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Do Women have equal rights?

THE STRUGGLES OF WOMEN IN THE SIXTIES, the last ten
years of the women’s liberation movement, and the passing of
the equality legislation have given rise to the idea that women
have equal rights.

The facts suggest otherwise

* More than 2,000,000 women workers are under-
paid. They made up two thirds of all workers earning less
than £60 a week in 1979,

 After an initial closing of the gap between men
and women's pay afier the Equal Pay Act, women's
wages are now declining again so that they are less than
two thirds of men's wages.

* Women are 41.4% of the work force, but this has
made no difference to their status as low paid workers.

* 71.4% of women al work are employed by the
distributive trades and service industries, This figure
rose from 58.1% in 1959,

; * Wﬂlmcn are concentrated in 4 main indusiries:

I rGD[l,I drink and rtobacco: electrical engineering;
clothing; and footwear. All these industries employ
under 10% of men,
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* In 1979, in industry as a whole, 92.2% of general
managers were male . Only 15% of working women had
skilled manual, professional or management jobs com-
pared with 65% of men.

* Over five times more women than men are part-
time workers — 40% of all women who work, For
women with child-care responsibilities the other options
include being unemployed, or a homeworker with a
wage approximately 20p an hour.

# In the six years 1973-78 women's unemployment
rose from 16.2% as a percentage of total unemployment
10 29.4%.

& Belween January 1976 and January 1980
unemployment among women rose from 254,000 to
412,000, i.e. it has increased by 62%.

# In 1975 43% of boys but only 6.5% of girls
entered sponsorships to skilled occupations, and the ma-
jority of these were in traditional areas like halrdressing.

# Of young women in employment 10.4% received
day release compared with 39.7% of young men.

# In 1977 97% of boys entered maths and science O
levels compared with 68% of girls.

# In 1977 only 2% of women were studying for
degrees in engineering and technology with a further
1B 8% of women studying science.
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63.4% of women are economically active. Thair paid work is
fulltime or part-time. It can be heavy or light, dirty or clean,
skilled or unskillad. The most striking fact about it is that it ia
not equally rewarded.

This pamphlet argues that positive action to end job
segregation in the traditionally male dominated sectors of tha
economy has a special importance in solving the problem of
women'’s unequal rights.




What Rights do Women have at
Work?

The Equal Pay and Sex Discrimination Acts.

The Labour Government passed two acts in response to the growing
demand among women for equal rights. The first embodied the princi-
ple of equal pay for women **doing work the same or broadly similar
to that of & man"’. But there were oo many loopholes — the major one
being that emplovers had § years before it became enforceable!

A number of areas of discrimination remained. The skills "-‘i""“"“"h“:l in
women's jobs continued 1o be undervalued. Emplovers valued
monotonous jobs in contmuous production (mainly women's work)
less highly than non continuous production. Employers ensured that
cach job grade was designated either male or female.

To avoid comparison with men many emplovers gradually took
women only!

At its most absurd, this led to & situation where one woman attemp-
ted to claim that she should have the same pay as the man who had the
job before her; she was turned down on the grounds thal since the man
was no longer there she could not be compared to him and was
therefore not entitled to equal pay.

The Sax Discrimination Act introduced in 1975 outlines two
areas. The first covers direct discrimination. This means that an
employer treats you differently just hecause youn are a woman. The se-
cond covers indirect discrimination. This is more difficulr — an
employer must not set criteria for jobs that by their nature exclude
women unnecessarily, eg. is & minimum height requirement just an ex-
cuse 1o prevent women applying?

It is lawful for an employer Lo take steps o encourage women Lo
take advantage of opportunities for doing work done exclusively by
men, but it is unlawful to discriminate at the point of selection for such
work in order to achieve a balance between the sexes.

The SDA has a section which allows for positive discrimination in
training and advertisements. But at the real crux of the matter, selec-
tion for jobs, positive action is not allowed.
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The act itself is not concerned with pay and conditions but includes
terms of employment; the refusal of employment; opportunities for
promotion; access to training; and dismissals and redundancy. This is
apari from non-employment areas like education.

In other words the areas of pay and conditions inadequately dealt
with under the EPA are not protected by the SDA,

The introduction shows these acts have not been successful. We ask
why not?

Why Can’t These Acts Defend

Women?

Simply lifting the most obvious barriers and declaring women equal
does not overcome the fact that women have been discriminaied
against for centuries, This means that when women apply for jobs,
their education, training and lack of confidence in male dominated
society put them al a disadvantage before they start,

In recognising this — thal is that women start at a disadvaniage,
allowances are necessary to offset this past discrimination. Women will
not come forward to take up any opportunities which do exist (sparsc
though they are) if they are not given some guarantee thar special
measures can be taken [or them to overcome many of these problems.

Since 1965, when the percentage of women working ncreased
dmmnr:ally. lht female labour force has been more and more concen-
trated in low paid industries which employ a minute percentage of
men.

This has made it easier for employers to avoid the equal pay and sex
discrimination acts, Added to this, the past decade has scen an ever
deepening economic crisis. Successive Brirish governments have
enacted more and more severe austerily measures whkh in a period of
economic recession always means altacks on a woman's right 1o work.
These attacks have included automatic layofl of part time workers®,
the reduction of the number of state nurseries, attacks on maternity
provision and abortion rights.

