, as I was when working as a copy-
typist or filing-clerk. Indeed)I was always included in the ;ctivities on
special occasions which involved the senior staff, such asIChristmas parties
.and the:finai toast of farewell to a departing executive. My eiperignces
E in'thiS'capacity suggested that routine white-collar work does npt necessarily
preclude;interest and variety. The more one's job approximates to that of
the traditional clerk, the more one is likely to experience its-traditional
" satisfactions. Conversely, the more one's job is mechanised and segregatéd
the less likely is the incumbent to experience work satisfaction and a feeiing
of'being Tpart of the management!.

Clerks are in many ways the labour axistqcfﬁcy of the paper jungle.
Although the& are defined in the Oxford Dictionary as_tygse who are employed
to keep accounts,.the range of skills which tﬁéy are e;pected to perform is
quite substantial, and in this respect they differ markedly from the copytiypist
or the filing clerke They tend to occupy a rather ambiguous!position in the
office hierarchy, as Croziea himself noted:

| More than'anything, being a clerk signifies being clearly defined
as neither this nor that, but rather as belonging to a mass of

‘multifaceted personnel who have developed a more or less large
number of bureaucratic skills which are called fqr according to

the rhythm of work and needs.! .(93)



As.helﬁointé out, glérks are'fairly heterogeneous in terms of social and
.éducational:badkgfound énd in terms of the work they do. Yet, as Crozier
says, it is thisigrégp'which perhaps comes closest to the ¥iraditional imag;f
of the office worker — the ones who form the 'solid base! of the systems:  Of
all the groups we h;vé so far considered, clerks are the ones who are most
likely to be drawn:fESm either se;;. There appears to be no systematic evﬁdence
which can throw an& iiéht on how different types of clerical work in a pafticular
organi§ation come té be disfribﬁied befwéen the sexes, nor on the extent to
which ﬁroﬁotion'prOSpects vary:aslﬁetween male and female clerks. I gained
the impression, during my own\;oik‘experiences, however, that male clerks tend:
to be given more responsibility aﬁd authoritye.

| Wﬁiie to the outéider, thé wprk of the clerk might seem excruciatingly
dull, and those who perform it exceedingly unambitious, firsthand experience;”
may cast it in a totally differenf lighte Objectively, it may be low-paid,
lagking in prospeqts,:and even insecure, but subjectively, it cén generate all
manner of satisfactions which derive both from the work and from the socizal
life. This is most likely to be the case where she is employed to perform
a variety of tasks, few of which:ére mechanised, and where she interacts with
at least tﬁe lower levgis of management. Moreover, promotion, if and when it
occurs, is likely to involve thé clerk in more responsible work rather than, as
in the case of the.secre;ary, the performan;e of the same kind of work for a
higher status em?lbyer.:l | |

According‘to Braverﬁan, however, not.only are the traditional skills

of the clérk being undermined by the grovwth of.office.hechanisation and ration—
alisation, but the clerk herself, like the secretarj, represents yet another
threatene& species of the:white-collar environment.(99) In his vieﬁ, the
intro&uctién of.computerised accéuﬁting systems renders traditional book-keeping
skillélreduniant, with thenresult that the clerk will be shortly replaced-by

a person who simply:attends a machine, Although one suspects that this

development belongs td a more distant future than Braverman implies, there is
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}little'dbubt fhatlthe eclipse of %ﬁe clerical function would be accompanied
fby the disappegfance of-mapy éf the residual satisfactions found in the
office environment. :

The intention df;f@is section has been to iilustrate the tremendou§
diversity which chara#terises tﬁ; world of the female routine office worker.
Although certain b?o;d distinctions have been made beiween the work situation
of this group as a %hole and thatiqf the secretary, it is.quite inappropriate

- to generaiise gbout”fhis group.in terms'of job satisfaction. In the fiést
place,;attitudes tq'work are likely.to vary according to socizal backgrouﬁd,
education and traiﬁing, positign_in the life cycle and other factors which
are not directly related to the work situation. Secondly, aspects of the
job situafion will befan important influence on attitudes, such as, the
degree of variety and/or intefest; location in the office status hierarchy,
lévels.of remunerétion, sociai atmosphere; and opportunities for promotion
ani/or éocial mobility inherent iﬁ the worke.

Yet whilst one i% obligeq o recognise the many sources of diversity in
the outlook of the feﬁaie office worker, it is possible to distil out from this
examination of the mor;-routiné g;ades a particularly insistent themee. It
would appear that the most mechaﬁised, repetitive tasks are those which are
most likely to promoteidisaffection. In the first place, this is because
these jobs %ré assbciated with uncomfortable levels of noise and a variety
of unpleasant stresses and straing on the human body. Secondly, the lack of
variety-entailed in such. jobs is likely to induce a sense of boredom.' This
observation ié borne out by the findings of a survey Qf/;ffice machine operators
by the Alfred Marks organisatione Nearly half of thé respondents t'yearned! for
additional variéty in their work routine, although a great many were resigned
to the ineyitability of monotony«<(100) Thirdly, these are the jobs which
are mgst likelylfo be phys}cally segregated and ‘thus to diminish the opportunities
for pefsonai contact, Thé experience of spatial segregation is most likely

to be the fate of those involved principally with machines, since the aim

of creafing such pheﬁpmena as typing pcols and punching rooms is partly to



Qminimise.noise levels in the offiee.proper. Lockwood predicted that the
;growth of mechanisation;coupled with physical segregation would tend to
generate a sense- of 1solat10n and detachment amonr those whom it affected. - -
and there is ev1dence that his erpectatlons were correcte. The Alfred @erks
study of office machine operators mentioned above found that a lack of
involvement.with tﬁe'company was widespread. Of the respondents intervieweq,
~as many as'4;% Were:segregated ;n'a special machine_room or typing pool..j
One fifth of the reepondents cleimed that they did not know in detail whet
their company dlu, and 17% stated that they did not really understand the
nature of their own contrlbutlon to their company's operationse(101) Although
the development of open-planning may perhaps be regarded as conducive to

a greater degree of iﬁvolvement among some members of the office, it is
evident that the pressure towerds'the further subdivision, mechanisation and
segregation of office tasks is likely to expand the numbers of those who
experieﬁce a sense of detachment end marginality, and thus to increase the
oterall level of work;dissatisfadtion among the routine grades.

4e Responses to Work Dissatisfaction Among Pemale Office Workers

Coatrary'to the impressioﬁ'givenlin some earlier studies of female office
workers, it appears that many of them, in all grades, are not entirely satisfied
with their jobsa .The:reasons for this wvary from grade to grade in much the
same way as do thelreasohs for ﬁork satisfaction, but from the highest to the
lowest, some aspect of the work situation is eften a cause for complaint, This
- is not to say that the majority of such workers are whol}y dissatisfied with
their jobs — the evidence is to the contrary, but that many of them do not
conform to the stereotyped image of workers who will put up with anything at
work because their focus of interest is elsewhere. Even if it were true that
all female office:workersiregardéd'their principal role as a domestically-based
one, this does ﬁot.preclﬁﬁe their having a desire for an interesting jobe.
Ihdeed; an Alfred Marksleurvey of office workers found that 'interesting duties?

was the single most iﬁportant job characteristic sought by réspondents.(lOZ)
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The same ‘survey found thatlthe second most sought after job attribute was
promotion prospects and it was one which was steadily increasing in importance.
Yet all the‘evidence suggests that the hopes of office workers in this respect
are likely to be frustrateds A study of clerical workers by Elsy and Shaw
reveals that the lack of.promotioh prospects is in fact a major source 6}.
dissatisfaction amcng women in white-collar employment. One is inclined
to hold certain reservations about fhe adequacy of their rgsearch because
they fail to'd;stinguish between their respondents in terms of gradé of worke
However, their éeneral findings are of c;nsiderable interest in the present
context, Sixiyiwo per cent of their respondents expressed dissatisfaction
with the opportunities for learning new skills as a precdndition for promotion.
Elsy an¢“Shaw conclude that the desire to get on in clerical work does not
tarise from feelings of relative depriva%ion in payment levels®. liost of
the women were satisfied with their pay and felt better off in this respect
than other clerks inside their own firm ahd with cle?Fs working in other

s

organisations.(103)
Another significant finding of this research is that although their-
female respondents were more satisfied with their existing jobs than were

their male clerical respondents, dissatisfaciion was quite widespread among

them:

*About a third of all women responding expressed dissatisfactien
with the variety and interest of their work, with the opportunities
available for them o use their own initiative and with the way in

vwhich their work was organised.!
A desire for intrinsic work satisfaction was also reflecied in the responses

given to questions concerning future occupatioﬁal choicee In this respect,

the authors argue, ren and women are no different:

tIf we abstract from all the reasons given for choosing either

a similar or different job, the need for varied and interesting
‘work was mentioned most Trequently by men and women. As a

very close second came the demand for betier prospecise...on the
whole women were looking for the same job and work characteristics

as were the mene! (105)

There is a steadily accumulating body of evidence,therefore, which.casts
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'considéréble'éoubt on the model of. the working ﬁoﬁan as laréely ingtrumentally
motivated and/or as acéuiescent in the structurs of 0pp6rtunitie§ available.
to her. - The next'objecfive, then,.is to explore the range and nature of ~-
fhe.responses availaBle_to female clerical workers when they subjectively
experience job dissatisfaction. )

a. Rationalising the Situation

" - One response to the eiperience of disappointment with one or more
attributes of the work situation is to rationalie this away altogether or to
minimise its effect by placing importance on anothe: attribute of tﬁe job
. or working environment., Thus a high wage or.salary maylcome to be regarded
. as ample compensation for a monotonous job, or a pleasant social atmosphere
may come to be regdrded as compensation for a low pay—packét, to the point where
these alternative satisfactions are considered to be the most important attri-
butes of the job and sufficient feason for not doing something ﬁositive about
the sitﬁation. | According to Fox, the tendency to ration;lise in this manner
is largely a function of a lack of freedom of mobility in the labour market.(106)
Althougﬁ this hypothesis may be very useful for an understanding of the work
attitudes of those who are limited by their particular skills (or lack of them)
or of those who are somewhat constrained by factors arising in their domestic
situation, it does not explain why those who are not so restricted fail to
takg advantage of the favourable labour market for office workérs, and seek
alternative worke Clearly, a secretary who feeis that she islbeing under-
utilised is in'a very good position to look for a job w?}ch will oécupy more
of her.time. Similarly, a typist who does not like the factory-like atmosphere
of the typing-pool could seek a post in a small firm which does not segregate
typists.. The state of the labour market is clearly of centr;l importance,
but 2 more comprehensive agqroéch to the question of wby.many office workers
rationalise away their disgatisfactions should include reference to the age
of the employees, their reference gréups, and subjective perceptions of the

alternatives. ° It is possible that older women may be less sure of themselves
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?When it oomes to finding jobs, and thereforsz opt for security even though
‘the current job might Ioave'comething 10 be desired, Reference groups
'are also llﬁely 1o be of con31derab1e importance, S0 long as there are ~
pronounced dlfferences in the work situation of white—collar as opposed:io
blue—collar_employees, even the most tedious of office Jobs may be seen to
have its cohpensatrons over the'factory-floor jobe Moreover, the office-
hierarchy itself presents a moro immediately visible structure of referenoe

groups, which may shape the individual's perceptions of her own job.

be Trade Union Action

Although female'office workeré are not as averse to trade unions as
folk;ore‘would havé us believé, there are a number of reasons why most of
them would not attempt to resolveltheir grievances through organised industrial
action. '

In the case of secretaries, %here are a number of factors which militate
agalnst the developmentlof a strong union - con501ousness, or even the will to
301n a union. Firstly, there 1s the factor of social background. Silverstone
found that only 6% of per respondents came from social classes IV and V, whereas
over half of them came from sooial classes I and IT (defined in.terms of
their fathers! occupations);(107) The significance of this fact, namely
that girls from this t&pe of social backzround are over—-represented as compared
with their proportions in the fomale workforce as a whole, has been suggested
by Benets In her:opinion, they are more likgly.to regard unions with disapproval
than to perceiée them as an acceptable means for improv%pg wages or conditions
of worke This would vary according to the t;pe cf organisation in wh;ch the
secretary works; says Benet, so that antipathy to the unions may be more
pronounced amongst bus1ness secretaries, but on the whole, they are unlikely to
favour collective responses to work dlssatlsfactlon.(IOB) Benet also considers
that those sécretaries Who:despite their background have come into contact with:

orthodox socialism or feminism, arnd who have accepted it, are likely <o Quif

secretarial work altoéetherl thus divesting this occupational group of any
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- _potentlally 'revolutlonary' elcments.

A second factor whlch 1nn1b1ts the unlonlsetlon of this sector of the
workforce, is the pecpl}ar nature of the boss~secretary relatlonshlp. Apart’
from the fact thaf most.secretaries hail from similar backgrounds to those of
thelr bosses, their relation"hip is itself likely to cement feelings of
1dent1flcatlon on the ‘part of the woman with her employer. As we have seen,
the role of the Secretary is largely supportive -~ she is often characterised
as the subordinate member of a team even.though this concebt of a working
: 'partnershlp' mystifies the cru01a1 distinctions between employer and emplovee:
in terms of power, status and reward. These important differences notwith-
standing,la secyetary is unlikeiylro assume an oppositional stance in relation-
to her boss, since this would effectively make their relationship unworkable.
One may assume that if her dissatisfaction reached a very high level of
intensity she would belmore likely to change jobs, or, if her grievances
were felt in relation fo secretarial work in general, rather than to cne un-—
fortunate experience o% it, she.would most probably seek another type of job
altogether. |

A third inhibiting factor isfthe low degree of employment concentration
among secretaries. As re noted earlier, employment coﬁcentration_is positively
related to the propensity to unionisee. It is interesting to note that rhile
this phenomenon mey have:negative consequenoes for the pay and working
conditions of many:secrefaries, Silverstone believes that it may sometimes

have the reverse effect: ' - : .

tMany secretaries work in situations where only one or two of them

are employed and thus there is no need for any structural arrange-—

‘ment to govern their rates of pay. Partly as a consequence of this,

many seqetaries earn salaries far in excess of the norm.' (109)

Since most secretaries, therefore, are likely to experience work dissatis-
faction, if at all, in isolation rather than in a group, they are more likely
to adopt individualised responses. Their backgrcund and training all serve

to reinforce this preference for personal methods of negotiation. Indeed,

Silverstone found that only 6% of her respondents belonged to a union, and .
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?heérly ail of them worked'for newgpapers. Moreover cnly twoc secretaries
.'out of the total oftnlrbhunree who belonged to a.union had joined volun-
tarlly.(llo)

This apparent alstaste among secretarial staff for irade union organlsatlon
is not characterlstlc of all grades of female office workers, but then, few
other types of offlqe occupatlon 1nqorporate a one-to-one relationship with
the employér. As Wé saw earligr; women, especially in the public sectog;
éré just as likely to join white~collar unions as men, where there is a high
degreeiof;employmept conéentrafion; and where there is some precedent fo? them,
to do so. _ Furthermore, whilé’it;ﬁould appear that the majority of secretarieé
regard uﬁion membership as inéénsistent with their occupational status,.the
activities of the govérnment and of employers with regard to recognition of
the unions have probably made,theﬁ more 'respectable! and therefore acceptable
in the eyes of those employed in ihe more routine grades. This is one factor
which has played somg:part in the growth of white-collar unionism during the
lést fifteen years, aithough it does not represent the complete explanatione
However, unio# membership is one;fhing, militancy is another, and although one
can cite exampies of heightened union activity by femzle-dominated white—collar
unions which suggests tﬁat women are just as prepared'asnen to fight when they
feel threatened, this is not evidence that union organisation and campaigning
is the most typical respbnse to work dissatisfaction.

Ce Professionalisation.

There havé been several attempis in the past by ma%g and female clerical
workers to arrest a perceived decline in thei;.statusg Sometimes this has
been manifested in the formation of a union, but on other occasions, tne response
has been to assért the prbfessional status of the occupation. This has been
a common response both at_hoﬁe and abroade. For example, in 1940, a small group
of women in1the U.S.A. formed the National Secretaries Association:
'&edicated to the p?oposition that secretaries deserved more status,
_recognition and responsibilitiy. The result was a programme to

convince employers that the secretary could be a professional
person as much as the accountanit, the draughisman—engineer or
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'iawyer — if only she were given more responsible tasks than
‘mere typing and dictation.' (111) '

Similaé organié;tioﬁs have sprung up ir the U;K., the most recent of
which is the Executivé-Secretaries Association, founded in 1970. All of-
these organisations have been mainly unsuccessful in their attempts to
convince employers and the general public that secretaries may be considered
on-a'par;with members of the traditional or the new professions, Even though
they have instituted all mannér of diplomas and'qualifications, these represent
mere embellishments rather than prerequisites of secretarial status. The major
problem appears to be the fact that secretaries cannot claim a monopoly of the
body of skills and Imowledge upon which their profession is baseds As Young
has suggésted, the degree to which a body of knowledge is socially valued
depends. on the extent to which there is restricted access to this knowledge
and opportunities for those who do have access to it 1o leéitimise its higher
status and control its availabilitye. (112) Clearly, while schoéls continue
to-equip many of their pupils with basic shorthand and typing skills, and
while if_is possible to become a secretary at one of thousands of colleges
around the country, executive and 'top'! secreiaries are in no pésition to assert
exclusive rights to a body of marketable expertise. Silverstone maintaiﬁs that
many employers are not acquainted with the secretarial qualifications which are
extended by the associations, and are not particularly impressed when a secretary
flourishes her certificates during an interview.(113)

Since oné of the expressed aims of these associatiqps is to detach their
members! status from that of the rank and filg; their numerical strength is
likely to be extremely limited, and it is doubtful whether they can be effective
in securing the redress of any grievances felf by secretaries!in relation to
status or promotion prospects. ' . _ .

de Alternative Occuvations.

For the women who feel that their present state of dissatisfaction has

tecome intolerable, there is always the possibility of'obtaining a toﬁally
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;differen*'kind éf.job.j IHoweverfﬂthe opportunities in this respect vary
 acccrd1ng to the type ;f office .job, in which cne has had experience. Silver-
stone belleves that secretarlal work is a bridging occupation -~ fone wheré-'
the potentialities for movement to another type of work are particularly
great?.(114) Secfetarial work leads, in particular, to the fields of
adverfiéing, publiShing and per%oﬁnel worke Yet the largest single groub of
ex-secretaries whdm;she investigated had moved into occupétions necessitéting a
fairly lengthy'speli of training, for example, social work, nursing and
teachiﬁg; A sizeable proport on had become air hostesses, thus moving .from
one suppésedly glamorous job 1nto another. Secretaries are probably much
better placed than other typeé of:female office worker when it comes to:moving
info alternative occuﬁaxions._. Their secretarial experience mzy open doors
1o certain professions, and they ére more likely. to have the academic pre-
requisites for eniry to,the training programmes of otherse. Those employed
‘ in the routine grades; however, are more likely to experience oﬁly lateral or
d;wnward mobility wheﬁ changing gobs. Their jobs cannot be regarded as bridging
occupations, apd'it may be necgséary to attend evening classes at a loczal éollege
before -they can even begin to consider nursing or social work as alternatives.
Other non~manual jobs:sﬁch as waitressing, barmaiding or work as a shop assistant
compare unfavourably with offiée work in terms of pay, fringe benefiis and
status. There is the optlon of manual work but not surprisingly, mobility of
this kind among offlce staff is very rare, accordlng to Barron and Norris.(115)
While the majority of Silverstone's secretarlal respondents had given
gerious thought' to mov1ng into alternative occupatlons, and one assumes
that many of those in the routine grades would also think in these ternms,
there are a number of .reasons why this in fact proves to be a minority response
-to dlssatlsfactlon. In the flrst place, office work despite all its potential
sources of discontent compares very well indeed with all the other tradltlona_

female occunatlons 1n terms of remuneration, status, working conditions, etc,.

For secretaries, theré are not only these advantages, but it meems that the work
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'}tself can be intefesting-and stimﬁlating given a boss who is willing to
fdelegate and to'involvefhis secre{ary in his own round of activitiese
And throughout the office hiefaréhy'there is perhaﬁs always something which_
can be found to be eﬂjd&able in one's occupation, which mey outweigh the_
desire to move into ap6£her. Sébohdly, those jobs which do not entail.;ownward
mobility usually ngbessitate a period of training ani/or non-vocational study,
This no doubt represénts a major @gterrent to those who lack any formal qualifi-
cations but who wish'to pursue ; careere |

For most girls; therefore,;thoughts of a fresh start in an entirely:
different occupatioh will prob;b}y:never progress beyond the daydreaming‘stage;
except perhaps for a few half—hea;ted enquiries at a local technical coilege, |

or a chat with a frieﬂd who made the transition successfully.

€o An Alternative Office JoB

A éoﬁmon response to work dissatisfaétion is to find an alfernative position
in the ééme occupatioﬁai fielde For those who wish to do more than {to sublimate
their grievances in dfeams and'rgfionalisations, this provides the most practical

i .
solutions While most fepale office workers may not be able to move into the
occupation of their chﬁice, thérg is no doubt that until very recenély they have
been in a sellers! market as fa;:as their skills as clerks, typists, telephonists,
secretaries, etc., are concerned. According to Fulop, writing in 1971, the
total number §f office jobs increases by about 100,000 evéry year, and the excess

of demand over supply to.which this gives rise is exacerbated by such factors as

the tendency towards earlier marriage and the quantitative increase in the range

of occupations open to young girls.(116)

Undoubtedly, the situation is rather less favouréble in 1978 when even office
staff have felt the pinch of economic recession. Considerable caution should
be exerci;ed whenzinterpréting unemployment figures but they do suggest a recent
downéﬁing in thé demand fér clerical workers. According to the DeE., in September
1973 there ﬁere 27,659 fem%le clerical workers registered as unemployed in the

U.K. and 35,752 unfilled vacancies. In December 1975, there were 73,915

registrétions and oniy_9,899 unfilled vacancies, In September 1973, 2 surplus
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'6f uneﬁpioyed'avep unfilled vacancies.was found Qniy in the West Midlands,
Nbrth—Wést, North, Hales,-Scotiand and Ireland. In December 1975,-there was
no area in éhe coun%ry whére this surplus did not eﬁist. Since then, the
numbers of unemployed.female cler}cal wofkers have continued to grow. [The
figufes rose sharply between June 1976, when 77,771 weré registered unemployed,
and June 1977, when as many as 97,672 were registered with the E.S.A.
.'HOWever, this mey simply reflect the growth of unemployed school-leavers;
some of them perhaps signing on aé clerks on the basis of rudimentary office
skills acquired at school. Certainly, clerks represenied 66% of 211 clerical
workers registered as unemployed in March 1976, that is, 53,178 out of altotal
of 80,207, For those who are already in employment)the current situation
p:obably‘means that there is a reductiion in the choice of alternative office
jobs available.
In }ess exceptional times, women are in a favourable ﬁosition to select
the firm which most closely approximates thgir expectations and éspirations
in relation to pay, benefits, location, general working conditions and bosses.
Those wh§ do engage in an intermingble round of jpb—hopping with a view to
finding the optimum employment situation are likely, however, to'endounter
" certain drawbacks. Firstly,.even though many employers have no doubt becéme
used to high rates of turnover among office staff, they may nevertheless bé
wary of Hiring someone who has an excessive record of job changings An
occupational history of this nature would certainly be a cause for comment in
the inter?iew-situation. Indeed, in a guide for.employ?rs involved in the hiring -
of employees, the author instructs her readeré”to 'look at the REASONS for
changing jobs very carefully'.(117) TUnless a boss is seﬂsitive to the fact that
work dissatisfaction can represent the root cause of the job—hgpping phenomenon,
he may judge the applicant p?fore him to be basically unstable and liablelto leave
within a short time, with the result that the interview comes to a swift conclu—
~sion. A second drawback is that the interview and accompanying tour of'the

office éarely afford a genuine insight into either the work si%uation or the
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social émﬁiencé of the prospective plaée of employmént. It usually takes
several weeks before thé new. employee is in a position to kmow whether sﬁe-has
found her idéal jobe” If her judgmeﬁt turns at to bé hastily conceived and she
deéides to leave, this‘will only serve to blot her copybook in the eyes of .
future interviewers. )

. The only way in which it is.possible for a femzle office worker to overcome.
theée'difficulties is to sign_on as a temporary worker with- one or more employ-
ment agencies in the hope of findiﬁg a firm which meets with her requirements.
According to an Alfred Marks Survey conducted during ;970'.13% of their sample
; of temporary Qorkers were working in this capacity whilst looking for a permanent
jobe  Of these, exactly half were hoping that they could find a temporary job where
. they would like to stay permanently.(118) :

The employment agencies do at least provide a means whereby an office

" worker can search for a satisfying post without the stigma ﬁhich normally

: attaches'fo the frequent changing of jobse.. Unlike the situation.whicy obtains
'-when a girl applies direct to an employer, the agencies present the opportunity
of a 'triél marriage! which is unusually easy to escape from shouid the experience
prove to be less than attractive. |

f. Becoming a Permanent Temporary

While some 6ffice workers respond ito job dissétisfaction by using the
agencies as 2 means of finding a better permanent position, there are others
who use the agencies for an altogether different purposee. IThese are the girls
who sizn up aé temps in the hope of finding the interest and vaiiety which
they feel permanent jobs cannot offer. For some girls,‘;ife as a 'Ypermanent
temporary! is the only way of relieving what is for theﬁ the utter boredom and
monotony of office worke. Tired ,perhaps,of being servile flat#erers without
any hope of promotion into managemeﬁt, or of promotion out of the typing pool,

. 4 , : .

they respond to tke lure of the agencies! advertisements which indirectly promise

interest and independence through continual change of environment. All too often

there is a tremendous discrepancy between the promise and the ﬁractice, but the

]



'ﬁgencies &o at léast offef some meéné of relief from the claustrophobia of
the regﬁlar nine—fo—fiv; jobe
Tﬂe pefmanent jo?—hoﬁping phenomenon is not new, but the employment agencies
have made it easier.:.jThey can sell the temp as an office trouble-shooter, where-
as the girl who tries-it on her own can become iabelled #s funstablet, Althoﬁgh
the permaneﬁt temps.pépresent a mihority of all temporary office workers, they
constitute approximafely 20% of siﬁgle girls vho are working in this capacdity.(119)
It is possible t§ regard these girls as those who have become alienafed
in thei} §Ermanent ﬁork enviroqﬁenfs, but, aware of their favourable position
in the labour market, have atfémptéd to reduce the feeling of alienation. by
exercising some measure of control over the course of their working lives,
Blauner?'s vision of freedom in thé work situation tends to fit the positién
of the temp very closely:
'Thg non—-alienated pole of the powerléss dimension is freedom and
_controle Freedom is the state which allows the person to remove
himself from those dominating situations which make him simply a
reacting object.. Freedom may therefore involve the possibility
. of movement in a, physical or social sense, the ability to walk
away from a coercive machine process, or the opportunity of quitting
a job because of the existence of alternative employment.? (120)
Yet it is é very quélifiedlfgrm of freedom which the tempofary experiences.
Her degree of manoeuvre is circumscribed by fluctuations in demand for her
labour, the cqnditionsllaid down by the agency, the nature of each job she
undertakes, and also by the skills which she has to offer. The freedom is, ther,
something of an iliusion; and pernaps-it is not éurprising that many of these
girls retu?n to the security of a regular job. Temporéfy work represents
just one more way of coming to terms with the“inevitable, another attempt to
escape from the deadening rhythms of the enormous file, In a subsequent
chapter, we examine in considerable detail the nature of this vicious circle,

. but before turning the spotlight on' temporary work more directly, it is necessary

to consider why this mode of employment should also attract a sizeable number of

married women.



5e Married Women in the Office

Thg popular image of jhé female office worker islthét'of a2 singie.giri-
in her twenties who is.filling in the time between leaving school and gettiné'
married. While this may have been the cése until World War II,-she is now
inéreasingly likely to be married and aged over thirty. In fact married
women now represent approximately 47% of a2ll female clerical workers and
a greét'ﬁény of them have children of scﬁool age.(121) In a survey conducted
by the Alfred Marks Bureau, 27% of their sample Qf married women had childfen,
and 211 but two of these had a family aged ﬁnder 15.(122) The situation is
rather different,howeveg’in central London where there is a much greater 
preponderance of young single women in the office population. Silverstone
found th;f only one-third of her respondents in secretarial work were married.(123)

Although married women may not be as willing to undertake office work in
the central London area, when one considers the country as a whole we find that
clerical.work is the second most common source of employment for fhis Eroupe
According to the 1966 Census, 22% of economically active married women were
employed ‘in this sphere.(124) Owing 1o the dearth of material releting to women'
in white-collar work, it is extraordinarily difficult to build up a picture of |
the characteristics of married women in the office. One has the impression,
however, that marriage as such makes little difference to the work situatidn of the
feﬁale white—-collar worker. This was not always the case it seems, for according
to Mnriel Wells, who was a shorthand-typist in fﬁe Thirties, marriage at thai
time meant the-end of onet's career: - : P

*About 1930, I was lucky enough to obtai;na jobeesin a solicitorts

offices After a year or two, with much fear and trepidation, I

decided to ask whether I could continue working in the office if I

got married. Much to my surprise my request was granted, as it

was almost unheard of for married women to do this.®' (125)

Nowadays, it is motherhpod rather than marriage which is likely to remove
an office worker from the labour force, or at least necessitaie some major

alterations to her work pattern. Silverstone's research confirms that this

is the case among secretaries working in central Londoﬁ.(126)



i Contfary to thé myth that empléyers prefer yourg unattached women as
employeeé, it apéears thét many actually prefer married women, and only a
minority regérd those_ﬁitﬁ domestic éommitments in the form of young children_
as.unsuitable or ﬁndeé&fable employees.(127) The fact is that older, married
women are more likely to remain iﬁ‘a job, and employers are well aware of’this;
However, thié appareht'spirit of enlightenment exhibited by émployers towards
those with families-qannot be mentioned without some qualification. Firstly,
there has béen,-gntii.recently af léast, 2 tremendous ‘shortage of labour fgr

an ever—inéreasing sﬁpply of jobse. . Therefore, employers have been frequently
obliged to recruit ffom this graup;' Secondly, while employers are willi;g .
to hire women with domestlc commiiments as secretaries, it seems that they
expect these women to make adaustments to the prevailing work patterns,
perticularly in terms of hours. Silverstone found that 35% of the employeré
she intefviewed were willing té hire mothérs 'providing that certain conditions
were met;. The conditiéns inclu@ed the specifications that mothers had to
make reliable arrahgem%nts forlthe daytime care of their children, that their
children must have attained a cerfain minimum age and that 'work would not be
continually intérrupted owing to %he demands of the children'.(128) It would
| appear, therefore, that accommoda%ion is required of married women with children
rather than extendgd towards theme This is also reflected in the very tardy
progress towaids tﬂe introduction of flexitime in British firms.

Indeed, far from empIOJers str aining to make it casier for married women
to comblne employment w1th their domestlc 11fe, there is every indication that
they make it very difficult indeede According to an Alfred”Marks Survey of
married women in the office, 30% of the respondents_séid that they often worked
overtime, and only 10% said that they never had to stay 1ate¥

tHowever, it;s the e#eryday working pattern which most affects

the ease with which a woman can cope with home and office, and
" some employers are clearly most reluctant o give any concessions,! (129)

In fact one-quarter of the sample said that their bosses were not willing

to be flexible over late arrival at the office, Silverstone also found that the
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majority of London secretcries Wérked some kind of:overtime on a faifly

¥egular basis.(130) No less than 61% of her respondents occasionally wﬁrked
late.at the 6ffice, © Tt is not aitogether clear from the various studies whether
edployers expect empl&&ee; 1o work overiime, or whether those who do it on 2
regular basis are what might be célled Yorganisation woment, It may be that

some women put in_long heurs, work through their lunchtimes and take work home, .
as a way of ipgratiating themselves with their boss, perhaps hoping that promotion
will be the ultimate feward. -'Thére is no way that one can provide an answer to

this question, but it is undoubtedly normal for secretaries to be punctual and

.. to be willing to work overtime. Unfortunatelx,no systematic figures are

available for the routine grades, but one suspects that conformity to the
prescribed hours of work is usually expected a2t these levels alsoe. The conditions
of'work'for such women therefore place considerable demands on those who have
young chil&ren. It may be suggested, therefore, that infléxiﬁility on the part
. of employ;rs represenfg an important variable in the analysis of Womenfs
- attitudes to work and their occupational distribution.

