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PREFACE

Recruiting Management Consultants, Inc. is a consulting
firm that specializes in problems of equal employment oppor-
tunity. The company has nine years of experience as advisers
to industry, government, and organizations in re§olvipg.

problems of recruitment, selection, and retention of minori-

ties. Many of our services involve assisting corporations

in.fafahlating policies and programs that will-effectively
promdzg;equal employment opportunity.

In the past nine years, RMC, Inc. has aﬁassed research
data on more than 300,000 minority professionals with
bachelor{s; master's,‘and doctoral degrees in fifty-three
academic disciplines.

This study of thé experiences of black male professionals
in industry is an outgrowth of the research and consulting
capabilities of the company. This research was conducted by
the staff of RMC, Inc. with the assistance of Dr. Edward J.
Keyes who provided many valuable suggestions for the total
project, and who interviewed all of the corporate managers.

Special mention must bé given to the following staff

members who conducted many of the interviews and who substan-

tially contributed to the data analyses, and to this report:

David A. Scott, Director, Atlanta office
Catherine L. CGullars, Staff Consultant




Dr. Howard Rosen, Director, Office of Research, Man-
power Administration, U.S. Department of Labor, is directly

responsible for the initiation of this.research prdject. We

also acknowledge the assistance-that we received from the

following persons in the Office of Research who reviewed our
initial pnpoposal and who also provided -many ‘helpful comments
and criticisms which were utilized in the conduct of the
study and in the preparation of this ;eport:

"Mr. Joseph Epst€in, Manpower‘Administfation,
U.S5. Department of Labor

Mrs. Ellen Sehgal, Manpower Administration,
U.S. Department of Labor

Mrs. Mary Bedell, Manpower Administration,
U.S. Department of Labor

i

The following persons also provided critical reviews which
assisted the authors in preparing this document:
Mr. Robert Holland, McKinsey, Inc.

Dr. Stuart A. Taylor, Harvard University, Graduate
School of Business

Dr. Bernard Anderson, University of Pennsylvania
Wharton School of Finance &
Commerce

Our administrative and secretarial staff put in many
long hours in typing many drafts and the final report -~ for
this, we sincerely thank them.

This report is being submitted by Recruiting Management
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Consultants, Inc. by Evelyn S. Freeman, Executive Vice ’
President and Project Director, and Charles L. Fields,

President.

Evelyn' S. Freeman

-

Charles 1.. Fields

Recruiting Man~gement V :

Consultants, Inc. o

- . 51 East 42nd Street -
New York, New York
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INTRODUCTION

During the 1960's, blacks made respectable gains in
white collar and operative jobs. The result was that the
disparity in the aggregate job sta.us of blacks relative
-0 whites declined somevwhat. Blacks are slowly approaching
parity with whites on clerical jobs and have surpassed
whites in the operative and service worker catecories.

Two white collar occupational groups still show wide
distributive disparity: "Professional, technical and kindred"
and "Managers, officials, and proprietors." Only 9.1 per-

cent of all blacks held positions in the former category,

and 3.5 percent of all blacks held positions in the latter

category, as reported by the Department of Labor in 1970.
These statistics may Dbe compared with 1970 data on whites,
14.8 percent of wiicm held professional, technical, and
kindred jobs, and 11.4% were managers, officials and pro-
prietors. This suggests that blacks are continuing to suffer
from underutilization in management and executive positions
in the major corporations of the nation.

This pattern has important implications for the future
of blacks in the American economy. First, the increasing
concentration of blacks in operative and service jobs increasecs
their exposure to uneméloyment through fluctuations in eco-

nomic activity and the incidence of technological change.




The 1970 unemployment rate for blue collar workers was

6.8 percent, as oprosed to an unemployment rate of 2.8
percent for white collar workers. Secondly, the economy
of the entire country benefits from the full and productive
utilization of all of its citizens. Underemployment of
blacks at all levels, from entry-level to managerial, is

a tremendous cost to the country, in addition to affecting
the total economic picture of a significant segment of the
sopulation. Finally, the failure to promote significant
numbers of blacks to executive and managerial positions
adds to the problem of narrowing the dollar income gap be-

tween the black and white communities. Median income com-

parisons reveal that this gap has widened during the sixties

in spite of the fact that blacks and other minorities have
experienced a greater rate of increase. In 1960, this gap
was $2,602 (median incomes being $5,835 for whites and
$3,233 for blacks and others); in 1969 the difference
widened to $3,603 (median incomes for whites was $9,794,
and blacks and others was ?6,151), according to Current
Population Report, Series P-60, No. 59 of the Department
of Commerce.

The appearance of black professionals in major corpo-
rations resulted from a wide range of societal forces that

began with the economic pressure of blacks in the fifties




seeking to remove legal barriers that resulted in overt
racial discrimination in education, housing, public accowmmo-
dafions, and employment.

. Although some equal employment activities were initiated

in the 1950's, major corporations were directly challenged

g

to end overt discrimination by Executive Order 10925 which

was sig;ed'by the late President John F. Kennedy in 1961.

This order related to the ‘compliance of corporations to non- ; é,
. discriminatory employment practices, and led to the voluntary
movement by éorporations to form "Plans Fér Progress" as
}gan adjunct to the then President's Committee on Equal Em-
) éloyment. This move was fbllowed by Congress passing the

Civil Rights Act which became-law in 1965. Under Title VII

on s g NS KSR b M R 2 S8 R T - SR, Rt e Tkt ook 4

of this act, the Equal Employment Opportunity Commission
L - was cstablished to oversee compliance to the non-discriminatcry
employment preovisions of the act.

The black professional's entry into corporate life was
not automatic with the passage of these laws. Most blacks‘
began in staff positions, lower-level technical, or sales
positions. Fe& blacks, in the past or now, were hired
for positions within the general management structure of
major corporations.

In 1972, blacks still have very few examples of real

progress into executive and managerial positions. Many

oy
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problems remain to be resolved if our socicty is to benefit
by the fullest apd_mqst productive economic utilization of
all of its black and other minority citizens. This research
explores one part of the overall problem -of black economic
development, and offers a program for surmounting some of
the roadblocks to equal oppoftunity.

This research was initiated in January 1971 to get a
current assessment of thérexperiences and achievements of

black male professionals in industry. Black professionals

. were chosen because every statistical study has revealed a

smaller proportion of blacks in professional and managerial

positions than in any other single industrial occupational

category.

Most previous research and current research focused -
upon the problem of equal employment opportunity from the

viewpoint of industry, or from the viewpoint of the "hard-

core" unemployed. This study is the first comprehensive

analysis of the experiences of black male professionals in

major corporations. The specific research objectives were

as follows:

(1) To review, from the point of view of career
growth, the careers of 500 black male pro-
fessionals who have industrial experience

(2) To analyze the qualitative and quantitative
progress made by these black professionals
and their attitudes toward the industrial

system
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(3) To assess the perceptions of and attitudes
toward black professionals held by industrial
management
The interviews with black male professionals were con-
ducted from April to Séeptember 1971 by blacks who are on

the staff of Recruiting Management Consultants, Inc. Dr.

Edward J. Keyes, a white psychologist, interviewed all of

" the managers during the period June to September 1971. All

g interviews were conducted in person using a standard gues-
tionnaire which Qas designed by the authors with assistance
’Sfrbm Dr. Edward J. Keyes, and staff of the Office of Research,
Manpower Administratiqn, U.Ss. Departﬁent of Labor. Interviews

were conducted in ten major metropolitan cities that are
centers of industrial employment having substantial black
populations. A stratified sample design was used which in-
corporated the percentage of non-whites in the civilian
labor force in each of the ten cities, and the percentage

of non-whites represented in nine enterprise classifications

in the labor force of each city.




SUMMARY

This research study of the experiences of 500 black
male professionals in industry reveals that while slightly
more chan half express satisfaction with their. career
progress to date, almost 60 percent believe that théy do
not have an equal opportunity with whites. A disparity in

career growth and development patterns between black and

‘white professionals is particularly noted with respect to

promotions. Corporate management is generally viewed as

. lacking a commitment to provide equal opportunity and 64

percent of these men believe that existing policies and
affirmative action programs are not effective in their
design and implementation. Approximately 50 percent pessi-
mistically view the future for blacks in industry, believing
that lower and middle management attitudes will not sub-
stantially change. They see no sign of top management doing
anything more than signing policy statements and maintaining
a "laissez-faire" attitude. Approximately 42 percent,
however, have a degree of optimism about the future for
black professionals in industry, although only 20 percent
presently believe that corporate equal employment oppor-
tunity policies or .programs are effective,and 25 percent

think that they do have an equal opportunity with whites

in their companies.
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Blacks in engineering generally believe that they
do not have an equal opportunity with whites to a greater
’ extent than biacks in the other disciplinary groups
(75.6%). Young blacks, particularly those under 25, are
somewhat more disillusioned and are more pessimistic about
bhe,future for black professionals than older blacks. 8
Fifty percent of these men are employed in manufacturing

industries. These men indicate the lowest percentage of

R T I N
| . S

satisfaction (43.3%) with career growth of the six industfial 7 I i

Aveimer oy

classifications. Black in finance and service industries
expressed proportiohately more positive and favorahle atti-

. tudes towa¥d their career progress (66 percent and 60 percent,

O A N

respectively). It was also observed that blacks in lower

R

level professional positions are less satisfied than blacks
who are in supervisory or manager positions (46%).
Responses varied extensively between blacks in the

Six regions covering ten cities in which interviews were

R P o A

conducted. Blacks in the West~South-Central region which

was reperesented by Houston, Texas, are generally more

Rt
WSS e

27
3

negative and disillusioned than any of the others. Blacks
in the West-North-Central region, represented by St. Louis,
Missouri, expressed more positive and optimistic attitudes

than did blacks in other regional areas.

7
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White managers were reluctant to participate in the
study to relate their own attitudes and experiences with
black male professionals. It was clear from the small
number of usable interviews with managers that they had
very few contacts with blacks in early life, and that this
pattern had not Substantially changed in adulthood. The
perceptions of managers and the blacks whom they supervise
on equal opportunity being available for blacks, and the'.
effectiveness of existing corporate policies and programs
in thié area differisubsténtially. ‘Dué in ﬁart to limited
exposure, managers seem to be unaware of many of the

é
problems that blacks face in industry and also how to effec-

tively resolve these problems when directly faced with them.




DESCRIPTION OF THE "TYPICAL" BLACK MALE PROFESSIONAL

This study of the careers and attitudes of 500 black
men cmployed in professional positions in industry in ten
major cities is primarily concerned with their career growth
and development patterns, and their evaluations of their
industrial work experience. A description of the background
and characteristics of the men and their jobs, based upon
the "typical" or the distribution of their responses to
questions asked in personal interviews in the spring and
summer of 1971, is one vantage point.

« The "typical” 5lack male professional in industry is
in his early thirtigﬁ, is married, has two children, and
lives in & major metropolitan area. He grew up in an inte-
grated neighborhood of a large city, and attended a segre-
gated elementary school and at least a partially integrated
high 'school. He has a bachelor's degree in Business or a
related specialty from a predominantly white college or
university.

He entered industry directly after college graduation
or completion of military service, and has 6-1/2 years of
industrial work experience. Currently, he is working in a
staff position as a lawyer, purchasing agent, or other

service function earning an average annual salary of

approximately $15,000. Since his wife is also working on
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a full-time basis in a job that pPays $8,500 on the average,
his family income is approximately $23,500.

He is employed by a major corporation in a manufactur-
ing industry and works in a department where there is only
one other black.

Generally, he evaluates his working relationship with
his white co-workers, subordinates, and manager as average
or better. He rates his qualifications for the job in terms
of education, ability, and experiénce as equal to the
qualifications of whites with whom he works in similar jobs.