The restriction of women's work and these attacks are made possi-
ble because of the fiction that women’s place is in the home. This wide-
Iy accepted rationalisation is used for perpetuating the employment of
women in low paying, unskilled jobs — *“They aren’t worth training
because they'll only get pregnant or married and quit”’.

It is used to justify unegual pay rates and low pay — “They’'re only

e fmey tha la X
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working for pin money™. It causes deep divisions within the working
class itself — **She’s taking a job a man should have."

Finally, it means that women workers are not proportionally in-
tegrated in the trade unions and other organisations of the working
class — "“She shouldn’t be running around going to meetings. She
should be at home taking care of the kids™.

The SDA and EPA have not the teeth to defend women against this
offensive let alone remove past discriminatory practices.

The effects of Past Discrimination.

Throughout the history of human civilisation women have been the
child bearers. This biological function has not necessarily resulted in
them being seen as second class workers and second class citizens. With
the advent of class society, the male-dominated ruling class developed
the family in all its forms as a result of its need Lo orgamise society, 10
control the distribution and inheritance of wealth as well as developing
the most efficient system for the reproduction of workers,

To establish stable family units, it has to be argued thal women are
physically and mentally inferior to man and therefore unable to occupy
an independent place in society. Their role and status in society is deter-
mined by the family to which they belong and the man to whom they
are married.

Prior to the industrial revolution, women worked in family groups
which did not pose a contradiction between home and work. With the
advent of the factory, the length of the working day and the arduous
nature of the work, the question of a woman’s place was posed. The
concept of homemaker and housewife was developed and this resulted
in women being isolated from the social labour and occupied with
domestic chores.

The nuclear family system continues (0 enforce this social division
of labour by defining women by their childbearing role and assigning
them tasks immediately associated with their reproductive function.
Thus women are still thought of as domestic servants eg wives,

A woman from the time of birth is harrassed by preconceplions
about her place in society. Throughout school she is pushed by direct
or indirect pressure into what are considered women's jobs and roles.
Given that pressure, is it any wonder that results for girls in O level
maths are so bad, the number of female apprentices is 50 low and the
number of women in high paying jobs so few.

In Britain today where, on the one hand, women have greater con-
trol over their fertility and 54.3% of women are in paid work, on the
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other hand, there is little change in the type of jobs women do or the
differential between men and women’s wage rates.

It 15 the centuries of ideological, social and economic repression
that hold women back in this society. These old prejudices will not be
overcome simply by society defining women as equal and opening all
educational establishments to women, Past discnmination can only be
overcome by reverse discrimination untl equality is reached.

Job segregation

Job segregation is often identified as the main impediment Lo egualily
for women, but rarely described or analysed. [t has become an ac-
cepted way of organising men and women at work,

Women are victims of deeprooted discrimination which shows
itself most abviously in the sexual divisions at work. These divisions
have worsened in this century. In the 1880°s for example there was a
sirong and well organised group of women who were surface workers
in the mines at Wigan. They fought to retain their jobs until 1901, and
from the turn of the century onwards more men got into traditionally
women's jobs then vice versa.

Whilst women have been aboul one third of the total workforce
since 1901 (the proportion moving up slowly) the change within in-
dustry itself has been rowards greater segregation particularly in the
skilled manual trades. In 1911 the proportion of women doing clerical
work was comparable 1o the percentage of women in the workforce as
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awhole. By 1971, 75% of all clerical workers were women compared to
21% in 1911. Women were also more evenly represented among
managers and administrators in 1911 than at any other lime since.
Women are typists, secrelaries, hairdressers and there is no evidence
thalt this is changing.

The exclusion of women from particular occupations and the
chanelling of them into poorly paid jobs is a clear example of the op-
pression of women in our society. Even when they are in a mixed work
force they do the unskilled jobs; because of their position in the
workforce, they are not so likely 1o be organised into unions, they have
minimal job security and during a recession they are the [irst to be
sacked.

Job segregation exists at all levels, but its effects are less obvious in
professional work like teaching where women and men have equal job
security but unequal promotion prospects. [t is most obvious in the key
sectors of industry: in mining, where women have nol as yet been £x-
empted from the Health and Safety legislation as they have been in for
in other industries requiring shift work; in engineering; in steel; and in
the car industry.

Who benefits?

When women are in segregated jobs their pay and conditions can-
not be compared to a man’s and the employer can perpetuate the myth
that their work has less value. Capitalism's use of women as a reserve
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army of labour is used both to exploit women and to play a role n

holding down men's wages.

The failure of the Sex Discrimination and Equal Pay Acts is one
thing. But women are also facing a frontal assault from this Tory
government at the present time. Why is this? Who benefits from

women’s ineguality?

..r”, Imr:fuﬁ'i".tﬁrf':‘-.;:‘:I-:.‘-_':.:-:_‘:F. iﬁp
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i It's the bosses who benefit — not the workers,
women or men,

When Tory minister Patrick Jenkin says that ‘if god had meant us
to be equal he fsic) would not have created man and wormons ' and that
therefore women don't have the same right 1o a job as men do; when
Margarel Thatcher declares that she feels sorry for ‘latch-key' children
and thinks women should go back to the home; when the Torles
moralise in this fashion they are acting as spokespeople for the bosses.