It is interesting to discover that whereas married women aré less numerous
than sinéle women in the white-—collar workforce as 2 whole,lthey'represent a
majority of all temporary office workerse(131) It seems that because of the
inadequacy of State nursery facilities coupled with the inflexibility of
employers over such matiers as school holiday arrangements,-it is only by
becoming temps that many women with domestic commitments can continue working
or return to work once they have completed their family. Accofding {0 an
Alfred Marks Survey in 1970, approximately 13% of 21l teéﬁorary workers are
unable to accept permanent work because of personal or'domestic commitments.(l3é)
A more fecent survey found that 69% of married female temporary office employees
in the South-East were working as temps for this reason.(133) Temporary work
offers all the flexibility éﬁat is lacking in the sphere of permanent work;

tilhile the office temporary éometimes has to contend with uncertainty,

she-also knows that, generally speaking, she can arrange her working
‘days and hours so that she can be at home or free.for other activities

vhen she really needs to be thike the full-timers, she can tzke
time off when she wanis.t ( 4 -



All this is true and the agenéies love to advertise their role as the

saviours of housebound mothers, but it is also 4rue that so long as agencies

~ s

and temporary workersfeiist there is no pressure upon employers to adopt more
flexible attitudes theméeives. An employer who mekes a. concession to oﬁé- |
permanent worker is:opiiged to extend this facility to all the others - let'
one married secreta%yfcome in at 9.30 and they will all want toe. But oneﬁ
temporary working fevier hours isfuﬁlikely to have the same.effect on the
permanent staff;l Tﬁey may grouée and cémplain but the boss can always péint
out tha{ she, unliké.they,_recgives no luncheon vouchers, no sick pay, and no
paid holiday. In fhe'short te?ﬁ;:therefore, the employment agencies are of
enormous;assistance tofthe woman wﬁo wishes to combine work with motherhsod,

or with the care of an aged relatives In the long-term, however, their

présence siphons off the pressure on employers to rethink their provisions for

working hours, or to reassess their expectations from female employees in terms

of overtime.
There is very little evidence indeed relating to the work attitudes of
married women in the office, Cléarly any such analysis would have to make

a distinction between those who had yet to start a family and those who had

returned to the work force after having completed their family. The differences

in terms of age and domestic commitmenis would be considerable, One study

which has investigated the work attitudes of married women in white-collar

work unfortunately makes no such distinction.(135) It is interesting to find,

however, that 31% of the respondents said thaththéy were working 'because of

their dislike of domestic routine'; Although money wés a2 réason'for working,
it was not regarded as thg primary determinant of théir decision to return to
wsrk.l Th;fe i; therefore at lea;t some basis for the view that many married

women return to work because of their domestic circumstances and not in spite

of them,
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In recent years, it:has become fashionable among sociologists to eséhew
the study of worker attitudes, and in particular, the investigation of
soﬁrge; Qf worker satisfaction and dissatisfaction. The main reason for
this, it appéa{s, is that such studies are felt to pro?ide knowledge which enables
manageqent to eiercise a greater degree ;f.control over their employees. Not
only does this position, in my view, represent an err—optimistic view of the
extent to which employers consult sociological literature in their effo?ts
to increase efficiency and profitability, but it paves the way for sociologists
td intefpret the world as it suits them best. What most suits a great many
socioloéiéts at the present time is a view of the worker as determined - power—
less to .resist thg economic fo?ces which sweep over him or her in the era of
monopoly capitale As Beechey has suggested however, it is essential;that-one
acknowledge the capacity of workers to resist or impede sugh preésures.(136).
If one aécept this proposition, then an analysis of the factors which promote
dissatisfaction and which condition responses to dissatisf;ction becomes :
-imperative.l If the modern worker, whether male or female, is not to be seen
as a passive, somewhét mindless being, responding like litmus paper to organis-
ational and technological change, then it becomes essential to examiﬁe both
attitudes and behaviour more directly. It ié quite possibie that the realities
of the labour market offer very little opportunity for rgsistance or even for
manoeuvre, but the strategies which workers adopt need.to be identified and

accountéd for. It is this premise which has informed the foregoing account of

women in clerical employmente.

In this éhapter I have:%een concerned to establish a framework of
knowledge in terms of which it becomes possible to account for the decision
among some women to take up work as temporary clerical employees., White-collar

Qorkin the twentisth century is a world in which women largely inhabitf the lower-



Iéaid, le;s'prestigious tefritoriegi Many women find their jobs immensely
'satisfying, but there a;e many otheps for whom office work represenis an
: occupafionai‘culéde—sécf | For the latter group, a wide range of responsec o
are available, aithoﬁéh it appears that discontent typically finds expression
on an individual'basis. I have endeavoured to show how ?permanent temping!
may be regafded as-;pé of the available strategiese It has also been shoim
that married women‘c?nstitute alsuﬁstantial proportion of the female clerical
population, ygt,circumstances prevailing. both inside and beyond the workp;ace
present:tﬁem with m;ny practical difficulties, These can be negotiated;to
some extent by entering temporéry émplqyment. Having set the supply side of
the tempdrary labour mgrket in éoﬂtext, ry next objective is to account for .

the growth of a demand for temporary clerical labour and to examine the role

of the'private employment agency in the alignment of supply and demand.
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.'CHAPTER FIVE, " MARKETS FOR TEMPORARY CLERICAL LABOUA AND THE ROLE OF THE

'PRIVATE EMPLOYIMENT AGENCY

18] started temping with Alfred Marks because I always like 2 changeees ™

~ for the betier."  Temping suits me. Temping with Alfred Marks
suits me even more. Their experience means they provide a very
professional temp service — and more besides. Their people are
so friendly and consideratee. If I want to keep on working my temp
lady can find me one job after another. She seems to know exactly
what will suit me. And Alfred Marks rates, for men and women, are -
high enough to 'suit anyone. = So even though I'm always ready to try
something new and dlfferent, you won®t find me changing my temp
agency. Because I can always find something new and different
at Alfred Marks., COME TEMP WITH US.?

-

' (Advertisement)

The existence of temporar§ workers in the white—collar sector is almost
entirely depéndent uéon both long-term and short-term labour shortage. This
chapter is concerned to:identify iﬁe conditions under which these shortages arise
and to examine the role of prisate employment agencies in channelling the supply
of temporary labour. Both the state of the market for temporary clerical
labour ana the manner inlwhich agescies align jobs and workers represent impor-
tanf variables in the s?ﬁd& of temps?! attitudes to worke Advertisements like
the one quoted above seéﬁ to heighieh expectations of the benefits which may

follow from a témping career. it,is appropriate, therefore, to examine the extent

to which these promises can in practice be fulfilled.

l, Markets for Temporary Clerical Labour

Employers have always been faced with varlable work—loads, and have
depended on casual or temporary labour to help meet'seasonal and fluctuating
demands for their goods and services. In America, for s;ample, the presenoe
of a large mlgratory labour force solves the problems of fruit-growers who find
it uneconomical to hire fruit-pickers on a year-round basise In Britain, casual
labour was once a sommon feature of the dockyards. There used to be a large
number sf tfloaters?! and 'd;ifters' who were not members of permanent gangs,

either by choice or circumstance, and who remained somewhat peripheral to the

processes of social control and discipline obtaining for permanent gang memberse. (1)

- Similarly, in the building'iﬁdustry, the system of labour sub—contracting is
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 bé§ed upon.a supply.of workers emplq}ed on a caszual basise The hotel and cater-
ing indusfry also employs;a large number of temporary workers, becéuse of the

._ seasonal natu;e of ‘its 6perétions. The demand for temporary labour, however,
is not confined solely.fg sectors.of the economy which experience uneven demand
for their products and services. Approximately two-fifths of all temporary
workers are eﬁployed-ip'financial,'professional, scientific and miscellaneous
services.(2) .In the §ase of both nﬁrsing and clerical work, the use of temporaries
is partly based upon an acute long-term shortage of labour. The source of:the
demand for femporary iabour thus varies from industry to industry, and for this
reason, it is dpubtful whether fﬁe~témporary workforce as a whole may usefully
be regarded as a unitary_phenomenon{ It is tempting to try to do so, however,
particulariy since many temﬁoraries would appear to qualify for membership of.the
industrial reserve army,.or relative surplus population; as defined by Marx:

"Bvery worker has to be classed in this category when he is unemployed
- or but partially employed.? (3)

- The concept of the_industriéllreserve érmy is of central importance in
Marxts analysis of the cépitalist mbde of production. He argues that its role
is twofold: +to act as a flexible pbol of labour to meet certain specific manpower.
-requiremehts, as and when they aris;, and to act as a competitive force whose
presence tends to undermine the méterial position of other workers. Not only
does this army act as a 'lever! whiéh promotes capital accumulation, but its
grqwth is said to be an iﬁevitéble consequence of capital expansion, particularly
when this entails a changefin the ofganic composition of cépital itself, towards
labour—saving methods of production. <
Since the period since World Wér II has witnessed ﬁot oniy a process of
capital accumulafion, but also a marked growth in the.temporary labour force,
Marx?®s scheﬁé wouid-appear to provide a valid basis from which to analyse the
temporary woikforce.in its gntiret&. Of course, Marx did distinguish between
three differenf categofies of the reserve army — the floating, the latent and the
. stagnant, and any appiication of his scheme to the temporary workforce would have

to take these distinctiohs into account. The floating vaeriant consists of workers

?ha are attracted and'repelled by the movement of capital in the -



P S ' - : 165.

centres of mgdefn {ndustry. Thél;axent vzriant consists of
g.mobile sector of the ryrél populé%ion in 1be process of transference to the
urban manufagturiné prplgtariat. The stagnant form consists of persons who
bglong 1o thé.active'labour force, but whose work is irregular and charactergéed
by long hours and low.ﬁay, and whose conditions of iife drop to a level Below _
the average gxperieqced by the working classe However, there are certain kinds
of temporary workers ﬁho are not eaéily accommodated within these categoriés.
The main example is'th;t of the 'permanent temp?, the persdn who works on é
regular basis but whése place of employment is continually changing. Temporaries
of this kiﬁd are often found in{éffice work and nursinge Since their mo?ementi
is not simply determined by ch;ﬁgés:in manpower requirements, but in some cases’
by the wofker's.own desire for ﬁovément, these temporaries do not clearly
correspéﬁd to the floating population identified by Marx. Nor do they fit
very easily into the stagnant popuiation, since they do not necessarily experience
conditions of existence which 'fali below the average éonditions of the working
classt. |
| fYét, while there ;pe certain!categories of temp labour which would appear
to defy analysis in terms of thig ;cheme, there are many other forms of temporary
labour which correspond very clearly to one or other of the three main types
of the industrial reserve armys Since most studies of temporary labour, however,
including the present research, address themselves to its occurrence within a
particular occupational of industrial categofy, the possibility that there may be
unifying features h;s tended to be overlooked. . i

It is very.difficuit to derive an acéurate knoﬁledgp of the size of the
temporary workforce as a whole, -because it is,.iy definition, in a perpetual
state of flux. People aré constantly moving in and out of temporary work and
between one tempdra:y postland anbther. Indeed, the task of precise definition
itself fepresents a major p:obiem.z ‘One study which set out to ascertain the size
of th; fempofaty ﬁorkforce-éhose to regard work as temporary when their respondents
defined ;t as such. ' However, although the investigators sought to establish |
E vwhy their respondents défined:their work in this way, they found that a source

of confusion lay in the distinction between part-time and temporary work.(4)



-;It'peems most approprlate, in my v1ew, to define temporary work as a form of
_employment where the employer/employee relationship is potentially transient, and
whe?e both partles ackqowledge that tenure is not guaranteed. This definition .
may perhaps entaillits:ewn.set of onblems, but it does incorporate the important
characteristic that such work is recognised as inherently.impermanent by both
employer and employee from the very outset. Another problem invclved in the
task of estimatipg the'size of the £emporary labour force is the fact that #any
people employed in this capacity are simply not recorded. Yet, whilst it eust
be recogﬁised that any statisticel representation of the temporary labour force ;
is likely to be incomplets, one‘haylaerive some idea of its dimensions from

a survey cenducted by Nto.P. fof the Employment Services Agency in 1975 - The
survey found that 7% ofia sample of 4,783 people who were working at the time of
the interview regarded their presenﬁ-jobs as temporary, and a further 4% had
considered their present JObS to be on a temporary basis at some time in the past.
A further 14% had been employed in a temporary capacity during the five years
prior to the survey.(S), The proportion of temporaries in the labour force would
therefore seem to be muehllarger than that suggested by earlier estimatese Fulop
writing in 1971 elaimed that the'proportion of the British labour force employed
on a temporar& basis was only about 1%.(6) It is possible that this discrepancy
may be accounted for in!terms of differences in the criteria used for the purpese
of definition. Temporaries, therefore, represent a small, but not imsignificant
part of the labour force and their numbers are expected to increase. As Parker
and Sirker have Ehown, they are located in a wide range of jobs,  although there
are a number of occupational categories with wﬁich they.are particularly associated,
These include catering and bar work, cleaning and caretaking, sales work, labouring
and clerical work.(7)

The development of tﬁe market for temps in office employment has been mainly
due to the great expansionléf white—collar work since World War II. The period
1945—70:was one of tremenﬂous growth in the number of office jobs, reflecting
changes in the struciure of ?he national economy. The demand for labour could

not be met even though it was becoming more common for married women to return
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'=tg work after comﬁleting:tﬁeir famiiies. Di:spite the increasing appiication
of tecﬁpology to foutipé!forms of white-collar work, the demand continued
unabated.. The diécfepancy between supply and demend was felt acutely by both
public and private organisations, especially in central Lpndon, and it became
necessary to_find a golution. Thus it came about that firms began to hire
temporary office staffwas a short;térm strategy to the long~term rroblem off
unfilled vacancies. ,hltﬁough p:ivate employment agencies have encouraged;
firms to use temporary labour as an aid to efficient staff planning, it has
been fouﬁd:that they are most coﬁmonly hired when it is difficult to fill;ﬁ
vacancy or when a permanent member éf staff is sick or on holiday.(8)

The view has often.been expfeséed that a rather more sinister intention
informs fﬁe use of‘tempérary clefical workerse In 1974, NoAeLeGe.Oo claimed
that the hire of temps to fill gaps'created by staff shortage obviated the need
to pay wages sufficientiylhigh enoﬁgh to attract and retain permanent staff.(9)
Unions in a number of western couniries have claimed that temporaiies can.be
usea as strike—breakers:apd that tﬁeir presence is generally inimical to the
interests of labour. 1In this way; the unions have given concrete expression
to the fears which Marx indicated &s likely accompaniments to the presence
and growth of a reservela¥my of labour. However, Eric Hurst, Joint Chairman of
Brook Street Bureau, one of the iargest private employment organisations, has
argued that the main role:for temps is to supply abnormal and peripheral
requirements and nof to pfovide competition with ﬁermanent workers.(10)

It is extremely aifficult'to resolve the cdmpeting claims/and it may be thaf

in those cases where the hire of temps hes had{; depressing effect on the weges
of permanent staff, this was an unintended consequence of the employers' actions.
Certainly, the fdl;owing results from a survey conducted amongst employers in

Americé_suggests that the desire to depress wages is not the primary intended

aim at present:

See TABLE I on page 168



CTABIE 1. © .- Reasons for Using Temporory Help
= 3,489 " L | A
To replace employees (1llness, vacation, vacancy, b
o etc.) 38.1 '
As additional aids.dmring peak work periods T 32,2 -
For special jobs_and projects . 253
To ayoid paying fegular employees overtime . 260
To reduce or control labor costs, wages and benefits 2.0
: ane\of the above reasons - - 004

Source: %Quality in Temporary Semvices' TeXKe Cobb The Office, January l9fl,
- : ' Vol.73, No.l. f

. The gidespread use:of temps as holiday stand-ins and during peak work
perlods means that demand for thelr serv1ces fluctuates throughout the years
In December, 1967, for example, ‘about 23, 000 temporary office staff were worxlng.
for agencies in the G.L.C. area, vhereas the figure for July 1968 was 41,000.(11)
More recently, economicirecession.#as led to an overall reduction in the demand
for temporary elerical ;orkers fhroughout the year. It has become more common
for firms to try to manage with thelr existing pool of staff when a vacancy
remains unfllled or when an employee is ill or on holiday. In spite of the less
favourable economic climate, there is still a large demand for temps, especially
in central London. | This is reflected in the large volume of advertisements
for temporary workers which are placed in the two main London evening papers. In
the summer months smch adveptising:can occupy as much as a whole page.

Although there remains a substantial demand for office temps in some areas
of the country, it is important to recognise that both short—term and long-term
fluctuaiions in demand may have important implications for attitudes towards
{temporary worke. Fbr example, the financial insecurity implied not only by
seasonal fluctuations, but.also by a2 long term contraction in demand may deter
people from ehtering_this mode of employment and encourage temps themselves to
; return to permenent work. This observation is lent some support by the findings

- of the N.O.P, survey, mentioned earlier. A pilot survey of 1,936 people, some
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o?'whom were currenfly working and éome wﬁo were not, acked respondents if
'Ithey would undeptake temﬁorary work in the future. Although 24% replied
in the affirmative, the majority did ﬁot intend to do so, the main deterrent - -
being the perceived iﬁééégrity of the work and the disadvantages with which this
was associated.(12) Tﬁe results ;f my own survey suggest that insecurity is
regarded as fhé chie? occupational hazard of temporary work by those employed
in this capac;jy. .Zf% of my re;pondents cited this as the.main disadﬂantqge
of tempinge. “ l |
Thus, while tﬁeségencies' advertisements often convey the impression that
Ithe temporary clericél market'islan"fkladdin's cave of wondrous opportunities,
the reality may be very different. Whilst the fear of insecurity must
inform ocqupational_choiée and job éttitudes among a great many of todayts
working population, the'direct éxpeiience of it is an almost inescapable feature
of temporary/clerical employment. Consequently, the attitudes towards work
- held by témps in officé wérk must iﬁ part be regarded as a function of the
vagéries of the market for their laboure

2. The Role of the Private Employment Acerncy

Acco?ding to the 1975 N.O.P; survey, private employmeﬁt agen&ies play oniy
é very minor role in the temporary.labour market, considered as a whole. It
found that the majority Bf temps were employed directly by the person or organi-
sation for whom.the work was to be performed. Only a small proportion of their
respondents had obtained tgmporary work via a fgrmél intermediarye As few as
10% of thé women'inierviewed hed gained their positions through private agenciese(13)
However, in certain areas of the countiry, the role of fhe private employment
agencies is greater than this figure suggests. TFor examplé, the survey found
that the use of private agencies was much greater in the conurbations than in
rural areas, énd that as ﬁa@y as 16% of tenporaries in the South~East had obtained
their jobs in this manner. ZMbreover, vhilst agencies are active in the supply
| of tempofary iabour in a widé range of occupations, they are particularly prominent
iin certain fields. | A éurvey_of industrial and business companies in France, for

'éiample, found that whilst agencies accounted for 71% of the overall temporary

¥
3
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mar#et; the& accounted for Bé% of the temporary office staff market, including
91% of the temp secretary markets(14)s In Britain and in the U.S.A., the
majority of t;mporary.placeménts made by agencies are in the field of clericel
worke The N O.P, surv;y found that 24% of temporary clerks and office machine
operators, and 44% of temporary secretaries had obtained their posts through
.private agencies, The next objective, therefore, is to examine the way in
which the agencies came to play this role in the spﬁere of white—collar work
and to explore.the marner in which it is currently performed.

ae Origing and Development

Firms have always had the task of labour recruitment to contend with, and
until the middle of the present century the principal methods used were,internal
promotioh;'newspaper and journal advertisements, vécancy notice boards situated
outside the place of employment, personal introductions, direct approaches by
emplojers; referrals méde by associations on behalf of their members, and, after
1909, étaie employment exchanges. Although certain Qﬁ.these methods involved the
use.of an intermediary for the purpose df making cont;ét, firms did not generally
make use of privaté employment offices. The majority of employers, in fact,
performed all their own recruitment and selectione '

Ever since medieval times, however, there have existed certain organisations
closely akin to the modern private eﬁployment agencye. The earliest example may
be seen in the hiring fairs for agricultural workers which prevailed during the
middle agesa Thése represénted a more sophisticéted means of pooling farm
labour than had'Sbtained previously, when individual farmers had to depend partly
on the goodwill of their neighbours for the loéﬁ of workers during harvest periods.
The concept of the hiring fair developed into permanently established niring halls
. where domestic staff were screened and selected for prospective employerse. Ac~
cording to Campling, orgenisations known as registry offices developed in the
18th and 19th centuries which also specialised mainly in the supply of domestic
personnel, althouéh after the middle of the last century, they began to supply

catering and even nursing staff.(15) Towards the end of the 19th centuxy, priva{e

employment agencies specialising in the placement of office staff began to appear.



-.It is 1nte¥est1ng to nofe that agen01es dealt wuxinly in female dominated sectors
of the labour market where there was an excess of demand over supply. For
example, the emergence of domestlc staff bureaux coincided with the decline in
popularity of thzs type of occupatlon among young women, just when the middle
classes felt it necessary to surround themselves with the symbols of gentility..
Similarly, the development of office staff agencles coincided with the enormous
growth of reutine paperwork at the end of the century, for which there was ‘a
shortage of.female typewriters and clerks.to process it. |

During the firsf decades of‘the.present century, there was a considefeble
growth in the number of,agenciee,~beth in Britain and the Ue.S.A¢, their main
role beiné to supply permanent workers for the expanding industries at that time.
In both countiries, charges of unetﬁical practices and exploitation were levelled
against the agencies, aﬁd laws Were passed_in America to regulate their activities.
Even in B;itain, the fublic health'authorities recommended in 1909 that all agencies
should be.registered, bu% until ve%y recently, only nursing and domestic staff
ageecies were actually ?equired to' do so on 2 nationwide basis.

Although jhe agencies mainly dealt in permanent placements, the practice of
supplying tempofary labour heganlﬁpior to World War I in Britain, and, according
to one spokesman for the industry, it was 'well established? by the end of the
1930s.(16) According éo Moore, the origins of the temporary help industry in
the United States came somewhat later:

*Virtually everyone (I) personally contacted agreed that the idea of

- "renting" help originated with Samuel I. Workman. Ilr. Workmen was emp—
loyed by a calculating machine manufacturer in the late 1920s, and began
hiring fellow salesmen to work for him in the evenings to take inveniories.

In 1928 or 1929, he began hiring women, many of whom had been discharged

because of marriage, as a result of the spread-the-work movemenis. A3

about the same time, Workman resigned his regular jobe. In the beginning,
workers were sent out to do calculating worke in *1932 or '33%, Norkman

started dispatching women to perform typing and other general clerical
worke' (17) . .

According to Moore, although there were many firms supplying temporary
labour before World War II, it.was not wntil the 1940s -that nationwide
. orgenisations began to appear, specialising in the supply of certain types of

. temporary labour. In Britain and in the U.S.A., the thirties were lean years,



Hara firms'which reéuired teapcrary labour had o problem in finding staff them-

selves. . The_permarent.side of the agencies® operaticns was very badly hit

by the Depression,:an&_subsequently, by the impact of World War II, which

made it difficult to operate. During this period, many agencies closed .

down, never to reobeq, : Those which survived during the war were those which

specialised in temporar& placemente,_since there was an acute shortage of labour,

and because there were:many people wao were not able io commit themselves tc a
permanent Job. ‘The agencles broueht the employers and those who were seeklng

work together and many of them flourlshed on the profits. Brook Street Bureau,g

now one of the larg est office staff employment organisations in Britain, was

founded at this time on an overdraft of £50.(18)

'SinceTWbrld War II, there has been an enormous expansion in the number of
private employment agencies eupplyihg labour on both a temporary and permanent
basise Immediately after Horld war II, the number of agencies was only a
fractlon of what 1t is today, although it is impossible to state how many exls+ed
at that time due to the: absence of a comprehensive system of licensing. In 1977,
there were about'5,500 agencies, of which the largest single group dealt with office
staff (19). Nobody knows for certain just how many people are employed by
agencies in a given year,.but the Federation of Persomnel Services has estimate@
that approximately 600,QOO temps worked for agencies in 1976.(20) The industry
as a whole is characterised by enormous profits and enormous losses. Among the
smaller agencies, tﬁat is; the single-branch firma, it has been reported that |
almost as many are obliged to go out of business each year as those which enter
it.(21) Yetthere are rich pickihgs to be had“for the.euccessful agenciese In
1973, for example, Brook Street Bureau reported a pre-tax profiis rise of 112% on
the previous year,lfrom £849,531 to £1,810,211. During the same period, turnover
rose bj £5 millicn'to £14 miliion; fbr the year ended December 1976, St. Paul's,
a subs1d1ary of the lex Service Group, reported a pre-tax profit of £120,000 on
a turnover of £2 mllllon. In the early seventies, the income of the larger

agencies was equally div1ded between permanent and temporary placements. In

recent years, the strﬁcture of ownership in the employment agency field has



.;bécome moré'interﬁational in characfer. St. Paulfs, at one time the second
largest gfoup of.agencieg'in the country was tought by Ecco SeAs, a French
temp'helb com;any,-iﬁ 1977. This development occurred shortly after the
Alfred Marks organisafiqn, another very large group in the field, was purchased
by the Swiss-based Adia Interim groupe In the Times, dated August 27th, 1977,'
it was reporfed thatijt another major combine, Brook Sireei Burezu, was in:
the process of linking up with aléefman agency group in order to follow a jﬁint
expansion programme. | | |
The;grbwth of private emplo&menf agencies operating in the field of wﬁite—
collar employment waé largely piédiéated upon the post-war conditions of near
full'emplo&ment and.acute labour shortage in the expanding sphere of office
worke 'The demand for labour creafed by these circumstances rendered it increasingly
difficult and costly for firms.to conduct their own recruitment for both temporary
and permapént vacancies. The private agencies stepped in to fill the breach.
Although %hey could do ho%hing to #emedy the deficiency of supply, they couid
at least claim to speed;up the process whereby employer and employee came together,
To some extent it could'bé argued ihat the agencies have actually increased the
supply of labour; In providingltpe option of temporary work, tﬁey enable many
married women to find the:flexible.conditions of employment which are often laclking
in permanent work. Thé growth of the agencies' activities in the sphere of temp-
orary office work hés therefore rested not only upon a growing demand for labour
but 2lso on their own ability to mobilise an otherwise redundant pool of labour.
Another factor which has contributed to the proliferation of agencies is the
sm2ll amount of capital necessary in order to set up in Sﬁsiness. As Fulop has
pointed out, all that is required is 'a desk, a telephoﬁe, and sufficient promo-
tional outley to :make (the firm) kmown'.(22) However, as many small firms have
found to their cost, it is a great deal more difficult to stay in business. One
of the major problems is cr;ated by the need to raise sufficient capital to cover
the cost of tﬁe weekly wage-bill of the temporary employees. Many small firms go

E bankrupt because thej have insufficient finances 1o meet these and other costs

while they are waiting for pa&ments due from clients for services rendered. The
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-1a¥ge multi—branch'organisaﬁions areain a much betier position to deal with
this probiem because they!have mucb_greater reserves of capital at their disposal.
Uhprofitéble b;anches.cén'be financed from the profits of the more successful ones,
or simply closed doﬁn ﬁithout endangering the viability of the entire operation.
Hdwever, many of the post successful firms today bhave emerged from very modesi
beginnings, which suggéét; that it is by no means impossible to overcoms the:
financial hazards whicﬁ beset the_acfivities of the small agencye. |

It has been suggested that tagencies flourish when other channels prové
) unsatisféctéfy', and indeed, thei; can be little doubt that agencies are at
least partly a response to the ihabiiity of the state employment service té
provide eifhér an effic;ent or an attractive charmel for the recruitment of both
permanent and temporary staff in thé office sector.(23) Although the exchanges.
were originally intended for the pufpose of‘bringing about a more efficient use
of 1abour!_their failure in this respect has long been manifest. It -was during
the_period between the ﬂa;s that théy acquired their association with the unem-
ploﬁéd rather than ﬁith:the soon—ta—be employed, and subsequently, they gained
a reputation for dealing ;ainly with the placement of unskilled and semi-skilled
manual workers. | Thus,.for manylygars after the war, their historical associations
tended to make ﬁhem less than attractive to those who were looking for white-
collar jobs, and employérs were fully aware of this, as the N.BePu.Ile report noted
in 19683

*There is no ddubt that British State Employment Exchanges still suffer

from the 'dole queue' image inherited from the 1930's. The premises

are not in general sited conveniently to atiract applicants for office

employment. Probably less than one half of 2ll vacancies for office

staff in London are notified to the Employment Exchanges, and in the
GeL.Ce area the placements they make are a small proportion of all

placements.® (24)

Thé government has also been aware of this problem for a long time and
in recent years has made sf:eﬁuouslatfempts to modernise the image of the
exchanges. In the late sixties, the Department of Employment began to
encouraée local experimenfation in thé organisation and character of employment

servicese In 1967, the D.E. opened an office in Manchester which dealt exclusively
' with the placement of full-time office -staff. According to R<M. Jones, who
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';sought to 1nvest1gace 1ts degree of" success, its external appearance had much

more in common with that of the nrlvate employment agency than with the traditional
Ministry exchange,:anc:it had achieved a very favourable record of placements

as compared with privace-agencies in the Manchester area.(25) Since the-early
19703, the prlnclple of modernlsatlon has ‘been applied much more extensively

by the Government, A,maJor effort to exorcise the spectre of the dole-quece

image begah in"1973 ﬁi{h the creation of the first Jobcentre. Jobcentres,i

which are eesentiallyfthe modern equivalent of the old labour exchanges, are
virtuallj iﬁdistinguishable from;priﬁate employment agencies in external abpear-;
ance. By;April 1977, 297 Jbbceﬁtiee had been opened and there were plans to .
open new ones at the rate of epcroximately 100 per annum during the next five
yeare. -ﬁ& all accounte, they heve ceen very successful in achieviﬁg the aims

for which they were intended. According to a report in New Society, Jobcentres
are used by 20% more emplcyers than used the old exchanges for the purposes

of recruitment, and by 25% more people looking for jobs.(26) The institution

of the Jobcentre concept was shortly followed by yet another innovation in the
state employment_serv1ce._ In 1976 the government established a temporary help
scheme at Canning Town Jobcenire and subsequently at other offices around the
country. The governmeqtis service, however, dffers in one key respect from

that provided by the private firﬁs. A temp using the public service automatically -
becomes the responsibilit& of the client firﬁ, and is paid and administered by
the client. In March 1978 I comtacted the ESA in order to find out what kinds
of workers were csing this facility and_to'discover whether or not it had
proved to be a success. 1 was informed that ;ﬁe main.users of the temp
services were women seeking jobs in shops and offices; Since the ESA had not
yet attempted to systematically monitor its performance in this field, however,
no stafistical information coﬁcerning its degree of success or failure was
available. | o
The employment agencies strongly resist the idea that the State can, cr

ever will, offer a supeiior service to that provided by themselves, and they

maintain{hat'ﬂﬂs is pa;ﬁicularly true of the temporary work field. Eric Hurst,
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. joint-chairman of Brook Street Bureau, has defended the private service as
follows:

'Just as I rncognise that some act1v1t1e= are best carried out by ~
public enterprise, -so equally it seems io me that others can best
be run by private .enterpriss. The criteriz involved are not
confined to matters of entrepreneurial skille They involve
a deep level of personal involvement and dedication which is

. generally only inherent in great artists and scientists. This
level of dedication is hard to sustain in ordinary humankind,
except by the carrot of the financial incentive, the spur of
competition and the stick of financial loss. Without that
constant intensity of involvement, heightened and maintained by
incentive as well as by skill and personal commitment, a public
service cannot hope to provide the level of particularity required,
It lacks the pressures and stresses necessary to support an
anxious and minute attention to detail, and the infinite resource-
fulness in meeting the needs.of clients and employees which this
exacting service demands.? (27)

Although one is inclined to regard this statement as more than a little
1dea11st1c in tone, it does at least highlight the fact that the private operators
have recognised a need for trained, motivated personnel in the employment éervices.
This is just what the public version has traditionally lacked, as Fulop has
pointed out. She claims that thelState employment exchanges lack staff who
are skilled enough to fit. workers to the jobs, which is a reflection of tinadequate
salaries! and the failure of the DE to recognise ?the need and demand for skiiled
interviewing techniques'.(28) Altnough there have been efforts to remedy this
situation on.the part of the DE,'it seems likely that the really skilled inter—-
viewers ‘' would still be attracted by the higher salaries and commissions offered by
the private agencies. N '

The growth of private‘employment agencies dealing in the supply of labour
for both temporary and permanent positions.in the office sector is thus the net
result of several factors — an excess of jobs over the supply'of labour, the growth
of married women seeking employment, the failure of the State to provide an efficient,
attractive alternative, the inadequacy of direct methods of recruitment, and the
'relative ease w1th which 1t is p0551b1e to set up in what can often be a very

profltable bu31ness. ‘To a much lesser extent, increased manpower planning by

firms may have contributed to their expansion in that this represents an increase

in the demand for temporary labour, but this is more true of the American situation.