To a lesser extent, he feels that his progress in terms

of promotions has been equal to that of whites with similar

et g
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qualifications-in the company .
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He feels that his work responsibilities are at least
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equal to his abilities, and is guardedly satisfied with his
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career progress to date. Currently, he is planning to
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remain with his present company, feeling that he may be able

e
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to satisfy some .of his aspirqtional goals where he is, at
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least up to a certain level.

Although working-«for a company that has both policies
and programs relating to equal employment opportunity, he
believes that these programs are not effective. Further,
he tends to be pessimistic about the future availability of
equal employment opportunity for black professionals in

industry.

10




The black professional's reservations about equal
opportunity for career growth in industry is a serious
issuc facing our society today. Fron our research, an
analysis was made of the problems encountered by black
professionals, which pointed to programmatic changes that
are needed if we are to realize equal employment oppor-

tunity as more than a principle.

1:




GENERAL RESEARCH FINDINGS

Background Information

The sample was composed of 500 black male professionals
who held professional positions in industry for at least one
year. Educationally, 68.4% of the sample held only a
. Bachelor's degree, 28.4% held graduate degrees, and 3.2% had
attended college, but had not received # degree. Table 2
shows the educational composition of the sample by degree
level and city.

On both the undergraduate and graduate levels more men
attended traditionally white colleges and universities than
traditionally black éolleges and univergities. Thirty per-

cent graduated in the top one third of their class and fifty

percent earned a grade voint average equivalent to B or

better.
TABLE I

UNDERGRADUATE AND GRADUATE COLLEGE/UNIVERSITY ATTENDED

TRADITIONAT TRADITIONALLY
BLACK WHITE

UNDERGRADUATE 45% 55%

GRADUATE 13%
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These men are relatively young with approximately 66

percent being 34 or younger. Approximately 74 percent of

the group is married, and 57 percent of the married men have

wives who are employed.

On a regional basis, most of the men presently reside

in the same geographical region where they lived in ado-

lescence. They were predominantly residing in cities of

. 100,000+ population. Most of them lived in neighborhoods

which were integrated, and they had some white friends in

early life and adolescence.

Most of these men now live within the city limits of

the ten metropolitan areas that were surveyed, as opposed to

living in suburban areas. They have some informal associa-

tions with whites on a personal-social basis as well as
associations in informal and formal community affairs. These
associations are usually with whites in non~industrial
fields of work. Very few presently live in residential

areas that are not integrated to some extent.

W“"?'W“”%“?‘*rw; RTINS S g N AN e,

Most of the group entered industry without any previous
work experience. Of those who had previous experience, most

came from government, and a smaller percentage from education.
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First Industrial Work Experience

Their first industrial job was the result of self-
referral for most of these men, with only a small percentage
coming into industry as a result of college recruitment.
Successive industrial jobs were also obtained primarily
through self-referral.

Two-thirds of the men reported receiving at least one
formal appraisal on their first industrial job. Of those
who reported an appraisal, 66 percent felt that the appraisal
was objective, and remaining 34 percent felt that their
appraisal was based upon subjective and personal factors
rather than being a critical -evaluation of their work.
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sanitary services 40-49 55 11.0

Wholesale & Retail Trade 50-59 77 15.4

Finance, insurance, & real

estate ~ 60~69 63 12.6

| Services 70-89 90 18.0
TOTAL 500 100 (%)

Current Industrial Emrployment

Industrial Classification

The largest single concentration of these men is in manu-

facturing industries, as illustrated in the following table

showing the industrial classifications.

TABLE IIX
INDUSTRIAL CLASSIFICATIONS

SIC
INDUSTRIAL CLASSIFICATION| CODES | NUMBER PERCENT (%)

Contract construction 15-17 7 1.4

Manufacturing 19-39 208 41.6

Transportation, comxunici-
tion, electric, cas, &
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Funci. -nal Responsibilities

In order to classify the work activities of the group,
the ten functional arcas of responsibility were uktilized.
These ten arcas are defined as follows:

1. Directorate - Represents ownership--owner,
partner, member of Board of Directors.

¢ . General Management - Responsibility for all
aspects of a given department or unit of an
organization--department manager, division manager.

3. Manufacturing - Responsibility for making the
product--production, engineering, quality control.

4. Marketing ~ Responsibility for selling onc pro-
duct--marketing plans, distribution, fiold sales.

5. Finance - Responsibility for capital; utilization
of money--treasurer, credit manager-:nt.

6. Management Accounting - Responsibility for
keeping track of resources and how they arc usod-- -
controller, budget, cost control.

7. Research - Responsibility for scientific or
AL e o
technical improvements of existing products and
creation of new concepts and products.

8. Develooment - Responsibility for developing new
or expanding business activities such as acjuisi-
tions, mergers, or new enterprises.

9. Analysis - Responsibility for evaluating results
and methods of work to be used in setting objectives
and planning.

10. Services - Activities which support all furctions
of management; generally considered admini:stration--
personnel, legal, public relations.

pahle III gives the distribution of our samvle group in

these Len functional areas.




TABLE III

FUNCTIONAL RESPONSIBILITIES

: CATEGORY NUMBER PERCENT (%)
; Ownership/Directorate 3 .60
g General Management 42 8.40
% Finance 51 10.20
\ Manufacturing 19 3.80
. Marketing o 111 22.20
Management Accounting 27 5.40
Research 22 4.40
Development 6 1.20
g Services ‘ 193 38.60
f Analysis 13 ‘ 2.60
§ Other (not classified) 13 2.60
2 TOTAL 500 100.00(%)




Level
The 500 men were also classified in terms of level. The
definitions utilized in classifying by level were as follows:

Technical Specialist - Duties related to the actual

conduct of the work activity in a given specialized

area.

Manages workers - Duties relate to directly supervising

othgrs who perform the actual work activity in a given
specialized area.

Manages managers - Duties relate to directly supervising

a group of persons (more than one) who are individually

responsible for a given specialized area; responsibilities

cover all of these areas.

The distribution of the sample by level is given in Table
7 of the Technical Appendix. Most of these men do not have
supervisory or managerial responsibility, and they are in staff,
rather than line positions. Sixty-four percent are in staff
positions, and 36 percent are in line positions. The largest
single group (26%) is composed of black men functionining as
technical specialists in a staff position in a service area.
Table IV which follows describes the group jointly by level

and functional responsibility.
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Present Salaries

Tables 8 and 9 in the Technical Appendix illustrate
the present salaries for these men, and starting salaries
compared to present salaries. The average current salary
for the group, which has an average of 6 1/2 years of in-
dustrial experience is $15,883; slightly more than 60 percent
of the total group presently earn less than $15,999.

Comparing median figures, we find that that the median
length of industrial work experience is 5 1/2 years at a
median salary of $14,389. The question that will inevitably
be asked is this: Are thé earnings of these black men com-
parable to whites in industry with equivalent backgrounds
énd experience? Data to make a definite comparison between
these blacks and their white counterparts is not available.
Comparisons may be made, however, utilizing median income
data by race and educational levels.

According to the Current Population Reports, Series P-60
of the Census Report appearing in Table 508 of the 1971

Statistical Abstract of the United States, the median income

for black families with four years or more of college in 1969
was $13,682 and for white families, the median income was
$14,685. On the reasonable assumption that median incomes

for both black and white families in 1971 would be at least

10 percent higher than in'1969, the median income for blacks
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would be approximately $15,050, and the median income for
whites would approximately be $16,154. If the men in this
study are assumed to be typical, the data suggests that
their median income of $14,389 is $1,765 lower than whites
with four or more years of college education (an 11% dif-
ference). Many factors such as age and lenéth of experience
are not considered in these assumptions,and these may con-

tribute to the 11 percent difference noted.
I

Work Relationships

The working rélationships between blacks and whites are
evaluated as average or better., Where problems are noted,
the most frequently mentiongd is that of experiencing some
resentment on the part of white co-workers and subordinates.
Those blacks who cited problems with their managers felt
that they were isolated, or that the manager had very little

interest in their career growth.

Employment Satisfaction

Half of the group is guardedly satisfied with their
career growth to date. Satisfaction was expressed in com-

ments such as "So far, it's okay"; and "I'm giving them some

more time to see what will happen." Thirty-five percent

are not satisfied, and eight percent would not commit them-

selves to a definite yes or no response.




Some of the dissatisfaction is related to feelings
that as blacks, they do not have an equal opportunity with
whites in the company. Fifty-nine percent feel that they
do not, and 16 percent are unsure about having an equal
opportunity. Only 24.5 percent express a positive feeling
about equal opportunity.

Most of those who‘stated that they felt that equal
opportunity did not exist also said that they would probably
not be able to fulfill their aspirations in their present
companies. Forty~fivé percent, however, expect to achieve their
career aspirations and thirty-three percent do not. Some of
those who felt that their aspirations could be achieved,
conditioned their response by saying thét'blacks had an
opportunity to'be promoted up to certain corporate levels,
but beyond these, advancement opportunity would probably not
be available. Over two-fifths of these blacks believe that
their career progress has been equal to that of whites with
whom they work. Appro#imately one~-third feel that their
progress has been less, and one-fifth perceive greater career
progress. These perceptions take on more meaning when con-
sidered along with perceptions of comparative qualifications
of blacks and whites who work together. Fifty-eight percent

of the men feel that their education, ability, work experi-

ence 1is equal to that of the whites with whom they work.
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Approximately 37 percent feel that they arc comparatively
better gqualified, and 19 percent feel that they are com-
paratively less qualified than the whites with whom they

work. Specific data on these variables is shown in Tables

11 and 12 of the Technical Appendix.
Fifty-eight percent of these men state that they are

equally qualified to the whites with whom they work but

only 45 percené feel that their career progress has been

equal. Thirty-seven percent feel that their qualifications

are better than their white co-workers, but only twenty-two
percent approrimately see their career progress as greater

than that of their white co-workers. A perceptual disparity

apparently exists between "assessed qualifications" and

"assessed career progress." Whether an objective outsider

3

would come to similar conclusions or not, it is significant
that some of these men work in environmenté in which they
-perceive and strongly believe the existence of this kind of
dispérityi Such an attitude ma&, and probably does, affect
their general achievement of job satisfaction.

Somewhat more than 50 percent of these men believe
that their present job responsibilities are equal to their
abilities. The concept of work equaling abilities was

interpreted as not exceeding their abilities. Comments

given in response to this question indicated that they were
\
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capable of handling niore challenging responsibilities.
Almost one-fourth felt that their present responsibilities
were definitely below their perceived level of ability, and
one-fifth expressed feelings that while some assignments
were challenging, and met_their ability level, such was
not generally characteristic of their responsibilities.

For varied reasons, 45 percent of these men plan to
remain with their present companies, at least for the near
future, and 27 percent presently plan to leave. The re-
mainder are undecided about their pians for the future in
this-respect. Of those who presently plan. to leave their
company, 35 percent indicate a preference for self-employment,
and 60 percent would seek employment with another corporation

upon leaving.

Perceptions of Equal Employment Opportunity

Most of these men are aware of corporate policies that
decal with equal employment opportunity. More than half are
also aware of corporate affirmative action programs that
exist in support of équal opportunity policies. Very few
blacks (20%), however, think that corporate .equal employment
opportunity policies and programs are effective. Even those
who believe that corporaté policies and programs are effec-
tive, put their answer in the context that their companies

were not doing enbugh. It was frequently mentioned that the

24
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emphasis of most corporations was one of "bringing blacks
in at the bottom" and not one of "equal promotion of }llacks
already hired."

Fifty percent of these men have some degree of pessi-
mism about the expansion of equal employment opportunity
for black professionals in industry in general; 41.8 pefcent
have a degree of optimism, with 7.7 percent expressing
neutrality. Table 18 illustrates the range of opinions
expre;sed&

éome of the comments given assist in understanding this
range of att%tude. The typical pessimistic response related

to an opinion that "whitey just won't change" or that "blacks

may move up, but only if they are better than, never because
they are equal to whites." The typical optimistic response
related to feeling that "companies will have to react to the
pressure to promote blacks," or that "the man can't hold us
down forever."