In the present economic climate it makes the Tories jobh of im-
plementing cuts in public spending and holding down living standards
4 lot easier if women are prepared to stay at home — to look after a
frustrated and underpaid workforce, to tend the sick and the old who
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can no longer hope to get proper treatment from the welfare state; to
manage a tight budget in the context of rising prices; and to keep
unemployed youth off the streets. These are the tasks 1o which women
are assigned — doing a patching up job for the wounds inflicted by
capitalism.

And it's the bosses who benefit when women do go out to work
since their position in the home is used as an excuse to justify low wages
and poor conditions — in other words women act as a pool of cheap
labour which capitalism can draw on when necessary and shove back
into the home during periods of massive unemployment often without
a whimper from the trade union movement. No one but the bosses
benefil from these divisive policies.

The way to right the wrong

Throughout the years, many women at faclones like Trico!, Yardleys?,
Nettles!, SEIY, GEC Treforst 5. Wales, Metmers in Norfolk, H.J.
Barlow Nuts and Bolts in Staffordshire, not to mention the Fords
Dagenham Equal pay strike, forced Labour to introduce this legisla-
tion. [t was often through bitter and long struggles that their fights
WErS WoTl.

This is the way we can defend women's rights when it comes to the
crunch. The legislation is a boost Lo the struggle. Michael Foot dubbed
December 29th 1975 Equal Pay Day. Bur it was the rash of siruggles
that broke out following it that made it a reality for some women.

Bul we have seen how transitory the gains which women have made
can be,

It is plain that the Equal Pay and Sex Discrimination Acts aren’t
working. Positive action or pozitive discrimination, recognizes the fact
that equal rights are not enough to ensure that women play a real role
in society.

The time has come for policies and demands and action that will
begin to defend the right of women to any job they choose and to con-
trol their own lives. This fight must be taken right into the trade union
and women's movement,

That’s why we fully suppart the call of the TUC for Positive Ac-
tion.

1. Trice Lal components {actory in Brentford London. Thes women foughin 21 week tndi e againd L soapborens
and the Labour Uovernmé il whe rbsd their squal pay dlaim omside the pary code they had establisbed =il the guens
ower the Social Comirec

3 Yurdleys, Thewe women oocupsed TRUWL beadguarters 10 ge backing foe thar equil pay arike

1, Mettles engineesing Factory u Sockpent. Ia March 1975 | B0 wor kers came sut mm serilke in wapport of equal pay. 11
Iesiesd % datyn. Several iemporary surkens cams out and jolned the AUEW . Equal Pay was won with na strings and o

it L weirrk &0 spretment for 4 ciosed 1hop wan reached
4. SEI. Women ai Salfard elactcical (nnrimenls went on arike over bonmes and sguil pay demands
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It's all very well passing laws enshrining the principle of equalify — but
how do we challenge the roots of imequality. Job segregation is one of
those roots. Positive action can help overcome this,

Fighting to get employers to open up jobs to women — Lo give
women special training (o enable them (o curry out work previously
done by men only is a step forward. Reserving special places Tor
women — setling goals and targets to increase women's representation
at all levels is essential to hreaking down the division between men's
(usually higher paid and better conditions) and women's jobs.

It also helps 1o break down the whole notion that men do the heavy,
skilled jobs — while women do the caring, servicing johs — for we all
know that these rele definitions serve only to oppress the woman and
keep her in servitude.

Women must begin the fight now for positive action programmes, The
TUC model agreement* has to be campaigned for at local and National
levels.

We have to demand that all emplovers actively encourage women Lo
take up all opportunities,

Making allowances now 10 dramatically improve the representation
of women means selting aside special places for them. Women will
have to be encouraged to take up these places and will have to be given
the necessary education and {raining.

Some examples of Positive Action

Britain

Some employers have already taken some of these steps.

Camden Council (an equal opportunities employer) has produced
u]:!ecia.l publicity entitled ‘An Even Chance for All’. It shows a woman
with a carpentry skill working on a site.

' Adverts aimed at recruiting women bus drivers are now appearing

Camden Council has established a creche for some of ils employees
and have got one of the best maternity agreements in the country.

We want more of this. But not one of these employers guarantees a
certain number of jobs for the few women who do come forward.
Rank Xerox in this country has for example a policy of selting largels
to Incr!me the percentage of women cmplny::d!ﬂr the following
categories: sales; zervices; specialist; professional and management,

A ppermia
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Their equal opportunities policy slatement says:

“each unit showld aim (o have a consistently higher proportion
compared with most companies of women in what have hitherta bean
regarded as male jobs. Each unit will therefore be asked (v sel ils own
targets and maintain clear records of progress achieved.”"

Quota systems or targets (o get women into new areas 15 a vital task

for trade unionists to set themselves.