77

. Tbere is little evidence, as yet, tb suggest that the growth of agencies in
Britain has resulted from any systematic attempt by employers to use temps
as a means of reducing the number of permanent staff on their payrolls.(29)

be The Framework of'Control

-

The private emplojment agenci;s in the U.X. have beeﬁ remarkably free from
State supervision as.compared with those operating in the rest of Western
Eurqpe, although in rgcent years.thére have been moves 10 subject them to a
much greater deg;ee of controle. | The employment agencies have always been:required

in principle to conform to certain minimum standards however, since the potential

for malpractice on tﬁeip part wﬁs“récognised almost as soon as they first appea;ed.
Thus, when the hiring halls for catering staff were established in the middle

ages, various bye-laws ﬁere passed which were designed to forestall their covert
use as broﬁhels. Subseguent ﬁye-laws were designed to protect apvlicants from
unscrupulous agents at a time when.it was customary for the applicant rather

than the future employer Eo pay thé fee for the placement service, Then, in

1921, an act was péssed;which enabled local authorities in the London arez to
introduce a2 licensing s&éfem if they so wisheds Although this act granted consid-
erable powers to the authorities'in theory, it seems that they rarely extended

them to the point of actually revoking the licence of a disreputable agency.
Moreover, the licensing:system never became established nationwide, at least until
1973. Indeed; in i97l,only 30 of 144 local authorities had introduced compulsory

licensing. :

During the'Thirties ;nd Forties, the activities of the private employment
agencies were fegarded with growing apprehension by vari&&s bodies in the
countries in which they had become firmly established. | Before the second World
War, the placement fee which was charged by the agencies was paid by the employee,
which reflected thé unfavourable empldyment situation of the period. This was
the no?mal practice in,mosticountries and had come to be regarded as a major

abuse bj the International Labour Organisation which was founded in 1519:

'A fundamental principle of the I.LeO. is that labour should not de
_treated as a commodily .or article of commerce or be exploiteds Human
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ﬂbeinés'shbuld be free to choose ehployment. _ ﬁntil the second World
War, when people had to pay a fee, often just for registering, some-
hardship and a degree of restriction was placed on them.? (}0) '
As early:as 1933, jhe.I.L.O. had adopted a convention which.called for - -
the outright abolition 6f profit—oriented émployment agencies, but this was .
ratified by only ten nations. According to Major Croppef, who is at the
present time the Secretary-General of the Federation of Persommel Services of
,Greaf Britain, Britain did not even bother to compleie the questionnaire
circulated by the I.L.0. In 1949,.the I.L.O.adobted another convention which
advocated the abolition of the agencies, but it allowed for control of the
‘agencies as a first step towards that end. Thi§ modified version of the_original
convention was subsequently ratified by 28 out of the 121 member countries of
. ;the,I.L.Q.‘ At the present time, fee-charging permanent placement agencies
. are prohibited in most West Buropean nations although owing to disagreements as
to whethef the terms of the convention apply to temporary pléceﬁents, temporary
‘hire agencies operate in most of these countries. Some countries, however,
'intérpret-the hording of the Cénvention as having application to both kinds
of placemént services The definition used by the I.L.0. is as féllows:
temployment agencies conducted with a view to profit, that is to say,
_any person, company, institution, agency or other organisation which
acts as an intermediary for the purpose of procuring employment for a
worker or supplying a worker for an employer with a view to deriving
either directly or indirectly any pecuniary or other material advantage
from either employer or workerseeeo! (31)
Thus Italy and Sweden have both abolished temporéry help agencies, whereas
others, including France and Germany)permit.them to operate within a framework
of regulations. Britain is one of the countries which has not yet ratified
the Convention. When the opportunity arose for her to:sign the modified cénven-
tion in 1949, it had become normz2l for employefs rather than employees to pay the
placement'fee, and thérefore, there seemed to be no pressure on her to fall into
line with the rest of Burope.' In 1951, however, the Labour Government introduced

a White Paper which proposed the regulation of fee~charging agences which entailed

the fixing or apprdval of charges. Nothing came of this, howgyer, until 1965,
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‘when a Private'Hember's Bill was introduced into Pafliament which sought the
regulatidn of the ageﬁcies through a system of licensing to be supgrfised

by the Minisffy 0f_Labour.. This was dropped in 1957, and despite an investi-
gafion into the chargeé and salaries of the agencies by the National Board for
Prices and Incomes in 1968, the is;ue was not raised again until 1972, In the
meantime, it was becoming clear that Britain would soon be a memberof the
BEuropean' Economic Community, gnd would be in the anomalous position of being the
only member nation which had not réfified,the I.L.0. convention.

In l972,_another M.P. introduced a Private Membe;'s Bill calling for the
fabolition of employment agencies, but this was équally'as unsuccessful as its
predecessor. In the same year the Employment and Social Services Sub—-Committee
j of ﬁhe House of Commons Expenditure Committee conductied an ehquiry into the
:activitigs of employment agencies and the employment services generally. TWhen
it eventurally reportied in 1973, it made a number of recommendations which were
igenerally.in the direction of regulation rather than abolition. Many of its
‘proposals were similar to those incorporated in the Employment Agencies Bill which
had first:been introduced as a Private Member's Bill and had been progressing
through parliament during the same period. The Bill, which received the royal
' assent on 18th July, 1973, laid down certain codes of practice and sought to
establish a system of local authority licensing for all private agencies, whether
dealing with permanent or temporary placementse. The act itself was only an
enatling act in that it required the Secretary 9f State to make regulations in
order to bring.it into effecte In June 1976 the relevan? statﬁtory instruments
were published,.setting out the regulations according to which agencies would be_
1icensed_and regulateds Local authority licensing was abolished and agencies
became subject to a centralised system of licensing and controll By Hovember of
‘that year, all agencies were required to be in possession of a liCence7 whilst other

i .
séctions of the Act became operative almost immediatelye The Act distinguishes
between an employment agency, whicL is one that introduces a worker to a client
for direct employment by the latter, aqd an employment businesé; which hires |

workers employed by'the business to a third party. The regulations impose not
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oﬁly the.obligétion to qbtain.a licencé but also to comply.with a number of
specified dut?es and obligations. However, the Act aid ﬁot make it édssiblé
for Britéin ts sign fhg I.L,0. Convention 96, becausé it did not include any
provisions whereby a seale of fees"could bé laid dovn and enforced. | “

In the first year of the Act's operation, 5,541 applications for licenses
were madé, and 4,685 were granted. 247 applications were withdrawn and the
remainder were still being considered. DE inspectors made over 6,300 visits
to agencies and businesses, of which 166 were concerned with the investigation
of a complaint. One agency was prosecuted for operating without a licence-and

‘other offences under the Act, resulting in fines of £400.(32) The situation
at the present time is that the vresent goverﬁment is unwilling to take any
-; further action unless 'very grave abuses! are seen to be perpetrated by the agencies.
. Only then would it take steps to secure their abolition. Campling, however,
| believes that a threat still hangs over the agencies, Thié is because ?the rules
Iof the EEC reéuire that member states shall work towards harmonisation of social
;1egisla$ion', and it is possible that attempts will be made to bring Britaints
policy inirélation to employment services in line with other member countries.(33)

Fulop considers that it is preferable for the agencies .to coﬁtrol their
activities on a voluntary basis, and that the role of the government should be
to preserve the 'diversity and flexibility' of the agencies while attemptiﬁg ic
curb 'the malpractices of a minority of firms'.(34) She also considers that
competition is good for the agencies whether it comes frém the DE or from other
private firms,-ahd that the government should therefore fgfrain from taking steps
which would make it unduly difficult to enter iﬁto the'business. A heightened
watchfuiness on the part of clients would represent an additional check on the
activities of the agencies. |

With regard to the degrgg of voluntary control exercised by the agenc%es, it
must be acknowledged that many firms are willing to submit themselves to some
degree of self-regulation. In 1930, the Employment Agents Federation of-Great

Britain was established with the intention of ensuring éthical business transactions
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. Egtween memﬁens and their clients. - The 73 rnles incorporated in its code of
conduct are duite stricti as are its terms. of membership,. Lpproximately one-—
third of the:employmeni agencies in Britain now belong to the Federation, the -
maﬁority of which are‘ﬁrimarily concerned with office placements. One of the
major pre-occupations of the Federatlon has been to protect the reputation of the
industry. This, it 1s felt, has been damaged by the activ1ties of those who
are drawn into the business by the prospect of easy profits, and who lack ihe
expertise necessary to operate snccessfully and the morality to operate etnically.
One of its efforts to raise standards was the foundation of the Institute'nf
Employment Consultants in 1963.; nIn the words of its president, this was
designed tos

provide informatinn and to innart knowledge gained by and through

the profession itself. It exists to help emnloyers and staff

‘alike to do their job more efficiently. t promotes good relations

within its membership so that a healthy exchange of ideas can take
place. (35)

In order that these aims might be brought to fmition, the Imnstitute
created a2 structure of gradings and examinations for agency principals and their
staff and even organised.correspondence courses and week—end seminars, The
Federation has not only been conee?ned, however, with the self-improvement of
member agencies and with improved public relations generally, In recent years,
it has become very much'concerned with the question of the survival of the
industry as a whole; in résponse to the escalation of effortis designed to
abolish private employmeni agenciese. The Federation has taken a very definite
stand in-relatidn to this issue:

Va
*This Federation, like all well-balanced people, would far rather see

_a properly controlled and ethical agency profession with high standards

of service operate in the U.K., than total abolition.! (36)

Thus'while the Federation welcomes the principle of regulation as a way
of strengthening and improning the industry, it is hotly opposed to the idea
that agencies shenld disappear altogether. According to Campling, the threat

of extinction dominated the promotional literature of the Federation for many

years and intensified when Britain was on the point of joining the EEC:



182,

A federathn brochure in 1971 showed a very. symbollc sword poised to
cut down a very profltaole industry.t (37) : :

Since 1972, when the Federation restyled itself as tﬁe Federafion of Persomnel
Services of Great Brltaln, it bhas evolved new strategies in the hope of persuadlng
the world at large that the agencies have a social concaiences In 1974, Margery
Hurst, the founder of Brook Street Bureau, was one of four representatives from
the nge?ation who became involved in a joint scheme with the National Association
for Mental Heaith. As a result of the joint discussioné, a special Brook Street
Bureaun dgsk was eétablished.in thé Hest Eﬁd with an interviewer who was solely

;naponsible fér plaqing ex-psychiatric patients. There were also proposals
lto utilise the training facilities of the Federation for the training of other
;interviewg;s. The Federation has also become involved in community relations
| Ein connection with the problem of colour prejudice in employment, which is an
iarea of ﬁarticular sensitivity among the agencies, as they are sometimes accused
:of selective recruitment by the unions and other parties.(38) Other schemes
have been evolved by various agencies, some with, some without, the backing of
the Federation, and which have included help for ex-offenders and assistance for
drug addicts to find employment, While one acknowledges that such schemes have
- no doubt played a very useful social role, it is difficult t6 avoid the conclusion
that they represent responses fo the fear of extinction on the part of the agencies -~
novel, but well-intenfioned attempts to improve public relations in the face of
growing hostility to their collective presence,

Co The Theory and Practice of the Private Emoiqzment Agencj

Until very recently there has been hardly .any reliable qualltatlve or even
quantitative information available concerning the operations of private employment
agenciess lMost of the data has been furnished by the agencies; themselves, for
example, from the Federation of Personnel Services or from the Alfred ﬁarks Bureau
Survey unite There havé been very few independent enquiries into their activities
and only one majorlinvestigation by the Covernment. Thg 1973 Employment Agencies
Act should help to remed& this situation since it requirgs both:permanent placement

and temporary hire agencies to maintain detailed records of their transactions.
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At the ttme'of'writing, 2 great deal more informati&n was forthcoming. - ﬂ"he
Manpower Serv1ces(brmlsswon had agreed to sponsor an enqulry into the prlvate
employment services, and the results of an 1utornatlonal survey conducted by
the International Institute of Temporary Work were due to be published in..
ma& 1978 For the moment, however, it is extremely difficult to consiruct
an adequate picture of the quality of the service which the agencies provide,
The 5ﬁlk of information derives from those who, whether for profit or for the sake
of a principle, are anxious to See that private émployment agencies survivé,
.Consequently one has to approach material eménating from these sources with
:spme degree of cautions Certain leading figures associated with the industry
have expressed the view that independent enquiries are both welcome and neces— -
-; sarye ﬁﬁr example, Eric Hurst, of Brook Street Bureauw, has publicly declared
. that %this service has nothing to fear from the most searching investigation
. of its operatione?(39) Yet one doubts whether this view i§ shared by all
:operatoré in the field. The present writer emcountered a degree of resistance
on.the part of some agency‘personnel.to the prospect of scrutiny by an outsider.
Similarly; when R.M. Jones attempted to conduct a study of private agencies in
the Manchester area, he found it 'impossible to win the confidence of a majority
of the agency operators®.(40) In both cases, this problem led to modifications
in the design of the research. Similar problems were encountered by Olesen
and Ketsuranis in their study of temporary workers in San Francisco.(41) Given
the fact of widespread criticism of the agencies, it is perhaps not surprising
that some agencf personnel have adopted a rather closed gttitude. A further
reason why the agencies may sometimes be less tﬁan will;ng to become the subjects
of close investigation concerns the competitive nature of the business itself.
The agencies are anxious to safeguard lucrative contracts and €o ensure that
their charges compare favourﬁbly with those of their competitors. This i?evitably
means that there is a reluctance to divulge a great deal of information to outsiders.
Very little in the way of systematic data has been furnished by oppoﬁents
of the agencies, a*thouuh almost every. aspect of their Operatlons has been subject

to critical comment,durlng the last decade. A great many of the criticisms
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are based upon rersonal experiences; and thus do not provide an objective bhasis

| f;om which to aséess thefagencies' activitiess This is not to say that they

are lacking in foundaiion, but oniy fhat occupational anecdotes represent an- -

insufficient guide tojtﬁe_performance and éohduct of these organisationst_ For

the most part, the casgiagainst tﬁé agencies rests on matteps of principle rather thz

on hard facts. It:feﬁains_to be seen whether or not the investigations condu¢t§§

under the terms of thé recent legislation will vindicate the claims of their

adversaries. | |
Howevér, in spite of the paucity of objective information, one cannot

‘evade the task of examining thejnatﬁre of the service which they provide,j

One of the primary objeétives of this research is to identify the factors

which influence the att;tudes 1o work of female clerical employees working in

a temporary capacitye 'Accordingly, it is necessary to examine the extent to

which the égencies are both wiliing and ébie to provide women with jobs which.

match their stated requiréments.

* The role of an empioyment ageﬁcy or business is that of an intermediary in
the labour market, brinéing supply and demand together so as to achieve placements
which are satisfactory to both pérfies. In theory, this process of selection is
effected'by interviewers who posseés a considerable degree of expertise and know-
ledge of the local job Market, and who are highly skilled in the central task of
screening and §elec£ion. . The interview is supplemented by a range of tests
designed to ascertain the level of ;kill possessed by the applicant in relation
to certaih tasksa ‘The a&vantages Qf this meth;d of recruitment from the point
of view of a pfospecfive employer are its speed”and effec;iveness compared to
other methods in a situation where labour is scarce and.recruitment costs are
high. | In theory, an individual agency is able to build up a relationship with
its client firms éuéh that the interviewers develop a specific knowledge of their
clientsi labour requirgmenéé, their conditions of work, salary scales, etc., in

order to' facilitate the selection of appropriate candidates. Furthermore, the

: interviewer should be able to furnish the client with whatever information may

‘be pertinent to his requiremeﬁts, such as current salary or wage levels for



Qarticular types of staff.
| From the point of v;ew of those sesking emplcymeni, whether of a permenent
or temporary nature, thg agencies are OtGHVLiLlj able to offer a useful service.
One of their main attfaétions is that they can mecure a pest for an applicant
in rather less time thét it would take by individual methodse They can at
least eliminate theftime-wasting'process of tracking down. jobs which have
2lready been filled. l The agencles are also able to extend the number of
jobs from which the épplicant may choose. Moreover, they should be able'to
provide a form of advice and consultancy service to the applicant in order
to-help her locate the position‘moé% suited to her skills and requirement;.
The service is avaiiable during normal working hours énd frequently on Saturday
mornings, and, unlike %hat provided to the client, it is free.

However, information deri§ing from a number of sources suggests that
agencies do not always provide'an optimum service for their clients and
applicantse A study of the qualify of temporary help services in the United
Stétes, for example, fqund that as many as 43% of users regarded temps as less
efficient than regular:employees.(AZ) A survey conducted in France by SOFRES,
a government survey unit, found'that while companies had a *fairly positive! imagé
of temporary agencies, the staff supplied were not always considered to be suitably
qualifieds When asked to comment on the proposition that 'you are sure to have
qualified staff', only 34% responded in the-affirmative.(43) A number of British
surveys have also tapped a reservo1r of discontent amcng employers with regard to
" the qualltv of the service prov1ded. The NBPI survey found that only a few of
the firms which it investigaied were positively satisfied with the service prov;dea,
and about half registered dissatisfaction.(44) 1In her research conducted
among London-based employers, Silverstone found that 65% of her respondents were
tunreservedly dissatisfied! with the service offered by the agencies. thile the
émployérs were less than satisfied with both the temporary and permenent staff
which they had been senf,'they were particularly disgruntled about the quality

of temporariese. This was felt bty the employers to be entirely the fault
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- of the agencies and theylaésumed that applicants were nct being tested, 'otherwise

they wouid not have sent;them out, orlelse they chose to overlook standards®:

'Evén wh;fe ageﬁcies £ook detailed particulers of the requirements |

~of the employer they were often said to supply staff both permanent

and temporary, who in no Way’fulfilled the needs specified.? (45) .

A small indepen@ent éurvey conducted by Doran in 1970/71 concluded that thé
agencies are ﬁqre conqérned to pléase and attract applicants than to fulfil
the specific requiréménts of employérs. He found that agencies made verylittle
attempt to assess the reactions of employers to the applicants forwarded t; them.
70% of the:employers'he intervieﬁed expressed the opinion that applicants ﬁere ip—
adequately screened by the agenéy-iﬁterviewers, and some assumed that this was
the net effect of high turnover andfinexperience among agency staff. Over half
the agencies investigated by Dopan did not test applicants.(46) A survey of
30 London employment agencies conducted by the magazine.pr Secretary in 1974
likewise found that agencies tend not to test applicantse. Only two agencies were

found to test for speed and accuracy and to conduct their interviews in complete

priﬁacy.(47)
Although employers.ffequently“grumble about the cost of the agencies! services,

a great deal of fhe discontent f&upd among client firms appears to be based on

a lack of confidence in tﬁe selection techniques used by the agencies. A survey

conducted in 1973 by the Trade Journal, Index to Office Equipment and Supplies,

‘reported an toverwhelming vote of no confidence in the vetting that the agencies

carried cute! (48): To date, there has been little formal pressure on the

agencies to institute rigbrous testing procedures. Thos? who are members of

the Federation of Personnel Services are obligé& to test temporary applicants,
but they are not required to iest permanent applicants, and some agencies

maintain that it ‘would be uneconomical for them to do so:

e would love to be able to test permanent staff for speed and accuracy,
but we are unable to do it on the fees charged nowe. It would be highly

‘désirable, but just not feasible.? (49)

Oné is inclined - to déubt whether the principle of testing is universally

applied to temporary apblicants, in spite of the importance attached to this
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"péocedure b& the FoPoSe :;Quite apaff from tlic fact that only a minority of
agencies belong to this organisation, it is clearly very difficult to enforce
a rigorous standar& offtesting in z2ll agencies and at all times., It is -
unlikely that_this situetibn.will change in ths immediate future. The régﬁletions
obtaining under the Empioyment Agencies Act do not impose any formal obligation
upon employmnnt buslnesses to establish the qualifications of their employees,
except where such cuallflcatlons are required by law, as 1n.the case of heavy
goods vehicles drlvers. |

Thelquality of interviewinggstaff is frequently a cause for complaint
among users of the agencies! ser&iees, but the latter strenuously deny that
staff are inadequately trained. Tﬁe larger ones insist that their interviewers
are very figourously trained both in selection technique and in company philosophy.
One'frequently encounters these claims in the publicityImaterial.disseminated
by the lerger agencies:

- ¥Brook Street interviewers haﬁe first hand business experience
and many have worked on the personnel side of large companiese

"All prospective interviewers are sent on a special training course
which they mst successfully ‘complete before they are accepted

by us.!
*The Customer Service Renresentative selects temporary personnel
for the assignmente. Specially trained for this important responsibility,

"he combines interview data, past performance and personal knowledge
to perfectly match our employee to your requirements.! (Manpower Inc,)

There seems to be very little opportunity to test the validity of such
claims, although if it is true, as has been suggested by the A.S.TeM.S. that
there is ; high rate of turnover amongst interviewers, one could surmise that it
is no¥ always possible for new interviewers to undergo ex;ensive periods of
training, nor for agency principals to hire only the moet experienced people for
the jobe(50) It secems most unlikely that the sma2ll single-~branch firms, which
are in'jhe majoritf througheut the country, offer specialised training courses
for their interviewers. Iﬁ these companies, interviewer skills are probably
| According to an article

learnt 6n the job through'a process of trial and error.

-' by Macpherson in the 'Fi‘nancial Times, 'there are many examples' of young graduates
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.'lébkipg fo?'a sho;% spelllof employﬁeﬁt who obptain jobs as interviewers after
only a coﬁple of days 'pe;functory training?.(51) This was exactly ihe experience
of‘a personal-friend 6f'thé present writer. She menaged to obtzin an inter-' -
viewer's job in a smalizagency in a market-town in the Home Counties without
any previous experience or qualifications other than an uﬁsuccessful attempt to
obtain the H.ﬁ.D. in;Bﬁsiness Studies. There was no systematic attempt to train
her or to monitor herzprogress duriﬁg the few months that she was employed yith
the agencye It could be that her experiences were highly unrepresentativ;,
but in tﬁe Ebsence of.any firm proof of the universality of high standards of
| interviewer competence, one éanﬁét~ﬁélp but wondef if this is a fairly widespread
phenomenon; In feirness to thoée égencies who do seek to maintain high standards.
in this respect, one cannot judge ail the operators by the example of those whose
inferior quality has achieved publicity. _Mbreover, it should be remembered +that
the Institute of Employﬁent Consultants wasset up in 1963 with the specific inten-
tion of raising the stand;rds of q#alification and performance of agency personnel.
Thﬁé, some agencies at ieast recogﬁise the problem and zre prepared to take action
to reduce it. | |
A common cfiticism of the aéepcies is that the system_whereb& some interviewers
earn commission on the baéis of the'number of placements they make tends to result
in hasty and i;l—judged=placings. This objection has been lodged by A+SeTeM.S.
but again, there is no way of knowing whether commissions have this effect or
whethér they result'in higher quality service._ One would suppose that it depends
very much on the level of basic earnings, the policy of t?e individual agency and
the intezrity of the individuesl interviewer. “The agenciés themselves are inclined
4o adopt a defensive posture when confronted with the-possible abuses deriving |
from commission-based systems, and are apt to characterise malpractice in general
as a phenomenon coﬁfined t&la'ti?y minority of operators. In the opinion of
Skeels, however, bobpetition forces even the ethical private employment agency
toward &uestionable activity.(52)
It is obvious tﬁaﬁ there are points to be made on both sides, and that, as

Fulop haé‘suggested, Bpth the agencies and the employers could do more to raise
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;fhe quaiity oflthe servise.(53) 'Empicyers who make regulaf nge of agencies
could incrsase the degree of interaction and commmication of inforﬁation between
themselves and the agencies, and be more wiiling to muke specific complaints
which would be susceptible of investigation. The agencies could set much

Higher standards for their interviewing personnel and be more attentive to

the specific needs of employerss They should also be more prepared to take

thé initiative when employers are persisfently vague when detailing their
requirements., The regulatioﬁs prevailing undef the 1973 Employment Agencies

Act are in fact intended to bring about these ?inds'of improvement in the standard
of the service provided and to eliminate the sorts of abusesand malpracfices
which have come to light,

However, the nature of the economic climate in the mid;seventies is likely
fo bring about a reduction in the quality of temporary help sgrvices, no matter
what attémpts are made by agencies, employers and the govefnment to overcome
existiné problems. As jobs become rather more scarce, it seems likely that
office staff, especially the more skilled ones, will be drawn towards the
.relativé security of permanent work. The agencies' temporary staff will still
consist largely of married women with various degrees of skill, but one would
expect their ranks to be swollen by large numbers of less skilled people who
simply cannot find permanent jobs. Consequently, agencies are in a difficult
pbsition when it comes to supplying firms with highly qualified, experienced,
full-{time temporary personnsl, The quality of the service provided by the
agencies to EIient companies, therefqre, is very much contingent upon the
existing demané for labour.

The service which the agencies provide %o the applicants is probably no
better and no worse than that extended to employers, althoughrthe person looXking
for a job is able to commug%cate her spécific requirem;nts more directlylto the
interviewer, and of course the ;ervice is free.(54) In the case of permangnt

placements, there is a very good reason why agencies probably do make serious

attewmpts to find jobs which closely approximate applicants? sbecifications. If

P T -~
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. & permanent employee does not remain in her job for a certain lengih o
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.the agencles are Jbllged to refund the placement fee to the employer. The
-amount paid is 1n inverse: proportlor to the number of weeks worked by the employee.
In London, feés are returnable in this way if the employee leaves before about
8 to 10 weekse In thé]ﬁage of temporary placements, however, the financial
penalties for a bad matqh beiween ij and applicant are probably much leséfswinge-
ing. Employers can:énd do withhold payment for unsatisfactory service, and in

her survey of London.gﬁployers, Silv?rstone encountered two cases where legal action
" had been taken in supp;rt of the fefusal to pay.(55) However, the vast majority
of temporary placements last less than six weeks and it may be that many employers
are willing to lower thelr expectatlons when they have an urgent need for staff {
for a short period. Consequertly, temps are much more likely to be requlred

to .adapt to the jobs avallable.

. There are other reasons wh& temps may not always find themselves in the tyve
of jobs théy wish, and indeed, why they maj sometimes find themselves unemployed.
The ease ﬁith which an.agéncy is able to match a girl to a suitable job is of
_course very much a funcfion of the;existing demand for her skills. There are
both seasonal and regioﬁal variations in the demand for temporary labour, and
the industry as a whole is characterised by booms and slumps. Whereas the
highly-qualified secretary in Lopdén can probably find suitable temp jobs
throughout the year even at a time of economic recession, the filing clerk looking
. for a temporar& posf in Newcastle during the winter is likely to be presented with
Hobson's choice. During the course of my research, I interviewed five agency
principals in the North-Zast of Englend. A1l of them agreed that it was virtually

f -
impossible to keep a temp employed all year round, unless she was very highly

qualified. One of these told me that the majority of his recruits were married

women seeking permanent jobs. There were single girls, but they too were anxious to

gain a- permanent Job rather than to find year-round temporary positions. However,
he felt that many of the glrls would have preferred temporary jobs as an antidote
to boredom, but that, given an adverse employment situation in the area, it would
be impossible to find continuous werk. Such temporary placements as he did make

were a feature of the'summerlseason, when students, in particular, were sent to
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either marrieq women who were content to take employment when and where it became
avéilablg; or elseithosg.who were filling in beiween permanent jobs. )

The threat of inseéﬁrity, then, is the chief occupational hazard of the
f*permanent? temp.l In recent years, the vulnerability of the temp te periodic
ﬁnemploymeﬁt has been ;xécerbated by fhe flazging fortunes of the British ecbnomy.
In the mid;seventies;';ll the major agencies reported a marked drop in demaﬁd
for temporary staff and as a result many firms begen to diversify their act1v1t1es
into other fields of employmenu.(56) According to one estimate, the unfavourable
market situation was reflected by a 40% drop in the number of temporaries.(S?) '
Although some agencies predicted thét the maternity provisions of the Empioyment'

Protection Act would stimulate a new market for temps, the level of demand in

1977 was still well below fhat prevailing in the peak year of 1973.(58) However,

ip the spring of 1978, the F.P.S. reported a regeneration of the market — a trend

which was regarded as ihdicative of a more ﬁrosperous economic climate generally.(59)
That there are variations in éemand in different parts of the country, at

different times pf.year, and for different skills, and that there are periodic

recessions in the industfy as a whole cannot be directly atiributed to the agencies,

However, it is not always.clear from the agencies! promotional lLiterature and

advertising that the sefvice whiéh'they provide to applicants is thus qualified.

The job-hunter is ipformeé in many advertiseﬁents that the agency can find her

interesting work in abundéhce, not that the prevailing economic wind may make it

necessary for he; to wait for a féw weeks ﬁntil it can be.locatede Moreover, it

is seldom intimated that the agency may be unabie to provide continuity of employ-

ments

*At MAﬁPOWEﬁ we can help you. Now. With temporary office assignments
tailored to your needs.  With us you can work days, weeks, months,

‘even continuously if you like.!

*SHNDS DON'T TAKE LESS THAN YOUR TRUE VALUES I have a big choice of
JObS in all central areas a2t hours to suiti you. And I can keep you-

in regular work at realistic rates righi through the summer.?
(Evening Standard 13.6.77)
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YARE YOU FREE! Exp legal temps & Sh/Aud.:.o 1oo/6o £2 ph. Guaranteed
‘employment, Wele®! f;venlng Standard 13.6.77). : :

'WE REQUIRE...Top Temp Staff (all grades) NOJ. WE OFFER constant
~work, individual attention, bonusecccoee’ (Bvening Standard, April 1973)

It must be emphasiéed that the above:exahples are atypical of the advertise—
mehts which one normally encounters in the evening papers or interspersed between
pictures of scantily clad men and women on the escalators of the London tube
sysfeh. } ‘However, they do exempllfy the occas1ona1 representation of temporary
office work as a -secure form of employment. Most agencies do not explicitly guar-
an&ee continuous work sinoe it would be virtﬁally impossible for them to honour
| such claims, esepcially in the case of the more routine grades of office worker.
Yet it would be difficult to avoid the conclusion, from a perusal of even the
-; more cargfully worded advertisements that the agencies_reprosent anything other

: than a direct means of access to an occupational horn of plenty, It could
: be argued, in defence of the agencies, that while their advertising displays
:-a tendenoy towards hyperbole, it does not differ markedly from an& other form of
.adﬁortising in this respect, and that, therefore, few people are gullible enough
to accept:the claims at face value. Certainly, it seems likely that even if
a girl-were initially to entertain the belief that the agencies can fully live.
up to their promises, she would soon learn to modify her expectation, albeif after
a2 baptism of fire. |

It may well be that among those people who take up temping.because they do
not require continuous employment, or because thé& are unable to find permanent
employment, a potentlal]ack of jobs which closely approxlmate to their interests
and capacities may be experienced as less of a problem. The majority of temps
are married women, and for meny of them, working for an agency represents an alter-.

!

native to not wofking'at all, This does not mean that they are invariably content

with the jobs they get, nor,. indeed, that they are quite happy to stay at home when

the agency cannot find work for them. However, they may tolerate these difficulties

at certaln times because at other times the agencies are able to meet their broad

requirements, and more importantly perhaps, because temporary work, when it is

available, offers all the flexibility that is lacking in the sphere of permanent
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worke This latter advantagg; from tﬁe point of ﬁiew.af,the would~be employee,
is weil illustrated by the experience of one of my responﬁenté:

*I would like to go as a permenent with the insurance company where

I temp, but they do .not employ part-time staff, and I can only =

work until 3.30 pem., so I have to stay working for the agency.

It seems a short—sighted policy for the firm to take as they

musti have wasted hundreds of pounds during ithe past three years

paying the agency for my services, but they wontt bend the rules
- on part-timers.®

XNo mattef What the quality of the service provided; there can be little

AOubt that the aéencies provide a.solutioﬁ for the married woman whose desire

. to work is thwarted by intractable attitudes among employers. Now clearly,

| one's evaluation of the role of theagencies in this respect is bound to depend

. on how one comprehends this Ydesire to work' among married women. Ir if is
'é perceived as a purely economic motivation, as an expression of an acquisitive

i urge impbsed upon them by the imperatives of capitalist commodity production,

: then one is likely to regard these firms as agents of a wider process cf exp—~

. loitations If, on the other hand, one perceives the desire to work as a
flight from domesticity, the agency is more likely to be regarded as providing
an éscape'route for the prisoners of patriarchy, albeit an unintended consequence
of what is primarilyacommercial activityes It is evident, {hen, that a close
attention to the reasons which women themselves give for their resort to temp~—
orary work is of considerable relevance to the continuing debate concerning tﬁe
role of the private employment agencye.

The main opponents of.the agencies, of coﬁrse, are the trade unions. Their
attack on the.agencies has been sustained and unequivocal; and at one timen
public denouncemeﬁts were de rigeur at the Annual Trades Unioﬁ Congresse The
precise nature of their objections are exemplified in the following statemént
issued by N.A.L.G.0. After detailing a number of objectiions to the éermanent
side of the agencies! operatibns; the statement declares: .
tIt is the opérétion of the temporary hire agencies however which
_present the greatest threat to the wages and conditions of staff

employed in NALGO services. Because temporaries do not.receive
sick pay and holiday pay their rates are higher than permanenti
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i !staff and they are censzeguentily a source of frictioci. The agenicies

charge a subsiantial commission on top of the normal rates of pay,
and thus employers Lecome involved in unnecessary costse The use of
agency staff who are temporary, and lack job security zlso undermines

trade union organisation. Ebst important, however, temporary staff
from agencies obscure the problem of low pay =zmong permanent staff.
Because employers can cbtain temporaries to fill gaps caused by staff
shortages, they are not obliged to pay sufficiently high wages to
attract and retain permanent staff. Thus the problem of agency

staff has an adverse effect on the conditions of service of NALGO
members.t (60)

Opinions of this'natura havg Seen widely expressed by a number of uniéns,
and there have been some iﬁstances of industrial acticn in support of the
démand;to;outlaw the agencieé,{br to reducé the number of temps hired wifhin
particulér sectors of industri. “'The unions have presented a forceful case
for abolition and their interpretétion of the role of the agencies provides a
useful corrective to the idea that they are merely benevolent organisations -
éomething akih to a dose of saltslbeing injected into an otherwise sluggish
labour ﬁarket.' However, there ig little evidence that they have contemplated
the implications of abolition from the point of view of women themselves.