While 97 percent of the 500 men interviewed are presently
in industry, three percent had previously left the industrial
sector to begin their own businesses, or to accept positions
in government, community agencies, or education. All of the
men who had left their corporate jobs were very pessimistic
about equal opportunity in industry and felt that their present
employment was more personally rewarding than their industrial

work experience.
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The authors recognize that many of these research
findings may also be applicable to other minorities and
to whites. A man may feel dissatisfied or become disiilu-
sioned for many reasons other than those relating to a
minority racial identification. This research primarily
describes the feelings and attitudes of 500 black male
professionals in industry who are assumed to be typical of
the total population of blacks in professional and managerial
positions in major corporations. Mo experimental eviderce
exists to confirm that the attitudes expressed by these

men is the same as, or different from, whites with comparable

backgrounds and in comparable positions.




VARIABLE ANALYSIS OF RESEARCH FINDINGS

It is not sufficient tc state the blacks as a whole
have certain opinions, attituaes, and perceptions of their
industrial work experience. In order to understand the view-
points that were expressed, eight variables were analyzed to
determine their relationship to the responses that were
given. The eight variables selected for analysis were as

follows:

1) Academic Discipline

Z2) Age

3) Functional Level of Responsibility
4) 1Industrial Classification

5) Informal Association with Whites
6) Level of Responsibility

7) Region of Present Residence

8) Salary Level -

These eight variables were tested aéainst responses to
sixteen questions covering attitudes, perceptions, experi-
ences on the present industrial job. The Chi Square statistic
was chosen to test for the independence of two variables on
the basis of the research data. The five percent level of
significance was the minimum criteria used to establish the
existence of any definite relationship between responses given
and the variables chosen. Only those responses which were

found to be statistically related to the eight variables are

described in this analysis.
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Academic Discipline

Table 3 of the Technical Appendix shows the distribution

of the sample group by academic discipline. The groups were

as follows: Science, Engineering, Graduate Business (M.B.A. 's),

Law, Business and Related (Bachelors), Other Disciplines, and

No Degree.

Science. Approximately 63 percent of those in Science feel

that they do not have equal opportunity with whites, and

51.4 percent feel that their career aspirations cannot be

met in their present companies. Forty percent on the other

"hand, feel that their career aspirations are achievable, and

17.1 percent feel that they do have equal opportunity

with whiteé.

Some of their attitudes may stem from their perception
of being better qualified educationally than the whites with

whom they work, but having only equal or often less career

progress. Fifty-four percent see their education as better

than that of whites and 43 percent see their education as
equal. Only 37 percent of them plan to remain with :heir

- present company, 23 percent plan to leave, and 40 percent
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are unsure about remaining. Fewer men in Science are opti-
mistic (35%) about equal opportunity in general for black
professionals than any other group, except M.B.A.'s and
lawyers. Approximately 57 percent have some degree of pessi-

mism concerning equal employment opportunity.

cngineering. More than 75 percent of the Engineers believe
that they do not have equal opportunity with whites, although
54 percant evaluate themselves as being well qualified, ang
42 percent see themselves as better qualified than whites
with whom they work, on an educational standard. Approxi-
mately one third are doubtful that they can achieve their
career aspirations in their present companies and 36 percent
feel that their goals are achievable. Fewer indicated plans
to remain where they are presently working than any of the
other academic groups (31%). Twenty-eight percent definitely
plan to leave, and 41 percent are unsure. They do not think
that corporate equal employment opprrtunity policies and pro-
grams are effective, but have a higher percentage of opti-
mism about equal opportunity for black professionals in
industry than any of the others (48.8%). Slightly more than

half are pessimistic, and none are neutral.
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Graduate Business { M.B.A,'s!. Two thirds of the M.B.A.'s

state that they do not kave an equal opportunity with whites,
and more than one third feel that they can not achieve their
career aspirations in their present companies. Seventeen
percent feel that they do have an equal opportunity with
whites, and 31 percent are confident that their aspirations
can be achieved in their present companies. In comparative
evalnations using an educational standard, 62 percent rate
themselves as better qualified than their white co-workers,
and 38 percent rate themselves as equally qualified. M.B.A.'s
are more likely than any of the other groups to be planning
to leave theiy prasent companies. (40%). Although 37 percent
do plan to remain, they assert that corporate policies and
programs relating to equal employment opportunity are not
effective, and they are more generally pessimistic about
equal empioyment opportunity for black proféssionals in in-
dustry “han any group other than lawyérs (61%) . Twenty-nine

percent are optimistic to some degree, and 10 percent are

neutral,
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Law. In many respects, the black lawyers interviewed related
more positive industrial experiences than many of the others.
As a group, more (48%) beleive that they have an equal oppor-
tunity with whites to advance than believe the contrary (26%).
Concomitantly,.they are also more likely than any other group
“0 helieve that their aspirations can be achieved in their
present companies (54%), and 52 percent plan to remain where
they are presently working. Only 27 percent feel that their
career aspirations cannot be achieved in their present com-
pany, and 14 percent defihitely do not plan to remain, while
33 percent are unsure. None of the lawyers rate themselves
as less qualified than the whites with whom they work on
an educational standard, with 42 percent evaluating them-~
selves as better qualified, and 58 percent as equally qualified.
Sixty~-three percent have some degree of pessimism about
equal employment opportunity for black professionals in
industry and only one third are optimistic to any extent.
In fact, lawyers are more generally pessimistic about equal
employment opportunity than any other group, in spite of

being positive about their own experiences,
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Other Disciplines. This category is primarily composed of

blacks with liberal arts degress and technical degrees outside

of engineering. Their positions are mainly in sales, adminis-

tration, personnel, programming, and lower level management.
Thirty-one percent believe that they have an equal oppor-

tunity with whites in their companies, and 56 percent believe

that they do not. 1In spite of these perceptions of inequality

of opportunity, 53,6% believe that some of their aspirations
can be achieved and 56 percent plan to remain with their present
companies, Twenty-eight percent feel that their career

aspirations will not be met in their present company, and

19 percen£ plan to leave., Only one fourth of the men in

this group believe that they are more qualified educationally
than whites with whom they work, but 56 percent see them-
selves as equally well qualified in terms of education.
Nearly half (46.5%) have some degree of optimism about equal

employment opportunity for black professionals, and an

equal proportion are pessimistic.
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Business and Related (Bachelor's). This group is composed

of blacks with a bachelor's degree in Accounting, Business
Administration, or Economics., They are presently employed in
professional positions at the lower levels in positions in
personnel, sales, and service areas such as distribution,
purchasing, and transportation.

Only 18 percent of these men feel that they have an equal
opportunity with whites, and 61 percent say that they do not
have equal opportunity wity whites in their companies. This
group is second only to blaéks in scientific fields in terms
of the proportion who believe career aspirations can not be
met in their present companies (36.8%), although 41 percent
feel that their aspirations ére achievable. Sixty-three
pe¥cent perceive themselves better qualified. They are
almost equally divided in terms of planning to remain with
their present companies (37% - yes: 35.6% - no). Most of
these. men believe (:nac their present companies do not have
effective equal employment opportunity policies and programs,
Abproximately 53 percent are pessimistic to some degree with
respect to equal employment opportunity for black profes-

sionals in industry and 38 percent have some degree of

optimism,
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No Degree. This was a small group of sixtecen men who held
professional positions but had not graduated from college. The
majority of these men were in sales, with only two in adminis-
trative positions,

Even though two thirds of these men believe that théy do
not have an equal opportunity with whites, exactly 50 percent
expect that their career aspirations will be achieved in their
present company. Twenty-seven percent think that they do have
an equal opportunity with whites in their company.

Probably because they did not obtain a college degree,
only 25 percent feel morc educationally qualified than the
whites with whom they work but 56 percent see themselves as
equally well qualifiedlon an educational standard, Two
thirds of these men‘sx‘iﬂ to remain with their present company
for the present, and only one f£ifth definitely plan to leave.
While only 25 percent say that their corporate equal.employ-
ment opportunity policies and programs are effective, as
a group, they arn less pessimistic (38%) than any of the

others, and 38 perceni: are optimistic on the issue of equal
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employment opportunity for black professionals in general.
Interestingly, they are also the most "neutral" on this issue,
with 25 percent cxpressing neither an optimistic nor a

pessimistic viewpoint on equal employment opportunity.

“ummary, Academic discipline and achievement, at least as
these blacks were broadly classified, affect percepticns of
the industrial work experience in many areas. Blacks in
scientific and engineering fields along with M.B.A.'s tend
to relate more negative feelings than do blacks in the other
groups. Those in law and those without a degree are rela-
tively more positive about their experiences and attitudes,
but still pessimistic about equal employment opportunity for

black professionals in industry in general.

Age

Six age categories were used to categorize the group
of 500 black men. These were under 25, 25-29, 30-34, 35-39,
40-49, and 50+.

Under 25 Age Group. Those under 25 have the lowest percen-
tage of cxcellent evaluations of their working relationship
with their white co-workers (17.9%). The largest single

concentration of evaluatiéns are "Average" (43.6%). Thirty-

three percent are evaluated as "Above Average" and 5.2 per-

cent as "Poor."
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They arc more likely than the others to believe that their
career aspirations cannot be achieved in their present
companies (48.7%) and the most likely group to plan to leave
their present companies (48.7%). Twenty-one percent evaluate
themselves as having more experience than the whites with
whom they work; 66 percent see themselves as equally
experienced, and 13 percent think that they have less
experience than the whites with whom they work. Almost 75
percent of this group believe that their corporate policies
and programs on equal employment for blacks are not effective
and only 37.5 percent are optimistic about equal employment
opportunity; These younger blacks are nore unreservedly
pessimistic about equal employment opportunity than any of
the other .age groups, with 37.5 percent expressing a
definitely pessimistic viewpoint and only 10 percent
expressing a definitely optimistic viewpoint.

25-29 Age Group. Those blacks in this age category arxe very

similar to those under 25 with respect to evaluations of
white co-worker relationships. Twenty-one percent think

that these relationships are "Excellent", 32 percent - "Above
Average"; 40 perceﬁt - "Average"; and 6.2 percent - "Poor".
With respect to achieving their career aspirations where they
are presently employed, they are almost equally divided with

39.5 percent saying that they can and 38 percent saying
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that they cannot. Almost 25 percent see their work experi-

ence as better than that of their white co-workers; 64 per-
cent rate themselves "as well® qualified by experience; and
12 percent feel that they are less qualified on an experience
standard. They are only surpassed by the under 25 age group
in planning to leave their present companies (39%), although
35 percent do plan to remain and 26 percent are presently
undecided. Only 13 percent believe that their corporation's
policies and programs relating to equal employment oppor-
tunity are effective, and 70 percent believe that they are
not. While 37 percent of these men have a degree of opti-
mism concerning equal employment opportunity for black pro-
fessionals in general, 56.4 percent are pessimistic to some

extent.

30-34 Age Group. These blacks evaluate white co-worker

relationships slightly more positively than do those under
30. Twenty-six percent are evaluated as "Excellent," 39
percent are evaluated as "Above Average" and 34 percent as
"Average." Again, there is almost an even division with
respect to achieving career aspirations at the present com-
pany With 40 percent believing that they can and 38 percent
believing that they cannot.