Europe

In Italy the unions at Fiat cars won Lthe demand for 50% of all new
recruits to be women.
[n Morway all political parties have been asked to look at their
;g;lctmn procedures to bring the level of female representation up to
In Sweden there is & law, that when & company establishes itsell
especially in a region hit by the erisis, and gets money from the State, al
least 40% of the jobs have to be for women. Companies can also get
most of the wages paid by the government if they hire women in in-
dustries traditionally dominated by men. There is a law for courses
paid by govenment funds that gives preferentiel treatment Lo women in
courses dominated by men and vice versa.
This is different to our present law which allows special courses for
one sex only (o be set up. If preferential treatment were given o women
applying for TOPS courses in engineering and other skills what a boost

that would be. o
Many people quite rightly distrust the law because of the way it 18

often used to shackle the trade union movement. But in Swedm
although a great deal was achieved thruu;i} cn]]_e-:ti\re bargaining on
positive action, these gains had to be enshrined m}hb law as well, as
one way of ensuring them in the future and registering the gains made.

UsSA

The best example we have got comes from the experience of
the Affirmative Action programmes of the United States.

In the US all government contracted employers are legally bound to
set certain goals and to achieve them within a certain period. Failure to
achieve these quotas can result in massive fines for the emplovers. This
1s a good example of what can be achieved by legal changes. For these
laws have meant that employers have had to take active measures to en-
courage women. This in turn means that women are more inclined to

13
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fight for what is theirs. In other words changes in the law are not the
answer an their own but they can give a stimulus and added confidence

io women to apply for jobs.

What was the result of these mesasures

GENERAL MOTORS have, between 1975-1977, increased their
number of women executives from 2.9% to 5,1% of the total and their
percentage of blue collar workers from 13.2% 1o 16.6%, Thelr training
F“Ihgl?:] took in 32% of women engineers in 1977 compared with 0.6%
in 1 !

At the BELL TELEPHONE Company, whose Affirmative Action
]frngrmme was amended as it was judged by the courts not to be effec-
tive enough, the numbers of women in Class 1 jobs with salaries over
$30,000 rose from 382 in 1972 to 888 in 1978, including 28 black
WOImen.

A cross section of women who were interviewed by a local paper
believed their promotion was a result of affirmative action. The situa-
tion in the countries mentioned above is incomparably better than in
Britain.
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The TUC and Positive Action

At the 1980 TUC Conference a motion* was passed calling for a
vigorous campaign on positive action. In other words as a result of in-
creasing pressure from women workerswithin the unions the TUC have
recognised thal special measurcs are necessary Lo ensure a woman's
place in the workforce.

In November 1980 the TUC held a special conference for delegates
from all unions to discuss positive action, Marie Parterson, Chair of
the TUC Women's Advisory Committee said in her opening address to
the conference:

““Jab segregation, which has beer the main stumbling block for
women in gaining equality with men has hardly been affecied since the
puassing of the lepislation...""

““ A nd the challenge to the movement iy to produce a positive gction
policy which is sound and realistic, and at the same time one which will
have a definite effect on the employment prospects of working woeien,
by breaking down the barriers which have been erected aver so many
years. "’

The November conference on Positive Action discussed a docu-
ment which put forward two approaches

i} Far voluntary agreemenis on positive action to be drawn up
between Trade Union negoliating bodies and employers.

ii) For a legally enforced system of goals and targets to increase the
representation of women in male dominated areas. This model is based
on the experience of the Affirmative Action programmes of the United
States which make it mandatory on emplovers to set such targets.

On the whole delegates did not see the options as counterposed.
When summing up Marie Patterson said that the conference recognis-
ed the need for both legislation and collective bargaining.

However she did manage to conclude that ‘there was more or less
averall rejection of quotas’ despite the lack of discussion that took
place on it. Unfortunately there was no discussion of what sort af
positive action we should fight for locally and what sort of legislation
we want. This confusion was reflected in uncertainty about what we
mean when we talk of positive action.

g A ppendin
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_ _A I:::t of debate centred around the need to increase women's par-
ticipation in the unions &s a means to fight for positive action. But
campaigns around the demands for the TUC Charter for equality in
L!'It unions cannot be the centre point of the fight 1o end job segrega-

on,

One of the arguments pul forward in the TUC document againsi a
system of goals and guotas is rhar
“such an enforceable programme runs counter ta the tradition of
voluntarism,. "'
_ But we argue that we already have a law which runs counter to the
interests of women. [t doesn’t recognise their past discrimination and
forbids an employer 1o compensate for this.

: 1f you agree that the position of women is unegual then why do you

disagree with a law that tries to rectify this?
~ We're all against laws that shackle the trade union movement and
its members so lets do something about this one!

Qur Position

We demand the right for women to work at whatever work they
choose. We want positive action to break down job segregation.

“

What we say is that we should focus on Positive Ac-
tion in LAW through goals and targets mandatory on

employersand in ACTION at local and national union
levels through a national campaign.

h

We disagree with the TUC document which advises against amen-
ding the SDA (o make goals and quotas a legal obligation for
employers. Although employers are encouraged Lo set up special train-
ing programmes where women have not been represented in a par-
ticular job in the last twelve months such programmes even if establish-
ed do not mean that women will be taken on at the point of selection.
The present law makes it illegal for an employer even if they wanl to
take women on to redress the balance.

So what's the point of the glossy adverts and special courses. The
problem is that progress towards hreaking down job segregation will be
slow unless goals and targets are enforced, unless employers are com-
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pelled to review their employment practices.

So What Changes in Law do we Want/?

We want to give the greatest backing to the hight for local positive ac-
tion programmes with an enforcement procedure in Law. This is what
can give the fight a national focus and can give a boost for women seek-
ing action.