The unions express a firm confidénce in the ability of the government to provide
an alternative to the.private se£vice. As.presently conceived, however, the
state scheme delivers the temp into the direct control of the employer. Yet,
as I shall show, many wémen enjoy the degree of autonomy afforded by the system
operated by the priv;£e agenciess In the case of the agency temp, the employef
is situated at a distance from the place of work and the client firm is vested
witﬂ very limited bowers'of control, Thus, the substitution of a public service
for that operated by the agencies would greatly diminish the autonomy of the
temp. . The strategies proposed by the unions, therefore, would represent a
qualitative transformation in the characte£ of temporary work from the point

of view of the ‘employees In the case of the woman who iurns tc temporary work
as a heans of escape fromiaﬁ oppfessive or unsatisfying domesfic environmént,

it is possible that the éﬁolition of the private service would not entaii any.

reduction in the number of opportunities to do soe However, there is little




155.

evidenge-thét fhe unions are concerne&.to ensure that the state service ‘would
replicate the flexibility encountered in the private service. Inqeed, it
could be arguéd that.in postulating a state alternative to the private temporary
schemes the unions are in-effect agcepting.the idea that women should fit.in
wifh employers?! expectations. Irrespective of whether married women work as
temps out of choice or out of necessity, there can be little doubt that this
entaiis a considerable degree of accommodation on their part. To the extent
that the unions do not couple their demands with.a call for measures which‘
would diminish this burden of accommodation,.the aboliticn of private -employment
: agencies would represent sométhing of a hollow victory. |
In this chapter we have seen that temporary work is relatively unusual in
-; thé.fiei¢\of clerical employment. This is readil& explainéd in terms of the
| principal disadvantage attaching to temporary employment, namely its insecurity.
| This problem is likely to be encountered by the temporary ifrespective of whether
| she findé employment directly, or via the medium of the employmené business.
-Uhdér the most févourable market conditions there may be an occasional hiatus
in the suﬁply of jbbs, and during periods of economic gloom; the experience of
unemployment is likely to become more frequent and more proiracted. Apart from
‘this, it is doubiful whether temporary work carries any financial advantagés in
the long terme In 1968, the N.B.P.I. found that the higher rates of pay for
agéncy temps were offset by the loss of maﬁy benefits such as paid holidays,
sick leave, superannuation, bonuses and redundancy paye Since.then, many
agencies, undér.pressure of competition, have introduced;penefits for employees
such zs holiday pay and luncheon vouchers, buth%hey afg by no means universal
and it may be necessary for a temp to work for several months before she is
entitled to them; This latter proviso effectively means that!it is only possible
to enjoy conditions comparaQ%e to those found in permanent work if one rem?ins
with a single agency for a lengthy periods Furthermore, the earnings of temps
do not always keep pace. with those of permanent staff. = In 1968, for exaﬁple,
tke N.B.feIg report found that the earnings of permanent stafffhad increased more

than those of temporary staff during the three year period in which the survey




was carried'out, Again in the wint ter of 1974, it was reported that temporary
-remuneratlon was not keeplng pace with ths levels obti alnlng in the.permanent
sector.(61)
It is not difficult, therefore, to copprehend why few clerks forsake-the
reiative security of'permanent employment in order to become permanent {emps.
It is also not difficult to understand why many of those who do become
permaﬁen%‘femps eventually quit. Apart from the disadvantages so far identified,
thére is the additional probleﬁ that temping may.fail to live up to expectetioﬁs.
~ The egeney, in its capacity as occupational éetekeeper, may be unable or unwilling
: to effect a perfect correspondence between the employee's skills or requirements,
and the nature of.the assignments to which she is sent. Thus, while a dissatis-
'; faction with permenent clerical work may cause a girl to take up 'permanent?
" temping, ‘a dissatisfaction with the kinds of jobs she then obtains may cause
: her to zbandon it.
The:fact that the majority of women in clerical employment ape consequently
-to-be found in permanent jobs cannot be taken to mean, therefore, that there is
a2 universal contenfment with the conditions and character of permanent office
worke As with any other occupational *choice!, a decision to enter, to remain
'in, or to return to permanent employment must be considered in relation to phe
rewards and penalties attaching to alternative courses of ection.
The study of occupational choice also requires that one take account of
the factors which set limits to the practical poesibilities of realising a
desired course ef action. This observatlon is nartlcularly relevant for an
wnderstanding of the strong representation of marrled women in temporary oFflce
worke -The fact that the majority of temps are married women cannot be taken
. }
to mean that such women regard work merely as a fringe activitf because they
are seemingly prepared to risk unemployment. As we have eeen, it is.equa}ly
possible to interpret their involvement in temporary office work as an index
of the dlfflcultles they encounter when trying to locate permanent positionse.

Thus, patterns of occupat1onal choice and occupational moblllty cannot be




" fégarded as the eipressiqn'of free—floating =né unrestrained work aspirationse

" As this analysis of the ;ole of the private employment agency has snown, it is

essential th;t one eiamine tﬁe.constraints upon action impoéed by the vagariés-
of the market for labéar,-and'ﬁy the expectations and practices of occupational
gatekeepers._ | '

In the next chapfér, the reaéoﬁs'why women enter temporary employment and
their experiences as femps will ﬁe investigated more fully. By referring;
directly to the éttitudes of women themselves, it is possible to begin the
task of goéfing out fact from faﬁtaéy, and perhaps even more importantly,;it
permits those who are almost en;ifeiy'forgotten in the verbal thrust and parry

between unions, employers,and agencies,to have their own point of view repre-

sentéd.
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.. CHAPTER SIX. ' ' OFFICE TEMPS

The pheﬁomendﬁ éf_temporary work is where a great many historical and
contemporary themes coﬁcerning women convergee This phenomenon represents
the net result of'the discrimination, dissatisfaction, and inflexibility, which
a great many women experlence because they are women in a man's weorld - the
world of Whlte—collar masters and wh1te—blouse subordinates, It is the
final solution for the girls who have become trapped in the femzle ghetto
of the offlce by their soc1a11satlon, education and iraining, by the llmlted
range of occupatlons available to‘them, and by the unfulfilled promises of
the recrﬁiting advertisements, | If‘is also the final solution for the women
who want to escaﬁe from:suburb;ﬁ monotony but who cannot find an employer whé
is willing to meet their needs half Waye

The-phenomenon of temporary work highlights the fact that women must make
all.the adjustments if ;hey wish to work in the office - adjustménts to its
houfs, its overtime, it;_opportuni%y structure, its mechanisation, iis Boredom,
and its traditional strﬁcture of rélationships. Temping is an alternative to
self-effacement;

To a considerable ex%ent, therefore, temping may be regarded as sympitomatic
of the presence of patfiarchy, both within the labour market and beyond.
However, as we noted earlier, many writers cénsider that it is erroneous to
perceive:the occupafionalfcircumstances of women'ﬁurely in terms of processes
of male domiﬁatioh.(l) This note of caution is particularly apposite in the
case of female temporary office workers. Nei%ﬂer thé.supply-of, nor the demand
for such employees can be accounted for simply in terms of attempts by men to
maintain a position of relative advantage in the labour market, or in terms of
discriminatory attitudes aﬁoné employerse The resort to temporary work is at
least partly:éxpléined in térms of the objectiv: conditions of clerical work
itself.a Once this is reéognised, it becomes necessary to look for the wider
economic processes wﬁiéh strgcture the contemporary nature of white collar

employmenf. In Braverman's view, the objective character of office work in
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-.tﬁe twentieth cenfury has:béen rapiély degradzd by the dual processes of
rationaiiéati?n and mechénisation_in accordance with the imperatives of
monopoly capi%élism.(Z) ~ Similarly, the demand for temporary clerical labour
has very little to do ﬁith *male cbauvinism', whereas it has a great deal :to
do with labour shortgge:in the permanent ‘sector, and, to é lesser extent, with
the efforts of emplquis to effecf ebonomies in their full-time permanent staff
requirements. - | |

It may be réadily conceded, therefore, that it is necessary to take account
of the cént}ibutions'of both pat?iarbhy and the wider economic system if o#e is .
to comprehend the phenomenon of“%emébrary clerical labour. However, this obser}
' vation brings us no nearer to aﬁ apﬁreciation of the factors which women themselves
consider.fo have impelléd them towards temporary employment, nor does it provide
a starting-point from which to genéialise about women's responses to temporary
clerical worke Indeed, it is onlj too easy to lose sight altogether of wcmen's
own_perceptions_of their work situation and to suppose that an acéeptance of
the-popular stereot&pes;of the feméle temp represents a satisfactory substitute
for a more direct invesfigatioh offtheir attitudes. In this chapter, then,
I am concerned t§ examine tgmpor;ry clerical work from the employee's point of
view, and at the same timé, to demonstrate the bankruptcy of a range ofpopular
stereotypes of the temp, IMore importantly, perhaps; by studying directly the
experiences and attitudes}of those who work in this capacity, it is possible to
dismantle the mwthoiogical versions of the WOman'ét worke It is these myths -
that women are ihvariably passive, that their aspirations are consistently atten-
uated, that thelome or the opposite sex is thei; central life -interest and that
they always adjust to limitgd opportunities at work -'whicﬁ represent the ideolo—
gical justificatioqs for the exploitative systems of both capitalism and patri-
archy.:

In the éopulér imaginéﬁion, the temp is ofien perceived in terms of all the
favouriée stereotypes of-éontemporaiy.womanhood. Although fewer marriageé are

made in offices than afé made in heaven, there is a belief that temps are primarily
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~,mdtivated by the desire for‘a husbahdg The russ media have done much to promote
an 1mage of the temp as a man—hantlnv good—-time girl, short on skill and high on
unrellablllty. A rec ent example of the tendeacy to present a somewhat tarnished
image of the temp was prov1ded in a centrepage article in the Observer. .In-
this article, entitled 'Everybody Loves Temps?, Bernard Hollowood introduces us to
'Dorcas’, who is presumably supposed to be representative of the temp workforce
in general:
YHer qualifications are not toco impressive., Her shorthand is rudi-~
‘mentary and her typing slow. ~But she is an attractive bruneite and she
would like to marry within two years, before she is 23, "If you must
know," she said, when I questioned her, "I'm ready to fall in love and
for preference I'd like to fall for an affluent bloke. And being
a temp gives me a chance of meeting more boss typese So far Ifve met
nobody who really matterse Oh, thére'!s =2lways someone who wants to
take me out to dinner and afters, but nodody sufficiently interesting.
Yourig Mr. Pollock was my last date and he was hopeless — wanted payment
in kindness at the first opportunity — so I shall move on next week."! (3)
The promotional material of the agencies too, must surely have bolstered the
notion that temps are just so many rolling stones, primarily motivated by the
pleasure principle. Another favourite image of the temp is that of the
clerical mercenary, which corresponds to the sterecotype of the acquisitive
female so beloved of in#estigaxors'of women at work in the 1950s and 1960s,
This imaée is popular with the uniéns, who have continuously characterised temps
as self-interested enemies of the working class, singlemindedly bent upon the
maximisation of their own wage-packets. This view of the temp remains firmly
entrenched, in spite'of the weight of evidence which suggests that temporary
employment is less financially rewefding in the long term.
The next obJectlve, then, is to investigate the background experiences
and attitudes to work of female temporary office employees in order to derive
a more informed understanding than is provided by the ppular stereotypes. The
following account is based upon the responses to a postal questionnaire which I
sent to a greup of female office teﬁps via the empioyment agencies for whom they

vorked. . The questionnaire was distributed in 1971/72 in three areas of the

country — London, Birmingham and the North-East. T received 139 replies and

_the regional composition of the group was as follows: London 329, North-Zast 36%,



VBigminghag 52%. .fﬂe accquﬁt preseﬁ{ed in thiz chnapter also incorporates the
findings of a*three:monthfperiod of participant observation as a temporary filing
clerk which I ﬁﬁdeftogk at a company in the Midlands. -

I have provided a‘discussion of the limitations and advantages of my -
methodology in Appendix'l, but it is appropriate at this point to make explicit'
any major constraints ﬁhich entered iﬁto the research processs The overriding
problem for the feseéréh was the inaccessibility of the type of worker being
investig;te@. The s§attered distribution of temporary clerical workers rendered
a convenfioﬁal random sample of ﬁhe working ppulation inappropriate, if nof
impossible; The only wviable mé;né %y which it was possible to obtain a population
of temps for questionnaire purpssesfwas to enlist the aid of private employment
agenéies;ﬁ Whilst'thisIstraiegylmightimpose limitations on the kinds of questions
which I could ask, it would afford a breadth of coverage which could not possibly
be obtained by an indepengent studylof a small number of workplaces. The
decision to gzin thg cofoperatioh of an agency was also prompted By the fact that
I h;d been working as aﬁ agency feép while a student for many years. This meant
that I was favou;aﬁly placed in ;eiation to the task of finding a firm which
would assist me, It also meant that it would be relatively easy to gain a temp
position myéelf for the|pﬁrposes'of participant observation.

The findings represented in this chapter, therefore, are to a great extenf
based upon a method which:depended on chance, expediency and the good will of
bofh teﬁps and theif emplSyers. 'In fact, it seems to me that a really rigorous
and systematic éurvey of office temps is-iﬁpossible unlegﬁ one has massive
resources and the unqualified co—operation of ;‘very large number of agencies
and firms which hire tempse However, one may derive considerable confidenée in
the findings preéeﬁted heré from the fact that they are very much in line with
the dafa compiled by other inQest{gafors in this field of enquiry. Moreover,
the use of msfe tian one rééearch method may be claimed to have diminished the
likelih;od of unwarranted-géneralisations. Finelly, one may hope that mw'own

study of women for hiré may draw attention to a hitherto much neglected aspect

of female clerical employmeni and encourage others to investigate it more exhaust-

“ivelye



. 1} Characteristics of Office Temose

- The female office temp is typﬂcally much younger than the average womsn in
employmento ’ The-relatlve youth of women in temporary clerical work is
evident from the folléﬁiﬁg comparison of my results with figures compiled by
the Department of Employments ) |

TABLE 1. Age structure of female office temps compared with the age structure
of the fotal female workforce.

Age drduﬁ : ggggg (N = 139) Total Female Horkforce®
15-19 . 11?5 IR 58

20 - 29 oS54 22,7

30 - 39 18.7 16.1

40 -49 115 .:' 21.7

50 - 59 | 202 19.4

60+ - .; 5 : T2

No answer Y ; -

*Source: Women and Work, D.E. Mannower Paper No.9. (H.M.S.0. London 1974)
PedTe

The relative youthldf women office temps, 2 finding confirmed by surveys
conducte@ by the F.P.S..and by fhe.Alfred Marks organisation, is perhaps less
remarkable when one considers that:the proportion of women working in routine
white~collar jobs ip geﬁeral, decreases with age.(4) In a recent survey of
female office ﬁorkefs, just under half the sample were aged between 21 and 30,

" and only 7% were agéd 41 or over.(?) To some extent, therefore, the reasons for
the prepﬁnderance éf young women iﬁ temporary ;ffice work are similar to those
which account for the relative youth of women in clericaifwork generally. These
include, for example, the increasing_popularity of office work as an occupational
choice among girl school-leavers. However, it is po;sible that the tone of

the agencies adverfising cdpy‘plays some part in attracting younger girls into
temporary employment: }

'Baby, are you hot enoﬁgh for Maﬁpower?'

tMy granny ran 6fflwith my granny shoes,

my mum wants to borrow my midi,
‘my ‘brother keeps pinching my mexi raincoat,

and. oy big sister wants to get a job from Brook Street Bureau
Fashlon med your lot.!
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'TEMPS, Young, attractive and enthu51astlc. Available
~ min. 6 weeks, For 1mmeulate inverview, phone now,f
(Evening Standard, 25.7.7T)

'SECRETARY £1.70%- No s/h requiredl! 45 wpmi Long booking!
‘West London} Young companyt (Evening Standard, 13.6.77)

Many bf the larger agencies often supplement the yoﬁthful orientation
of their recfuitmentFliterature'with photographs of smart, bright-eyed young
women in their twenties. Magazine advertisements of this nature are more:
typically found.%n suéh products{as ‘Honey? and ¥19' which have a young |
-readership'than in those magazines such as 'Woman'! and 2Woman's Own? which
are read by somewhat older womeﬁ." : |

The age profile of office temps varied to some extent beiween the three
regions covered by my sfudy. Althqugh the majority of temps in all three
areas were aged under 30, theré waé a much greater proportion of women aged
30-39 in tﬁe North-East than elsewhere. in London and Birmingham, the proporticn
of temps in this age-*roup was 13p and 14% respectively, whereas in the North-
Easu, the proportlon was 28p. _The FoPeSe survey of office temps similarly found
that women in this age—range were more preponderant in this area than in both
London and the Midlands.(6)

Just over half the sample wer; married (53%), and tﬁis'degree 6f representation
is slightly more than is found among women in clerical work generally (47% of whom
are married),_ﬁut réther less than the figure of 60% generated by an F.P.S. survey
of office temporariés.(?)ﬂ As migyt be expected from the regional variations in
age distfibution,_married.women fofmed a much éreater proportion of office temps
in the North-East - 68%, as compared with 44% &f temps iA}London, and 46% of
those in Birmingham, 30% of respondents were responsiile for children of school
age or under, and once again, such women were more common in the North-East -

40%, as compared with 27% in London and 21% in Birminghem. Of those women resp—
ons1b1e.for children, 39% had one child, 49% had two children, 10% had three and
2% had four éf more. ‘The proportion of women responsible for children of school-
.age or under is.abouf the same as the proportion in the female routine white—collar

" werkforce as a whole. As compared with women in full-time office jobs, however,
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. {Emps are much mofe 1ike1y.to be.rééﬁonsible for children under 16. Hunt

found that oqu l.f% of %ull—time women in this occupational category had children

under 5, and.Q.S%ihaa children aged 5-15.(8) The corresponding figures for

temps were 8.6% and 23;#%-respectiyely. Whilst the degree of responsibility

for young ch;idreh a@oﬁg temps is not as great as that found among women in

part—time office jobs;ithis findingldoes highlight the importance of temporary work

as a method. of obtaining employment' among those who would otherwise find.ii

very difficult fo do so.
- Feﬁalé temps originate fro@”a wide diversity of social backgrounds, élthough

a relatively high proportion aré drawn from the middle classes«(9)

TABLE 2. The social class background of office temps

Father!s occupation _ ' ' - Temps (N = 139) :
' do

1, White-Collar -

Highér professional, managerial and other white-
.collar employees; large industrial or commercial
- employers, landed proprietorse.’ 6

Intermediate professional, managerial and other
white-collar employees; medium industrial or
commercial employers, substantial farmers. 20

Lower professional, managerial and other white—
collar employees; small industrial or commercial
employers, small proprietors, small farmerse. 20

2. Intermediate

Supervisory, inspectional, minor officials and

service employees; minor self-employed. 11
3 s Manual
) e
Skilled manual : o _ ., 29 o
Semi~skilled manual - 8 ’
Unskilled manual - 3
Nb_answef or insufficient.infqrmation 4

Téble 2. shows that theisingle largest group were the daughters of men in
skilled :manual occupations, although only 40% were from a manual background.
Similarly, a high proportion of married temps were the spouses of men in middle-

i . . . . !
- elass occupationse. 30% were married to men in manual occupations; 5% to men



g i£ intermediate.oécupatigné; 58% talmen in wnite-ccllar occupations; and
_7% gave no answer sr ins;fficieht information, The single largest group were
married to men in:in;ermediate white~collar occupations (35%).

Although the dauéhters of the middle classes and thg wives of middle’
class husbandé are g?eétly over-represented among my respondents as compared
with the pattern foundlamong the_éeﬁeral female workingpopulation, it has
.proved impossible tb,éscertain whether they are more numerous among temps fhan
among the permanent fémale office pqpulation; Silverstone's study of office
staff dia éeveal a very strong QQer¥representation of women from middle—ciass
backgroundé, but her results reiafea only to women in secretarial jobse.

Having considered some of the froad social characteristics of office temps,
I shéll-ﬂsw turn to an ;xaminatiﬁn of their educational background and degree
of training. On the basis of a sfudy of temporary workers employed by a New
York private employment agency, Gaﬁnon has proposed that the type of individual
who is attiracted into this indusiry is one with few marketable skills. He
further suggests that: ;_ '

' fthe temporary help industiry Qay be providing a haven for those less
~attractive workers who would find difficulty in successfully negotiating
the rigorous hiring procedure of established firms seeking a permanent
workforcets (10)

The results of my own survey do not provide support for this perception of
temporary workérs, ;t least, in the field of clerical employment. In terms of
both education and training, temporary office workers compare very favourably
with‘othér women in.white;collar w;rk. It is.extraordinarily difficult, how—-
ever, to eonstruct a precise comparison of thevqualificafions“of temps and
- permanent employees because of the dearth of material.rélating to both categories
of femﬁle office worker. . Yet I consider the exercise a very necessary one,
lest an unjﬁstifiedlimage of the temp should prevaile

Asione ﬁight'expect am;ngst a group of women originating from predominantly-

middle—class and upper working—class backgrounds, 2 substantial minority had

received a grammar-school education:

© PABLE 3: on page 210
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. TABLE 3. - . ' Type of School Attended

 Type of School . ' " Temps (N = 139)
. . . . U -% | .

Private ' {?:: ' 20 ) '

Elementary o :fj' g -
.Seeondary Mbderh .5.; _ : . .39

Technical S SR |

Grammar . ? j - 32

Comprehensive - . | jf 4

Other o ~4I“ o1

In her survey of Lendon secretaries, Silverstone.found that 31% of her
respondents had attended grammar school and consequently, it may be saggested ,
that temps compare favourably in terms of this dimension of educational
aehievement.(ll) Although I feund that secretaries, shorthand-typists and
) receptiohists were rathef more likely to have attended a privete school than
other temporary employees, there was no significant statistical relationship
between employment-staths and type-of school atiended.(12)

Bearing in mind the fact that at the time of my study the school leaving
age had not yet been raised to 16, it is instructive ‘to consider the findings
relating to patterns of’school leaving among tempse. Just over two-thirds had
left at the age of i6 or azbove and as meny as 8% had left at the age of 18.

This pattern is consistent with Huni's finding that women in non-manual occupations
form a much greatef propohtion of those who left school at 16 or over.(13) In
terms of this dimension of educational experience, then,‘%empe resemble other

women in white-collar employment. Terminal educatiqn-age was significantly
correiated both with social class background and the type of school attended.

In other words, women of middle class origin, and women educated at grammar or
private schools were more likely than other temps to have stayed on beyond the mini-

mum school leaving agee

The school examination record of office temps compares well with that of the
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-,female clerlcal populatlon in general. Hunt found that amongst women employed

in skllled non—manual work (a category sne uses which includes almost all
forms of routlne clerlcal work), 20% had obtained G.C.E. O-level or its equivalent,

1.4% had obtained G.C.E, A or S-level or equivalent, and 14% had passed other

exams, including C.S.E.(14)

TABLE 4. ) " Examinations Passed at School
‘Examinations Passed L Temps (N = 139)
- . S A
GoCeEo O-level or equivalent:
ﬂone passed Lo 52 3
?. - 3 . . ’ . 14 i
4-6 I 21 )
1+ : L 13
GeCeEs A-level or équivalent:;
None passed SR 89
1=2 - T
P 3 -4+ , o 4
CoSeBet . '
None passed - 89
1-3 ; L 4
4 -6 : : 6
T+ 1
Other school exams:
None passed : . 71
Commercial . ' 19
Academic . 10

Tt is interesting to'note that one-fifth of the grouphad already received

some preperation for a future in é}erical work whilst still at school, The

&

likelihOAd of this.destini for many of my respondenis was increased by the
educational choices they made after leaving school. OVeérhalf (53%) had not -
pursued any full—time course of education or training éince leaving school, but
of those who had, no less than 87% had undertaken a tralnlng in clerical worke.
Over oge-th;rd of my respondents Q37p) had passed a secretarial course. Very
few had undertaken a courSé;in higher education. Only two women (1%) had

successfully completed an academic coﬁrse at degree level or its equivalent.

There was a stréng relationship between employment status and the extent
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of vocational training after school.. . Whereas the majority of secretaries and

- .shorthand =typists had taken a course relevant to their oécupations, the majority -

of copy and aﬁdio-typists,'clerks and filing clerks,'clerk-typists, 5ook-keepérs,
machine operators, telébhopists and receptionists had note Thus while the
secretaries and shorthand-typists in my survey were relatively well qualified,

a majofity of the rest had entered clerical employment without any form of

relevant training. This observation would initially segm'to support the view

that temps are justly characterised as the flotsam and jetsam of the labour force.

_However,.the findings of a recent Alfred Marks survey enable one to dispense with

“this idea. In an investigation of women employed in 6ffice jobs having scme

'degree of mechanisation, it was found that only 58% had received any formal

training for the machines on which they were currently employed. The machines

‘included switchboards, audio equipment, accounting machines and telex systems.
"Of those who had received some training, 60% had aéquired this whilst aciually
‘at work, and less than one~third had received training at school or col}ege.(lB)_

It seems, .then, that temps are not unusual in having a lack of relevant training

prior to entry into the labour market. With the exception of secretaries and

shorthand-typists, temps, like many other women in routine white-collar employment,

" tend to have acquired their skills once they are actually working. A minofity

learn outside the workplace, by attending evening classes, but the great majbrity
achieve competence on the jobe.

Indeed, from my own experience, I have found that temporary employment affords
a2 greater oppoftunity to extend the range of skills that one is ;apable of
performing, and in this way it is possible to enhance one;s market positiond
When I began working as a temp, my marketable skills weré'few indeede I had
a slight knowledge of typing and an even slighter knowledge of ﬂow to operate
a switchboard. Six years later I had gained competence in audio and copy typing;

O o .-
filing, duplicating, clerk;typing, switchboard operating and photdcopying, fo

name but a few activities! The fact that I was not a trained secretary promoted the

opportunity to learn new skills, Since temp jobs for more routine grades were
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sémetimeé séarée, I was of%en.obliged-fo accept wha%ever posts became avgilable.
Even thouéh it may happen that a temp cannot master the jéb to which éhe is sent, -
as was my'unf§rtunaté experience when despatcked to éne firm as an 'export-clerk!,thi
mode of employment cértéinly enh§nces thé opportunity to gain both competence
and experience in different types of office work. |
It is inéppropriaie, therefore, to regard iemps as some kind of pariah'
groub'wiihin the white-collar labour force.(16) Neither their educational back-
ground, nor their wvocational tfaining suggests that they are unusually deficient
in marketable skills and capacities. In terms of formal academic qualifications
5 they compare extremely favourably with women in clerical work generally. 4 lack
of formal training for clerical work prior to entry into the labour market is
.: commonpigbe among female office workers. Indeed, if it is the case that without
. the optiond temporary work many of my respondents would have bgen unemployed, the
reason fo: this lies not so much in the nature of their eduéation.and traininé-as
+ in their responses and those of others to their domestic circumsténces,
‘ The occupational composition of my respondents was similar tp that found in
other sur?eys of temporary office workers, aithough comparisons are rather difficult

owing to variations in methods of classification. Table 5 shows the occupational

breakdown for the temps in my survey:

TABLE 5. The occupational distribution of temps*
Job catezory ' "~ Temps (N = 139)
[+
Secretary .23
Shorthand~typist 19
Copy/Auvdio typist 23 4
Clerk-typist 6
Book—keeper/skilled clerk 1 |
Junior clérk/Filing clerk 11 '
Machine operator O 4
"Telephonist : . 4
Receptionist : 4

#classified according.to the type of job in which registe;ed with the agencye
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? Both the F.P.S. survey'ana an Aifred Marks sﬁrvey conducted in 1973 also
found theé seeretaries ena typists of various kinds tend to predominate among the
temporary clericallpoﬁulation.(l7) Since I found no significent relationsiip’
between employment status and the reasons for taking up temporary work, it may be
suggested that this d1str1but10n is a function of the higher demand for temps
with these particular Job skllls.. In other words, while the inciination te becone
a temp may be evenlj distributed throughout the female white-collar hierarqﬁy, those
with skills for ﬁhich there is a high level of demand may be more disposed to
actually'en%er the temporary fieid,since the likelinood of continuous empleymentg
is correspondingly greater. i ‘ | I

"A majority of my respondents had been employed in a permenent capacity at
some timeﬁduring the five years,prior to the survey. Of the 20% who had- ‘not,
most were married, arnd two—thirds ﬁere responsible for children of school zge or
under, 68% of my respondents were asked to supply more detailed information of
their working lives dur1n5 the five years up to and including +he time of the
survey., This data must be treated with some caution, however, owing to its retro-
spective nature, The information.supplied by this smaller group of respondents
suggests - a fairly low level of job;stability. The average length of time spent
in one job varied from ;ees than one month to over three years, but as many as
50% reported an average length of service of less than one year. Of this smaller
group of respondents, 53%:reported that they.had spent one month or more of this 5 yea:
period in voluntaryior inﬁoluntary'unemployment.. Married women formed the
majority of those-who had'experienced vnemployment (58%)'end were thus slightly
over-represented in ﬁhis group as compared witgnthe szmple as'a whole.

Temps are not cﬁaracteristically mobile between agencies. Nearly two-thirds
of all respbndenfs:had worged for only one agency during the five years up to and
including the time of the surfey. L 25% nad worked for two agencies, 9% for three
and 4% for feur o; mores. -ﬂbbility was much more likely to have taken the form
of moveéent between %empofafy and permanent jobs. The widesprezd pattern'of
i attachment to a single Egencg probably results from the fact that certain advantages

follow from the develepment of a good relationship with a particular firme A temd
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having a history of company loyaity ié not only more 1ike}y than othe;s.to e
given jobs when these are scafce, but she is also in a better position.tg neéotiafe
for jobs having the conditions she requires. This was very much my own expe;ience
whgn I WOrked as a temp“dufing summer vacations. For example, oﬁ one océasion
vhen I returned to my old agency looking for work at the beginning of the holidey
I waé initially {0ld by a new memfer of staff that they would be unzble to emoloj
‘me. It was explalned to me that they 'already had enough students' looking for
temporary jobse. "When I protested that I had worked for them for meny years and uh&t
_ I was weil known to the agency principal, there was a great flurry of telephoning
" followed by a profusion of apologies. Within twenty-four hours they had found
. me a jobe I also found that as the length of my service with the agencj increased,
'? the personnel responsible for placements grew more receptive to my stated preferences
j in terms of job location and job types This is not to say that I always obtained
:.my ideal:job but I certainly felt that there was some attempt to accommédate my
iwishes. In fact, it was only when the agency began to show a marked reluctance
to indulée my requirements (due in part to the appointment of a princibal who
bélieved.%haﬁ the requirements of client firms came first) that I even considered
working for another agency.

My experiences may not be typical but they do throw some light on the gircum-
stances which may bind a témp 10 a particular agencye. Evident}y, an accommodative
posture on the part of agency personnel is likely to be greater when jobs are
plentiful and when compétition between agencies for labour is keen, but it may
also result from a temp's willingness to display company -1oyaltye Thus a relation-
ship of reciprocity develops which may inhibit experimentatioﬁ on the part.of the
{temp w1th a larger number of agencies. . |

At the time of my survey, almost half my respondents had been worlkdng for their
present agency for less than ‘six monthse. As one would expect amongst a group-
of temporary workefs, length of service in the present job is tyéically much shorter
than -that found amongst:the female workforce generally.. Hunylfound that 50% of

vorking women had been in their present job for more than three years.(lB): However,



'-aé with the female labour, force in éeneral, length of service amongst temps is
related to agp, as Table 6 shows:

TABLE 6o The length of time svent working for the Dresent agency among
different age ET'OUDSe

-

S A1 ' -

Length of service . ~ Temps _ 15-19  20-29  30-39 40-49 50-59
N = 138% 6 77 26 16 3
& % % » % b
less than 6 months ) 49 } .88 ' 52 42 19 Co-
6 months:up to 1 year 18 f - 6 19 27 13 -
1 year up to 2 years 13 gi“ T - 14 : 19 6 : 33
2 years up to 5years 14 = 6 9 12 44 67
5 years and over : 2 - - - 13 [ -
No answer : 4 0 - 5 - 6 -

* One respondent did not give hgr ége.

These findings, 1n conJunctlon with those produced by other surveys of
temporary office workers, suggest that very few women become established as
fpermanent?! tempse. A survey conducted by the Alfred Marks Bureau in 1970
found that the average perlod of total annual employment for a temp was 6 weeks.(19)
The F.P.S. 1nformed me that thls was st111 the case in 1978. In the U.S.A.,
Cannon and Brainin found that the median number of days worked by a temporary
clerical employée beforé termination was only 19 days, although the range was from
1 to 192 days.(20) | I+ is possible that these figures underestimate the average
duration of employmént as-a temp. : Both surveys relate only to the length of
ser%ice ﬁith a single agency, and thus their findings obscure the possibiiity that

Ve

a more lengthy involvement in temp work is achieved by movement from agency to
agéncy. At leaét'two American studies of temporary employment have claimed that man
temporaries register with more that one agency.(21) However, neither study furnishe;
precise informatioA concerﬂing the ez{ent of this practice, nor do they stiate whether
multiple registr;fion,actuaily leads t0 a more protracted involvement in temporary
worke :My own findings sﬁggest that fhis practice of occupational polygamy is

atypical, and the weight of evidence leads strongly towards the conclusion that

temping is usually a short-term mode of erployment.
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Yet there are grounds for sunpos1ng that a substanulal mlnorlty Qf temps bev1ﬁ
this type of work with the 1ntentlon of remaining in ite ' The Alfred har&s survey
mentloned above, found that in the winter of 1970, whilst 32% of temps intendéd {0 wor!
fof only a few weeks, 27%lsaid that they would be working for several months and as
many as 41% intended to work as te;ps on a regular basis with breaks.(22) Those
intending to work on a very short~term basis were somewhat mofe preponderant in
the summer months of 1970, buﬁ thosé defining themselves_as-longhterm temps still
represented 38% of the total, " Given the discrepancy between intention and practice,
one must conclude that the circumstances of temporary work are such as to sway a
;con51derable number of women from their or1g1na1 intentions,.