On an experience standard, comparing themselves to

whites with whom they work, 35 percent see thenselves as




el

Lo Lichan £ ln

having more experience, 54 percent as being equally well

experienced, and 11 percent as having less experience.
Therc is an increase over young blacks (those under 30) in
those planning to remain with their present coumpanies in
the near future, with 40 percent planning to remain and 28
percent planning to leave their present company. Although
we find slightly more blacks in this age group stating that
their corporations have effective equal opportunity policies
and programs than was true for younger blacks (19%), 39
percent believe that these policies and programs are not
effective. 1In projecting the progress of equal employment
opportunity for black professionals in industry, these men
are as generally pessimistic as the younger group (52.6%)

and only 39 percent have any degree of optimism,

35-39 Age Group. At this age group, we note a marked in-

crease in the percentége who evaluate white co-worker and
subordinate work relationships as "Excellent" (33%) and
"Above Average" (38%). Ai;o at this age §roup, we find

52 percent feeling that their career aspirations may be
achieved in their present companies, and 51 percent who
plan to remain with their present companies. On the other
hand, 28 percent feel that they cannot achieve their career

aspirations in their present companies and 20 percent are

unsure. Eighteen percent definitely plan to leave the




corporation, and 32 percent are undecided on this issue.

In our opinion, the differences noted between this age cate-
gory and younger men, may be a function of age and the
realization that career options may not be as great as they

are for younger men. On an experience standard, 28 percent

. Ao, however, seec themselves :as more qualified than the

whites with whom they work, 58 percent feel equally well
qualified, and 13 percent evaluate themselves as less quali-
fied on this standard.

Although 22 percent believe that corporate policies
and programs in equal employment opportunity are efféctive,
56 percent believe that their corporation's equal employment
opportunity policies and programs are not effective. There
is no clear-cut-consensus, however, with respect to pro-
jecting proyress'.in equal opportunity for black professionalé
in industry. Approximately 43 percent have some degreelof

optimism, and 47 percent have some degree of pessimism.

40-49 Age Group. Blacks in this age category do not differ

significantly from those 35-39 in terms of evaluating white
co-worker and subordinate work relatiopships. The majority
of ihese are rated as "Excellent" or "Above Average," and
none are "Poor." Sixty~three percent think that they can
achieve their career aspirations in their present companies,

and 69 percent plan to remain with their present companies.
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Ten percent, however, think that they cannot achieve their
career aspirations in their present companies, and ten
percent plaﬁ to leave their present companies.
Interestingly, 53 percent of these men aged 40-49 think
that they have more experience than the whites with whom
they worked. Forty-four percent feel equally well experi-
enced and only 32 percent think that they have less experi-
ence. This seems to point to a pattern of underutilization
if their perceptions may be assumed to be accurate.
Fifty-three percent of the men in this age category
also believe that corporate equal opportunity programs and

policies arec not effective, although 36 percent believe

that these policies and programs are effective. It is this

age group that has slightly more men who are optimistic than

pessimistic (48.5% optimistic and 46.9% pessimistic).

50+ Age Group. White co-worker work relationships are

evaluated as excellent by 50 percent of the blacks over 50.

oo

The remainder are "Above Average" or "Average" and none are
evaluated as "Poor." Approximately 71 percent believe that
their career aspir:=tions can be achieved in their present
companies, and 88 percent plan to continue with their present
company . On%y 19 percent think that their career aspirations

can not be achieved, and four percent plan to leave their

present company.
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The proportion vho rate themsiclves as belter qualified
than whites by expericnce, drops considerably from the pre-
vious age group (40-49), but 25 pecrcent do thin% that they
arc better qualified by experience and 63 percent feel
cqually well qualified. Almost 63 percent of these men be-
lieve that corporate equal employment policies and programs
are not effective, exceeding those in two age groups =--
35-39 and 40-49. One third believe that they are effective.
Nevertheless, 71 percent have some optimism about equal
employment opportunity for black professionals, and only

25 percent indicate a degree of pessimism.

Summary. The younger black whom industry must attract,
develop and retain is more disillusioncd and pessimiscic
about his experience in industry to date than are older
blacks. They see nothing in the future to cause them to
believe that their opportunities will be substantially "more
equal" than those afforded to blacks who were earlier
entrants into industry.

Older blacks realize the limitations placed upon their
ascension up the corporate ladder. While they recognize the
existing problems, they are more inclined to believe that
the system will provide the "newer black entrants" with more

opportunity for career growth.
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Functinnal Area of Responsibility

The ten functional areas of responsibility were defined
on page 16. Briefly, they were Directorate, General Manage-
ment, Finance, Manufacturing, Marketing, Management Accounting,

Research, Development, Services, and Analysis.

Services. Black men in this functional work area report more
excellent work relaticrnships with their managers (48%). More
than 50 percent of these men are satisfied with their carcer
progress to date, and 50 percent also believe that their
aspirations can be achieved in their present companies. Ap-
proximately one third are not satisfied with théir career
progress to date, and 29 percent feel that they cannot achieve
their career aspirations in their present company. Approxi-
mately 23 percent evaluate their experience as greater than
that of whites with whom they work, and an equal number

(23%) feel that their career progress has been greater.
Sixty-five percent 2valuate their experience as equal to

that of whites, however only 41 percent evaluate their career
progress as equal to that of whites. Only 12 percent see
their experience as less than that of whites with whom they
work, but 36 percent feel that their career progress has

been less. It appears that some of these men perceive a
disparity between their experience and their rate of career

growth compared to whites. These attitudes have apparently




not dimmed their outlook for the future. Slightly more
than 50 percent plan to remain with their present companies
in the near future, and approximately 21 percent plan to
leave. Exactly 50 percent have a degree of optimism about
equal employment opportunity for'black professionals in

industry, and 45.2 percent have a degree of pessiinism.

Marketing. Blacks in Marketing evaluate their working re-
"lationships with their managers and witi white subordinates
as good. Approximately 68 percent are evaluated as “Above
Average" or "Excellent." Almost sixty percent indicate
satisfaction with their career growth to date and 32 percent
are not satisfied. Although 45 percent feel that their
aspirations can be achieved in their present company, 28
rercent believe that they cannot do this, and 27 percent arc
unsure. Similarly to blacks in Service positions, blacks

in Marketing see a disparity between their experience and
their career progress compared to their white co-workers.
Thirty-five percent ecvaluate their experience as greater
than that of their white co-workers, however only 19 percent
evaluate their career progress as greater. Approximately

59 percent see their experience as equal to that of whites
with whom they work, however only 51 percent view their
career progress as equal. Only seven percent sce their
work experience as less than tha* of their white co-workers,

however 30 percent vicw their career progress as less.
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for black professionals in industry. Only 27.4 percent
have any deqree of optimism about equal opportunity and

70.6 percent are pessimistic.

. General Management and Directors. In contrast to blacks in

Finance, those biacks in General Management and those who
are Directors are the most positive about their industrial
experiences. They have more favorable work relationships
with managérs and white subordinates than blacks in other
groups. In the Management group, 40 percent rated their
manager relationship as “Excellent," 36 percent as

Average" and 14 percent as "Average." Substantially more

of these blacks are satisfied with their career progress
(67%) than are dissatisfied (28%). Two thirds of the men

in General Management believe that their aspirations can

be achieved in their present company, and only 17 percent
have an opposing viewpoint. There is a substantial difference,
however, in terms of perceptions of career progress vs. per-
ceptions of qualifications relative to whites in the company.
Sixty-seven percent believe their experience to be greater

than that of whites, but only 37 percent view their career

vy s

progress as greater. Approximately one third believe their
experience is equal to that of whites, and 32 percent believe
that their progress has-been equal. Orly 20 percent see
their experience as less, but 32 percent see ﬁheir career

progress as less. Sixty-one percent of these men plan to
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to remain with their parent company and 22 percent plan
to leave. Approximately 61 percent are generally pessi-
mistic and only 34 percent are optimistic to any extent
with respect to equal employment opportunity being avail-

able to black professionals in industry.

Analysis, Research, and Development. Although these three

areas of functional responsibility are shown separately in
Tables CT 12-18, they are combined in this aralysis to ob-
tain a sufficiently large group for comment. This combin-
ation is also warranted due to the similarity in the duties
performed by persons in these three groups.

Sixty percent of this group evaluate their work rela-~
tionship with their managers as "Excellent" or "Above
Average". Approxiamtely one third evaluate the relationship
as "Average" and eight percent as "Poor."

In terms of satisfaction with career growth to date,
62 percent state that they are not satisfied, and only 21
percent express satisfaction. Also only 28 percent feel
that their aspirations can be achieved in their present
company, while 45 percent feel that their aspirations can

not be achieved, and 28 percent are unsure.




There is again a disparity between how they assess
their qualifications relative to whites, and how they assess
their career progress relative to whites, using an experi-
ence standard. While 41 percent believe that their experi-
ence is greater, only 10 percent believe that their career
progress has been greater than whites with equivalent
experience. Forty-three percent feel that their experience
equals that of their white co-workers, but 50 percent feel
that progress has been equal. Approximately 15 percent
assess their experience as less than that of their white
co-workers, however 40 percent feel that their progress has
been less,

Although 21 percent plan to remain with their present
company, 36 percent plan to leave and 44 percent are unsure.
In spite of these perceived disparities and dissatisfactions,
almost 49 percent have some degree of optimism about equal
employment opportunity for black professionals in industry,

. and only 19 percent are pessimistic to some extent.

Manufacturing. Sixty-eight percent of these men evaluate

their work relationships with their managers as "Zbove

Average" or "Excellent.," Only 32 percent evaluate it as

"Average" and none as "Poor".
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More are satisfied (47%) than dissatisfied (37%) with
their career progress to date, although one sixth are unsure.
Only 21 percent believe that their aspirations can not be
achieved in their present company, but 53 percent believe
that they can, and slightly more than one fourth are unsure.
Many men in this group, however, also perceive that their
career progress has not been as great as that of their
white co-workers on an experience standard. Twenty-six
percent see themselves as having greater experience, but
only 11 percent rate~-their career progress as greater.

Only 26 percent view ‘their experience as less than that of
their white co-workers, but 42 percent believe that their
career progress has been less. Interestingly, exactly

47 percent evaluate their experience qualifications as

equal to that of whites, and the same proportion evaluate
their career progress as equal. -

Fifty-three percent definitely plan to remain with
their present company, five percent are definitely planning
to leave, and 42 percent are unsure. There are, however,
as many who are optimistic about equal employment opportunity

for black professionals as are pessimistic (48%).

Management Accounting. Approximately 41 percent of these

men evaluate their relationship with their manager as

"Above Average" or "Excellent," 56 percent as "Average" and

48



As many are satisfied as are dissatisfied with their
career progress to date (48%) and four percent axe unsure.
Yet only 20 percent believe that their career aspirations
are achievable in their present company, and 56 percent
WWlmive that they are not, with 24 percent unsure, A sub-
stantial disparity exists in this group in evaluating their
career progress and their qualifications with their white
co-workers on an experience standard. While 41 percent
believe that they have more experience, only 16 percent
believe that their careers have progressed faster, Forty-
eight percent believe that their experience is equal to
that of their white co-workers, however, only 32 percent
rate their progress as equal., Only 1l percent feel that
their experience qualifications are less than their white

co-workers, but £2 percent evaluate their progress as less.

Almost twice as many plan to leave their present

company (48%) than plan to remain (28%), and 24 percent
are unsure, Also the percentage difference between those

who are optimistic and those who are pessimistic is
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substantial. Only 26 percent have any dcgree of optimism
regarding equal employment opportunity for black profes-
sionals in industry, while 56 percent are pessimistic to

some extent, and 19 percent express neutrality.

Summary. It appears that attitudes differ in thé various
functional areas of responsibility with respect to satis-
faction, achievemént of aspirations, and evaluations of
work relationships. Blacks in General Management seem to
be somewhat more positive than others and blacks in Finance
and Management Accounting seem to be somewhat more negative
than others.

It concerns us that those blacks in General Management
who theoretically represent the "role models" for blacks
"on the way up" are at the Ligh end of the "pessimistic
scale" (61%) in evaluating equal employment opportﬁnity,
particularly since a significant number express satisfac-
tion with their career progress to date and believe that
their aspirations can be achieved in their present company.
These men are the most probable targets for advancement in
the industrial system, as is illustrated by the fact that
they are presently in managerial positions. Since these
actual and potential "executives," in the correct sense of
the word, have serious reservations about the sincerity of

industry in terms of promoting equal opportunity for black

50




profaessionals, the "credibility gap" appears to be a major

problem facing industrial corporations.