We recommend that the TUC and local/National unions/Labour
Party initiates a campaign to amend the Positive Action sections of the
Sex Discrimination Act so that they are extended in two ways:

Firstly the Act must recognise that women suffer from past
discriminalion and that compensatory measures 1o reverse this must be
made Lawful.

Secondly the section on employers must make it ohligatory for
them to review their employment practices, and where women are
shown to be disproportionarely represented to set goals and targets Lo

increase th@ numbers of women, :
Finally we want these positive Action clauses Lo be mandatory.

e e e R St e AT TR T T

Such changes in the law would give a greater lever
to Trade Union negotiating committees, and would
be a powerful stimulus for women to come forward
into new jobs.

A ——— e e Sy e O e ————— T

Legislation with some teeth will not guarantee womens rights but
will make it more of a possiblity than is the case with the present legisla-
tion.

[n 1975 the TUC adopted an equal opportunities policy* which it
incorporated into every TU negotiation agreement with management.

Very little has changed despite this clause which serves to emphasise
our view that the policy needs positive reinforcement. Without positive
acrion being wrilten into the law, without an onus being placed on
employers 1o get goals and targets, negotiating bodies will suffer
regional and local disparity, depending on the strength of the employer
and the unions. Unions have secured their rights through law in the
past, women have to do the same,

17
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A Union Charter for Positive Action

+ Demanding that employers raview their
employmant practices to see whare woman are
disproportionatsly represanted, to set goals
and targets to increase their representation.

+ Making sure that womean are recruited into
traditionally male jobs, with gpecial adverts 10
encourage them to apply.

+ Employers should publicly state themsslves
equal opportunitias employers,

% Creating special training schemes for
women to learn skills normally confined to

maen.

+ Setting aside targets to get apprenticeships
for young women.

« Retraining personnel so that intarview
procedures are not biased against women.

# Evaluating criteria for entry to jobs. e.Q.
weight, size, stc.

+ Promoting working conditions favourable to
both men and women in terms of creches, flaxi
time, pressing for local nurserias.

 Lengthening initial tralning courses on
TOPS.

& Not such rigid entrance criteria to training
courses. Secondment 1o Skills Centres.

+ Making sure that maternity benefits do not
disadvantage women's training or prom otion.

#

18




Some of the myths about Positive
Action

Surely we need a Labour government before we
can fight for Positive Action?

NO! women cannot wait until the next labour government. They have
to fight to defend their interests now!

In this pamphlet we argue that job segregation can be ended by
mass action to force a change in legislation making positive action
compulsory, and by trade union action at national and local level to en-
force the law. If we consider changing the law as an important compo-
nent in this strategy, then we must discuss who will change this law.

The Labour Party is the political party of the workers movement.
Therefore trade unions and CLP"s should campaign in the Labour Par-
ty for positive action. These forces aided by the Lakour Party Equal
Rights Commitres should formulate a resolution 1o the next Labour
Party conference which would commit the next Labour government to
amend the SDA 10 make positive action mandalory,

Bul we cannot assume that a Labour government will enact gueh
legislation. The last Lahour government initiated many of the policies
which the Tories are now carrying through in terms of public spending
culs ete. and their lack of serions commitment to women is Loanextent
demonstrated by the inadegquacy of the existing legislation. If we are to
fight this Tory government we have to know what we are fighting forin
the next Labour government. The campaign on positive action must
therefore have its reflection in a campaign within the Labour Party
itself,

It is by debate and action at the base of the Labour Party that the
mass of workers will force their party to implement this legislation,
This campaign must be started now, firstly because positive action will
have to be fought for before and after the SDA is amended and second-
ly because the fight for positive action is the besi way to defend a
woman's right to work NOW.

Does positive action discriminate against men?

Many people say they are against positive aclion because special
measures for women means taking jobs away from men.
This is wrong. Positive action merely recognises that women are not



equal to begin with and seeks o compensate for that. How can it be
discriminatory to bring women up to the same level as men? People
who say this want things o stay as they are. But unfortunately the
status quo is not good for women. Ttis precisely because the remaoval of
formal barriers did not work that we want to look for special measures.
Of course, we are against discrimination between all those who are
equal but we are not all aqual and we should not be ashamed o say
we're fighting for positive action to pul an end to that.

Does it mean taking men’s jobs?

This question only arises because we arc all under the threat of
unemployment. The bosses and the Tory government are (rying to
divide the working class by implying that women having jobs means
there will be less jobs for men.

Women's unemployment is already rising at twice the rate of
men's. Is this helping men get johs? Of course not. Unemployment is a
deliberate way of weakening the whole workforce and of depressing
WARES.

What we really want is policies that fight unemplovment, nol ones
that push the problem to others. Women first... who next? What's
your answer?

Puositive Action is part of the policies of the fight-hack. 1t is a means
of protecting the rights of the 40%s of women workers in this county.
[t's not men's jobs against women's jobs, il's & fight for all jobs.

We're not fighting unemployment jusi so that women can remain in
the lowest paid, least organised positions.