In this account of the social, educational and employment characteristics

' of women in temporary office work, I have iried {o identify some of the factors

E which'ar% relevant for an understanding of their reasons for entering, and current

" attitudes £owards, this type of employmente. In many respedts,.they are not marked-
fly differént from othef women in routine white-collar jobs. They are a group

- of relatively youthful women, originating frompredominantly middle class, and upper

_ working class backgrounds., However, their educational record is.rather better than
that of other women in similar jobse The information supplied in relation to :
recent working history suggests a rather poorer record of job stability. They are
also more likely than women in full-time office work to be responsible for children
below the statutory school-leaving age. Whilst I have endeavoured to show that
they possess certain characteristics which differentiate them from other women in
routine white—collar work, it is also necessar& to emphasise thét therg is no such
thing as thé typical tempe The only attributé which is 2ommon to all is that of
gender. This observation underlines the redundancy of.attempts to speak of teﬁps

as though they shared a common history and a common set of motfvations. It also
means that the task of examining their orientations to work must incorporate an

A
awareness of the dlver51ty wiich characterises their domestlc clrcumstances and

their previous work experience.

2. Reasons for Doing Temporary Hork ' 4

*wlook, Kathy, everyone of us is looking for a way to beat the nine to five
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*routine, the TGIF and Blue Mbﬁday drill,. Right?" I nodded, "OK.
Lots of girls become stewardesses because of thate + And models, and
"lots of other things. Vell, working as a temp secretary gives you

the same freedom. If londay morning bugs you, don't work on Monday ..
mornings. [Iaybe that's what it's 2ll about. No more londaysi®!?

.. (from Girlpower by Kathy Cole and Donna Bain) .

The role of temporary work as a solution to certain difficulties and problenms

encountered by women both inside and beyond the workplace is very much apparent '

when one.analyses the reasons why females become temporary clerical employeess

Table 7 sets out ‘the responses 1o an open-ended question concerning the decision

%o enter temporary employments Unlike some cther studies of temporary office

" workers, I have not assumed that a single motivation informs this decision.

Those who responded often gave several reasons for becoming temps. Consequently,

" Table 7 sﬁows the proportions responding under different categories of motivation:

See Table 7 on page 219.



219.

TABLE 7. Reasons for becominsg. a temporary office worker (responses given by all’
tempos and also accordinz to variations in domestic circumsiznces)e.

Temps without Temps with

Reasons for All Single HMarried dependent dependent
becoming a temp temps temps temps children children .
N = 139 65 74 78 41
% . . %.. S %ﬂ .........% : e %....

. Prefer the varied . : , .
routine of temping 27 . 34 20 i 31 17

Do not require or
cannot accept vermanent
work due to personzl or , -
. domestic commitments 18 2 32 5 ' 49

Doing temporary work
while looking for
permanent job 17 23 11 21 5

Temping provides .
opportunity to work ' : '

when youw want : 17 12 20 21 : 5
" About to move or g0
_ abroad 9 20 0 13 0
- Pay reasons 9 11 8 10 (B
" To meet people T 11 4 1C 0
To gazin experience 7 11 4 8 5
Difficulty obtaining
permanent work because
of need for special
hours 6 0 11 0 20
Difficulty obtaining
ideal permanent job = 5 6 4 6 2
Filling in between '
employment in other _
fields 3. 6 0 o 4 _ o}
On working holidey
from a2broad or elsewhere »
in the U.K. 2 5 o - 3 ) o}
No answer 1 2 1 1 2

Although there is a great diversity of reasons for doing temporary wofk,
they may ge grouped into three broad categories. Firstly, it hes beén chosen
in preference to permanent wo'rk because it is expected to provide greater rewards
in terms of such cfiteria as job satisfaction, pzy, andlthe.opportunity {0 meet
people. Seconaly, it is a strategy adopied by those who do nqt require or who

cannot accept employmeni on a continuous or full-time basise Thirdly,: it hes
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. been cho$eh.as'an interim neasure by,ﬁhose looking for a permanent joﬁ or-who are
passing the time before faking up a permanent job that théy have alrezdy been
offered. Of?the three major categories of motivatidn, it is the second whicn-is
moét frequently citede - The same finding has emerged from other surveys q? temp—
orary office workers.(23) .

The reasons for entering temporary work, therefore, can be broadly distinguished
althéugh'in.the case of the in@ividual temp, there is frequently an overlapping of
motivationse It‘gay be suggesfed.that the various reasons given could also be
organised in terms of whether they denote a positive, negative or indifferent

forientation to temporary work. Thus, a gravitation towards temporary employmernt
because of an expectation of higher pay could be construed as a positive orientation;

, :the_decision to temp because of an inability to procure alternative employment
Ecould bé regarded as a negative orientation; whilst the decision to temp as a way

"of passing time before the occurrence of a known or anticbatéd ehange of circumstance:

- could be fega?ded as an indifferent origntaiion. However, in my. bpinipn, the use
'of such a.classification would be misleading and unhelpful. This is because meny
seemingly:positive reasons are themselves generated by constrainté and impositions
experienced in other contextis. Accordingly, I shéll examine the-various reasons
cited in terms of the less evaluative distinctipns suggested above,

Firstly, then, there are certain aspects of temporary employment which ‘in
themselves represent a major reason for entering this type of work. There are
some respondents for whom a real choice exists between temporary and permanent
employment, buf they have chosen the former because they considér it more desirzble,
In fact, the single most common reason for doing tempinga;ong,my respondents was the
desire for a more varied routine of work. The followiﬁg commeqts exemplify the ‘

way in which temping is perceived as a preferred alternative to'permanent office

work:
: ) . : .
tiorking in a permanent job can often cause a girl to get in a rut, unless
the job is absolutely super:with opportunities to be promoted.?

*I get restless in one place too long because the work gets very monotonous.?

11 get claustrophobia in permanent jobss!
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*It is more varied and interesting. You .meet new people, you donf't
get stuck in a rut and it¥s therefore less inclined to become boring.!.

Thus, for many women, temping is expecied to be a panacea fof all the ills
found in permanent empipyment. No matter how misplaced their expectations may
turn out to be, they sign on with %hg agencies in the uope of finding thefinterest
and variety which eludes them in'secure but predictable permanent jobs. Great
Expectations, in terms cf the nature of work, was also a prominent theme in the
Idiscussions I held with the témps_I worked withe: Timeland time again, they
described théir grevious jobs as boring, Qonotonous, and lacking in variety,

: If the routines of office work had to be their destin&, then it was better to
experience a varied routine through the continual change of jobs, than té becone
: more disillusioned in the same old position.
Although single women and women without dependent children were much more
. likely ts éite this factor, it was also an imporiant secondary motivation amongst
- those witﬁ more pressihg domestic and personal circumstancese This suggests that
. a desire for job satisfaction is not such an unlikely characteristic oé married.
women as modern mythology would lead us to supposes

t ié interesting to note the relative insignificance of a desire for betier
pay as a reason for doing temporary worka As compared with the desire for |
greater variety in work, the pecuniary motive élays little part in propelling women
towards this mode of-employment. tlomen do not, on the whole, perceive temping &s
a means towards the enhancement of wages, although the desire for more money has
been found to be an imporiant reason for changing jobs amoné permanent office
workerse(24) The theme of excellent pay prospects is vé;y common in the agencies!
advertising, but potential temps often recognise that the benefits of good houriy )
rates afe,likely to be offset by the lack of fringe benefits, Holiday pay and so
forth. Consequently, those intending to work as temps on a regular basis are
unlikely to be motivated by:ﬁurely financial considerationse However, in spite of
the financial disadvantages, temping can sometimes offer better levels of remmer-

ation for younger women. One nineteen year old I spoke to claimed that temping

i

paid better than permanent work for girls of her age:
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®I%nm only nineteen, but I'm separated frcm my husband and Ifve got

a child of two. I left school without any qualifications in order

‘'to be a wife and mother but now I'm going out to work because he left

me suddenly without any offer of financial assistance. I've had three
permanent jobs since he went but not only were they boring but uhey

paid peanuts, I became a temp mainly because this sort of job is

paid by the hour, not by age. At 19 a clerical job without typing
involved pays only £10 grosss After aeduc+1ons, rent, nursery ;ee,
electricity bills, this would leave only¥ £1 a week for food and clothes.!

i

These comments ﬁot only illustrate the conditions under which.temping may
be regaerded as a financially a.ttrac‘;;ive alternative, but also highlight the:
implications of ;nferier pay for:'women's'work' for female breadwinners. |

In the same workﬁlace I met znother girl who siressed pay as a reasoq:
for becoming a temp,'ang once again;.this appeared to be related to her aée.
Since the rates offered by agencies are frequently paid according to skil; rather
than to age, there are ebvious attfactions in {temping for those who would other~ |
wise be paid according {o theif junior statuse This advaniage was also stressed
by an ex;temp whom I interviewed more recently:

L was 19 and most cempanies i'd vworked for paid wages to'suit your

age. But whern you were a temp you got the same money as everyone

"else, whether you were 18, 25 or whatever. It didn't make any
differenceo? '

However, this initial advantage is likely to be steadily eroded as the
temp grows older, and of course itfwould be further undermined bj a more favourzble
movement of bermanent earnings ih comparison to temporary earnings generally — as
happened in the late sixties. |

It is also interestiﬁg to find that z desire ito meet people does not figure
prominently as a mofivatien for entering temporary employment. This reason is
somewhat more common amonést single women and ﬁpose having no depeﬁdent children,
but the findings here do not suggesf that temps are unduly concerned to extend
their range of acquaintances. Since meeting people is an inevitable feature of
temporary work, 1t might be supposed that this would constitute the primary reason
for d01ng 1t, espec1a11y 1f one sdbscrlbeg to the idea that young women flock
into those situations which afford the greatest opportunities for meeting the maxi-—
. mum number of males.  However, the evidence here suggests that if some women
. become temps because they regard variety as the spice of life, the variety sought

does not typically take a human, exclusively masculine form.
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Secohdly, temporary work has been choser. by meny women because they require
flex1ble condltlons of emnloyment. 18% of my respondents specifically stated
that this was because of . the pressure of certain domestic or other personal )
commitments. The foilowing comments are typical: _ s

'I have fwo ohi;dren and do not like to leave them to fend for themselves

during holidays,after school hours or through illness. Being a ‘temp

"I can choose my.own hours.t

tThe hours I work are more convenient for the children and my husband.
I do not work durlng school nolldays.

'As a; mother I prefer to be- free to take time off if necessary.!
*Because I have children — they can be ill at any time - one needs
- time off for dental anp01ntments, etcey, and I only want to work

‘during school hours,!?

. YHith two children:this type of work suits my purpose as I finish
at 4.00 pems and do not work school holidayse!

*It enables me to take time off during school holiday periods when I
_have no-one to look after the children.

Whereas the importance of the desire for variety in work highlights the
crucial significance of prev1ous work experience as a factor governing occupational
choice, these comments 111ustrate the influence of domestic commitments on decisions
about jobse In fact, half of'ahl the resporndents with dependenf children gave
this as e reason for beooming a teﬁp. In the case of several temps, the nature of
the commitment mentioned was not.young children, but the special demands of the
husband's or'fiance;s Job,

17% of my resnondents sald that they had become temps because of the opportuniti
it afforded to work when they wanted, A few of the single temps qualified this
point by saying that they were thereby enzbled-.to have lohger holidays and/or holi-
days whenever they felt like it. The majority of thoee mentioning this reason,
however, did not give any very clear indication as to why they sought either short
hours or ohlj inﬁermittent'spells:of employment, ‘Since many of them were merried
women,ialthough not typicaf}y responsible for dependent children, it mey be surmised
that domeetic circugstances were often of central relevance.

Despite the fact that a large proportion of temps appear to have chosen this

" type of work because they consider it io be in barmony with the pressure of circum
. s Co - o



: sﬁances hnﬂond the work lac it is important %o consider whether or not their
. ~y

decision is really ust a matter of personal preference.s To put it another way,

is 1t pos51ble to meke sense of their responses simply in terms of their domestic
circumstances? It could be argued that this "choice'! results not simply.from
personal conv1ct10ns about the reWatlonanlp between murrlase, motherhood and’ work,
but also from the unwllllngness of many employers to provide flexible conditions in
the sphere qf permanegt worke Tgmping was made necessary by the condifioné of work

in modern offices, B@'respondents made repeated reference to the importance of"

.
v

flexible: wom:lnb hours as a reason for their resort to temporary emnloyment. They
wanted to be able to take time off for school holidays, when their children were;ill
or had to visit the deniist,and the& wanied to work school hours. They took it

for granted that their needs 1n these and other respects were incompatible with

the normal requirements of the foice. In seying that they had chosen to work in
a temporapy capacity because of their domestic circumstances, they implicitly ack-

nowled ged the fact of 1nf1ex1b111uy in the orgenisation of contennorary office work.

Thus, it may be saﬁd that many women prefer to do temporary office work because
many employers-prefer not to accommodate them on any other basise On the whole,

however, my respondents tended not to characterise their decision in these terms.

Temping was Seen as something which suited them — as a convenient way of reconciling
the duzl demands of home and workplace. To the extent that they felt in any wey
constrained into this type of work, the constraints were seen to derive from their

domestic circumstances., ‘Such a percepiion of the situation is of course perfectly

consistent with the cultural mexinm that the neture of a woman's work participation

should be contingen: upon the requirements of her family. These observations mizhi

seem to add fuel to the argumeni that women are essentially acquiescent creatures

when it comes to the structure of work opportunities. It should not be forgotien,

however, that many women felt that in becoming temps they had taken positive action
to extricate ‘themseives from an wsatisfying domestic environment:

* As the children were 211 at school I became bored at home and felt I
could relieve this by doing something useful - temp work is convenient
for school holidays and for getting home in time for school to e out.f



Tne mere'fect of going out to work was-for nany women a form of escape, .even
though cimcumstances prevailing both within and beyond the workplace festricted
their range o} occupetlonal choice., The same observation is made by Olesen and
Katswanis in their surmey,of office temps in California:

YTemporary work relieved them of the drudgery, dehumanisation and
allenatlnb features of housework.! (25)

General speaking, when temporary work had been chosen because continuous,
full—time employment was not requlred, this was mainly because of the implications
of certa;n domestic commitments. A small number of respondents, however, did not
. want permanent jobs because they were about to move or go abroad (9%) or because
| they were on a working holiday from overseas or elsewhere in the UsK.(2%). All
, of the women mentioning these reasons were single:

tI arrived in the U.K. from Australia and found I could not travel the
continent if I had z permanent joo, so I applied with my agency for
temp worke?

'I'm'here from Australia on a working holiday and only intend working
until April when I will vegin touring the continent.?

T

*T only spend on average three months in the country when I return,
‘and so I cannot really take on a permaneni position.!

It is worth noting that the Fo.P.Se. survey found that there had been a
progressive decline in the proporiion of {emporaries who were on working holidays
| since the beginning of the 1970s. The report suggested that this might heve
resulted fnom the deterrent effect of 'stories of inflation' appearing in the press
of Canada, Hew Zealand and Australia. If this is true, then this trend does seem
to exemplify the way in which the resort to temporary work is very much
a functlon of the prevailing economic cllmate. 4

Finally, temporary work can be regarded as a purely »ran51t10na1 mode of
employment for women who are seeking, or who are shortly to tafe up a permanent
position,. 17% . of my respondents said that they were doing temporary work whilst

looking for a permanznt post:

. 114%s the eaelest way of looking for permanent employment while s+till
‘being employed.?

'Temporary work for me was just a fill-in between jobs.'



'I;m dbiﬂg it until I can find'suitable pernanent emﬂloymento'
thle some women made it clear that they were merelv f:.lllnb in tlme, others’
stated that they hoped that temporary work would nrov1de direct access 40 a
desirable permanent p031t10n. One former temp whom I 1nterv1ewed explained this
function of temporary employment as follows:
- ¥If you're looking for permanent employment you can go into these
- _temp jobs and 'see if you like the work, and if you do then you can
enquire -if they need anyone permanent. ilhich is.good because you've
got an insight. There®s some jobs I went to that I thought, well, it
wouldn®t be bad working permanently here, but then you hear 2bout ihe
wages = they were no goode?
A small number of temps expressly stated that they had experienced difficulty
| in finding the kind of office job they wanted and had therefore taken up'temping
.'(5%). 3p were filling in between permanent posts in other flelds, such as acting
orlnursing.
Yet.another group claimed that they had been unable to:find permanent jobs
: because of their need for special hours. This group consisted entirely of wcmen
- who were.married and who had responsibility for dependent children. for these
women, temping was not something to be preferred, but a mode of employment imposed
upon them'by inflexible attitudes in the workplace., Uhlike those who tended
to characterise their reasons for temping asldetermined purély by domestic coﬁstrain%
these women were acutely aware that the assump%ions of employers and personnel
officers imposed sevére limitations to their freedom of manoeuvre, They had been
obliged to accept, if somewhat reluctantly, the fact that temping might be the only
alternative to unemployment. I may be suggz zested that while some women with domes~
tic commitments maintain that they have voluntarily chosén tempbrary work gnd others
with similar domestic circumstances claim that they have been'forced into it, their
diffe;eﬁt_reasons represent varying subjective. interpretations jof the same.objective
situation. Some women feel that the demands of the home dictate whaf is possible,
while others consider that éfpectations in the world of work set limits to'their
‘freedome. At the Qery root of all their motivations, however, is the ineécapable
fact that employéré are:insufficiently willing to introduce flexibility into their
terms of employment, Exactly why womén should disagree as to where the onus of

! - - . . » ~ < - . -
adjustment should fall is an issue which I am unatle to resclve at the presgnt tine
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it it is. evidently an area worthy of further investigatione.

1% of my.respondents were temping in order io gain experience ‘before looking

~

for a2 permenent job. ‘One married respondent stated:

tI'p doing temporary work to get a return to office work and
‘up-date experience as at interviews prospeciive employers think
one is deficient in some way because I've been away from the
relevant type of work for some times!

This type of comment illustrates the way in vhich temping can increase

job experience so as to elevate chances of employmente It also shows how ‘the

onus of renewing competence in office skills among women on the point of re—entiry

fto the labour market often lies with women themselves rather than with their

employers.

f The reasons that women gave for becoming temps clearly varied according to

. their domestic circumstances. Age was another source of variation in the reasons

' mentioned, and Tzble 8 shows the replies arranged according to age~groupe

See Table 8 on page 228,
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.. DABLE 8. ' Reasons for becoming a temp (b different age—zroups)

_ .% giving a response in each age—gsroun
Reasons for - R
becoming a ' o

tempe 1519  20-29 30-39 40-49 50-59
N= . 16 11 26 16 h 3.

Prefer the varied o
routine of temping = 38 30, -. 19 13- -

Do not require or

cannot accept permanent

work due to personal

or domestic commit- " ,
ments - 2 31 50 -

Doing temporary work
while looking for
permanent work 13 25 8 -

Temping p;ovides
opportunity to work

when you want 25 Y 4 31 100
About to move or

g0 abroad 25 - 10 4 - _ -
Pay reasons _ 19; 10 ¢ 4 6 -
To meet people 13; 9- : - - . 33
To gain experience 19 _ 8 - 4 - -

Difficulty obtaining

permanent work

because of need for

special hours — 3 23

Difficulty obtaining ;
idezl permanent job - T 4 6 R

Filling in between
employment in other .

fields .19 1. - - -
On working holiday '

from abroad or else-— »

where in the U.K. 6 1 4. - -
No answer - - "6 -

It is evident from the above table that the desife for certain specific
rewards froﬁ'temﬁorafy work is more cormmon among younger womene Both financial
considerations and the desipe to méet people are reasons mentioned more frequently
by those under 30. If is #lso clear that the most important reason for temping
among women of this ;gg is the desire for a more varied work routines This finding

» lends support to the groposifion that work dissatisfaction is a major source of
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fla%our tu;ndﬁer améng the:yéunger agé-groups. Employers who believe that tﬁrnover;
cén be reduce§ simpiy by éffering higher levels of pay are apparently incorrecte.

Among women of alltages, temporary work was often chosen because it enabiea
them to work when it sui%ed theme . In the case of older women, however, this
flexibility waé usually sought because of the pressure of domestic commitments,
whereas younger womeﬂ,;;specially thpse aged 15-19, were blanning to take lohg
holidays abroad and/ér.more days off work than would be possible in a permaﬁent
‘job. .

The feéort to temporary worE asJa purely interim measure between vpermanent
jobs was a;so more COmMmMon among ;ﬁﬁnger women, Women aged 20-29 were rather
more likgly to be just filling in tﬂé time between office jobs or hoping for direct
accesé to~; permanent jof, whilsf tbose aged 15-19 were more likely to be attempiing
to gain experience or fi}ling in-tiﬁe between employment in a different field alto-
gether. |

:Thus far, it can be:seen that the age and domestic circumstances of my
resbondents were related' to the rea;ons given for doing temporary work, However,
since location wes &et another source of variation it cannot be supposed that
diffefences in the reasons mentionea are adequately accounted for simply in terms of
the female 1ife;cycle. :Wﬁmen in the North-East were more likely than those else—
where to be temping because domes%ié commitments prevented them from accepting permane)
work or deterred them from:seeking it. Coﬁvérsely, they were much less likely to
b; temping because of a de;ire for a more varied foutine of work. bnly 14% mentioned
this factor, whe?eas 24% of those in London; an@ as many as 43% of those in Birminghanm
cited this aspecte. The relatively greater impoftance of temping as a solution to
the home/work dilemma among-women in the Worth-East does, of course, reflect the fact
that.women iﬁ.thié area weré dissimilar from women elsevhere in terms of age, mariial
status énd dégree of_responsibilité for children. They were heavily concentraied
| in the 2@—40 age-renge, moréElikely to be married than women in other ereas, and
. also moré likely to bé respoﬁsible for a child of school age or below. However, this
observation begs the qg;stionzof why women who were older, married, aﬁd responsible

for children were disproportionately represented in this regione It may be suggested
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. that the nature of local emplovmentiopportunities provides the answer, Job
scarcity in the North-=2 ast reniers the opportunity to work all year round as a
.temp in preference to permanent employment extremsly limiteds The proportion

of young, single Lemns 1n this region is correspondingly diminished. Job scarcity
also means that there is little or no pressure on employers 1o provide flexible
working conditions for vomen with young children, Keen competition for the
available pool of JObS may render 1t very difficult for women with domestlc
commitments to find work. The option of temvorary work thus assumes a particular
1mvoruance for such women in +he Nbruh—oe te In sum, local employment conditions
mezn that temping is mnch more & matter of simple expediency than elsewhere. The
_proposition that the state of the local labour market has a strong bearing on
occupational choice is further supnorted by my finding that women in this region
were more likely than elsewhere_to?be doing temporary work as a purely interinm
measure.'. 24% were tenping whilst looking for a permenent office job, as compared
with 16% of those in Birningham; and 9% of those in London. They were also more
lihely to have experienked diffic&lty in obtaining the type of office job they

most desired. Thus, an:awareness'of regional variations in employment opportunities
would seem to be of central relevance for an understanding of the reasons why women

enter different types of JODS, and indeed, for an understanding of why they work

or do not work at alle As a 1974 government survey has stated:

*Part of the variation (in activity rates) between regions is the result
of differences in the siructure of the regional populations by age,
‘marital sitatus .and employment status, but a detailed study by J«K. Bowers
concluded that variations in femzle activity rates by region were more
closely connected with differences in industrial structure and employment

opportunitiese®  (26) . 4
Educational backzground was yet another source of variatlon in the reasons for

doing temporary work. Although the reasons mentioned were not associated with

. school 1eav1ng age, they did. vary accordins to levels of educational achievemsnt.

For example, of those who had not passed any 'O' levels or equivalent examinations,
only 18% mentioned the desire for 2 more varied work routine, Conversely, this
reason was cited by 36% of those who had passed one or more '0' levels, Amongsi

this latter group, this.was by fer the most important motivatione. Amongst those



'}acking fhis level.of educational'éttainment, the main reason for temping was the:
_&esire for flexible con&itions of employment, either due to domestic circumstances
or because 6f some othér unspecified reasne This finding should not be taken

to mean that eduéatiShél_achievement is the ultimate determinant of womep's,
attitudes towards wor#. The deéire for greater work satisfaction was b&'no

means exclusive tb:those with 10® levels, It does suggest, however, that

it may be appropriaté to take ééﬁd@tional experience into account when exémining
women®s work mo?ivaéions. '

This account qf the reasons why women enter temporary clerical empldyment
underlines the impdrtance of a; eclectic approach to the analysis of occ;patio;al
choices In particular, it testifies to the inadequacy of any attempt to accoﬁnt
for variations in job:choiée pureiy in terms of the life-cycle, Whilst age
apd demestic circumsténces aré evidently related to the reasons for temping,
it is cléar that previous worﬁ experiencé plays an important role. A disenchant-
rent wi£h permanent sffice worx #as led meny women into temporary work, in the
hépe that greater intérest may bé found in a succes;ion of different jobse It
is also clear that 1oéai employmgnt conditions have some bearing on occupatiocnal
choice. Where these.are unfaﬁourable, women are forced into a position of
compromise such that preferenceslabout the nature of work may have to be sus—
pended or suppressed.: The decision to do temporary work is also a function of
intransigenc& on the part of employerss No matter how women choose to represent
the circumstances leading to their entry into this type of work, it is essential
to recdgnise thaf the wiﬁespread ﬁnwillingneés of firms to provide flexible

’ .
conditions of employment renders temping Hobson's Choice fop many married womene

3s The Experience of Temvorary Work

ae A general .survey

Central to this thesis has been the proposition that attitudes towards work
are inextricabl& ‘bound up:with the experience of worke They are not fixed,
like some éuantum of energy, but capable of modification by the circumstances of
2 single job, or b& the accumulated experience of a succession of jobse The

priorities which a woman posseses when looking for a job may be reinferced when
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she actﬁaily ohtains a positioé,.but.they may also be amended, suppfessed'or
forgbttén. Here it ndt for the fact that this botentia; for mutabilitylin
women's worflattitudés has been ﬁeglected by investigators, it woﬁld not be .
necessary to state th;se'truisms. Since this is the case, howevér, it is
important to give this point special emphasis. My next concern, therefore,

is to give an account of the views which women express about their experiences
as femporary_workers. So far, I have only considered the faciors which propel
thém into this type of work, and to this'extent I have only examined the
question of 6ccupationa1 choicee The next task is to explore the sources

of satisfaction and dissatisfaction in teﬁporary work itself.

i) General findings

From Table 9, it can be seen that the majority of temgg are prepared to

nominate at least one aspect of temping which appealed to them.

TABLE 9, lhat do you like most about being a temp? (responsés for all items
- and for temps with varying domestic circumstances)

Aspect 6f

temporary work All Single Married Temps without Temps.with
mentioned _ temps temps temps dependent dependent
) N o . children ' children

N= 139 65 T4 8 41
o ® %k kB %

Variety of work 42 51 34 48 : 27

Flexible hours/oppor— :

tunity to work when. :

desired 28 22 34 21 _ 44

Sense of freedom/being : _

own boss/no ties 24 32 15 . 28 15

Meeting people 13 14 12 ’ 16 = 5

Pay : 6 2 9 5 7

You are appreciated more 2 2 3 2 2

Opportunity to earn money

while looking for a perm—

anent job , 1 2 1. 2 ! -

It gives you confidence 1 2 1 1l 2

Jobs are found for you 1, - 3 .2 -

Nothing . 4 3 3 3 5

. No answer 5 8 3 .6 2

It is evident that among temps as a whole, the most appealing aspect of



this type of employment is fel% to'be the opportunity which it affords for

: vafied Qork. Variety is encountered in two principal ways, and a high premium
;s plaéed oﬁ bothe . Firstly, it derives from the continuous change of workplace s
The temp inevitably finds herself working in a great diversity of organisétions.
The firms to which she is sent are differentiated in terms of size, ownership,
and function and this means there is infinite variety in the context, if not

the substance of her work:

'I do get much more variety of jobs, from architects® offices to
record companies,?

*I like the opportunity to work in different types of officee!?
t.oethe opﬁortunity of seeing the different kinds of work firms doa?

B Secondly, and to a lesser extent, variety derives fram the fact that the
temp ma& be required to perform a succession of different kinds of work taskse.
The degree t0 which this is the case is to some extent a function of agency
policy and the flexibility of the temp herself, but 1p the normal course of
events, the nature of the work at hand is subject t0-some variation. The
differences between one job and another are often very subtle but real enough
to aliay the feeling of boredom which may arise when one performs the same
routine in the same workplace for an extended period:

*T like the fact that I keep changing jobs and so don't get bored with
the usual routine.*

$It's the &aried worke You don't get a chance of beinz bored with
one subjeci.t -

*You meet different people and do different types of work and you
don't get a chance to become bored.?

’,

*I like the challénge of learning a new gab each time,?

My own experience testifies to the fact tkhat variety is a characteristic
feature of temporary office worke In my first summer alone I was despatched
t0 work as a clerk with a company which provided an advisory service toflocal
industry, as an invoice typist with a firm which supplied scientific equipment

to educational ofganisations, and as a checker of competition entries with a

local newspaper. In subsequent years, my experience was no less varieds I
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discovereé-thét whilst one is often required to pefform the moet moﬁotonous
of jobs; the continual'change of environment and worktask mitigated the sense
of boredom, : V'rlety, both of job content and ¢f workplace is inherent in
témping, and if clrcumstances are favourable,; it is possible to acceleraie the
rate of change simply by requesting a transfer. Herein lies one of its main
sources of satisfaction, and one of its principal advantages over permanent
work; "The old adage, plus ca change, plus c'est la meme chose has little
apélication to the sphere of femp&rary employment.

The second most attractive feature of temporary_work cited by my respondents
was the flexibility of working conditionse That is, a particularly appéaling
aspect of temping was felt to be the opportunity which it afforded to determine
for oneself the number of hours, weeks or months workede The importance
attached to this characteristic of temporary employment clearly varied according
to domestic circumstances, but it is interesting to note that it was given
high priority by those who were single and those who had no dependent children.
The appeal of flexible working conditions to those whose domestic situation
does not:render them absolutely necessary is not surprising-wheﬁ one takes stock

of the implications of regular nine-~to~five employment. A sudden impulse to

- take a day off cannot be freely indulged, the claims of family, friends and

lovers must be subordinated to the obligation to adhere to office hours, and
annual holidays begin to assume the status of a trip to Mecca. For the single
girl with a gypsy in her soul, temp work can be a godsend, as one ex—temp explained

t0 me:
A

tT liked the casualness of temp worke I used to love travelling
and if I'd got the travelling bug, the next day I*d phone the
-agency and say, "I'm off nowe. 1111 see you again soon." And I'g
just goe And I've often done that - just make up nw'nund in one
day, put a back-pack on, and goo!

This girl also pointed out that frequent job change, for whatever reason,
: " ,

does not entail the same negative consequences for the temp as are likely to be
encountered by the mobile permanent worker:

*I know peop;e who've been at companies for seven'years!és a temp. They
- prefer to be temps because they can take time off when they like, ,You
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i~ 9see, 'there’s different rules for temps., VWhen you're permanent
you can get fired and that’s not a good reference when you go for
another job. You know, "What happened at your last employment?"
"Ohe I got fired." t if youre a temp, "Oh, I've been temping
all the time." . It doesn®t go against your cnaracter you seeo Whether
youfre a good temp or a bad temp doesn't come into it at all. It's
not like if you've got a permanent job and youtre lousy at your job
and you get fired for lateness or anything like thate That goes
against your character you sees When you go for an interview they
always say, "Where were you last employed", and if you say, "I was employed
at such and such I vas only there a few months," you're a no-no.
But if you say, "I was a temp for a few months to fill in, to feel
out the ground " .ee that's the good thing about ite?

The third most attractive feature of temporary office work is felt to be
the pecmliar sense of freedom amd control which it generates. Movement from
job to job means that the temp“canlremain aloof from the pressure to conform
to prevaiiing norms comcerning'output and behaviour. Failure to conform to
exietiné*standards in any work_situation carries no swingeing penalties for
the temp, since her immediate boss is not vested with the normal prerogative of
hiring and firings The more subtle pressures towards conformity which often
" prevail in the offioe,'such as goesip, or ostracism by co-workers, lose their
potency when applied to someone who is only a temporary member of the groupe.
Temping thus affords a:mmch greater degree of freedom from the traditional sanc-

tions of the office environment and appears to generate the feeling that one has

more control over the work situation:

Y.eeNot having to please people above me and remember ihat I'm
~to obey orders as I would in a permanent position.!

tFreedome Being able to 'hold your own! against unscrupulous
bosses.' )

tThe 1ndependent feeling that you can ask for a transfer if you
_aren?t happye!

tPeculiar sense of freedom. lNot being tied down by reéulations.'

.The extent to which temporary employment affords a heightened sense of
control is an important theme in Olesen and Katsuranis! analysis of American
temporary employees. Inztheir riew, temps experience a heightened sense of
autonomy and controllnot samply because of their marginality at the place_of

work but because they are able to influence the assignments offered to them:
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*The fact that they could and did say no to certain assignments gave
them a feeling of greater control than many other workers have,
Permanent employees who refuse work assignments risk dismissal,
censure, or at least their supervisort?s displeasure. Temporaries
could say no with less risk.' (27) :

Olesen and Katsufanis point 9ﬁt, howéver, that the degree of autonomy and
control is heavily circumscribed, Firstly, a persistent refusal to accept
undesirable assignments on the part of the temp may result in agency displeasure
and'a consequent hiatus in the supply of jobse Secondly, "the temp often
lacks the knowledge necesséry.for.an informed abpraisal of an assignment .
prior to its commenceﬁent. Thirdly, where a job proves to be less than satis~
fying, the temp is obliged to enter into negotiations with fhe agency fof a
-transfer, and there is no guarantee that the request will be accommodated.
Fburthiy; temps may sometime; feel constrained to accept undesirable Jobs
in order that they can refuse jobs or demand ones more suited ﬁo them at
other times, It may also be observed that the opportunities 1o bargzin for
favourable assignments are subject to the prevailing demand for fempopary
1abour.' Thus, the temp is not so much in control of her work situation as in
a relaxiﬁely well-placed position to negotiate for the conditions of work which
she most desires. Notwithstanding these qualifications, Oleseﬁ and Katsuranis
are moved to comment:

*In our analysis these women emerged not as creatures adrift in a
_rapacious business world, but as individuals exercising critical
judgments for themselves and for the indusiry they made possible.? (29)
On the basis of my own research I am inclined to support these conclusionse
As Table 10 shdws, my respondents were by no means mistresses of their own

P

destinies, but they evidently felt able to influence the course of their

working lives:

See Table 10 on page 237.