Industrial Classification

Six broad industrial or enterprise classifications were
used to subdivide the sample. These were Contract Construc-
vion; Manufacturing; Transportation, Communications, Electric,
Gas, and Sanitary Services; Wholesale and Retail Trade;

Finance, Insurance, and Real Estate; and Service. Since

Contract Construction was represented by only six blacks,

this analysis will concentrate on the other five groups. By

far, Manufacturing was the largest industrial group with
ol

exactly 50 percent of the total. These industrial classi-
fications relate to the major activity of the corporation

that employed the 500 men in the study.

-

-

Manufacturing. Blacks in Manufaéturing Industries generally

gave less positive and favorable responses to their indus-
trial experiences than did blacks in other industrial groups.
Approximately 63 percent evaluate their work relationship
with their manager as "Above Average" or "Excellent" and

34 percent evaluate this relationship as "Average." They
are the least satisfied in terms of career growth (46%
satisfied; 44% not satisfied), and the least likely to feel
that they have an equal opportunity with whites. To this

latter question, only 20.2 percent state that they do, and

o~
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65.3 percent state that they do not have an equal oppor-
tunity with whites in their present companies, while 15
percent are unsure. Fewer of these men think that they

can achieve their aspirational goals where they are pres-
ently employed (38%), 38 percent feel that they can not,
and 24 percent are unsure. While 46 percent evaluate their
responsibilities as equal to their abilities, 28 percent
think that they are not, and 26 percent are unsure. There
is no real consensus with respect to continuing in their
present company, with 38 percent feeling that they will
stay, 30 percent definite about leaving, and 32 percent are

unsure.

Transportation, Communication, Electric, Gas, and Sanitary

Services. Blacks working for corporations in this indus-

trial classification generally have "Above Average" or
"Excellent" work relationships with co-workers (64%) and
they are in the middle of the.five groups with respect to
favorable and positive industrial experiences. Approxi-
mately 57 percent are satisfied with their career growth,
although only 29 percent believe that they have an equal
opportunity with whites. Appréxiﬁatély 36 percent are
dissatisfied with their career growth and 56 percent feel

that they do not have an equal opportunity with whites.

Fifty-six percent find that their work responsibilities are




usually equal to their abilities, and 51 percent believe
that they can achieve their career aspirations in their
present companies. Only 19 percent believe that responsi-
bilities do not equal abilities, and 32 percent feel that
their aspirations are not achievable in their present com-
-any. For these reasons, among others, this group has the
highest percentage of men who plan to remain with their
present companies (66.1%), with only 30 percent who plan

to leave, and 15 percent unsure.

Wholesale and Retail Trade. Although these men genérally

have good working relationships with their white co-workers
(54% at least "Above Average"), blacks in this classifica-
tion have the highest percent of "Poor" ratings in this
area (10.8%). They rank next to blacks in Manufacturing in
terms of the proportion not being satisfied with their
career progress (40%), and are the highest in feeling that
they do not have an equal opportunity with whites (70%).

Approximately 51 percent are satisfied with their career

' progress to date, but only 24 percent feel that they do

have an equal opportunity with whites. Even with these
feelings of the existence of discrimination that may de@er
career growth, 57 percent of these men believe that their
responsibilities equal their abilities, and 68 percent

believe they can achieve their career aspirations where
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they are presently employed. The guastion of zctually
pPlanning to remain in their present company, however,
elicited the smallest ratic who responded "yes" (32%),
and a substantial percentage who are "unsure" (38%) -about

planning to remain, with 30 percent responding "no."

Finance,/ Irsurance and Real Estate. Two thirds of the

men in this classification indicate satisfaction with their
career progress to date, and 62 percent have at least an
“Above Average" working relationship with their white co-
workers. While as a group, 52 percent ASsert that they do
not have an equal opportunity with whites, 28 percent feel
that they do, and 20 percent are unsure. Generally, 70
percent view their responsibilities as equal to their
.abilities; 68 percent believe that their career aspirations
are achievable in their present companies; and 55 percent
Plan to remain with their companies. Eighteen percent be-
lieve'tha§ their responsibilities do not equal abilities;
20 percent think that their career aspirations are not
achievable in their present company; and 21 percent defi-

nitely plan to leave the company.

Services. Of the men who are working in Service industries,

53 percent cite "Excellent" relationships with their white

co-workers, and 75 percent are satisfied with their career
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progress to date. Only 25 perceat are not satisfied,
and none are unsure. This is the only group in which more

blacks state that they do have an equal opportunity with

whites, than state that they do not (36.7% - yes; 30% - no:

33.3% - unsure).

Sixty-nine percent view their responsibilities as equal
te their abilities and 50 percent are positive about being
able to achieve their aSpirations for career growth and de-
velopment. Only 17 percent feel that responsibilities are
not equal to abilities, and 27 percent feel that their
'career aspirations capnot be achieved in their present
company. Fifty-seven percent plan to remain with their
present companies, 29 percent plan to leave, and 14 percent

are unsure on this issue.

Summary. Blacks in Finance and Service industries generally
spoke more favorably about their industrial experiences and
expectations than did any of the others. Blacks in Manu-
facturing industries were the least satisfied with career
growth (46%) and also least likely to perceive possible

‘ achievement of aspirations (38%). In spite of these notable

differences, it is interesting to note that attitudes about

the effectiveness of their companies' policies and programs

in equal employment opportunity, and their general attitudes

on equal opportunity for black professionals in industry

55




are not significantly related to differences in industrial
classification. As a total group, 19 percent feel that
corporate policies and programs are effective, and 64 per-
cent believe that they are not. Approximately 42 percent
are optimistic about equal employment opportunity for black

professionals in industry and 50 percent are pessimistic.

Informal (Non-Business) Association with Whites

The degree of informal association with whites in
some form is significantly related to the responses to
nine of the sixteen questions relating to the present

employment of men in the study, as illustrated on the
|

following table.
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Casual Neighboriood Contact. The ratio of "Excellent"

-~

ratings given to managerial work relationships show a
rising trend as tne annual rate of contact increases.

The only exception is at a "13+" annual rate of

contact with evaluations of managers where a slight drop
is indicated.

Satisfaction with career growth patterns also demoa-
strates a rise from only 38.6 percent being satisfied of
those who nave no contact of this type up to 62 percent
being satisfied for those who have this type of contact
with whites at least "3-4" times per year. After this
rate of contact, a slight decline in the ratio of those
satisfied is apparent. While no specific pattern can be
discerned from those who believe that their aspirations
are achievable in their present companies, there is a
definite decrease in those who believe that aspirations
cannot be achieved, as the rate of contact increases.
This goes from 55 percent stating "no" of those with no
casual neighborhood contact with whites, to 22 percent
stating "no" of those who have this type of contact at
least "5-12" times per year. Again, a slight rise is
noted for those at a "13+" annual rate of casual neigh-

borhood contact with whites.

58




=y o

o

The ratio of persons who feel that responsibilities
are equal to abilities also increases as the rate of
casual neighborhood contact rises from "None" (39%) to
“3-4" times per year (648). At the "5-12" annual rate of
contact, a slight decline in the ratio of positive
responses occurs. Those planning to remain with their
present company increase from 28 bercent among those with
no contact to 55 percent of those who have this type of
contact "3-4" times per year. A slight decline to 53
percent occurs at the "5-12" a.nual rate, and another

decline to 44 percent occurs at the "13+" rate.

Informal Community Affairs. There is a slightly rising

trend in the “ﬁxcellent" evaluations given to the work
relationship with white co-workers as contact increases.
Twenty-téree percent of those with no contact rate this
relationship as "Excellent" and 32 percent of those who
have a "13+" rate of contact. With the exception of the
*none" category where 5% rate the white cé-worker rela-

tionship as "Poor", very few others feel that this

relationship is “Poor."




No clear-cut pattern is apparent on the issue of equal
opportunity with whites. Of those with no contact, 17
percent feel that they do have an equal opportunity and

66 percent feel that they do not. At the extreme end of

T L

those with "13+" contact, 26 percent feel that they do hava

Ay

‘an equal opportunity, and 60 percent feel that they do not.

The highest ratio of positive feelings is in the "1-2"

TS B

annual rate group with 37 percent feeling that they do
haVve an equal 6pportanity with whites, and 54 percent feel-

ing that they do not.
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a definitely rising pattern as contact increases. Only
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33 percent of those with no contact feel that this is
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possible7while 55 percent of those with a "13+" rate of
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contact feel that their aspirations can be achieved.
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Although degree of association in informal community
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affairs is significantly related to perceptions of career
progress compared to whites with similar education, no

consistent trend is notable. Between those with no con-
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The ratio of persons who feel that responsibilities
are equal to abilities also increases as the rate of
casual neighborhood contact rises from "None" (39%) to
"3-4" times per year (64%). At the J5-12” annual rate of
contact, a slight decline in the ratio of positive
responses occurs. Those planning to remain with their
present compaﬁy increase from 28 bercent among those with
no contact to 55 percent of those who have this type of
contaét "3-4" times per year. A slight decline to 53
percent occurs at the "5-12" annual rate, and another

decline to 44 percent occurs at the "13+" rate.

Informal Community Affairs. There is a slightly rising

trend in the "éxcellent" evaluations given to the work
relationship with white co-workers as contéct increases.
Twenty-three percent of those with no contact rate this
relationship as "Excellent® and 32 percent of those who
. have a "13+% rate of contact. With the exception of the
"none" category where 5% rate the white co-worker rela-

tionship as "Poor", very few othars feel that this

relationship is "Poor."




with similar education. Among those with an annual rate
of "1-2" times, 30 pcrcent feel that their progress has
been greater, 47 percent view their progress as equal, and
23 percent see their career progress as less than that of
whites with similar education. Beyond this point, the
nattern of responses becomes more ambiguous and undefined.
The above comments also apply to responses to the
question of plans to remain with the present company.
Of those witn no contact, only 33 percent plan to remain,
34 percent plan to leave, and 33 percent are unsure. At
the annual rate of "1-2" times, 53 percent plan to‘remain,
29 percent plan to leave, and 18 percent are unsure.
Beyond this point, the pattern shows a slight decrease in
the ratio of those planning to remain, but it is not

very clear-cut.

Formal Community Affairs. Combining the "Excellent" and

“"Above Average" evaluation of the work relationship with
white co-workers, there is a slightly rising trend from

55 percent of those with no contact of this type, to 74

percent of those with an annual rate of "5-12" times.

This drops slightly to 73% of those with at least a "13+"

annual rate of contact.
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the ratio of those believing that their aspirations
are achievable in their present company rises from "None"

to "1-2", then drops at the."3-4" rate, rises again at the

"5.12" rate and drops again at the "13+" rate. These

ratios go from a low of 37.8 percent for those with no

contact to a high of 56 percent for those with a "5-12"

annual rate.
There is only a vaguely defined relationship between the

rate of contact of this type and perceptions of career
progress compared to whites with a similar education. of
those reporting no contact of this type, 17 percent feel
that their progress has been greater, 52 percent view their
progress as equal, and 31 percent see their progress as
less than that of their white co-workers with similar
education. At the "1-2" annual rate of contact, 35 percent
view their progress as greater, 40 percent see their

progress as equal, and 25 percent evaluate their career
progress as less than that of whites with similar education.
Beyond this "1-2" rate, the relationships vary too much

for any conclusions to be drawn.

' The ratios of those who plan to remain with their present
company run from 34 percent of those with no contact of this
type to 59 percent of those with an annual rate of "5-12"
times. Those who plan to leave vary in proportion from a
high of 36 percent of those with no contact of this type
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tc a low of 15.9 percent for those with an annual rate of

"13+" times.