If you're against positive action you're really saying thal women
should stay as they are. So why should women bother to fight to get the
Tories out if little will change for them. Positive Action can unite men
n:bd women against unemployment and for the right to work at any
joi,

Any one who says mining, engineering, steel and cars are men’s
jobs is wrong. These are capitalism’s jobs whether men do them or
women do them,

Women have not got into these areas becausc they have been
assigned to the home — exactly where the Tories are Irying to put us
back, This division of labour has been used to oppress women for cen-
turies. IT'S TIME IT STOPPED!

Positive Action will be too expensive

Of course opening jobs to women will not cost more Money. It will just
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mean employers will have to think before advertising and overcome
their deep rooted prejudices.

Mevertheless no one can deny that promoting educational schemes,
training opportunities etc. demand resources, These are important if
women are Lo be able to overcome their oppression and become equal
in the work force.

We argue that even when there are massive cuts in spending the in-
terests of women should be part of the fight-back — not just something
for later when we have won our other demands.

Where the money comes from is not our problem because we al pre-
sent have no say in government expenditures, The Tories can find £8m
to spend on nuclear weapons to annihilate us and vet they ignore and
perpetuate the oppression of women, We want the the workers o
decide on state financial allocation not the bosses® government.

Do women bring down men’s wages?

Many men blame women for the low paid jubs and poor organisulion,
We c_lon*::. The fact is that women are concentrated in industries with
r:lntwel:.-_liulr: industrial power. A strike of miners has more effect
than a strike of hairdressers. So really its up ta the stronger sections of
the trade unions to make sure that women get the fullest backing in
their fight for equality.

If a woman was to enter the Toolroom do you think that’s going to
lower men’s wages? No, it's a question of the strength of workers’
bargaining power in the productive process.

Do you believe that women's fight for equal pay has weakened the
trade union movement? Has it made men’s wages less? No. So then
why should Positive Action?

The labour movement has to fight on two fronts —
against discrimination and for jobs for all.

The number of women joining unions has gone up rapidly in recent
years and the more unions take up and fight for womens issues the
more this tendency will increase. Sexist prejudices tend to blame
women themselves other than look to what the unions can do to en-
courage women members to participate — such as fighting for creche
facilities, meetings in work-time eic.
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How to fight for Positive Action

The discussions being taken by the TUC and Labour Party should
be taken to the membership, We will take part in that discussion and
will argue that positive action must be mandatory in law through a
quota system and that & national campaign should be initiated by Lhe
labour movement.

Below we make our own contribution to how such a campaign
could be structured at a local and national level, We are not aiming o
impose a rigid outline on this discussion, because we believe that the
best way to organise and build such a campaign is to invalve as many
people as possible — trade unionists, feminists, Labour Party activists,
and students — in the initial debate.

The labour movement'’s responsibility to womean

The Equal Pay Act was introduced by a Labour government after the
struggles of women in Britian for equal pay. Those struggles were
focused through a national campaign for womens equal rights —
NIACWER®*.

This campaign was set up in October 1963 after a year of female
militancy which included the strike by Ford women for re-grading.
NJACWER was based on trade unions womens groups and political
groups. Its main focus was egual pay which it fought for by an exira-
parliamentary campaign.

Despite the inadequacy of the legislation that was finally passed,
the actions of women nationally and locally are a model for us today in
the fight for positive action.

Two things are vital if women are to win the fight for positive
action:
* To organise in their unions, Lahour parties and womens groups.
The growing weight and role of women in the labour movement has an
important impact on all workers. They begin to see women as equal
partners with the same rights as the male workers, and the same ability
to fight the bosses in everyones interests,

And as Marie Patterson said at the TUC Positive Action conference

“Trade Unions must take active steps fo implement such palicies
for it is only if we are seen 1o be putting our own house in order that our
pasitive action propsals will be taken seriously...""

[n other words we have to promote the self organisation of women
in the unions.

* piational Joint Advisory Comneil for Womema Bgual Rights
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* A mass national campaign will be needed (o coordinate activity and
focus attention on amending the SDA to include mandatary positive
action, We can see the power of such a campaign il we look at
something like the National Abortion Campaign.

Morale, strength, achievement come with unity in
action and power with numbers,

Nalir.‘rnall:.' organised activity around job discrimination has not
existed since the Equal Pay struggles of 1968. We cannot change laws
without national co-ordination nor can we build the mass movement
which would change the position of women at work,

Such a campaign must draw in all sections of the labour movement
in order to fight to establish in law and in praclice womens equality at
work.
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Committing the Labour Movement to a mass cam-
paign on Positive Action

a) The official bodies of the labour movement will need to organise the
fight to win the unions and the Labour Party to actively campaign for
positive action.

b) Within each union and Labour Party the basis for propaganda and
agilation will be made by the collection of information,

¢) A working party should he set up which is open to national unions
and organisations who are committed e positive mction. This warking
party could prepare for a trade union activist conference as s00n as
possible.

This conference should set up a co-ordinating commiltee to for-
mulate clear aims for the campaign.

Organising a Positive Action Campaign.

There are important aspects to the campaign for positive action on
jobs; collecting information; winning our women’s group, Lrade union
branch, labour party, and political group to actively support positive
action in law and in practice; and committing the labour movement
and the women’s movement to organising a mass campaign [or positive
action.