‘PABLE 10. When it comes to being sent out on 2 new assignment, which of
the following best describes your position in the matier?

Iemps (v - 139) .

%

I have no choice at all and have to go where _ »
I*m sent T

I go where I'm sent, buit if I really didnt®t

~ like the job the agency would probably flnd me

- something better , .48

The agency knows me well and tries to find jobs

that suit me and that I would like ° 44

Nﬂ answer ) : 2

In comparison to the importance attached to the three factors so far
considered, namely, variety, flexibility and freedom and control, the weight
given tg‘other characteristics of temporary work pales into insignificance,

The opportunity to meet people holds some residual appeal,lbut.apart from this
such factors as pay, and the feeling of being appreciated carry minimél import—
ancee .This may be taken to mean, on the one hand, that the range of  gratifications
provided by temporary employment is fairly narrcw, but on the other hénd, that
there is considerable agreement as to what these gratifications actually are.

The importance placed on these three characteristics is undoubtedly related to
domestic circumstances but it would be unwise to neglect the fact that variety
constitutes an important secondary attraction for women with dependent |
children and ranks equally with flexible conditions among married Womene One
may suggest, therefore, that the differences in attitudes between women witih
dissimilar doméstic circumstances are less significant than the similarities

in attitudes among theme The notion that marfiage and children precludeiany :
desire for a satisfying work situation is thuS greatly underm?ned_by the findings
presentéd here. | | .

Another point toemerge.from these findings is that the aspects of a job
which generate'éatisfaction are not necessarily the same as those.which govern
océupational choice. ~VWhen one compares the data concérning the reasons for

doing temporary work with those in Table 9, it is clear that variety looms

larger as a source of gratification than as a reason for becoming a temp. This
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'Mnderlines the mﬁlti-dimehsional nature of work attitudes and also their suscep—

:tlblllty to change or modlxlcatlon.

Turnlng next to the unattractlve aspects of temporary employment, it is’
evident from the data presented 1n Table 11 that there is less agreement than

one finds in relatlon;to its attractions:

TABLE 11, What do you like least as a temp? (responses for 211 temps and
for te@ps with varying domestic circumstances)

Aspect of ’ AR ' Temps without Temps with
temoorary work ", : All ‘Single ., Married dependent dependent
mentioned_ Co temps . temps temps children children

N = 139 . - 65 74 78 A

| %% ) % % . 779

Insecurity : 27 22 31 27 27
Negative aspects , .
of change : , 19 15 22 14 29
Boring jobs/lack of !
responsibility 18 29 ' 8 20 12
Temps don't fit in 18 18 18 17 20
Lack of fringe benefits 18 ° 25 .12 20 ' 12
Low pay : 10 r 11 9 12 5
Travel problems ' 4 3 5 3 T
Nothing disliked 3 - 5 3 2
Method of pay ‘ 2 5 - 3 -
Treatment by the agency : 1 2 1 1
No answer 6 5 T 5 1

The single most common source of dissatisfaction is job insecurity. The
uncertainty of regular employﬁent constitutes the chief occupational hazard of
this type of werk,'and i; is likeiy to be particularly acute during the winter
monthse I asked my reseondents whether they had ever been out of work for
longer than a week because the agency was unable ito find worﬁ for theme Exactly
one-third sa;d that this had happened to them. Siﬁce the majority of my respon-
dents had not had a lengthy experlenee of temporary work, this finding probably
underestlmates the degree of vulnprabllzty {0 periodic unemployment.

Of course, 1nsecur1ty is not only an objective condition but a state of

" minde .One does not need to hawve experienced it in the former sense before it

is felt to be a threaf. Indeed, my own e;periencelleads me to suppose that



ét is tbe fear of insecgrity rathéf than the direct experience of involuntary
.unemploymen@ whicﬁ coloﬁrs the attitudes of temporary workerse. More often

than not, one cahnof.be_sure that there will be a continuous supply of jobs\.
from week to week. ﬁbrmally details of one's next assignment are not available
until only a couple:of days before it is due to begine In many cases, such
details are sent by bbst. A postal delay can greatly exacerbatz anxieties

and what is worse,'if can mean that a whole morning's pay hay be lost due;to
the necessity to wait_until the{requisite information can be obtained, It is '
this kind of experience and thé eyér—present fear of unemployment, especially
for the iess well-qualified, ﬁiiéh'renders temping less than attractive.for

many women:

...The 1nsecur1ty. There is no guarantee that there will be work
from one week to the next.t

-'Thé‘possibility of there.béing no work,"

i The insecurity of the lack of work in winter.!

YHaving to wait before knowigg if and where I am working next weeke.!
-inu could be outfof work when you nsed the money most.?

The feeling of 1nsecur1ty 1s not only promoted by the uncertain state

of the market, but also by the p0551b1e implications of ill-health. As one

ex—temp explained:

fYoutve got to be an optimist that you're going to get work the
following weekoe Youfve got to be very optimistic and very
"healthy bescause if _you suffer — if you're going to be ill every
month — doa't be a temp. Because you're going 1o lose all that
money and eventually you'll step out of the job and somecne else
is going to be in there the next daye? ,

It is ironic to find that whereas the Variety encountered in temporary work

constitutes one of its major attractions, a substantial minority of temps

cite change as a séhrce of dissatisfaction. The following comments illustrate

this point of view:

'Tt has an unsettling effect in that it is almost impossible to
organise yourself or your life properly as you never really know
“where you will be from one week's end to the next and how long it
is going to take you to get to and from work, etc. It encourages
1rrespons10111ty and 2 'don't care® attitude,?
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i "Monday morning - arriving at ‘a new place and fesling slightly
_nervous, wondering if you can menage the work satisfactorily.?

iNot kriowing from one week to the next where one will be working,
_and, more 1mnoruant, not being able to get involved in onels worke!

The continuous change of working environment, and possibly wqu task
as well, dpgé place uﬁusual strains on even the most adaptable of employeese
The temp is constantl& obliged to familiarise herself with the prevailing f
office procedure, énd to éstablish:some sort of relationship with co-workérs
and employers, in shbrﬁ, to displaylan unusually high degree of personal
flexibilify. What at first seéms'to be an enjoyable way of working may;brove;
in the long term to be highly aiéaéreeable. I azsked my respondents to state .
how many different assignmentslthe& had been sent to by their present agencye.

Table 12 shows the resulting distribution:

TABLE 12, Number of assignments with the present agency
Number of assignments 0 All temps (N = 139)
A e . _" . .70 -
1-4 : 48
5-9 ! ST 17
10 - 12 . - T 14
15 - 19 o oo 2
20 - 24 o o 2
25+ ' 14
No answer : 3

When one relates these figures to available estimates of median length of
tenure in temﬁorar& employment, it is epparent that the rate of change is
considerable. Gannon and Bralnln found that the median number of days worked
was 19, whllst Moore found that the median length of tenure before termination
was three months.(19) Even if one accepts the more gerierous estimate, it is
clear that frequent change of location is a fact of ;ife for.the average temps.
Eyidéntlyl this is a source of dissatisfaction for many of them. It is usefui
1o cite inﬂfhis cdpfext the conclusions reached by Gannon and Brainin concerning
the oﬁicomé of frequent job change:

tIf the changes in assignment are so quick that the individual is

‘unable to cope with the environment, it is probable that he will
quitessAlthough further research in this area is needed, the present



'analy51s ‘suggests that Job rotation is associated with positive
outcomes only when the method of implementaticn does not create
‘an uncertain environment in which the individual cannot function

.effeptively.'- (30)

Another source of dissatisfaction was the nature of work temps are
required to do. 187 ‘of my resPondents said that the aspect of templng whlch
they liked least was”the fact that jobs were often boring and/or lacked
responsibilitys . '

'Being asked to do inferior jbbs.with no responsiiility.'

*Bosses keep the interesting jobs for permanent staff and don't
like to show you anything new.?

*The jobs like typing lorig lists or just envelopes — a *nothing? job,
_that, although important, doesn't take much ability.®

*Some establishments take on:the'involved duties themselves, thinking

that really a2 half week stay by the temp is not worth explaining the
tins and outs® to, and therefore you are left with {the telephone

calls and simple correspondence.t

'Ngt given sufficient responsibility sometimes,.?

Indeed, as Table 13 shows, q&er half of my respondents considered that
tﬂeir skills were not:being fully utilised.

TABLE 13, tIn general how would you say that the jobs you gzet as a temp
match your skills?? (flxea-cn01ce questloﬁ)

Resvons I o Temps N=1
Resvonse . 2 ( 39)
The jobs I get are too sveclallsed

for my skllls ; -

. The JObS I get are right for my
gkills

The jobs I get do not requiré me
to-use my skills fully

o R E_

No answer ’

My respondents did not feel, on the whole, that they were being under-

utilised in the. sense oflhaving insufficient work to occupy one's time, as

Table 14 showse' . _
. See .Table 14 on page 242.
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TABLE 14. *How do you feel about the amouni of work you have to do on

'  temporary jobs%t {fixed-choice question)

Response oo e Temps (N = 139) -

%.
I am often given little or mnothing to do, _
and am told to work slowly or look busy 11

Working at a reasonable rate, I usually
find I am kept occupied most of the time 78

Bosses seem to have little idea of'»he amount
of work that one person can do, and I am
often very overworked : 9

No answer - o L 2
The experience:of having tee.little work to occupy the time availabfe thus
emerges as unusual. However, being busy is by no means an insuranceagainst |
monotonyﬂ Many of my!resPondents found that even a2 rapid succession of-jobs
was insufficient to prevent a strong sense of boredom from surfacing.
Thfs'finding may seem surbrising since many of my respondents had
chosen temping in order %o escape from boredom in the permanent job and since
s0 many felt that variety had pro?ed to be one of the most appealing aspects
of temporary worke Yet these comments draw attention to what is pessibly
the chief irony of temporary employment, namely, that it is more, rather than
less 11kely to cons1st of JObS which are highly routine and repetitive, and
which require little specialist knowledge. This conclusion was reached ty
Doran in his éurve& of private employment agenciess

tTemps usually do routine jobs which do not require much individual
_initiative and jobs which are not peculiar to any one employer.! (31)

The essenee of the temp's market value is that her‘Ekills are immediately
transferables  She is rarely required to sta;'at any one firm for a lengthy
period and she is frequently sent to jobs that cannot be filled by any other
means, Taken together, these circumstances militate against the possibility
that individual assignments will be skllled, varied or responsible.

A:substantial minority of my respondents mentiored the feeling of 'not

fitting in' or of'not belonging' as a cause for dissatisfaction:

tSometimes feeliﬁg left out because I am in strange surroundings.®



'ﬁot belbnring, and knowing that'you are regaided as temporary onlye?

'Never belonglng anywhere.

$Some peopLe w1ll not accept stranvers, espe01a11y tempse?

The feeling of deta¢nment mentioned by many of my respondents is inherent
in a mode of employment which is characterised by continuous change of location,
and indeed, some agencies have turned it into a selling point:

T4 is frequently more economical for a company to use - temporary
‘help services than to call back former employees sooHis or-her skills
are at maximum levels He or she is familiar with the new equipment
currently in use in an office, and does not become a part of the
social organisation of the office.? (32)

Whether or not the claims of agencies that social detachment promotes
higher productiviiy on the part of the temp are justified, it is evident that
some témps, at least, are not happy with this situation. Olesen and Katsuranis
found a sense of isolation to be a common experience among their temporary
respondents:

*Many interviewees reported that they found their work sites isolating

~and lonely. They were not welcomed into groups of permanent employees,

"and the attitudes of those employees were sometimes corrosive of the
temporary's self-esteemo? (33) .

Similar findings emerged from a survey conducted by a Danish temporary
hire firm. It found that temps had a low opinion of themselves and suffered
from a sense of not belonging.(34) Olesen and Katsuranis point out that
these negative feelingS'may be balanced by a sense of pride in onets capabilities =
a definition of self as an occupational troubleshooter ~ but they argue that
the temp is neyertheless highly vulnerable to feelings of inferiority, not
least because permanent staff distance themselves from,-and devalue temps as’
a way of enhancing their own éense of worth. t

Although this may well be true in certain instances, my Pﬁn results do not
suggest.that temps ;re invariably met by a hostile reaction from an tin-group!

of permanent staff. As Teble 15 shows, it is often the permanent staff who

make friendly overtures:
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'PABLE 15, In getting to know the permanent people you work with, do you

findeeee?  (fixed—choice guestion) o _
- Temps (N = 139)

The permanents are frlendly and make the approach

to you 63 ’
You have to make most'of the effort in getting B
to know them ' . 32

Neither you nor they are particularly interested

in getting to know each other _ 5

No answer s o . 1

Again, thelmajofity of my ?espondeqts reported an accommodative posttre
on the.part of permenent staffiwith regard to the execution of the work f
itself: | ‘ |

TABLE 16, Which of the following best describes vour experiences wnen you
~ first begin a new temporary assignment? (fixed-choice question)

Temps (N = 139)

You are expected to get on with the job and work

things out for yourself T
You are expected to be able to do the job, but if

you need advice, people will help you out 54
Employers and co-workers are very helpful in

showing you how the work is done . 38
No answer _ ' . 1

Undoubtedly, there are a great many temps who are made to feel iike outcasts,
but even iﬁ their case, the passage of time may soften the negative attitudes
of permanent staff:towards them;. The response of permanent staff to the temporary
is not standardised, butlis likely to be coloured by such factors as, previous
experience of temporary torkers, the numbers of temps employed, the reasons why
temps are hired by the eﬁployer, and the level of pay that the temp receives.
Equally dissatisfying was the.lack of fringe benefits, - In relation to
this aspect, my own flndlngs are at odds with those of a survey of temps conducted

in 1970 by the Alfred Marks 0rgan1sat1on.(35) According to this survey, this

_was by far the greatest cause for dlssatlsfactlon amongst temps. No less than

66% of;the Marks? respondents cited this as the greatest single disadvantage
attaching to temporary worke Insecurity was mentioned by only 18% . I feel

that it is worth mentibning:this point, since the Marks survey is the only one
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T have been abie to locate Wﬁi&h actually asked 6ffice temps what they disliked _
. about their work, and it is the area on which our findinés differ most. It is
very difficult indeedzﬁo account for this discrepancy, and, given the general
-lack of information in tﬁis field, one is reluctant tc claim that one's ;wn findings
represent a closer approximation to reality. However, there is one body of

data which would seem to lend greater support to the findipgs of the present
researchs f;rker and Sirker askéd a samﬁle of.personé to state what they
considered to bé the disadvantagés attacﬁing to temporary employmente. . The

sample consisted of people who had had & temporary jbb, or had seriously considered
taking one, or who considered that they might take one in the future, and the

i 'question‘related to all forms of temporary worke They found that the ﬁost
fréquenfly cited disadvantage was the lack of securitye. The second disadvantage,
which é;mé 'a long way behind®, was not enough money. However, the lack of
fringe benefits was felt to be a disadvantage by only a small minority.(36)

These findings are, of course, not strictly comparable with data,relafing

to agency temps in office work, but they certainly conflict sharply with the
findingslproduced by the Marks survey. Whilst my own data suggests that the

~ lack of fringe benefits is undoubtedly a prominent source éf grievance among'.
office temps, I consider that the Marks findings present a somewhat exaggerated
‘impression of the eitent to which financial considerations inform women's
assessments of this method of employment,

Having said this, it is only fair o point out that 10% of my respondenfs
cited low pay as a cause for complainte. If one considers this finding iq
conjurction with the previous one, then it islapparenf that éxtrinsic characteristic:
of the.jpb are perceived as important. One can even argue that the fearlof
insecurity is at base the fear of loss of earnings. However, it is.important to
recognise that certain intrinsic charazcteristics of {emporary work are as'much a
cause for dissatisfaction as those which may be considgred extrinsice

As with the sources of satisfaction, an examination of the causes for dis-

i
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satisfaction reveals cegtain variaiions according to domestic circumstancese
Single women:wefe much more likely to cite boredom and lack of responsibility
as a cause for cohplain{ than married women and women with dependent childre;;
This is consistent witﬁ'fhe earlier finding that single women are more lfkél& .
to have entered tempiyé’precisely in order to escape these problems., To fﬁe
extent that this exféététion is not met we would expect this.consideration:to
loom larée in the catalogue of complaints cited by single ﬁomen. Marrie&
women and those with dependent chlldren appear to be more concerned about the
problems of 1nsecar1ty and the negatlve consequences of continuous changee
This finding is consistent w1th the fact that these women are more likely to
have entered temporary'employment:simply because they want to worke. Tehping '
has not ;een chosen mainly because of its special characteristic of continuous:
3jdb rotation, but because it is a solution to the problem of reconciling home
and work demands. The setback to one 's intentions to escape the home environ-
ment represented by a ﬁiatus in the supbl& of jobs must surely be experienced
as something of a disabpointment.?y these women.

It is worth noting that there is considerably less agresment among
temps as to what constitutes its:chief disadvantages than there is over the
matter of its attractionse. Gi#en the fact that the disagreeable side of
temporary work is so multi—face;ed, it is pgrhaps not surprising that so few
women become permanent témps.

Finally, it is appf;priaxe t0 examine the impact of the experience of temping
on my respondents? prefefred mode of employmggt. As Table 17 shows, there was
a fairly even split between those ﬁho preferred temporary work and those who
preferred permanent work, altﬂough once again, some.variation is evident
according-to dohestic circum;tances.

See Table 17 on page.246.
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.TABLE 17. On the whole which do you nrefer -- permznent work or temnorary

worx"? }
Temps without - Tenmps with
Single Married devpendent dependent
Response A)]l temps tenps ‘temos childrgn children
N = 139 65 74 78 q
% - & % % @
Permanent 49 46 ' 51 44 61
Temporary AT 46 AT 52 34
Like both . 3 -5 1l 3 2
No answer 2 ' 3 - - - -1

Among those who said that they preferred permanent work, the three most
frequently cited reasons for their choice were as follows: greater job security
and a regular pay packet, mentioned by 37%; a preference for being more involved
with one's work and being able to progress, 37%; and a deéire to be settled, 31%,
Yo othep'single reason came anywhere near to approaching these factors in
importance. The importance of fringe benefits in fourth éosition, menticned
by 13%, was very much an also-ran in the hierarchy of preference..

Among those who said that they preferred temporary work, the three main reasons
were as fcllows: variety and change, 57%; flexible conditions, 45%; +he cppor—
tunity to meet more people, 37%. Again, these three reasons far outweighed
any others in importance. A preference for having no ties and a feeling-of
freedom was mentioned by 18%. It is interesting to note that the feature of
meeting people appears in this context despite the fact that it does not cons—
titute an important reason for going into temporary work, nor does it rank as a
ma.jor satisf#ction. It does appear tc have a fairly strong bearing, however,
on one's asseséﬁent of the relative advantages of the two modes cf employment..
This finding draws attention once again to {he.fact that the priorities attached

-
to work should not be regarded either as static or uni-—-dimensional.

be The experience of temnorary work — vparticipznt observation
™

In the following secticn I am concerned to illustrate and elaborate some of

the general findings noted above by offering an account of my own experiences of

temporary work during a three month period of participant observation. Before
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%oing sp,'I wish to emphasise ver§.strongly that I am confident that the
.partlcular ass1gnment that I undertook was more representative of the dzsadvantage=
of temping than the advantages. Having had a great deal of experience as a
temp, albeit in a student capacity, I am very much aware of the potenti;ilfor.
satisfaction in temporary vorke. One hopes that this side of the coin has been
fairly represented 1n the foregoing discussione In faarness to myself, I
should polnt ‘out that it was not my orlginal intention to spend the whole perlod
in one flrm. Unfortunately, my proposed strategy to spend some time in several
jobs was thwarted by my agency's sudden and belated refusal toassist in its
realisation. Consequently, I was obliged to make the best of the onportunlties
available, nhich meant spending tne entire time in one location. What follows,
therefore, should not be regarded necessarily as a typical experlence, but
rather as one person's encounier with some of the experiences which promote
discontent and most brobably, a decision to return to permanent werke

Three days after i enrolled st the agency, an assistant telephoned to
say that they had found me work as a clerke Thus it was that I found myself
at the offices .of the XYZ Credit Company, loczted a short distance from the
centre of Middletonn, one of the iargest cities in the country. Since the
office was.situated very convendently on the main bus route to Middletown
from my home, I assumed that the agency had attempted to accommodate me with
respect to travelling. However, I was obliged to question this assumption later,
when several temps'grumbied to me about the impossible journeys which they had
to make from their homes; some of them having“to get up ‘at 6430 ao.me in order to
arrive at work by 9.00 a.m. Perhsps I had just been lucky."

The firm occupied eight floors of a large, modern office blocke The
resemblanoe'betneen‘one floor and another, however, extended only to the shape.
The locus of higher management wss.adorned by wall-to~wall carpets and elegant
furnisnings,-that of:lower‘management by fairly stylish fittings and bright

paintwork, whereas the filing department, where I was to be employed, was a barren



'Mastelana of rickety chairs and tables, witik not so much as a celendar to
'grace the fading,'dirty;walls. This enormous room was dominated by tall,
musty filiné cabineis.which effectively prevented the sunshine from enteringe
Aithough mucb reéent:ééciology has discredited the view held by early occupa~
tional psychologists that work egvironment plays an important part in determiﬁing
work aitituﬁes, it:is hard, in retrospect, to dismiss that drab, dingy office
as an irrelevance. | |

I arrived-in tﬁis departme#t after having been given directions by tLe
receptionist, and wés quite su?priéed to find that my presence went completely:-
unacknowledgede Aftgr standiﬁg.ébout in front of the supervisort's desk'for '
several minutes withogt being able to atitract her attention, I finally decided
to take-the initiativé and informéd one of the clerks that I had arrived, At
last I was introduced to the éupefvisor, who gave me a very brief description of
the work, which was to sort pieces of paper (correspondence) into some kind of
order réaﬁy for filing into 'baysﬁ or open filing cabinets.s The filing system
wés, in fact, highly éomplicéted;'and, unknown to myself at the time, I proceeded
to sort the correspondence quite incorrectly. Being used to a measure of
explanation when first beginniﬁg.a temporary job, I was very sufprised at the whole
attitude - a total lack of interést in who I vas, and an ‘equally noticeable lack
of interest in showing=me how to do the worke When employers fail to give
temporary empioyeeé an adequate understanding of the work routine, it may be
because they assume fam;liarity with the type.of worke ‘They do not expect
to have.to give léngthy training programmes, and in any case, instruction is an

4

expensive'commodity. In this case, it eventually became clear to me that the ¢
indifferent attitude had arisen because of the massivé turnover of temps in the
office, and all had grownweary of explaining the office system over and over

againe Fb¥ the éame reaéon, a new face in the workplace was no source of interest
but a commohplage. At tﬁis stage I was unable to distinguish between temps and
permanénts,lbut all were equally uninterested in my presence. Whilst it is easy,
and .indeed, only fairlto sympathise with this attitude, it was then very hard o

settle down during those first few days, when nobody spoke to you, or even



acknowledged your presence with a thk stares IZven the sociologist, in her

capaclty as a parulclpant—observer, is not imrmune to the chill and loneliness

of an indifferent enylronment._

Since the elementtof socialising was completely absent from my first
week in the_offioe,rthere was little else to do but concentrate on the work in
hand, Rather than oonsider the neture of this particular work in isolation,
I feel it is“neceseary to mention some aspects of filing in general, lestfthe
reader feel that T am palntlng an unduly’ depressing picture of this one 51tuat10n.
PFiling can be thougnu of as the offlce equivalent of unskilled manual laboar.
Apart from llteracy and a degree of numeracy, no qualification is necessary
for the post of filing clerk, Ueually, however, filing is one part of a wider
field ofractivity in an office, S0 that the personal secretar& may be found
filing away the boss's correspondence before arranging his appointments, or the
clerk~typist may file invoices in:a small cabinet before typing orders. Presumably
the degree to whieh f;ling is the: sole ocoupation of an employee is & function of
the size of the organlsatlon. in the case of a2 small or medium-sized office,
filing is one of many tasks, and freauently affords the opportunity to inject a

little of one's own personality into the sysiem, but in the case of the large,

complex oréanisation such as the one where I now found myself, the division of

‘labour is such that filing becomes a total occupation, and time-and-motion

experts have rigidly exciuded the possibilify of personalising the system.
From the employer's poin% of view, the latter.situaiion is ideal for the employ-
ment of temporery‘staff, since the work is standardised and requires no special
knowledge, nor any idea of how the firm worke.es a wholee

In the small office, even though it means spending some time in getting to
know the oompleiities of fhe firm as a total system, and in finding out who
its personnel are; at least rhe olerk may uliimately gain a conception of how
her work fits into the who1e. In the case under study, however, I am tempted

to0 use the term 'allenatlon' to describe a situation where the worker was but

a cog in a wheel; performing a standardised task, and lacking any understanding
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éf how that task meshed with the rgéf of the organisation.

Thus, wiﬁh.min;mal understanding of the filing system, and no idea whatso- °
ever_of the naturé opﬂfunctioning of the company, I struggled to master thé -
process of filing into:béys. This bleak situation was not helped by thé fabt.
that the filing systemlcontained many anomalies which led to a great deal of
misfiling, and conséqﬁehtly made the task even more difficult,. Phy51cally, the
work was very tlrlng since it 1nvolved reachlng up to very h;gh shelves and crouch—~
ing very low in order to reach the bottom oness Had I not been very tall,
it could have been much worse,“for”many girls had to make use of the solitery
stool in order to file'in the t;§ shelves. Sitting on the floor proved to be -
one of the least tedious ways of performlng the job, though at great perll to one's
tights, and on one occasion resulted in my having to have a number of large
splinters'removed from my bottom by a nurse. It would be hard to overstate the
dreadfui'conditions of the work - dirt, spiinters, laddered tights, aching backs
and feet = all were pa?t and parc?l of thié tedious occupation. On top of all
this, there was ngt even the custémary satisfaction of getting through the work
because not'only was there né end to the backlog of filing, but in addition,

‘it was impossible to file a greatfdeal of it on account of the chaos and disorder
in the bayse

In view of the picture paiﬁtéd above, it is perhaps not surprising that
most of the other temps with whom I worked were anxious ito find alternative
employment with the agenéy. Of the total of ‘seven temps who were employed by this
firm when I began the peiiod of participant oPservationfhonly two made no attempt
to secure a transfer, and both were students. While both of them did hot think
that the job was very interesting and would have préferred to move, they told me:
that they were more concerned to have a Job for the duration of the summer in
order to save some moneye - Among the other temps, however, there was a general
desiré:for a.differeﬁt assignmenta The degree of consensus regarding the unsatis-

fying nature of thé.work in hand is particularly interesting when one considers
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that these'temps were highly diversified in terms of 5001al background, domestic
circumetances and previous work experience.

Pat, for exémple, was the most outgoing of all the tempse She was 22;.
single, and had worked. for the agency for four months. ~ She had obtained R.SoA.
qualifications at school and had subsequently undertaken training as a GeP.O.
telephonist. She told me that she was very disillusioned with temporary ﬁork.
She had given up a permznent job as a telephonist/receptioﬁist in the hope of
finding, as she7put it, ta more:fulfilling job?, and one which provided the chance
to meet a greater variety of people. As it had turned out, she had been p;aced
in what she considered to be very borlng jobs, none of which matched her
qualificationse She had had four placements zltogether, three of which 1nvolved
routine clerical work, and on one occasion, she had even been sent to man the
turnstiles at the city zo0os It had also been impossible to form lasting friend-
shipse. . Consequently, she had requested a transfer from the agency on each assign-—
mente Her attitude to work (*I find out how much the permanents are getting
paid then I evaluate how much I should dot) was light years away from the image
of the temp presented by the agency in its 'Brochure for Business Executives?:

'Temporary employee productiﬁity is higher than averagee. In any

~analysis of the economics of using temporary workers, it is necessary

to take into account the productivity of (our) employees versus the
permanent staffe It is difficult to formulate any overall conclusions

on this . subject because of variations in the degree of performance.
However, under measurable workloads, (our) employees generally will

have higher productivity. The reason for this can be found in

the fact that (our) employees approach work as 'project specialists$,

with instructions to complete the job as quickly as possible, This is
enhanced by the fact that {our) employee is not subject to the accumulated
distractions that affect the permanent Suaff. (37

As far as the present job was concerned, Pat was extremely dissatisfied, but
thought that she might as well stay there since she had made arrangements to
emigrate in'three_menths' time., Twice, however, out of desperation, she rang
the aéency'in the hope that she ﬁight find work as a telephonist.

Susan o was 21 and alnvle, had been doing temporary work for only one
| She had become a temp so that she could look around for a more 1nterest1ng

weeko

permanent job than shé had formerly been used toe One of her difficulties was



-that she had no formal qﬁa11xlcat10ns and sou the field was 'rather limited?®,
.She belleved that temp work might prove to he rather interesting since it 1mplied
a variety of places_to:work, but apart from this, she could see no real advﬁﬁtages.
Permanent work, shelfélt, was far more secure, and there was the additicnal
benefit of paid'hOLidays. She thought that the present job was very boring
but expressed the Viéw that it might improve. As the time passed, howevér, this
was not to be, and ébe grew increasingly concerned to £ind an alternativé
assignment, _

Jéaﬂ, who was 19, was mar?ied with a very young ckilde She had ab@adoned
a2 permanent job because it ha&lﬁeen s0 boring and monotonous, and hoped that
temping would offer greater variefy and a larger pay-packeto In addition,
her child was going ta a day-nursery, and she told me that temporary work meant
sthat she could work to suit her domestic commiiments. The only disadvantage she .
could think of was the insecuriti. Notwithstanding the premium placed on secure
employment she,:too, asked the agency to move here |

Although, as these three examples illustrate, the temps had very diverse
pre-histories before coming to'thls company, as well as differing expectations
from temporary work, a common attitude prevailed. This was a profoundly nega-
tive orientation to tpié particular job, which found expression in numerous
calls to the agency requesting'a transfers In every casy, it was not so much
the nature of the sociai relationships at work (or rather, the lack of them)
which prompted thié actisn, but the nature of the actual worke For myself,
I know that haa.I not géen engaged in research, student.or not, I would undoubtedly
have asked for a transfer at the end of the ;éfy first weeks

-During the first moﬁth of the study, I learnt for certain of at least seven
individuals who hpd soug#t alternative employment from the agencye. Transfers,
however, were not'forthcomiﬁg. " 411 those who applied for a different job
were 1n1t1ally told that it was impossible and that they should try agaln after
a week. Of those’ who asked for a transfer, two had no success at all, two had

to wait three weeks, énd three found their own means of escapees In this work-

place, %herefore, the ffreedom® of the temp was very much attenuateds, As th
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gfemp seés;h (ﬁhich runs from.early'Ma& to late September,'coinciding with
the holiday period) drew to a close, the hopes of a tfanéfer grew,siiﬁmér
and élimmer; and the ggen;y informed us that the oniy alterﬁative to remaiﬁggg
there was unemploymené; ) 3 - . “

However bad the actual market situation might realiy have been, all
were united in the belief that there were ‘jobs, but that the agency was
not.ieally interested in our 'welfare!, Several commented that when they
had first enrolled they had béen impressed by the warm reception and the
optimistic forecasts of interesting work, but thax this apparent concern had
seemed to disappear very rapidlye. |

It was mainly the common discontent with the work and with the agency
that brqﬁght the temps together. It was at least food for conversation in
a situation which otherwisé hindered our chances of communication. ﬁe came
together!at last mainly through the efforts of Pat to promQte conversation
about our misfortunes. Having once identified with each other ih our mitual
loéthing'of the work, we gradually bzcame more friendly, but we nevertheless
continueﬁ to pursue escape strategies on an individual basise

In fact, when I questioned them in a general way about their views concerning
" the ways in which workers might effect improvements in their wages and working |
conditions, they 21l tended to adopt the traditional white-collar line that
individual negotiation with employers was the most appropriate Strategy. Their
confidence in the efficacy of this method was apparently not shaken by the
realities of %hé present situation. .