Social/Personal Contact. This type of informal associ--

ation reveals stronger trends than any of the other types
of non-business associations that these blacks had with
"ites. The number of "Excellent" ratings of co-worker
and manager work relationships show a definite rising -
trend as association increases. There is at least a 24
percentage point difference in each case between those
with no contact of this type and those with an annual rate
of "13+" times. -

The ratio of those who believe that their aspirations
are achievablé in their present companies rises from 20
percent of those reporéing no contact of the type to 56
percent of those with an annual rate of "13+" times.
Likewise, a decline in those who believe that aspirations
cannot be achieved goes from 59 percent of those with no
contact to 22 percent of those with an annual rate of "5-12"
times.

The ratio of those who plan-to rerain with their present
company rises from 28 percent of those reporting no contact
of a social/personal nature with whites to 56 percent of
those reporting such contact at an annual rate of "5-12"

times.

63




S
%
H
3
3
¥
i

BIETNC

AT

RO

Political Activity. Although this type of informal associ-
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ation illustrates a mixed pattern of responses in the niddle
frequencies of association, the extremes are notable. Fifty-
nine percent of those reporting no contact of this type

evaluated the work relationship with their white co-workers

as "Excellent" or “"Above Average." This ratio increases to

82 percent for those with a "13+" rate of contact of this
type. This is likewise true of evaluations of the work
relationship with managers. At the extremes, "Excellent"

and "Above Average" evaluations rise from 63 percent of
those reéorting no contact of this type‘to 81 percent of
those reporting an annual rate of "13+" timeé.

Those planning to remain w}th their present company
rises from 37 percent of those with no reported contact of
this type of 65-percentAof those who reported an annual

rate of "3-4" times. This declines zo 43 percent at the

"5-12" level and rises adain to 45 percent at the "13+"

level.

At Home Entertainment of/by Whites. This type of associ-

ation only related to two types of responses. Of those

blacks who entertained whites in their homes or who were
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entertained by whites in their homes, 72 percent evaluated
their work relationship with their white co-workers as "Above
Average" or "Excellent," 24 percent as "Average" and 5
percent as “Poor." Of those who had not participated in
either form of at-home entertainment, only 43 percent
evaluated their work relationship with their white co-
workers as "Excellent" or "Above Avgrage," 43 percent as
"Average" and 13 percent as "Poor."

Among those blacks who have participated in this type
of contact with whites, 23 percent view their career
pfogresédas greater than that of tﬁe whites with whom they
work, 46 percent feel that their progress has been equal
to that of whites, and 31 percent see their career progress
as less. These ratios change somewhat with those blacks
who report not having this type of contact. In this group,
25 percent feel that their progress has been greater, but
only 21 percent view their career progress as equal to that
of whites. Fifty-four percent see their progress as less
than that of the whites with whom they work (a difference

of 23 percentage points from the previous group).

Summary. Informal (non-business) association with whites
affects general attitudes toward industrial experiences
to a lesser extent than the other variables. It pre~-

dictably relates more to person-to-person work relationships
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than to other kinds of work experiences. Many of the

blacks in the study stated that they deliberately sought
to minimize their non-business association with whites.
It is, therefore, understandable that those blacks who
choose to have frequent associations with whites of an
informal and social nature would also feel that their

-

work relationships with whites were more positive. It

is important to note that their associations with whites

are generally not whites in industrial corporations in

professional and managerial positions.

Level of Responsibility

Technical Specialists. Technical Specialists are those men

who are in a line or staff positién without any direct super-
visory or managerial responsibilities. Approximately 49 per-

cent are satisfied with respect to their career growth and 42

percent are not satisfied. Only 22 percent feel that they

have an equal opportunity with whites in their companies and

62 percent believe that they do not. As many feel that

their aspirations are achievable in their company as believe
the opposite (30%), with 25 percent being unsure. Approxi-

nately 60 percent compare their experience gualifications
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against that of whites and view themselves as equal on this

standard. Twenty-eight percent believe that their experience

is greater, and 13 percent view their experience as less.

Almost 50 percent thirk that their responsibilities equal

their abilities, 27 percent believe that they do not, and

23 percent are unsure. -Forty-one percent plan to remain in -
their companies in the near future and 31 percent plan to

leave. Only 17.3 percent are positive with respect to the

effectiveness of their company's equal employment policies

and programs, and 64.9 percent say that these policies and

programs are not effective.

Manage Workers. Sixty-six percent of these men are setisfied

with their career growth to date and 25 percent are not. Al-
though 56 percent are pegative on the point of having an
equal opportunity with whites in the company, 30 percent be-
lieve that they do. 1In spite of these feelings, 62 percent
believe that “hey can achieve their career aspirations in

their present companies, 22 percent disagree, and 10 percent

are unsure.
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Fifty percent of these men think that they are at least
equal to thei; white co-workers in terms of experience,

but 45 percént view their experience as greater and 6 per-
cent see their experience as less, Two-thirds feel that
their responsibilities are equal to their ability with

the remaining one third almost equally divided between
those who disagree (16%) and those who are unsure (17%).
More of these men plan to remain with their present company
(59%) than plan to leave (19%), and 23 percent are unsure.
Although somewhat more fa&orable than Technical Specialists,
more of these men who "Manage Workers" also believe that
their corporations do not have effective policies and

programs relating to equal employment opportunity (28.2% -

yes; 62.7% - no).

Manage Managers

Men at this level are the most favorable and positive
in evaluating their industrial work experiences. Eighty-
seven percent are satisfied with their career growth to
date and only 13 percent are not. Even with this relative-
ly high degree of satisfaction, only 56 percent feel that
they have an equal opportunity with whites, 25 percent feel

that they do not, and 19 percent are unsure. Again, 77
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percent believe that their aspirations can be achieved in
their present companies and only 6 percent negate this, B
with 18 percent being unsure. Sixty-three percent feel

that their experience is equal to that of the whites with
whom they work as associates, 31 percent view their experi-
.nce as greater, and only 6 percent see their experience

as less. At this level, 80 percent of the men believe

that their responsibilities equal abilities, 7 percent dis-
agree and 13 percent are unsure. Fifty-eight percent of

these men are planning to remain with their present company,
12 percent plan to leave, and 29 percent are unsure. In

spite of being comparably more satisfied with their industrial
experiences than blacks at lowér levels, only 18.8 percent
think that their”corporation's policies and program on equal
opportunity are effective, and 50 pefcent say that they are

not, with 16 percent being unsure.

Summary. The level of responsibility of these men appears
to affect how industrial experiences are assessed. Those
who‘"Manage Managers" have achieved a measure of success and
are predictably more satisfied and favorable than those at
lower levels, in spite of only 56 percent believing that
they have a.:. equal opportunity with whites. The common
ground irrespective of level is that corporate policies

and programs are not effectively relating to the problem
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of cqual cmployment opportunity with this feeling being
shared by at lecast 50 percent of each group.

Region of Present Residence

The standard governmental classification of the fifty
states was utilized to divide the group into regions. Six
regional areas were appropriate to cover the ten cities
where interviews were conducted. These regions and the
cities covered were as follows:

Middle Atlantic - New York, New York: Philadelphia,
Pennsylvania
East North Central - Cleveland, Ohio; Chicago, Illinois;
Detroit, Michigan
West North Central - St. Louis, Missouri
South Atlantic - Baltimore, Maryland
West South Central - Houston, Texas
Pacific - San Francisco, California; Los Angeles,
California

Mid-Atlantic. The largest number of blacks lived in the

mid-Atlantic region covering New York and Philadelphia.
Blacks in these two cities generally have good working
relationships with their white co-workers,

and managers. Approximately 65 percent of them evaluate
their work relationship with white co-workers as "Excellent"
or "Above Average," 32 percent rate it as "Average" and
only 2 percent see it as "Poor". 3ixty-eight percent view
the reclationship with their manager as "Excellent", or
“Above Avéraée", 27 percent as "Average", and 5 percent as

"Poor".
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Forty-on~ percent of these men are not satisfied with their
career growth, and 63 percent also believe that they do not

have an equal opportunity with whites. Although oaly 17 per-

cent think that they do have an equal opportunity with whites,
49 percent are satisfied with their career progress to date.
While 55 percent of these men think that their responsi-
bilities eJjual their abilities, only 39 percent believe that
their career aspirations can be achieved in their present
companies, and an equal proportion (39%) plan to remain with
their companies. Approximately 21 percent view their re-
sponsibilities as not being equal to their abilities, and
37 percent do not feel that their aspirations can be achieved
where they presently work. Only 31 percent, however, defi-
nitely plan to leave their present company and 30 percent
are unsure. Approximately 22 percent belicve that their
companies' policies and programs on cqual employment oppor-
tunity are effective, and 67 percent belicve that they are
not. Blacks in these two cities are the least optimistic
about equal employment opportunity for black professionals
in industry (30.3%), and 63 percent have some degree of

pessimism.
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East North Central. This region encompassed blacks in

¢ e

Chicago, Cleveland, and Detroit. Generally, they have

very favorable working relationships with white co-workers
and managers. Almost two thirds of these men evaluate the
work relationship with white co-workers as "Excellent" or
"Above Average," 28 percent as "Average," and 6 percent as
"Poor." Work relationships with managers are viewed as
"Excellent" or "Above Average" by 73 percent of these men, as
"Average" sy 21 percent, and "Poor" by 6 percent.

These blacks rankea fourth among the six regions in
both satisfaction with career growth (54.4%) and in percep-
tions of equal opportunity with whites (27.7%). Thirty-
eight percent are not satisfied, and 58 percent believe
that they do not have an equal opportunity with whites.
Almost 48 percent believe that they can achieve their career
aspirations where they are employed, and 54 percent think
that their responsibilities equal their abilities. Only
31 percent helieve that their aspirations are not achievable

in their present company, although 21 percent are unsure.

Slightly more than 23 percent think that their responsibilities
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do not equal their abilities and approximately—22 percent
«2re unsure. More than 50 percent plan to remain with

their present companies, and 23 percent plan to leave.
Although 61 percent believe that their corporate equal
opportunity policies and programs are not effective/, 20
percent think that they are effective. Only 41.9 percent
think that they are effective. Only 41.9 percent are
optimistic to any extent about equal employment opportunity

for blacks, and 47.8 percent are pessimistic to some degree.

West North Central. Blacks in St. Louis, Missouri have the

most favorable evaluations of their working relationships
with managers and co-workers. Almost two thirds rate éheir
work relaéionships with co-workers as "Excellent" or “Above
Aye;age." Seventy-seven percent give the same evaluation
‘ to their managers.' They also report the highest percenéage
of éaﬁisfactiog with their career growth (76.2% satisfied
-and 19% not satisfieglj and the second highest’ratio of those
believing. that they have equal opportunity with whites
(3b.4% affirmative; 44% negative). While 61 percent
expresé their belief that their responsibilities do
equal their abilities, only 39 percent think that
they can achieve their career aspirations in their present
companies, and only 43.5 percent plan to remain with

their present company. Approximately 26 percent think
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that their responsibilities are unegqual to their abilities,
and 22 percent are unsure. Only 17 percent definitely be-
lieve that their aspirations are presently not achievable,
but 44 percent- are unsure. Approximately 30 percent plan

to leave their company, and 26 percent are unsure about
remaining or leaving. These men are'thg most optimistic
(74%) and the least pessimistic (17%) about the future of
equal employment for blacks even éhough only 17 percent be-
lieve that their corporation's policies and programs in this
area are presently effective, and 61 percent see them as

not being effective.