Collecting information

a) Find our what collective bargaining agreements cxist within your
unions around the EPA, SDA and Protective Legislation.

b) Investigate the major industrial employers covered by your union
and in your local areg. Find the number of women who apply for
‘male’ jobs: the number accepted; the last time a woman held a job that
is now done by men e.g. during the war, Establish whether your com-
pany has called itsell an **equal opportunity employer’” and what its
practices are i.e. do they have targets for the integration of women into
traditionally male jobs? Do they positively advertise to encourage
women to apply for these jobs? do they discriminate in favour of
women?

How to win your organisations to Positive Action

a) Publish the information vou have collected in union journals,
24




Positive Action is a special measure to right the
wrong which has been done to women over the
centurias

Labour Weekly, Tribune, Trades Council Broadsheets, Women's Sub-
Committee newsletters, Women’s TUC and women's movement
publications. Use the local media and press to open the debate.

b} Commit your union branch to set up a positive action commiltee.

c) Formulate and submit resolutions committing your local and na-
tional organisations, the TUC and Labour Party to fighting for
pasitive action in law and in practice,
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Why the IMG is fighting for
Positive Action demands

The International Marxist Group is the British Section of the Fourth
[nternational — an arganisation for world revolution. In all seclions of
our organisation around the world we fight for the liberation of
women and Jor the liberation of humanity as a whole from capitalism.

We believe that & campaign around posilive action in jobs anl
training is central to countering the offensive of the employers and to
educating the whole of the working class on the oppressive role of sex-
ism. We do not believe that winning positive action will mean an end to
discrimination at work but we do believe it will aid the struggle of
women on all fronts.

Making positive action mandarory will aid the campaigns needed Lo
end all discrimination against women, These campaigns will include
adequale nursery facilities, maternity provisions, NHS Facililies, paid
leave 10 care for the sick, a shorter workweek, equal rights for part-
lime workers, union meetings in work time, a change in protective
legislation, and [ree abortion on demand.

The IMG has members in many key unions who are taking up the
campaign for positive action as the next step in the fight for women's
equality. We believe that demands for preferential hiring, training and
job opportunities for women in the traditionally male dominated areas
of the economy have great imporiance.

Such demands place the blame and onus for women’s unequal
status in this society fairly and squarely on the capitalist sysiem and the
bosses.

Demands around posilive action begin to esteblish in practice Lhe
right of women (o a job, if necessary al the expense of the capitalist
system — not of fellow male workers.

Moreover, demands for positive discrimination at the peint of
selection 1o fill quotas of women even challenges the right of the
capitalists and the bosses to control hiring and firing.

In fact, positive action for women challenges head on the divisions
within the working class along sex lines, divisions that are fostered and
maintained by the bosses in order 1o weaken the working class and hold
down the wages and working conditions of everyone not just women.
If women are pushed out of the labour force at the will of the capitalist
system than everyones right to a job is threatened, Positive Action
seeks to ensure women's rightful place in the workforce.
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Women
miners
can dig
it too.

These demands help to encourage both male and female workers to
appreciate the material effect of discrimination against women and the
nesd for conscious measures to overcome the effects of centuries of
forced subjugation.,

As women begin Lo break down Lhe traditional division of labour
along sex lines and establish their equal right to employment and their
ability to perform ‘male’ jobs, then sexist attitudes and assumptions
within the working class will be undercut and rhe whole SOCIAL divi
sion of labour in all spheres will be challenged.

Struggles which open the doors for women to enter the educational,
occupational and leadership realms previously dominated by men pose
in the clearest possible manner the eradication of womens inferior
social status,

The TUC had equal pay on their books for a hundred vears before
women themselves actually won it through struggles like those at
Fords. These women did not leave it to the mis-leaders of the working
class. The leaders of the labour movement have been bureaucratic and
conservative and do not always fight for the needs of the working class
as a whole — let alone for their women members. Demands around
positive action raise fundamental issues in relation to workers control
of hiring and firing, the right to work ete. around which the rank and
file of the working class as a whole can unite to fight this conservatism
and replace this leadership.

The IMG fights for militants within the labour movement to
organise around a programme of demands to challenge the misleaders,
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(a)

(b)

(e}

(d)

(e)

(2)

EQUAL OPPORTUNITIES:
TUC SUGGESTIONS FOR POSITIVE ACTION

Publicly a union should press an emplover o commit himsel[ 1o belng an
Faqual Opportunities employer, This could involve insisting on the e
Equal Opportunities clause in all agreements, and the employer infor-
ming the local jub centre of his policy, giving the local press the informa
tion in the farm of an article or leiter, and most imporwant of all, in-
duﬂu an appropriate statement on all job adverts both internal and ex-
ternal.
Evaluation schemes that decide the grading of the job should be based on
the level of skill, training and responsibility needed and not on differen-
tials between male and Fernale *skills®, eg is it more skilful to be able lo
solder intricately or to lift heavy hoxes?
Ensuring thai the job description is an exact description of the duties of
the job and does not imply sex slerentyping, eg does & receplionist have
ta be *attractive’ or a sales representative ‘active exccutive type'? The job
description should be drawn up after rescarch inio what the jobs require,
aot based on assumptions such as all fork-lift drivers carry heavy
weights.
As with job evaluation schemes and job description, criteria for proma-
tion should be laid down enumerating the skills that nged 1o be
developed, such things as formal qualifications should be looked at
carefully, in rerms of their necessity, their desirahility or whether they
could be gained after promotion.
Actions in the regrultment stage should include making adverts aitractive
and availablé 1o wamen, by the use of the EOC; including n picture of &
woman as well as a man in the advert; making sure the wording does not
put off women (2 reintroduction of the use of male or female wanted
might be & positive encourngement); advertising in women's Magasimnes
(though Lo do so exclusively i« discriminatory); coniacting local women's
groups, school teachers and careers officers dealing with girls 10 inform
tham of the vacancy; ensuring all vacancies are advertised internally and
to all peaple, and the use of an employment noticeboard 1o display
vacancies.
Personnel siaff, including receptionists, should he made aware of the
implications of an equal opportunities (EQ) policy. and have available a
full job description, so that women seeking jobs are not put off when
making their initial approach.
Al the interviewing stage, the application form should declare the
employer has an EO policy and siate any relevant grievance procedure. It
should also only ask questions relevant 1o the job applied for and not ask
unecessary personal details.