It might seem from the above account thé;'the temporary office worker,
at least in the lower grades of this type of employment, is easily dissatisfied
and unwilling to give a job a chance. Apart from the fact th;t the present
study is far too limited tojyarrant generalisations of this kind, such a jydgmen£
would be unsatisfactory on the grpunds that it bordered on the psychologistic.l

It seems more likely that the total preoccupation with obtaining a transfer among

these girls was due to the particularly unpleasant nature of the work at this



eempany For even those who were merely f lLlng in before going abroad or before
taking up a permanent pos1t10n made some attempt to escape. It is hard to
avoid the conclus;on that their discontent was the product of frustrated
expectations from temédrary work as the key to freedom, interest and variety;
and indeed, fromzoffice work in general. The discrepancy between what a girl
is sometimes led to'eipect from her.education and what she may actually find
in the way of-employment opportunities was all too clearly-highlighted in ihe
dusty environs of the XYZ company's filing department,

The flfteen permanent Staff who were employed in the filing department
were a much more homogeneous collect1v1ty than the temporary staff. The
average age was approximately eighieen, and for many this had been their:only
job'sincerleawing schoel. Within this group, however, it was possible to
identify one clear—cut division. IAlthough.everyone performed more or less
the same tasks, namely, sorting anﬁ filing, some girls had been charged with
the responsibility of filing correspondence relating to particuler customers.
Theee girls sat aﬁ their_own deek!while most of the othefs sat at another desk
a few feet awaye | The permanenﬁ efaff, therefore, fell into two work groupings
and it was apparent that this division extended beyond the ﬁere arrangement of
work duties and seating_facilities. For, throughout my period of observation,
it was clear that the girls were'very friendly towards those sitting at their own
table and somewhat hostile towards those sitting elsewhere. This‘social division
was curiously demonetratea when two of the girls got married in the same veek,
one from each géoup. It is normal practice in offices of this kind for a
number of festivities to be held on the afternoon preceding the great event, and
which include, festooning the future bridet's coat with toilet rolls and newspaper
cuttings selected for thei? relevance to post-nuptial activities; giving cards
and presents; and seeing thelweek out with a glass or iwo of sherrye. These
varlous celebrations were held as usual in this office, but although one might

have snpposed that all the permanent staff would get together and toast the two

brides—to-be as one collectivity, this was not to bes Separated by a distance
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qf only.six feat, the two groups.sat résolutely at fheir respective %ables and
held tuo'different 'staé partiests The only occasioﬁ on which a sense éf
unity was geéerated'émongét the permanent staff was when news was received

oné morniﬁg that one of-their number had sustained some minor injuries in a
car accident and had been detainea.in hospital, Great concern was expressed
by all the girls, irrespective of where they sat.

A1) the permanent girlslwere.united in their expreséed dislike of their
work and frequently compiained'aloﬁd with such comments as 'I'm screaming with
boredom' and 'Why do I do it?f. At the end of the day ‘there was always a
stampede towards the lifts and they very seldom.worked overtimes On oné
occasion, the supervisor announced that she required volunteers for overiime on
Saturday mornings. The response was a loud chorus of groans, and one girl
shouted out to the supervisor:

YIf you spent seven hours at this all day, would you want to do
_any more?*

Given this widespread dissatisfaction with the job, it was quite puzzling

" to me that they nevertheless remained with the firm and did not make any serious

attempts to find alternative employment. When it is considered that many of
them had been with the firm for a number of years, one, indeed, having been

there for nine years, one is obliged to consider what it was thét kept them
there, especially since they were unequivocal in the dislike of the work. One
of the reasons appeared to be that they had some interest in maintaining their
social relation;hips at worke. TWhereas the temps were bound together by nothing
more then a mutual distaste for the job, the permenent staff had clearly formed
friendships amongst themselves, and lest it should be supposea that I am mérely'
imposing categories upon the reiationships which I observed, i? should be bointed
out that'this was the.;eason which they themselves gave for remaininglwith the
firm. One of the pesrmanent‘'staff told me that she *didn't think you would

find a friendlier place's Although this attitude could be regarded as a ration—l
alisation, a product ofhan inability to obtain alternative worg, the importance

of the social ambience of the workplade, albeit bifurcated, did appear.to be quite
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,.éérked. 'Néarly all the.giris wen£5oﬁt with others from the office in the
evenings'either-to'disco%heques, pérties or pubs, whereas none of the temps
mipgléd.afteé hourse ;Shé permaneﬁt staff wors all their new clothes to the;'
office, despite tﬁe hééards of dipj and sharp edges on the filing cabinets.
Since there were no men in the office, it was only possiﬁle to conclude that
either the pérmanenthéfaff vere excéptionally concerned about their appearaﬁce,
or that they were seeking the approfation of those who constituted the focus
of their work and social life, |
Wﬁeréas for most of the qumaﬁent girls, social life was the office; the
temporaries, with the exceptioﬂiof %he Yyoung girl who had to care for a small
child, ali led active social lives beyond, and divorced from, the workplace.
To some.extent, work was viewe@Irather instrumentally as a means of financing
a full 'social calendar. Social life at work was regarded as little more than
a fringe penefit. Given this attitude, and the fact that in any case, friend-
ships formed at work tepd to be highly transitory for the temp due to the
conétant change of workplace, it is perhaps not surprising that the nature of
the work tended to assuﬁé a more déntral importance in the minds of the temps

at the XYZ compény.

Apart from the appérent concern to maintain their friendships, another
reason for staying amoné bermanents was the limited field of opportunities
available to theme. None of the girls had typing or secretarial qualifications,
and none had any 'Qi leveis. Consequently, the only jobs for which they could
apply were likeiy'té be much the same as the present one,:and possibly lacking
the 'friendly atmosphere's One girl who madeﬁfhe loudest noises when it came
to- criticising the work told me that she would like to change but that there were
never any jobs in the paper.

A comp;;ison of the éttitudes aﬁd responses towards the nature of this job
among the peimanént and témporary staff points strongly towards the conclusion

that a iack of marketable skills is decisive in governing responses to an unsatis—

fying ‘'work situation, \ In contrast to the permenent staff, all but two of the



temps had some educational qualifications, ranging from C;S.E. to 'A% level,

.In addition, they had had more experience of different types of office vorke

~In objective terms, then, and also in terms cf their own subjective assessments,

the temps were not trapped by cirqumstancé.. Their immediate concern was to
extricate themselves from this situation. In contrast, the permaneant staff
had resigned themselves to their lot and looked towards their companions +o
proQide interest and enjoyment.

Over the course of severél weeks, those témporaries who had not sought,
or who had failed to secure a transfer, became something of a clique within
the office, setting themselves apart from the permanent staff and, to some
extent, newly arrived temps. In fact, the arrival of a new temp was not
greeted ﬁith any enthusiasm or even comment, Whereas I ha& once felt so
badly about this very indifference, I now found that I was displaying it myself -~
the feeling that oné had seen it all before. The news of'a transfer was received.
with a mixtyre of jealousy and that type of cautious congratulatibn that must
haﬁe accompanied an escapee from a P.O.W, camp during the war, Out of the
frying pén...? |

fhe detachment from the permanents was to a large extent a product of
the hostility which they expressed towards us. Not only were individual femps
the butt of contemptiuous and often bitchy remarks made by the permanents, 5ut thé
whole group of us were sometimes subject to generalised insults and cool behaviour.
Temps were often discussed by the permanent staff. This usua;ly happened when
all the temps-héd left at 4,30 pem. I alone always staxed on until 5,00 peme
as this suited me better than working a half-hour lunch and leaving early. On
one occasion a discussion centred on the issue of temps'! ability to enjoy flexible
hours, and considerable disapproval was expreésed. On'anothe; occasion, the
view was put forward that tg?ps did not bother to clear_up their desks, aqd that
they, the permanent staff, got a;l the blame. If these views were openly expfessed

in my presence, one wonders what was said when no temps at all were present.
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I &o'not'consider that antagonisﬁ is a necessary feature of the relation-
ships befween permanent.staff and_temporaries, and indeed, the resglté'of my
survey suggeéf that mu?ualladjustment is more typicai.- In the XYZ filing
department, however, tﬁe expression of ill¥feeling towards temps most probably
acted as a safety valve for the accumulated disconitent among the permanentse.
In the social situation of the office, temps functioned as convenient scapegoats,
I foﬁnd howe&er that hostility towards oneself as an individual tended to
diminish with the passage of time.. In my early'relations with the permanént
staff I had to make practically all the effort in engineering any communication.
. Only one or two initiated conversations with me, while most of them conf;hed their
commmnications with me to suspicious stares. By the time I left, however, I
_: felt tha?'I knew them almost as well as the temps — the distinction having been

f considerzbly blurred by time and familiarity. However,.it took many weeks

before the ice began to thaw in our communications, and in the normal course of
- events time is not on the side of the temp, She is usuall& despétche@ to another
. assignment before the frocess of adjustment can begin. |

A déscription of the office would not be complete without reference to the
supervisore Her authoritative manner only served to exacerbate.our discontent
with the work. She was particularly displeased with the temps® level of produc—
tivity. All wofk had to be recorded on work-sheets — not only the number of files
removed or replaced, or the pieces of paper filed away, but even the number of
times one answered the telephone, in addition to a host of other minor duties.
Most of the pérﬁanent staff admitted to me that they misrepreseﬁted their entries
by anything up to 200%. This was possible because there was no way of actually
checking the returnse The temps, however, either did not bother to mispreresent
their productivity, or.the thougt had not occurred to them. éonsequently, our
productivity,appeared to fa%% far short of that of the permanent staff,. The
supervisor did not fail to ﬁring this to our attentioﬁ. This circumstanc;

exemplifies the problems temps experience in negotiating the prevailing work norms

of the offices Although, as we have seen, the opportunity to'remain relatively
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detéched,fr;m existing work réufineé éppeals 1o many temps, this lack pf inﬁe—-

gration can lead to gonfusioﬁ and ill-feeling. |
In view of the supervisor®s dissatisfaction with the work output.of th;.

temps and the uneasy reiafionship be%ween permenents and temporaries, it is

~perhaps surprising that this firm was disposed to hire temps at all, During

my sﬁay at the XYZ company, the ﬁumber of femps never fell below five, and

“at oné s;ége,'there was a total of:teno After making some.diséreet enquiries

among the permaﬁénts I learht thaf the hifelof temps was part of a strategy

; to reducé the number of permanent staff without meking anyone redundent., . However,

'~ the volume of work greatly exceeded the combined productivity of temps and

permanents and one is at a loss to decide why there should have been a desire

" ! 4o reduce an already inadequate staff,

To'summarise; the filing department of the XYZ company affords some insight
_ into the_nature of . temporary work, and in particular, its less appealing character—
i isticse The intolerable nature of the work was made worse by the unpleasant
relationships with the permanent staff. The constantly changing compésition

of the temporary force prevented lasting relationships among them from developing,
and thus sociability was 2t a minimum. Only those temps who had remained at the
.office for a-period of over four weeks or so could be described as relatively
tintegrated?, This meant,.that in spite of the interpretation placed upon the
ﬁﬁrk sheet returns, the productivity of the temps was_high - there being no

social lifé to distract one from the work at hand. In the case of the temps

at this company the claims of the agencies conc_:__eming their staf £s productivity were
justified, but at the expense of any.feeling of companionship; High turno&er
among temps was the inevitable consequence of fhis nexus of cirpumstances,'and
this in tﬁrn only ser&ed to promote ill-feeling towards the temps and a marked
reluctance to spend time in femiliarising them with either the routines of the
office or its personnel. My observations also throw some light on the reasons
why some girls seek to escape ffom an oppresiye WOTK sifpation‘;nd others become

resigned. In this case, an important determinant of attitudes was one!s agctual
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or believed capacity to .obtain SOmething better.

4.  Attitudes Towards Futufe Zuoployment

In the previous ﬁwo sections I have endeavoured to present an insight ihfo
the characteristics of {emporary office workers, their reasons fof entering this
tyfe pf employment and the experience of temping,. Finally, I shall present
some;of the findings concerning ﬁy respondents! priorities for the future.

I am ﬁnaﬁle to give any account of the fufure path taken by.my respondents
since I did not }ollow up the original quéstionnaire. However, I am able

to show fhat a desire for interesting and véried work remains a most imbo;tant
" consideration.

I asked my respondents to state the relative importance of a number

" ! of ‘job characteristics in governing decisions about future employment.

" Table 18 shows the pattern of responses.

TABLE 18, If vou were looking for a-job, how important would the follbwing be

to_you?
All Temps (N = 139)

| Job characteristic Very important Important Not Imporiant N.A,
| o % % %
Varied and interesting work 70 25 ' 2 4
Pleasant people to work with 56 , 41 . , - 3.
Good tosses - 54 41 3 2
Personal freedom 39 45 12 5
Pay ' 35 - 58 4 4
Being given responsibility 33 42 23 2
General working conditions 26 65 . 6 4
Meeting people through work 24 " 40 - 35 2
Good holidays 22 56 A 18 4
Chances of promotion 22 T 36 . 39 4

Secure employment 21 35 ' 40 5 .
Being part of a team 15 32 49 4

The responses have to bé looked at as a whole because there are.a number
of job characteristics which, although ranking low in terms of being very import-
ant, nevertheless emerge as important secondary considerations. This applies |
in parficular to pay, holidays and general working conditionsﬂ_ It is interesting

to find that the nature of work relationships, both with colleagues and with



Eosses was ccnsidered 10 be important by everyouns mhe was prepered to comment.
However, since I found no significant relaticn beitueen mari{al status and the
impo:fance attached ta relationships at work, this finding discredits the

idea that married wom;q differ from other femepls workers in the emphasis placed

on sociabilitye In féct, mérried women differed very little from cther respoﬁdents
in terms of their attitudes towards future employment. There was a significant
difference between mgrried and single women in their svaluation of varied

and interesting work. Whefeas_BO% of the latter rated this as very impo#tant,
only 60% 6f the former did soe Névertheléss,'for both groups this chargcteris}ic_
was the one most frequently named és very important. Married and single women
also différed significantly in.terﬁs of the importance placed on personal freedon
and chances of promotione In relation to both factors, a higher proportion
of,single women than married womeﬁ named these as important or very important.

Just ovef half of the married women considered that chances of promotion were

not important, whilst oniy a quarter of single women shared this viewe Personal
freedom was rated not important b& only 3% of single temps, tut by 19% of m;rried
tempse The overall picfure, howéver, does more to confirm the similarities rather
than the dissimilarities of attitpdes between marfied-and single women. - Such
differences as did exist:were ones of degree rather than of sharp polarisatione.

An intepesting finding is the relativelz low inmportance plgced on secure
employment especially in 'view of the fact that this consideration weighed so
heavily in my respondents! assessment of temporary worke It may be suggested
that this factor is notla'major determinant of job choice since it can normally
be taken for granted in the field of office worke It is only temporary
office work which renders women vulnerable to psricdic unemployment and thus
more aware of the problem of insecurity. Conrversely, such factors as varied
and interesting wbrk, pleﬁsant-workmétes and gocd employers an@ pay cannot be
assumed to 6haraétérise ahy future jobe. Consequently, these characteristics
emerge és the principal criteria according to which women discriminate between

the jobs available.



'! Apert from the differences of emphasis tetwesn married and single women
noted above, therewere véry few items in relation to whiéh a womaﬁ's social
tircumstances were prédictive of attitudes, Weithsr age nor responsibiliiy
for dependent childreﬁ were sigrificantly correlated with the importance attached
to- the wvarious job attributeé. Women in the North-East were less inclined
than those elsewhere'ﬁo place importance on personal freedom, but.this probably
reflects the fact that they were more likely to be merried and, perhaps, that
this would be consideréd soﬁething of a luxﬁry in the more unfavourable ecénomic
éituation of this aréa. The-egphasis placéd on secure employment was signific;ntly
associated both with terminal éaucéfion age and social classs Those rating
this factér very impor#ant were more likely to come from micddle—class backgrounﬂs
and to have left school beyond the minimum leaving age. It is possible to inter—
pfet this as indicative of a hgightened degree of career-mindedness amongst those
with this'type of background. However, I am reluctant to place too much siress
on the influence of clasé origing énd educational experienée in view of the
reiative wreimportance Qf these factors in governing attitudes towards the other
aspects of employment.l |
fhe findiﬁg which does deéerve special emphasis, in my opinion, is the
remarkable consensus aboﬁt the importance of varied and interesting work,
Although a woman may be:obliged t0 compromise her preferencesbecause of the
nature of her domesfic circumstances and the intransigency of employers, there
can be liftle doubt that a desire for intrinsic job satisfaétion inférms the
‘ axtitudeé of a great many women, irrespective of their out-of-work circumstances.'
Finally, it remains to be said that the vast majority of my respondents
declared a preference for.a working life rather thaﬁ-a purely domestic existence.
I asked them to state .what they would do if they inherited an income which was
sufficiently large-to enabie them to étop working altogether. Table 19 shows
the pattern of réplies. |

See Table 19 on pagé 264.



TABLE 19, If vyou inheritcd some 1onar and had ::ousﬁ to liwe on without
’ working, would ¥ouw want %o work anyway®

Nature of resconses ' , 411 temps’ (¥ = 139)

- "
Y

Yes, because I would be dissatisfied/

bored otherwise 68
Yes, but I would do wvoluntery work 8
Yes - no reason-givnn 3
No = I would travel/s:end my money . .9
No — T would enjoy my leisure 5

No - because I would prefer to be a2t home
with my family 2

No - no reason given : 4

A number of writers have asserted that women, especially married ones,
" do not regard work as an important focus of their existences. In theif view,

-: single women tolerate it until they have achieved their main -ambition of securing
' a.ﬁarriage partner, while married women return to work mainly ip order to materially
| enhance their domestic environment. In view of the dispiriting nature of the
; broad raﬁge of economic opportuﬁities available to women, such responses are

certainly credible. However, the findings shown above demonstrate that such

aititudeé are neither universal nor inevitablé. It should aiso be noted that
marital status was not predictive of the anticipated response to an inheritance.

The responses of women with dependent children did differ significantly'frdm those

of other women, but this was mainly in terms of the likelihood of doing volﬁntary

wofk. They were no more likely to cease work altogether than women without
dependent children.
From the replies given to my question it was evident that the majority.of

married women and single women alike viewed a purely domestic existence as’

unsatisfying:
. -
tHaving been at home with two children for some Years one gets rather
closed in, and your life tends to revolve round home and children,
"Going out to work helps your cutlook on things to broaden, as well as
the financial gains. So anything that helps your life brighten cen
only be passed on to your immediate family.?! :

"Life would be so boring just sitting or even doihg the household
_chores and you would miss the company terribly.{



'As I am a widow and my. twe chilldren ars avey at boarding schoecl for
36 weeks of the year, I need a ]ch to give life some purpcse and
in order to get out ard nieet peopliest .

"Work relieves boredom — keept one on their ices with regard to things
going on around the world and keeps your brain activeo!

Most of those who stated that they wouid give up work intended to maks
full use of the opportunities afforded by a combination of wealth and leisure:
- VAfter having gone out to work for the last 2Z years I cantt think of
_enything more wonderful than staying at home and hav1nF time to do

"all the things I shoa.ld. like to do.!
tItd much rather travel the world, learn as much as possible about
other cultures, and perhaps even write a booke I have alrsady

‘done a bit of travelling and the 'Ybug! has bitten deep.!

*There are so many things I want to do and I begrudge any time
_spent at work.*®

Those who stated that they would give up work in order to conceniraie on
a more conventional domestic lifestyle were very few and far between:

YHaving achieved quite a good position with a very good salary
my only ambition now is to be a full-time wife and mother.!

'I.prefer being home, ;ooking after my husband and baby.t

Since this question was of course entirely hypothetical, perhaps one
should be cautious in attaching too much significance to the replies. Moreover,
one must remember that the group included a large number of women who had souéht
work in spite of certain domestic coﬁmitmeﬁts. To this extent, the majority
preference for a con{inuing working life is not altogether éurprising. At the
same time, one is obliged to recognise that financial considerations do not
appear to be the most fundamental determinant of whether or not a woman seeks
gainful employment. A more importanti consideration is the relative satisfactions

LY

thought to derive from domesticity or from worke.
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The findings deriving from my questionnuire and participant observation

- enable one to form 2 picture of the type of person whe enters temporary
- <

i
! ~

.office employment, the reasons for doing so, and the nature of iemporary
.employment itselfe it is evident that the popular assumptions about office
iemps bear little relafion to the factse . Theré is no reason to suppose

that they are mainly ncmen, who, because of sheer incompetence, would be unable
to find work by any other means, In the case of my respondents, problems in
finding alternative employment were more clearly related to difficulties associ-
ated with domestic resnonSibilities than to any discernible lack of S[lll. Nor
are temps primarily motivated by a desire for wage maximisation. In the long
term the économic situation offtne-temp is likely to be worse than that cf theg
permznent office worker. Even in the short term, the advantage of high hourl&
rates may be offset b& short spells of unemployment. In view of these-circum;
stances, plus the fact that few temps state that the desire for vetter pay is of
major significance, it seems duite legitimate to discard the notion that the
temp is simply a woman possessed by the demon of avarices For is there any
support here for the idea that temping attracts women who wish ‘o increase the
number of their acquaintances, male or otherwise. My respondents placed impor—
tance on good working relationships and some felt that temporary work was fo

be pneferred t0 permanent work_because of the greater opportunities to meet
people, but on the whole, the social spin-off from temporary work is at most
only a secondary consideration.

‘I have also shown that the work situation of the temp is characterised by
many paradoxess 'firstiy, while ihe work is likely to offer more variety then
permanent employment, it is likely to consist of tasks which are more repetitive;
Secondly, while the temp is less bound by prevailing work norms in the place
of enployment,.%his very detachment mey promote an uncomfortable sense of
isola tlon. Thirdly, while the opportunities for mobility foster a
heighfened sense of contrcl over the work situation, the unpredictable

character of these opportunities and the possibility of unemployment
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proﬁote féblings of insscurity an& vulnerabilit&. Thus; while in certain
respects the temp appears itc have broken free from the constrqinﬁé_encountered
in the permanent sector, herowm work situation presents an alternative

set of limiting features, The paradéxical character of temporary work

is also emphasised in COlesen and Katsuranis'! study of temps. The authors
conclude that:

~ 'The means of establishing a sense of self as a worker was
‘both enhanced and stunted in the temporary world.'? (38)

My results also suggest that the image of temporary work propagated
by agency advertising does not always conform to the reality of temping,
Whilst the themes of varied and interesting work; work matched to the skills

of the temp; and a constant supply of suitable and attractive jobs are those

" most frequently found in the advertisements, many of my respondents! expect-

atiohs in these respects had not been fulfilleds Even when some ekpectétions
had been met, there remained residual sources of grievance.

It is a matter for conjecture as to whether or not the agenciés themselves
could take steps to remove the many sources of diésatisfaction, thus reducing -
the numbers of women who quit temping in favour of peréanent worke Certainly,
they would appear to have little controi over the majof source of dissatis~
faction, insecurity. This derives in the main from fluctuations in the
demand for tempofary office workers and to a lesser extent from the sheer
number of agencies. Agencies could of course alleviate this problem by the
provision- of compensation for unemployment,'but few choose to do so. The
rarity of such provision is quite easily explained. The cost of compgnsation
vould almost certainly have to be passed on to the client firm, in the form
of higher rates for temp hire. This provision would thus, render the femp
a very expensive commodity indeed and in all probab&lity, would iead to é
major reduction in demand. However, some firms in this country do provide
compensation for unemploymeni, usually after a qualifying period of 13 weeks

or thereabouts, Cbmpensation is actually obligatory in a number of European



countries, including France; In some countries, financial secuiity iz
effected thrcugh an assurance scheme to which both te@ps and temporary
hire firms contribute. Yet, even if it were pcésible to guafahteg financial
security for the temp it is doubiful whether ihis would be sufficient to
eliminate the feelings of uncertainty experienced by.many temporary workers.
For those who view work as something more than a source of income, the
knowledge that one is financially secure is unlikely to compensate for the
uncertain¥y of employment itself. It is this latter attribute of temporary
work which is likely to reméin, irrespective of the steps taken by agencies
to impfove the material situation of their emplo&ees. The agencies can also
do little to remove the dissatisfaction which is sometimes felt-as a result
of continuous change. This, and the widespread discontentment with the
joblcontent of temporary assignments derive from the inherent characteristics
of temporary employment rather than from any action or lack of it on the
part of the agencies, It ﬁay be surmised, however, that the frequent shori-
fall between expectations from temporary work and the actueal experience of
temporary work could be reduced if the agencies were less préne to over-
adveétise and over—glamourise the optioqs available.

Finally, I wish to identify some of the more geﬁeral issues arising
from this account of women in temporary clérical employments Firstly, it
is evident that domestic circumstances represent onlylpart of the explanation
for a woman's occupational choice and responses to her work situation. Given
the current lack of state nursery facilities, creches a% the workplace, and
the slow iniroduction of flexitime, a woman's domestic responsibilities inev-—
itably set limits to the range of jobs to which she ray reasonably aspire.-
Similarly, it is also evident that a great many women accept thaﬁ their
involvenent ir the world.of gainful employment shoﬁld be geared to the needs
of children and husband;: Consequently, it would be quite erroneous to
dismiss domestic circumstancés as irrelevant to the study of woment'!s attitudes

to employment, However, while out-of-work circumsiances do have 2 bearing
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on éccupational choics, ani.While-fhey may contihue to colour respenses tc

the experience of work itself, 1t must te recagniéed'that the pbjeétive
conditions of the work ia hand represenﬁ.an autohomous influence on job
attitudes,. This is suggeséed Ty thellack of any sharp discontinuities betwesen
married and single women in their assessment of both the advantages and
disadvantages of temporary office employment. Secondly, it is evident

lthat the study of women's occupational choices and responses to work mus$

take into account the mérket situation of the women concerned. The tbtality
of one's marketable skills, including education, training and experience,

plus the demend for those skills, have an important bearing on whether or not
an occupational choice is merely a compromise, or represents a positive

attgmpt to indulge onet's preferences. The isszue oflmarket situation is

also relevant for an understanding of the way women respond to their jobse

As we have seen, whilst a buoyant demand for white—collér labour mekes
tempbrary employment possible, fluctuations in that demaﬁd render ;t inherently
insecure., The fear of periodic unemployment may be so great that women feel
obliéed 1o leave an otherwise enjoyable mode of worke In this way, shiftis

in the priorities attached to work may be necessitated by an unfavourable
market situation.

Taken together, these two propositions sﬁggest that the study of women's
attitudes towards work should be both eclectic and longitudinale The present
study has endeavoured to meet the first criterion, althpugh it fzlls short
of the se;ond requirement since changes in my respondents?! attitudes were
only ascert;ined by the device of retrospective questions included in the
questiormaire. Ideally, the sociologist should investigate and chart shifts
in the priorities attached to work as they actually occur.r Nevertheless,
the use of the more lim;?ed technique has served to illustrate the imporiance
of 2 diachrcnic approach,

The empirical foundaiions upon which my conclusions are based are unlikely

to satisfy those who believe that scientific rigour should be the guiding



principle for sociological rssearch, Howaver, it ig not always the

case that the most interesting areas for investigetion are amepaﬁle to the
application of this principle. Furthermcre, it imay happen that unexpected
contingencies can oblige the scciologiét to comproriss his orher research
strategies, no matter how rigorcus in their iniiial designe The present

- research was beset by a great many procedural problems, cne of which was

the inaccessibility of the type of worker being studied, and another was

the difficulty of securing-the.unqualified co-operation of certain agenciese.
These circumstances meant that the methods adopted were ones which depended
on the operation of chance, expediency and the good will of temps and their
employers. However, in my view, the value of much sociological research to
_ datellies not so much in its methodological precision aé.in the challenge which
it has presented to contemporary prejudices, wyths and ignorance. One hopes
that the findings presented in this chapter will genera{e a more questioning

apprdach 10 popular conceptions about women's attitudes towards worke
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CHAPTER SEVEN, CONCLUSTONS

The originel stimulus for this résearch was a deep sense of personal dissatie-
faction with the way in which women had been represented in the literature of
industrial sociology. ~ I was dissatisfied not only with the evident ﬁegieét of
female participation in the labour market, mwt also with the simplistic wey
in which it was customary to intsrpret their work behaviour. The area of
study in which both weaknesses ﬁere partiéularly maenifest was the sociology of
clerical occupations, Firsfly, women clerical workers appeared as a residual
category in the relevant literature, despite the fact that they constituted a
numerical majority of clerical employees. Secondiy, their inferior rewards and
status were held to be the inevitable outcome of an attenuated ambition, imposed
by sociéiisatién, and later reinforced by domesticity. This assumptioﬁ seemed
highly'questionable since one was informed elsewhers that dépressed levels of
pay and'prestige among male workers should be examined in relation to_pr;vailing

structures of power. It also seemed to be at odds with the important principle,

~established by studies of orientations to work among male employees, that work

attitudes should be regarded as mutable. It seemed appropriate, therefore, that
one should attempt to redress the balance in favour of th&se who constituted the
majority of persons working in this sector of the labour fﬁrce, and that in so
doing, one should utilise those theoretical frameworks which had proved to be
useful in the study.of male employmente

Since my research was partiy designed to compensate fdr the prevailing
neglect of a-particular group of female workefs,.it is appropriate to begin this
concluding section with a discussion of the sources of this sociological pycpia.
Clearly it is important not only to identifyland to remedy absences in the liter—
ature,'but also to account for theme In my view, the neglect of women iﬁ clerical
occupations camnot usefully be accounted for simply in terms of a seiist orien—.
tation among male industrial sociologists.e This is a seductive explanation, but
it overlooks the existence of a lack of interest in routine white-collar workers

more generally. If sociologists have not showvn much interest in women clerks,



Cthen it must be said that they have mnot been particularly intrigued by their

male counterparis either. It is only possible to specﬁlate upon the reasons
for this general neglect, howsver; since members of the discipline rarely
offer any insight into those factors whi&h attrzct thenm tcwards.particular
fields of study and which divert them from othars.

In my opinion, the neglect derives, in part, from a tendency to prejudge
cléfical work as a bastion of mopotony and mediocrity.  The Dickensian caricaturs
of the clerk as a plodding, hﬁmble servant, exﬁeriencing neither disasterlnor
excitement, appears to have impressed itseif vpon the minds of sociologists and
caused them to divert their attention elsewhere. Their imaginations have been
more readily captured by those occupations which are thought to be more bizarre,
more colourful, more degraded and more'privileged, and which lend themselves
mere readily to the conceptual cliches which form the stock—in-irade of industrial
sociologye To the extent that women inhabit what are felt to be the most
mediocré of these mediocre occupations, they have accordingly received the
minimum of an already minimal attention. The tendency io shun the office as
a field:for investigation has probably teen reinforced by the view that its
inhabitants represent a major buttress of capitalist societys For those sociol-
ogists who are interested in locating the vanguard of revolutiopary'bhangé, the
office must have been regarded as unfruitful territory, whilst providing ah
uncomfortable reminder of the resilience of_a firm commitmeﬂt fo the status quo.

It is of course possible that a soupgon of male chauvinisq'has played its
part in rendering female clerks an under-researched gréup, and it is also
plausible.that‘the limited representation of women in research posts has not
been conducive to the development of research in this area. ﬂowever, the
invisibility of the female office worker is af least partly a:consequence of
the failure of this entipetqccupational category fo capture the hearts and
minds of contemporary investigatorse.

It is evident that any research which is prompted By a concern to remedy

absences in the literature doec not necessarily make a theoretical contribuiion.



Feminist reséarch of this kind may certainly increase the total stack.of infor-
'mation in a particulér'field of enquiry. There is nc guarantes, hb#ever; that
it will lead t¢ a more sophisticated level of understanding in the area of study
concerneds On the other hand, it is possible that by widening- the field
of enquiry in this way, one may discover informaticn which challenges the
adequacy of existing models, concepts and theories. The study of women in
.particular situations may generate data which cannot rgadily be accommodated
within the frevailing sociologicél terms of referencee This observation leads
mé to a discussion of the implications of the material presented'in Chapter 4
for thé sociology of clerical occupationse

My analysis of wémen in routine white-collar work suggests that there is
a dimension to office life which has been greatly overlooked by sociological
Istudie% of this mode of employment, namely, sexual interaction. Once it is
recognised that employers.and employees are typically différeﬁtiated by gender,
it becomes necessary to question whether their relationships can bte a@equately
éccounted for purely in terms of such factofs as size of workplace, the organi-
sation of work, levels af pay and job security, and status conséiousness.
-Once one has discovered the éxistence of women in the office, so to speak, it
'becomes possible to conceive of employer/employee relationships as forms of
intefaction which are influenced by assumptions about appropriate gender behaviour.
Thus, from the point of view of én employer, a secretary may come to be regarded
as unsatisfactory not simply because she fails to achieve a certain level of
output, or because of bad timekeeping, but because she fails t§ conform to
expectations cdncefning appropriate female behaviour. Similarly, it is at
least possible that some women derive job satisfaction not simply from levels
of remuneration, or from the character of work itself, but also froé ihe rewards
which may attach to a conspicuous deference to masculine authority. A womzn's
femininity is frequently eigioited by employers in the.office environment; but
it can also represent an importa;t power resource with-which to manipulate the

bosse His superordinate status, after all, depends partly on ithe woman's



,'ﬁillingness to adopt a posture ofiéubmissivensss. In this wey, whilst onets
femininity may impose tﬁe necessity . forzpubliic display of subordination, it

‘may promote the privafe feeling that one is aciuvally the power behind the

throne, |

The opportunity to daploy onels femininity to material or psychological

advantage ié not eéually availaﬁlé to 21l categories of femele clerical ﬁo;kers,
.but it is most certainly unavailaﬁ}e to their male counterpartse For this
reason, a.socioloé&“df cleficalloccupations which concentrates solely on Ehe male
workforce leads to'é neglect. of an. important sourcs of differentiation within _
the workforce as a ﬁhole. Fufthérmore, if one ignores gender-based intéractién
in the qffice, one is likely to overlook the possible significance of sexual
liaisons. There can-be little dﬁubt that members of.the office de enter into
sgxual relationships with each other, ranging from mild flirtations to alliances
of a more adulterous nature, | My analysis has barely touched upén this dimension
of office dynamics but I an neveftheless convinced that it is of considerable
relevence for an unde%standins of many of the antipathies, frustrations, and

" commitments that are-foﬁnd_there§ It is also possihble that sexuality is

an impqrtant cbmponent of other occupational environments. However, sociologists
have tended to assume that we inﬁabit a world where sex is something which only
occurs in bedrooms. Tt may be that an attention to heterosexual and even
homosexual liéhons in the world of work would constitute a useful peini of
reference in future studies of occupations. |

My érgument, fherefore, is not that gender is thé principal or sole

determinant of soéial interaction in the office, but only that a failure to
recognise its possible significance may lead to a misrepresentation of the
factors governing employee attitudes znd behaviour, patierns of promotion and
.demotion, and'relétionshibs between employers and employees.s To this extent,

it is hoped that thé.presént research exemplifies the need for further empirical
research of a feminist nature in the field of industrial scciology. Such

studies are required,:not simply in order to compensate for the long-standing
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peglect of working women, wut in ordef that we may're-appraise the adaguacy .
of thé traditional terﬁs of reference in the sociclogy T occupaficné. |

The principal concern of this research, hawever; was to develop a more
satisfactory understanding of the factors'governing women®s work attitudes
than had been provided by séciologists in the 1950s and 1960s. Iy particular
interest lay in the field of female clerical employment, and it was within this.
conféxt that I hoped to demonstrate the utility of an eclectic approach to the'
study of work attitudes, as had aiready been exemplified in studies of male
employment in industry and in the white-collar worlde My next objective,
therefore, is to rehearse some of the original problems in the literature and
to consider the implications of the present stu&y for the sociology of women
in'whitg—collar work and of women in employment more generally.