South Atlantic. Blacks living in Baltimore, Maryland, have

more "Ave;age" (41%) and "Above Average" (41%) work relation-
ships with their white co-workers, with only 18 percent
rated as "Excellent" .and none as "Poor."™ Seventy-one per-
cen£ ofuihem evaluate the work relationship with managers

as "Excellent" or "Above Averade," 24 percent as "Average,"
and 6 percent as "Poor." Sixty-one percent are satisfied
with their career growth to date and 30 percent are not, al-
though only 30 percent believe that they have an equal

opportunity with whites in their companies. Forty-six percent
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feel that they do not have an equal opportunity. More
than any other region, 62 veresnt of these men believe that
- their work responsibilities are in line with their abilities,
and 43 percent think that their career aspirations are
achievable in their present companies. Opposing, 28 per-
cent believe that they cannot achieve their aspirations
in their company, and 24 percent think that their
responsibilities do not equal their abilities. A higher
percentage of these men plan to remain with their present
companies than was true of any other region (61.8%),
although 21 »ercent plan to leave. Only 17.6 p;rcent feel
that their corporation's policies and programs on equal
employment are effective and 68 percent believe that they
are wot. More are optimistic (53%) rather than pessimistic

(19%) about the future for black professionals in industry.

West South Central. Blacks in Houston, Texas, relate more

unfavorable and negative reactions in describing their
attitudes and perceptions of their industrial work experi-
ence than is true of blacks in the other regions. More of
these men report only "Average" work relationships with
white co-workers (68%) and managers (65%). They also

-

¢ express the least satisfaction with their career growth
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to date (23.1%), with 73 percent not satisfied, and 89

percent believe that they do not have an equal opportunity
with wiites. Only 8 percent believe that they do. Few
think that they can achieve their aspirations in their
present companies (19%) and 77 percent believe that they
cannot. Sixty-five percent see theix responsibilities as
not being equal to their abilities and only 27 percent
feel that they are. A mere 19 percent expect to remain
with their present companies, with 62 percent planning to
leave, and 19 percent being unsure. Ninety-six percent
see their corporate policies and programs relating to
equal employment opportunity as not being effective. .
These negative perceptions are further illustrated in

the generally pessimistic attitudes that they have about
the equal employmen* opportunity for black professionals
in industry (65%) with o.ly 35 percent having any degree

of optimism.

Pacific. Black men on the West Coast maintain relatively
good working relationships with their white co-workers,

and managers. Two thirds of them feel that their work re-
lationships with white co-workers are "Excellent" or "Above
Averadge," and one-third as "Average." Sixty-nine percent
evaluate work relationships with managers as "Excellent" or

"Above Average,® 26 percent as "Average" and 5 percent as "Poor."
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Most are satislicd with their career growth to date (62%)
and & higuer percentage think that they have an aqual oppor-
tunity with whites than was true for any other group{34.7%).
Thirty percent are not satisfied, and 52 percent feel that
they do not have an equal opportunity. Blacks on the West
Coast, more often than the others, also believe that they
can achieve their career aspirations with their present
éompanies (59%) with 23 percent disagreeing and 19 percent
being unsure. Slightly more than 50 percent see their

work responsibilities as equal to their abilities, and 48
percent expect to remain with their present companies.
While slightly more than half of these men think that their
company's equal opportunity policies and programs are not
effective, at least 51 percent are optimistic about the
future to some 2xtent, and only 39 percent are generally

pessimistic.

Summary. Regional classifications are related to respoﬂse
variances to a much greater extent than any of the other
variables tested. Generally, blacks in St. Louis are the
most positive and blacks in Houston are the most negative.
Blacks in the two major cities where corporations "Flourish"

(New York and Philadelphia) are more reserved and pessimistic

77




about their industrial experience than one might initially

expect them to be (63%).

Salary Level

Salary levels on the present job were subdivided into
seven groups as follows: Under $10,000; $10,000 - $12,999; >
$13,000 - $15,999; $16,000 - $18,999; $19,000 - $21,999;

$22,000 - $24,999; and $25,000 and Above.

Under $10,000. Blacks in this salary category have generally

unfavorable perceptions of their industrial work experience.
More of their work relationships with managers and white
co-workers are viewed as being "Average." Approximately

37 percent rate white co-worker work relationships as

"Above Average" or better, 56 percent rate them as "Average"
and 6 percent as "Poor." Fifty~three peréent evaluate
managerial work relationships as “Above Average" or better,
48 percent rate them as "Average," and 10 percent as "Poor".
Approximately 37 percent are satisfied with their career
progress and 52 percent are not. On the point of having an
equal opportunity with whites in the company, more think
that they do not (70.3% - no; 7.8% - yes). This group

responded similarly to those between $22,000 - $24,999 on
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this question. More of them believe that they cannot achieve
their career aspirations—with their present companies (49%)
and 25 percent think that they can. While 48 percent see
their education as equal to that of the whites with whom they
work, an equal number believe their education is better (48%2)
and 3 percent as less. Only 34.4 percent think that respon-
sibilities equal abilities, 38 percent believe that they do
not, and 28 percent are unsure. Approximately 26 percent of

these men plan to remain with their present company, 44

percent plan to leave, and 31 percent are undecided.

$10,000 -~ $12,999 and $13,000 - $15,999. These two salary

levels were combined because their responses generally fol-
lowed a similar pattern. They maintain generally good work
relationships with so-workers and managers.'Approximately
57 percent view work relationships with their white co-
workers as "Excellent" or "Above Average," 37 percent as

"Average" and 3 percent as "Poor."” Almost two -thirds

evaluate the work relationship with their manager as “"Excellent”

or "Above Average," approximately 25 percent as "Average

and 6 percent as "Poor."

Approximately 55 percent are satisfied with their career

progress to date and 37 to 39 percent are not satisfied.
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Only 25 percent believe that they have an equal opportunity
with whites, and 60 percent think that they do not. A
difference in these two salary groups appears with respect
to aspirational achievement expectations. Only 36 percent
of those at $10,000 - $12,999 believe that their goals are
achievable, and 41 percent believe that they are not achiev-
able in their present company. Forty-four nercent of those
between $13,000 - $15,999 generally think that they can do
this, and only 30 percent believe that they can not.

More evaluate their education as equal to that of their
white co-workers (62-66%), 32 - 36 percent believe that
their education is better, and 3 percent view it as less.

Slightly more than half view their responsibiiities as

equal to their abilities, and one fourth feel that they are

not. More plan to remain with their present companies

(40-43%) than plan to leave {28-32%).

$16,00) - $18,999. The majority of these men have "Excel-

lent"” or "above Average" work relationships with managers
and co-workers., Seventy-one percent evaluate

white co~worker relationships as "Above Average" or better,
28 percent as "Average;" and 2 percent as "Poor." This
rises slightly to 78 pe;cent of the manager work relation-
ships being evaluated as "Above Average" or better, with

18 percent rated as "Average," and 4 percent as "Poor."

86

= vedeilenn)
)

-




P

They are one of the two lowest with respect to satis- .
faction with career growth to date (51% aré satisfied, 32%
not satisfied). Only 24 percent think that they have an
equal opportunity with whites, while 65 percent think that
they do not. Slightly more than half believe that their
aspirations can be achieved in their present company, 28
percent are negative in this respect, and 19 percent are
unsure. Approximately 48 percent believe that they have
more education than their white co-workers, 16 percent think
that they are equally educated, and 6 percent rate their
education as less than that of their white co-workers.
Exactly 50 percent view their responsibilities as equal to
their abilities, 24 percent think that they are not, and
27 percent are unsure. While 44 percent plan to remain with
their present éompény,-ﬁ{ percent plan to leave and 22 per-

¢enit are undecided.

$19,000 - 321,999. These men also have more "Above Average"

and "Excellent" work relationships with their white co-

workers and managecs. Seventy-three percent rate
white cu-worker relationships as "Above Average" or
better, 24 percent see them as "Average" and 2 percent as

"Poor." Eighty-one pecrcent view the work relationship with
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their manager as "above Average" or better, 17 percent as

v"Average" and 4 percent as "poor." Sixty-two percent are

satisfied with their career progress and 31 percent are not.
More expect to achieve their career aspirations in their

presenf companies (54%) even though only 36 percent believe

that they have an equal opportunity with whites. Orne fourth

believe that their aspirations are not achievanle, and 45

percent think that they do not have an equal opportunity

- s

with whites. On a comparative educational standard, 50 per-

cent rate themselves as "equal to" the whites with whom they
work, 41 parcent as having more education, and 9 percent as

having less. Sixty-one percent feel that their work

responsibilities are equal to their abilities, with 12
percent definitely feeling that they are not, and 26 per-

cent being undecided. At this salary level, 70 perceat

plan to remain with their present company, 16 percent

plan to leave, and 14 percent are unsure.

$22,000 - $24,999. Work relationships with whites are eval-

uated more positively at this salary level. Eighty-one

percent of the men feel that the relationship with white

co-workers is "Excellent" or “"Above Average," and only 19

percent view it as “Average." Approximately 62 percent
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give an "Above Average" or better evaluation Lo,the WUlh
rclationship with their manager, with 27 percent viewing
it as "Average," and 4 percent as "Poor."

Half of these men are satisfied with their career
progress to date, 28 percent are not satisfied, and 20
percent are unsure. In contrast, however, almost two thirds
believe that they do not have an equal opportunity with
whites, 8 percent believe that they do, and 27 percent are
unsure. Approximately 52 percent believe that their aspira-
tions can be achieved in their present companies, and 8 per-
cent believe that they cannot achieve this, with 40 percent
being unsure. Sixty-two percent evaluate their education
as more than that of their white co-workers, 35 percent
see it as equal, and 4 percent as less. Slightly more
than half believe that their responsibilities ' .1al their
abilities, with 20 percent definitely disagreeing, and
24 percent unsure. Exactly half plan to remain with their

company, 12 percent plan to leave, and 39 percent are

undecided.

$25,000 and Above. Blacks at this salary level have more

"Excellent" work relationships with white co-workers and

managers. Forty-eight to fifty percent view the work
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relationship witn managers and co-workers as "Excellent."
Approximately 35 percent rate both work relationships as
"Above Average." In the "Average" category, 13 percent

rate the co~worker relationship and 15 percent rate the
manager relationship. None are evaluated as "Poor." Sixty-
five percent are satisfied with their career progress to
date, while only 34 percent are not. Seventy-three percent
believe that they can achieve their aspirations in their
present companies, with only 14 percent feeling the opposite.
Only ét this level, do we find more men who think that they
have an equal opportunity with whites than those who think
that they do not (47.4% ~ yes; 39.5% - no). Generally, they
see their work responsibilities as equal to their abilitie;
(82%). Two thirds feel equally well educated as whites at
comparable levels, 32 percen think they have more education,
and 3 vercent, less. More plan to remain with their present
companies than at any other. level (68%), and only 11 percent

plan to leave with 22 percent being unsure. 4

Swmmary. With only few exceptions, salary levels explain
some of the response variance. Those at the lowest level
are more unfavorable and less optimistic in their expecta-
tions than is true for those men at higher salary levels.

Perhaps the one exceptioq to this occurs at the $22,000 -
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$24,999 salary level. Regardless of salary level differences,
there are no significant differences relating to the effec-
tiveness of corporate policies and programs being effective,
and their general attitude toward equal empioyment opportunity

for black professionals in industry in general.
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ANALYSIS OF RESEARCH WITH MANAGERS

In the coriginal rgsearch design, it was anticipated
that approximately 100 managers would be interviewed, and
that each manager would permit a representative co-worker
and subordinéte, if applicable, to be interviewed. The
manager was only to be contacted if the black male profes-
sional interviewed gave us permissicn to do so since part
of the interview involved an evaluation of his progress in
the company. Exhibit 2 shows the sample design for managers,
the numbers solicited, séheduled, and useable interviews
that resulted. Of the 500 black participants, only 230
agreed to have their immediate manager interviewed, and
only eighty-one interviews wexe scheduled from thLis group.
The reasons for such a small number being scheduled were
varied:
l. Sixty-three percent said that they did not want
to participate.

2. Twenty-eight percent were not available during
the period selected to go to their locale for the
interviews, and the expense involved did not permit
re-scheduling a second trip.