— in a large concern more than one interviewer should be used,
preferably with a mix of sexes.

_ interviewers should be trained in interview and assessmenl techmiques
to eliminate unconscious bias.
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(h)

— it should be agreed previously what skills the interviewers are looking
lor, there should be an interview report form 1o énsure a cOMMON 5tan-
dard, and discussion aflerwards belween interviewers,

— any testing process should be job-related, and have a direcr correla-
tion between iest and job performance; for instance, is the mechanical
comprehension test used truly indicative of Tuture performance?

— questions should be aimed at assessing the person's skills and abilities,
and not include questions which are only pur to women on home cir-
cumstances, future plans, atc.

— it is good employment practice (o explain why a person did not get the
job, and what improvements would muke them scceptable. This enables
the person to understand and assess their performance at inlerviews, and
ensures the interviewers are fair,

In promotion, the advertised commitment 1o an EO policy is most impor-
tant, and should be made by the chiel executive,

— all promotions shoulkd be circulated internally; the use of an employ-
ment noticeboard as a focal point would be an advantage.

— these vacancy notices should include job descnption and cundidate
requirements, nol just job titles, and should be checked for indirect
discriminations such as a requirement 1o continuous service.

— the possibility of part-time promotions should be investigaied.

— an annual review system should be used to discuss with staff thewr pro-
gress and future plans in employment terms, and any training or job op-
portunities that might benefit them.

— seminars should be held for supervisory siafl on how to evalusie per-
sonnel performance [ree of discrimination.

— staff suitably qualified for promotion should be personally alerted 1o
the vacancy.

— all staff should be encouraged to take training courses thal will help in
their promotion prospects,

— in service seminars, courses and discussions on issues relevant 1o
managemenl development should be held. These should be non-
residential, wherever possible, and in working hours,

— the same criteria used for a recruitment interview should be used for a
promolion inlerview.,

— the creation of recognised grievance procedures should be extahlished
preferably in rhe form of a committee with management and workers
represented.

The working conditions should be examined 1o see if they could be made
mare attractive (o women. For instance, the provision of creches or pay-
ing for places in a local nursery where local authority provisions do not
meel the needs.

— extensive use of flexible working time, flexible holiday times and the
right to carry over leave from one year 10 the next.

— the improvement of maternity provisions to allow more flexibility
than the statulory requirements.”
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WOMEN'S EQUALITY
(Motions 22 and 23)

Congress notes with concern the deterioration of women's earnings
and their reduced employment opportunities and that, although the
Equal Pay and Sex Discrimination Acts have been in force for five
vears, very litcle progress hus been made iowards equality for womnen at
work; on the contrary, the B2p between wamen'y pay and men's 15
;:idl.‘ninj and the vast majority of higher-paid jobs gre stll domina jed

v men,

Cangress therefore resolves pursue vigorously a campaign for real
equaliry for women and recognises that new strategies are needed g
establish genuine equality of vpportunity. These must be seen as an
integral part of the rrade unions' fight against the industrial and
economic policies of the Tory Guvernment — in order o Prevent wamen
taking the hrunt of the current recession.

Congress therefore welcomes the initigtives taken by the TUC
Women's Advisory Commitiee (in line with g resolution passed by the
1978 TUC Women's Conference) 1o investigatr Inrms of pasitive acripn
In women's education, training and employment a5 a means of shifting
entrenched patterns of discrimination. It calls upon the General
Council 1o draw up, in consultaton with individual unions, detailed
proposals for positive action which can then form rhe barsis of furure
negatiauons between unions and management, and to present these
proposals 1o Congress in 198]

h

USEFUL ADDRESSES: Ntional Cotncif foe Civil Liberties
Rights for Women,

186 Kings Crass Road,

London WCl.

Equal Opportunitics Commission
Owerseas House,
Quay Street,

Manchester M3 3HN.
Rights of Women (R.O.W.)

Trades Union Congress (T.U.C.) 374 Grays Inn Road,

Congress House, London WC1.

Great Russell Strect,

London WCIB 3LS. Spare Rib.
27 Clerkenwell Close,

Low Pay Unit. London ECIR 0AT.

9 Poland Street,

London W1V 1DG. Women and Manual Trades Group,
40 Dale Streel,
London W4,
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