When I began this research in 1970, there was a widespread predilection
for untested assumptions about women as a basis for discuséion of their work
attitudes. In spite of the growth of economic éctivity rates aﬁong women,
especially married women, since the war, there was still a tendency to view
gconomiciactivity amongst all but the poorest women as a social aberration,
‘The attempt to breach the gap of understanding led some sociologists to dust
off the cldest remants of early industrial sociology and to apply them to the
sphere of women's employment. Some chose to view the rising economic activity
rates among married women in terms of a revamped version of the Zconomic Man
model of worker attitudes. The growth in activity rates vias held to be sympto-
matic of posé-war ponsumerism, and women were assumed to be primarily motivated
by a desire fo£ the means with which to pﬁrchase little extras for the home,
Others.chose to base fheir explanations on the Parsonian distinction between
expressive and instrumental sex~role orientations. Hhile thé.primary pre~occu—
pations of the male worker:?ere held to be money, power and status, the women
worker was held to be drawn to the workplace by a quest for congenial social

relationshipse This model was also used as & basis for discussion of the econo-

mic behaviour of single women. More than one writer suggestéd that the atten-
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uated ambitions of young, unat{ached_females‘reflebted a’preoccupatian vith
.social intercourseo(l)' It was these assumptions, plus:the notion fhat.a
woman's chief aitachment was unreservedly to the home, which one’felt_to be
unsatisfactory, partly because they were asswaptions, and partly beczuse they
were gradually being challenged by feminist writers,

Another source of dissatisfaction with the prevailing literature was the
deterministic view of women as economic actors, and, relatedly, the total
disregard fof the dimension of meéning in the study of woment'!s work behaviour.

This perspective was in marked contrast to that adopted by Goldthorpe et al,

and Daniel, and canvassed especially by Silverman in his book, The Theory of

Orgenisations.(2) These writers collectively emphasised the contingent nature
of work attitudes, the interaction between work attitudes and work experience,
aﬁd an éction aprroach which examined the meaning & work from the actor?s point
of view,. The prevailing émphasis, therefore, on subjective pérceptioné of
work and the factors which modified or sustained those pergeptions, conflicted
sharply with the ready acceptance of the idea that women's aititudes were un-
problematic, determined by non-work circumstances, and fixed-fof life in a state
6f uncomblaining acquiescence. Those wno were ﬁrepared tq concede that there
might be more than one standardised attitude to work among female amployees;
nevertheless tended to concentrate implicitly cr éxplicitly on the impac{ of a
single variable, such as the life-cycle or employment status.

The present study, therefore, has been concerned ta substitute investization
for assumption, and to explore the interaction between worﬁ atfitudes and.
work experience’ in the sphere of white-collar employmente The choice of .
temporziy workers for these purposes was dictated partly by a curiousity'based.
on peréonal experience, but more importantly, by a belif that ‘the attitudes of
women employed in this capacity presented a serious cﬁallenge to the comventional
wisdom of sociologicai lite;;ture. Furthermore, sincé I was concerned to high—
light the contingeni nature of wérk attitudes, and to identify the factors govern-
ing changes in perceptions of work, it seemed appropriate to investigate a group

of people whose work situation was characterised by continuous changs.
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} My analysis of woman in temporﬁry clerical-employment'suggests that woment's
occﬁpational choiées ané responses o work are influenced by a very wide
}ange of variables, These variables mey be divided into three groups. Firstly,
there are a number of what may be termed non—work factorse These include
age, marital status{ responsibility for dependanis, educational history, location,
‘responses to domesti@ity, the occupational mobility of the spouse, and the
cunulative impact 6f'primary and sécondary socialisation. This is not an
exhaustive list, buﬁ it doeé incorporate some of the principal factors imfinging
upon wofk:attitudes_which may b§ sa&d to dérive tbeyond the factory gate#'. -
Secondly, there are a number of inéluences wnich derive more directly from the -
work sitﬁation itself. These.inciude the objective character of worktasks,
levels of pay and prospects fqr promotion, relationships with co~workers and
employers, the policies of employérs with regard to recruitment and conditions
of work,-the activities of occupafional gatekegpers such as private or public
employment agents, preyious work experience, and the level of information concern—
ing occupational alterhatives. hgain, the list is not comprehensive, but it
does serve to illustrafe the very"considerabie fange of factors which may have
a bearing upon 5oth occupationai choice and responses to Qork. The third group
of variables concern theleharacter of the market for labour. Job choice and
job mobility are likely ito be influenced by temporal changes in the demand
for one's own skills and for }abour more geherally. They are also likely to
be iﬁfl@enced by régional variations in labour demand. Although it is possible
to distinguish the three clusters of variables in this way, it is evident tnat
they are interconnecteds For example, a firm's recruitment policies towards
married women are likely to be influenced by the character of local labour
markets and by assumptions about the impact of domestic commitments upon employee
reliability. |

.The obsérvation.that fémale attitudes to wourk are contingent upoﬂ such an
enbrmo;s range of circumsiances is unlikely to prﬁvide much comfort. to thosewho

would wish to establiéh an all-embracing theory of the determinants of worker
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attitudess Indeed; one suspscts that it is the very impossibility of constructin

such a theory which has prcﬁpted 2 heightened interest iﬁ other aspeets of the
sociology of work, such as patfizrns of accomwodation and conflict in industrizl
relationse Yet, while my research does ﬁot resolve the problem'of identifying
the key determinants of employee attitudes, it does serve to illustraté the
redpndancy of mcnocausal approaches to the study of women's orientations towards
work; )

| My'analysis.of women in temporary clerical émployment also suggests tﬁat
‘it is wfong to suppose that women consistenfly display a passive orientation
to the situation in which they currently find themselves. lTemporary wo?kers
exempiify, par excellence, women's capacity to actively negotiate the 1imifing
structures which confront them. The vast majority of female temps are engaged

in strategies which enable them {to counter or to cvercome a wide range of

o
o

constraintse. In some cases, these strategies involve a flight from the oppressive

features of domesticity. 1In other cases, they involve an attempt to:.establish a

sense of control over the work situation. It cannot be denied that these strate~

gies frequenily end in frustration or resignation, but they do at least remind
us of the lesson learnt from history, that women zre capable of resisting

structures of oppression.

This observation leads me 1o register certain reservations concerning current

.orientations in feminist writing. It is perhaps appropriate fo conclude with
a discussion of the recent contribution of feminist litérature since it is
likely to have.a considerable impact upon the future direction of research into
female employment. Yet, there are grounds for supposing.that it is likeiy io,
reproduce séme of the deficien;ies which characterised the soEiOIOgy of female
employmént in the 1950s and 1550s. | |

After the initial discovery that women had been ili-servéd by. sociologists
in the past, there arose a major preoccupation with the development of a Harxist
interpretation of the struciural location of women inlcapitalist society._ At

first, the analysis turned meinly upon a discussiocn of the articulation betwezen
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dbmestic labour aﬁd capiﬁaiism, bu{‘more recerntly, there has been a heightened
interest in the roie of }emale wage labour as a variant of the industrial reserve
;rmy. Contributors jo,both fields have urged thst it is necessary to examine
the inter-relationships betwegn patriarchy énd captialism if one is to develop -
an gdequate theory qf the sources of female subordination.

While this theore£ical spring—cieaning has represented a most welcome and
important correctivé fo the:traditional perceptions of women held by ;ocioiogiéts,
_it has generated a fér more deterministic model of wﬁmen at work; Since it
involves aﬁ effort to locate fe@alglwage—labour in terms of an over—archiﬁg i
theory oflthe imperatives of méﬁoboly capitalism, there is a tendency to
represent women as passively fulfiiling the ™needs® of a particular'economic
systeme Thus, the grswth of fémale economic activity rates in the post-war
period is seen, not so mucﬁ as a collective escape from the confines of domes—
ticity, but as a developnent neceséitated by the expansion and diversificgtion
of capitalist commodity production, According to this view, caﬁitalism initiates
the process of determination, and!patriarchy cements its

*In these jobs where women ar; not doing.'women's work?! as such (a2lthough

it comes 1o be defined as that) women still, inevitably, live within

their femininity at worike. It is in the way they are treated by men

at work (particular sexist incidents: for flirting with; as strike

breakers and/or as workers not to be supported over equal pay strikes);

the way they themselves see their work and its role in their lives

(secondary to home, its convenience to home in terms of travel, little
attention to the interest of the work, temporary, 'nice peoplef, etCo)st

| (3)

My oﬁjection to statéments such as these is not that they are necessarily
invalid, but rather that they present an over-socialised, or over—determined
view of womane. Morgan has identified the same problem in the literature
concerning ‘the pole of women as domestic labourers. He points out that the
Marxist—feminist approach is extraordinarily reminiscsnt of functionalism in
S0 farlas it seeks to acco@nt for sociai phenomena in terms of a relatively fixed
wider economic and social sysien, énd glosses over the possibilities for change,

experimentation, and'mgnipulation.(4) It may be suggested that this is because



.fhese feminiéts, like s¢ many wriﬁers.of the fift;és and sikties, have ignored
the dimension of subjective meaning. The concept of Talse consqioﬁsness.can
all too easily n»rovide a handy justification fcr the neglect of this dimension,
just as a firm belief in the . wtility of'popular'stereotypes promoted a similaf
nezglect among an earlier generation of sociologisitss If one subscribes to the
view that workers are unable to.comprehend the true nature cf thair,exploi%ation,
thén it follpws that there is no real need to examine subjective attitudes
towards worke Instead, one is oﬁliged to concentrate on the structural
determinants of worker attitudes and behaviour. As a result, one may overlook
the extent to which these forces are countered or resisieds Since it is_
possible, therefore, that a continuiné neglect of woments own attitudes is
1ike1y'to follow from the current orientation of feminist ¥houghf, one is
inclined to greet this writing with qualified approval.

I wduld like to conclude by suggesting that future reéearch concerning
vomen's employment might usefully be guided by Rowboitham®s propositiop that
thuman beings are more then the services they perform for capital?e(5) A
berspecfive which ignores the way in which women perceive and respond to their
work situation is one which treats women as occupational robotse It is alsp
a perspective which is more, rather than less likely to perpetuate the belief
that women are indifferent to the character of their work, and that they passively
accept the fact of limited occupational alternatives. If we are 1o overcome
lthese-conservative assunmptions, we must address ourselves more vholeheartedly
to the concréte experiences of working women. Furthermore, if we are éenuinely
concerned to advance the cause of women's liberation, then we must point towards
the ways in which they raitle the chains of their captivity and seek to %hrow
off the shackles imposed by the cultural assumpiion of femalerpassivity. ﬁnless
such potentialifies are deponstraﬁed, sociologists will continﬁe to bolster,

A .

by defzult, the fetters of female subjugation,
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APPENDIX 1. - RESEARCH MRTHODS

‘Almost every independent researcher of private employﬁent agencies has
commented on the many procedural problems encountered. The principal
problem concerns the difficulty of gaining access to temporary workers for
tﬁe purposes of investigatione. The most expe#ient method §f establishing
contact with a group of temps is to secure thé;co—operation of one or more
private employment agencies, but this is not g;w?&s easy, and it may generate
certain constraints upon the way in which thefresearch is conducted. Mbreo&er,
whilst some agencies may prove willing to coliabgrate in a questionnaire survey
or programme of interviews, there may be somelreluctance to hire the researcher
herself in order that she can undertake participant observation. Understandably,
an égency is only likely to agree to this sfrgtégy if the researcher meets
certain standards of clerical compeiences Thé'agency, after all, has to take
;ccount of the req;irements of a third parfy - the ciient firm. In this
field of s%udy, therefore, the problems of access are ﬁarticularly great, not
only because of the physical dispersal of the relevant population, but also
because of the need to evolve research strategies which a?e acceptable to
the agencies, and which are in harmony with their normal commercial=0perations.
The second major problem in this field concerns the mobile characier of the
temporary clerical workforcees As Olesen and Katsuranis have obéerved, this
mobility presents immense sampling difficulties for the researcher. For example,
if one wished to conduct a series of interviews with a representative group of
temps, one could use conventional sampling techniques in order to obt;in an
appropriate sample. However, owing to the high degree of movement in and out
of temporary employment, it is possible thé; many of the sample obtained in this
way will have quit temping by the time that one is in a position tfo interview
theme Even if one employs the more limited technique of the postal questionnaire,

the typically short-term character of the involvement with temporary work is
\

likely to be reflected in a poor response ratea
|

The researcher in this field, therefore, is likely to encounter considerable
|

. difficulties concerning access and samplinge It is not surprising, perhaps,

v
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that so few independént studies have been underiaken, and that the existiig
studies have been fairly modest in scope. i mention these difficulties tecause
they have also teen encounteredlin the present research, and because they are
rglevant to an assessment of its design and findingse. It would be quite wrong
to give the impression that the research proceeded witl textbook simplicity.
Yet, within the constraints of limited time aﬂé limited funds, I endeavoured

so far as was possible to conform to the basic principles of sociological

research.

I shoﬁld mention that access was not suchralgajor problem in my own case,
as I had 2lready been a vacation temp with oﬁé:aéency for several years wvinen I
started the research, and I was thus favourabij'placed to request co~-operation
for ny projecte IHoreover, as I had already démonstrated a degree of clerical
competence, there were no objections, initiali}, to my combining employment with
participant observation. The task of securinglthe-cofoperation of other agencies
fbf the questionnazire proved to be rather more difficulte. This was bacause
it was usually necessary to obtain the agreement of a large number of people
before a particular branch could be involved,

ae The Questionnaire

’

The main questionnaire survey was preceded by a small pilot survey which I
conducted among both permanent and temporary staff in thfee firms in the idlandse.
A pilot éuestionnaire was issued directly to 17 employses, and was designed io
yield experience of questionnaire construction and distribution as much as to
test the viability of certain questions for tﬁé schedule proper. _

It was initially decided that the que§tion£aire survey should_be conducted
in two areas of the country - Birmingham aﬁd the North-Zaste. Accordingly, I
approached a number of agencies in both areas in order to secure agreement in
principle to the distribution of a questionnaire among their employees. The
questionnaire schedule which I subsequently devised was fairly léngthy, and
my intention was to issue it directly toltemps either at their places of employ-

' ment, or, if this was not possible, at the offices of the agency. Unfortunately,
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the proposed plan of action had to be abandoned at a fairly eariy stage of
the researche. The first agency I approached was one for whom I had worked
for several years. The principal agreed to employ me throughout the summer.
vaéation, not only for the purpose of completing my questionnaire schedules, '
but 2lso in order that I might carry out observation of temporary employmentl
in a range of occupational locations, However, the agency withdrew its
co-operation shortly after I began the research. When I requested a transféf
after two-weeks employment, the agency refused to move me. This change of
attitude coincided with a change of personnel at the agency. The new supefvisor
informed me that their first obligation was to their client firms, and that
consequently, a transfer would not be forthcomings I was also told that, iﬁ
any case, there was no alternative work. Co E

Although this setback to my plans was, to say the least, disappointing, my -
subsequently lengthy stay at this one firm did afford a depth of insight into
many aspects of temporary employment. In particular, I was able to observe the
way in which the relationships between permanent and temporary staff might be
modified‘by the passage of time. However, this experience suggested that it
would be extremely difficult to pursue my original sirategy of direct interviewiﬁg,
and I decided to issue a modified schedule as a postal questionnaire.

As a result of an approach to one of the largest employment businesses in
the country, it became possible to widen the geographical scope of the survey
to include the london area. All of the agencies who offered their co-operationl
vetted the questionnaire, and only one asked for a modification to be made.
This involved the.excision of questions relating to trade unions. It ﬁas
agreed that the schedules should be returned directly to me rather than to the
agency, as I felt very strongly that this would be more conducive to the free
expression ;f viewse The schedules were then distributed via a total of five
organisations in Birmingham, the North~Zast and London,.

In view of the geographical spread of the survey, it proved impossible to

exercise direct control over the distribution of the schedules. Consequently,
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I am unabvle to furnish precise information concerning the response rate. A
total of 400 questionnaires were given to agency principals and 132 were
returneds Of these, five were from male temps and one was from a student,
ang.because of my primary interest in women who wepe normally availazble for
full-time or part-time employmenf, all six ere eli@inated from the results,
' There were marked regional variations in the,propoétion of schedules returned,
in the North-East, 100 schedules were issued to agencies, and 50 wefe returned;
in the Midlands; 100 schedules were issued, and 3l:were.returned, in London,
éOO schedules were issued, and 45 were réturned.'.IUhfoftunately, there is no
way of knowing whether the poor rate of respense from the London area reflected
a localised apathy to the subject of temporary employmenf, or whether it ref-
lected the distribution policies of individual branches., Apart from the 126
questionnaires obtained by this method, a further 13 schedules were completed
by my fellow temps at the XYZ company, in thelr own tlme, yleldlng a total
of 139 completed questlonnalres.

The disadvantages ef the postal questionnairelhave been widely documented,
The main problems concern the notoriously low response rate, and the possibility
of self-selection among respondents. On the other hané, the impersonal characier
of this method may be said to constitute its principal ad&antage over other
research techniques. The often—noted bies arising from interviewer—interviewee
interaction in face—-to-face methods is eliminated, and it is also possible to
preserve complete anonymity. With regard to the present rnsearch, the problem
of 1ow response has already been noted, although the extent to which the resultan
sample reflects a process of self-selection remains a matter.for speculation.
There is no evidence thet my respondents were exclusively hostile or exelusively
favourable towards the character of their employment. Both negative and
positive views were equally represented, not only tetween respondents, but often
within an individual questiomnaire. This is consistent with the ambivalent
character of temporary employment, noted not only by myself, but also by Olesen

and Katsuranise It is possible that the relatively high levels of educational

attainment among my respondents reflected a process of self-selection. It mayhbe
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that %educated! women are more disposed to expréss thenselves througﬁ the
mediuﬁ of thé questionnaire. However, in lieu of any information concerning the
characteristics of the non-respondents, it is impossible to reach any firm
conclusions on this matter., Moreover, it is‘doubt%ul whéther educational
béckground is rezlly of such crucial signifiéance, ;specially in the case of
- those women whose educational experience beléngs té.the very distant paste

The questionnaire schedule is presented below." It contained a mixture of
open—ended and fixed choice questions and provi@edlthe dﬁportunity for ' ::
réspondehts to comment on any aspects of %emp&raryfwdrk'which had not been

covered in the schedule,
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NIVERSITY OF DURHAM; |
EPARTMENT OF SOCIOLOGY & SOCIAL ADMINISTRATION,
4 OLD ELVET, DURHAM. '

QUESTIONNAIRE

SERIAL NO:

_ The University of Durham is.carrying out a:survey amongst temporary
»ffice étaff' The survey is designed to find out why people work as temps
ho these people are, and how they feel about their work. The results will
e of the greatest interest in helping us to understand what it is about
:gmpprary work that has made it so popular. We would like you to héip Eé-
iy:giQing your.opinion about certain things related to temporary work. This
.ﬁ.nof:é-test and there are no right or wrong answers. The success of the
.nquiry_dépends on the number of people who fiil in the questiodnnaire. All
'oﬁr replies will be treated as confidential, and the separate identity of

ndividuals will be lost when the data is put through a computer.

ow to complete the questionnaire:

ueaSe answer the questions by placing a tick in the appropriate box or
oxes; or where necessary, b& writing the answer in the space provided.

f.you cannot give an exact-answer, please give the best ‘estimate you can.

- stamped addressed envelope is provided for your reply.

Thank you very much.



Sex.

Female

Male ]

What was your age at your last birthday?

What is your marital status?

How many children do you have?

15 - 19
20 . - 29
30 - 39
40 - 49
50 - 59
60 + _

Singlg

Married

Widowed

i None

1
2
P

Please could you write here: the age of each child:-

——————

4 or over

What is your father's occupation or what was it at the time of his death
‘or retirement? (Please give full details - e.g. not just 'engineer', but
'fitter', 'engineering draughtsman' or ‘consulting engineer', etc.).

What is your husband's occupation or what was it at the time of his death

.Oor retirement?

(Pleasé give full details.)

What kind- of school did you go to?

Private

Elementary

Sec. Modern

Technical

How old were you when you left school? ........ .....

Grammar

Comprehensive

Other (please
state type of
school)
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9. Examinations taken at school:
: e K ' ) Number of
If taken subjects passed

School Certificate or G.C.E. 'O' Level . 4

Higher School Certificate or G.C.E. 'A' Level

C.S.E.

Other (please state)
|

;Of Please could you give defails'of your secretarial training and any other
- education or training you have had since leaving school:

Type df Type of - full or Length of Qualifications
Institution Course. Part-time Course gained (if any)

1. What is the name of your . job with the agency?

2. How many agencies, including your present one, have you:yprked for?

One

Two

Three

Four

Five

Six or over
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":E#_
. . , ; oot . .
13. Please could you glve detalls of your worklng life over the last flve years
rlght up to the present time. Please include: :

a) All permanent Jobs you have had, wiih dates. ~

b) The periods: dur1ng which you worked as a temporary. (Please do
not list separately all those jobs that you have had as a temp.,
but count each agency that you worked for as one temporary job.)

Please mentlon also any perlods of unemployment longer than one month.

. e s Permanent or Periods of
Dates Name of job - .
. S Temporary job Unemployment
€

14. Why did you decide to -become a temp?

-,
15. On the whole, which do you prefer? Permanent Work
Temporary Work
" Please ‘could you give_yqu;.reasons?
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®

If you were looking for a joS, how important would the following things -
_be to you? - .o ‘ '

Not Very .
Important Important Important

Pay

-

Interesting & Varied Work

Pleasant people to work with'

 Secure employment

Good holidays

‘General working conditions

Chances of promotion

Personal freedom

1 Being given responsibility

Good boéses

Meeting_people throuéh work

Being part of a team

What do you like most about being a temp?

When it comes to béihg sent out on a new assignment, which of the following

best describes your position in the matter?

I have no choice at all and have to go where 1'm sent

I go where I'm sent, but if‘I really didn't like the job
the agency would probably find me something better

The agency knows me well and tries to find jobs that
suit me and that 1 would like '

294



20.

21 .

22.

23.
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About how many jobs have you had ' 1 - 4
with this agency?
S - 9
10 - 14
15 - 19
20 - 24
25+
Have you ever been unemployed for longer than a
week because the agency couldn't find work for you? Yes
if YES, about how many times has this happened? No

How do you feel about the amount of work you have to do on temporary jobs?

I am often given little or nothing to do, and am told
to work slowly or 'look busy'.

‘Working at a reasonable rate, I usualiy find I am kept
occupied most of the time “

Bosses seem to have little idea of the amount of work that

one person can do, and I am very often overworked.

In general, how would you say that the jobs you get as a temp match
your skills?

The jobs I get are too specialised for my skills

The jobs I get are right for my skills

The jobs I get do not require me to use my skills fully

Which of the following best describes your experiences when you first
begin a new temporary assignment?

You are expected to get on with the job
and work things out for yourself

You are expected to be able to do the job,
but if you need advice, people with help
you out

Employers and co-workers are very helpful
in showing you how the job is done
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In getting to know the permanent peéple you work with, dc you find:

The permanents are friendly and make
the approach to you ’

You have to make most of the effort
in getting to know them

Neither you nor they are particulariy e
interested in getting to know each other

_When you are working as a temp, who do you really feel-you are working for?

The Agency

The Firm you
are sent to

Concerning the friends you have made as a temp, are they:-

Mostly people from other agencies

Mostly people from the samé agency

Mostly people who work permanently

I don't make any friends at work

Other (please state)

L J

Are you a member of a trade uaion?

In relation to your work as a temp, which do you think is more effective
in altering conditions? ’

Activity by the unions

Talking things over with the boss of your agency

Talking things over with the boss at the place
where you work

e e es m et v T
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31.

. -If YES, what other contact do you have

- 291

Apart from receiving your time-shest and sending i% in, do you
have any other contact with the agency?

Yes

No

with the agency?

If you inherited some monesy and had enough to live on w1thout worklng,
would you want to work anyway

Yes —
. No
Please could you give your reasons?
Thank. you very much for completing the questionnaire. If there is anything

that you would like to add or any other comments that you'd like to make on
the questions, please would you write them here. :

................................................................. e
.................................
.
ettt ettt e e e e
.............................................. ..Il-'.ll..-ll'll.-'.-'--'... .
e e ceeeen e
.................... .
.................... e e e e e
e e et e e Cerieeaa.
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be Participant observation "

As Cicourel has pointed out, the use of pariicipant observation requires
an evaluation of the investigatort!s position relative ito the group being
studied, The researcher should engage in fintrospectiont?, that is, an
examination of the meanings which she brings to the situation and a consideration
of the possible impact of her presence on the persons who are being investiggfed.
A failure to engage in such a process is likely to engender the mistaken belief
that one has remazined a detached and neutral observer of a particular set of
social relationshipse, My next task, therefore, is to consider some of the
factors which may have had a bearing upon the conduct and character of my own
participant observation.

One of the aims of this method is that it should generate a much deeper aﬁd:
more direct appreéiatién of a particular field of social behaviour than is
likely to 'be obtained by quantitative methods. Since participant observation
usually extends over a considerable period of time, the investigator is likely
to obtain much richer data than could ever be derived by a simple questionnaire.
This method is also more likely to yield an accurate appreciation of changes in
the character of a social situation over time, It does not involve a dependencé
upon imperfect memories and nostalgic reminiscences, unlike the interview or
the questionnaire. In addition, the sociologist is much more likely to perceive.
a particular social world not only in terms of her own common-sense understandings
and sociologicél assumptions, but also in terms of the subjective meanings of |
the actors concerned.

However, despite all the best will in the world, it is often very difficult
for the sociologist to identify with her subjects, and to really come to terms
with their point of view,. Those who are working within the constraints of

|

small budgets and limited time scales may never be able to achieve the proiracted
and total immersion in a field of study which is necessary for this purpose. Even

without these constraints, it is naive to suppose that one's identity as a socio-

logist can be so easily discarded. A prior or continuing association with this

remote band of intelleciuals is likely to have a2 profound influence on the way
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in which one perceives other social worlds, and upon the way in which others
respond to oneself. Unless'the sociologist is prepared to conceal the
nature of her true identity, the chances of daveloping a total identification'
with one's subjects must be regarded as somewhat ;émote. |

As far as the present research was concerned, this problem was reversed.f’
Since I had had considerableexperience of temporary employment before I began
the project, the problem was not so much one of coming to terms with my :
subjects! world, but raihér one of how to reappraise this world sociologically,
I had worked in a total of twelve establishments during a period of five
years before coming to the XYZ company, and consequently, I had already for@ed_
opinions about both the advantages and disadvantages of temporary worke. I
However, I believe that this prior experience was.of considerable value for the
present research, as it meant that I was able to ground my generalisations oﬁ
a broader base of Tirst-hand knowledge than was yielded by my stay at the XYZ
company. Indeed, it was this very experience, in conjunctiocn with the findings
of the questionnaire, which led me to the conclusion that this company_teﬁdedl :
to illustrate the more negative aspects of temping.

Admittedly, as a student doing vacation work, I had never really experienced:
the full impact of periodic unemployment, or the lack of fringe benefits, In
addition, it was perhaés easier to tolerate the more unpleasant assignments
since money was the primary objective for working, and since one could antici-
pate a return ;o the more qongenial surroundings of the student campus. In
spite of these éualifications, however, the point remains that when I began
my observation, I was not now entering an unfamiliar world. 1Indeed, my very
close i£volvemeﬂt with it had been the one of the original motivations for doing
the research.

When I returned to office work in the capacity of a research worker, a
certain modification of my outlook did tazke place.s This took the form of a
greater interest in, and awareness of, the attitudes and behaviour of co-workers,
as opposed to my former pre-—occupation with meking money, doing thg work and.

trying to get on with other people in the office. However, it must be siressed
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that the balancing of roles waswighted iowercs that of being a temp, since the
self-consciousness wﬂich often accompanies thz researcher in her pose as part
of tﬁe field of observation was in my case dissolved by habituation to the
occupation. This had important consequences for‘my relationships with other -
tempse For, although I made no secret of the fact that I was studying then,
and was therefore regarded to some extent as a student, there was a greater |
tendency to regard me as one of their number. This was due to the fact that
my lengthy association with the agency had equipped me with a detailed knowlédge
of the history of the agency, its personnel, and methods of negotiation. Conse—
quently, not only was I able to exchange occupational anecdotes with other long-
serving members of the agency, but I was alsa able to offer practical advice to
those who had joined more recently. The potential disadvantages of such a
position should perhaps be noted, There may be & tendency to over—identify with
the group and to lose sight of the purposes of the study. On balance, howevér, |
the fact of previous experience in the field is likely to be advantageous, in
so far as it facilitates the process of establishing a role within the group,
and diminishes the likelihood of unwarranted genefalisations.

The conduct of my participant—observation is best described as ?low-profilet,
As an employee, I had certain obligations not only towards my agency, but also
towards the client firme Consequently, my interviews with both permanent and
temporary staff were held during breaks, and my notes were compiled after the
day’s work was over. The interviews, especially with permanent staff, were
as informal as possible, and were mainly intended to elicit information about
previous working experience, attitudes towards the present job, and leisure
patterns. Ideally, I would have liked to conduct a series of more formal, highly
structured interviews, but it was clear that this would prove unaccepiable to
the agency. The collection of data, therefore, tended to take second place to
the main business of pérforming the work in hand. For this resson, it is doubt-
ful whether my presence as a research worker had much impact upon the field of

study. The unobtrusive character of the research, plus the fact of my long _

involvement with temporary work, tended to diminish my colleagues® awareness of,
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and interest in, my specific sociological aimse.
ce Interviews -

During the last eight yearé I have held a considerable number of interviews
with people who are in some way related to my field of study. The_l;ck of
'ﬁublished information concerning temporary employment rendered such interviews
.highly necessary, and they proved to be invaiﬁ;b;e for the purpose o% acquiring
a more rounded understanding of the field ofnénQuiry. The interviews which'

'I held more recently have also been intendedito update my existing knowledge.

‘The employment situation has changed very marke&ly since I first began this
:research, and legislation has been introduced which is of direct relevance

to the temporary workforce, Whilst the empfrical data presented in Chapter 6

\is therefore firmly located in the early ninéfgen—seventies, it has been possible
Ito update the remainder of the research on tﬁ; basis of information acquired during
the intervening years. I would point out that whilst there have been a number
of changes in the context of temporary work since I first began the research,

it is doubtful whether the everyday experiences of the temporary employee have
changed significantly.s As far as one can gather, the main alteration in '

the work situation of the temp since the early seventies is an imprﬁvement in

the level of fringe benefits offered by some, but not all; agencies. Tt is
likely also that job inéecurity became more acute when the demand for temps
slumped in the mid-seventies, although in 1978, there were several indications
that the agencies were moving towards a phase of\prosperity. Yet, despite a
number of changes in the context and conditiéns of temporary employment, the
constant shifting of workplace, and the copiinﬁal problems of adaptation to new
tasks and new people, appear to be perenn;él features of the temporary expefience.

The interviews which I have canducted during these years have involved four
‘categories of organisations or individuals. Firstly, I have held extensive
discussions with agency.prinqipals in the three areas reflected in the research.

These included interviews with the heads of two of the largest groups of agencies

; in the country. 'In addition, I visited the head of the agencies? repfesentative
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organisation, the Federation of Personnel Services, on thrée separate;occasions,"
~ the most recent of which occurred in the spring of 1978. Secondly, in order to
obtain the views of the agencies chief protagonists, I visited the head offices
of one of the main white-collar unions, This inforﬁétion was supplemented
by written replies to my =nquiries from another lea&ing white~collar union aﬁd
" from the T.U.C. headquarters. Thirdly, in order to obtain the views of the
aéencies' chief‘competitors, I interviewed officials working for the Department
of Employment in the North-East and in Birmingham, Finally, I bave held
countless discussions, ranging from the highly formgl'tO'the highly informal,
with women who have had direct experiépce of temporary employment, Taken
-: together, these diverse sources of data represented the final pieces in vwhat
.has proved to be a very compliéated sociological jigsaw. More importantly,
- perhaps, they have:enabled me to retain what is, I hope, a reasonably balanced

' perspective in relation to an area of deep and en&uring controversye.
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