3. Nine percent were initially available and interest-

ed, but did not receive permission from their

superior to participate.
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Of the eighty-one managers scheduled for interviews,
five appointments were cancelled by the manager involved,
six interviews were only partial due to the desire of the
manager not to answer-a significant number of the quéstiqns,

- and nine interviews were contaminated by the presence of
another manager which inhibited the responses. Usually, the
other -manager present was in Employee Relations or Public
Relations, ostensibly present to protect the image of the
company. Sixty-one useable interviews resulted froﬁ this
process. None of th;sé sixty-one managers felt that tyey
wéntea to involve a co-worker or subordinate. This analysis,
therefore, relatesAsolely to the managers interviewed.

Our sample was skewed considerably toward the favorable
side because of the "volunteer status” of the managers who

participated in the study. Since only 61 interviews with

. managers were useable, we shall only briefly review these

research results. From their responses, a "typical" manager

can be depicted.

.

The "Typical" White Manager

He had minimal contacts with blacks during early. life,
generally due to neighborhood patterns of life. Contact with

blacks increased from virtﬁally none in elementary school to

‘having some exposure to blacks in college and graduate school,

as well as in the military.

Despite the infrequency of contact




with blacks in early vears, he thinks of his early life con-
tacts with blaéks as "friendly".

Presently,he still has very few associations with blacks
outside of the corporate environment. He lives in a suburban
community that has few, if any, blaéks. He has usually not
entertained any blacks in his home,'nof has he personally
soéialized with any of the blacks that he supervises.

He is managing a department in the services area,in

industrial relations, or purchasing, as examéies. He feels
that his work relationship with blacks is excellent-and eval-
uates‘the performance of blacks supervised as "good" or "ex-
cellent."” The.black male in the study whom he supervises was
promoted from within the organ;zation, and in his opinion,
he met or exceeded the selection standards for the jobs.
Presently, he believes that this black professional is a
gooa prosbect for further advancement within thé company .
Most of his industrial associations with blacks have
been as a manager, rather than as a co-worker or as a
subordinate. As a result of his industrial experience
involving Work associations with’ blacks,. he e#presses a

more favorable attitude toward blacks. He believes that his

company's policies and programs relating to equal employment

opportunity are effective, and presently is unaware of any

problems that exist to prevent equal employment opportunity

for blacks.
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Tables V. - VII

attitudes of manayers reclative to blacks.

EVALUATION OF MANAGER'S

below show some of the significant

TABLE V

" INFORMAL ASSOCIATIONS WITH BLACKS

EARLY LIFE PRESENT
CATEGORY .
# D) # 3
Friendly 14 25.0 28 50.0
' Moderately Friendly 14 25.0 24 - 42.9
Neutral 25 44.6 4 7.1
Generally Unfriendly 3 5.4 0 _———
Hostile 0 ———— 0 -———
TOTAL 56 100.0% 56 100.0%

Relativa Changes In Evaluations

37% - Same
59% - Up (more positive)
4% - Down (less positive)




TABLE VI

EVALUATION OF BLACK PRO"ESSIONALS BACKGROUND =, .-
RELATIVE TO SELECTION CRITERIA

CATEGORY NUMBER PERCENT |

Exceeded ) 15 ; 27.3 i
‘ Met All 32 58. 2
- | pia Not Meet All 5 9.¢ :
3 ) ;

Don't Know 3 “ 5.5
- ' - TOTAL 55 , 100.0

TABLE VII

OVERALL EVALUATION OF THE
WORK PERFORMANCE OF BLACK PROFESSIONALS

R AT TR TSI AN S Y S e PO B LY AP P e A N L TR R e B T S LA e LY e

RATINGS NUMBER X PERCENT

Poorxr - 2 3.6

Pair 8 14.5

Good 30 54.6

Exceilent ] 15 27.3
TOTAL 55 100.0 ;
?;
k §
| :
| 90 , &
i "
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Black Professional and
white Manager Response Differences

In addition to analyzing the overall responses of these
managerg, we also matched the responses of managers and the
% responses of the black whom he supervises to similar questions.
Tables MR 1-6 show a comparison of responses of the sixty-

I one managers and the black professionals that were matched.

ét The following nine general observations relate to
Z} substantial differences between white managers and the black 4/1_
iR professionals whom they ‘supervise: . Jc

& 1) Managers predominantly.live in suburban areas

% while the vast majority of blacks live in the

Fame

X

cities wirere they are employed.

2) Most of the managers live in neighborhoods where
there are few blacks, and most of the black
professionals live in racially-mixed areas where
there is a significant percentage of blacks.

3) Due to residential pattern differences, most
managers have little neighborhood contact with

blacks. Blacks, by living in racially integrated
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areas, have substantially more casual contact

P

with whites in their neighborhoods.

kY

s

4) HManagers have little association with blacks in

community activities, and organizations. The

% a".?ﬁﬂ, h»{;&ﬁ??‘ﬁ & ﬁ
R o h AL ALY

blacks whom they supervise, however, have

oA
£

3

S

o

o\

S

5




proportionately more contact with whites in these
kinds of activities.

Mos£ managers have not entertained blacks socially
in their homes, but most blacks have entertained
whites in their homes. These particular managers,

however, have not been socially entertained by

blacks at home, since most of the whites enter-~

tained are not from industry.
§) There is a disparity between theevaluations that
‘ managers give to their work relationship with
blacks, and the evaluations that blacks give to
their work relationsﬂip with managers. More
managers view the relatiénship as "Excellent"
than blacks do.
Managers are more optimistic than blacks them-
selves about potential advancement opportunities
for blacks.
Managers and blacks agrce that the company has
policies relating to equal employment opportunity
but substantially disagree that companies have
affirmative action programs in support of these
policies. Managers think that these policies and

programs are effective, and most blacks think that

they are not effective.
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9) A larger percentage of managers believe that
blacks havae an equal opportunity with whites,

than is true for blacks.

Summary

———

These managers have had only limited exposure to. blacks
throughopt their lifetime. It is, therefore, difficult for
thgm to recognize and be sensitive to the problems that
blacké are experiencing in industry. While a few managers
are aware o;stheir own biases and prejudices in dealing with
blacks, the majority do not believe that blaéks arc treated
differently from whites. .

= They rate blacks as meeting or exceeding organf%ational
selection standards which dismisses, at least for this group,
thé theory that blacks are not qualified. Further, they
evaluate the work performance of blacks as "good" and "excel-
lent," and believe that these men cari advance in the company.
Some managers admitted that they lacked an awareness of
black cultural norms, attitudes, and feelings, and they saw
a need for increésing their human relations skills with re-
spect to black/white problem resolution, rather than waiting

for a crisis to bring these problems to the surface.
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HAMDLE COMMENTS FUOM BLACK MALE_ 1ROFLIGLONAL

"There must be an intelligent and unified klack approach
to-black problems. We must stop pulling each otlier down
and start pulling together. Right now, we're not taking

care of business."

"Blacks working in predominantly white corporations are

by definition schizophrenic. The most difficult adjust-
ment to make is dealing with the white businessﬁenviron—
mént on.itg térms at work, and dealing with the black
community and yourself away from work. The two worlds are
frequently not compatible. Every black person who comes

into a white corporation has to deal with this problem."

"Top management needs to establish sensitivity training
programs for whites in middle and lower management posi-
tions. Black employees who have black awareness are not
just going to leave companies. Some are going to stay

and fight for equal opportunity, not special favors."

"Blacks have to apply pressure to get corporations to

change. We need to speak out, and push for the better
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7.

8.

"Blacks face unnccessary harassment and dialogue to get
any place. There is a lot of racism that prevails,
especially with older whites. Young blacks represent a

threat to these persons -~ largely fear causes the racism."

"Blacks are not in the mainstream of management. We do

meaningful work to aid. the overall operation of the
company, but we are in few, if any, decision-making posi-
tions. élacks are mainly collectors and organizers of
infofmat;on. The concept of workiné your way up is futile

for blacks."

. "Interpersonal skills seem to be more important than ability

to effectively relate to your supervisor. The fact that
your supervisor thinks that you are a good nigger seems to

be more important than your ability to do the job."

"Management needs to stop looking at a man and his color
and look at him for what he is and the job he can do.
Blacks are hired at lower pay scales while whites get better

jobs, but often can't do the work."

"Whites and blacks should be judged on the same standards.
Corporations will give whites a chance if they show some
promise, but blacks must have everything. Blacks are pro-

grammed for failure while whites have a chance to learn
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12,

their jobs. Whites generally see all blacks as under-

qﬁalified d;d usc this as an excuse to underpay them."

"I am one who definitely'feels that blacks and other .
minorities will always be the last one hired and the first

one fired. The corporate door for blacks is open now, but !
that really is all. Blacks are working primarily in the

lower levels of most corporations. I also feel that since

the national concern is now on inflation, etc., who really

is concerned about whether blacks are being hired and

treated fairly. The corporate stricture reflects the

image of the nation, zud this nation strongly reflects

racism."

"During my first year in the company, nobody talked to
me and it was an unfriendly atmosphere, and I ate lunch
by myself every day. I was given very little cooperation,
advice, or training. The office Christmas party was a
bad and cold experience. Whites made racial slurs and
one even talked in a "nigger" dialect while others laughed.

The whole experience was negative."

"A black person who works in industry must recognize that
racism is innate to the system. You must deal with it,

get as much knowledge as possible, and use it to your ad-
vantage. By being a professional you can surmount a lot

of the abrasiveness that you encounter,*
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"If a black is going to make it, he should not be afraid

to walk in and raise a little hell.”

"One of the problems of white executives is that they

don't know blacks and they are very sensitive on this issue.”

"There is no mobility for blacks in industry. Can't make
the move from a supervisory positién to a’management

position."

"Attitude-wise, my company seems to project a very negative
attitude toward blacks. This 'is seen in the type of
management that they have. The company has hired blacks

but they are not promoting them into management.”

"It is really hard for a black man to make it in industry.

There are so many hidden obstacles facing blacks."

"The Banking industry has enabled me to learn a tremendous

amount about finance. I have some doubt as to my going as

high as the average white with my background. I hope this
study will do something about increasing upward wmobility

for blacks in industry.®

"With the exception of my first year with the company, I

have experienced a very good learning experience. I feel,
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however, that I should te further up the ladder. I have

seen whites with similar backgrounds moved more rapidly

than me."”

"Corporations must revamp the entire selection and evalu-
ation process because these critecia don't apply equitably
to the masses of blacks. They prevent and exclude blacks
from the meaningful areas of endeavor. Blacks should not
get mad, we should get smart. Wwhitey has used us, now
we must use him. We as blacks must stop trying to prove
scnething to the thte man, but begin to have him prove

somethingto us."

"I feel that so much has to bé done that I &m doubtful that
the problem can be solved unless we give its resolution

A-l priority."

*From what I've seen, most corporations have passed the
point of letting Slacks in the door at the bottom level.
The problem now is upward mobility. Blacks meet more
resistance the higher up they go. Blacks need the oppox-
tunity to fail as well as to succeed Qithout the pressures
of knowing the doors will close if one of them does get a

chance and fails."




"It just seems that opportunities are what you make

them, and I feel that we -as blacks must make opportunities

and understand how best to take advantage of them. I am
'-ﬁopeful that industry will continue to open up for blacks,

but I am convinced that this will take a lot of time."

"Industry is basically racist. This is a hurdle that in-

coming blacks must learn to either overcome or to accept.
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Blacks must see the reality of racism and learn how to

effectively deal with it."
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"My attitude is that blacks by and large are going to have

to develop their own economic institutions. By doing this

they can deal at arm's length with white institutions.
Black professionals should be able to know what makes this’
country go in terms of money and economic power. Social
programs do not make America. Some blacks may have to
remain in the system; but they should kﬁow that they are
-only there to learn. You just can't negotiate change

when only one side has a position of power. The best

answer is just to leave the system because you can't progress

inside it."
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4.

SAMPLE COMMENTS FROM WHITE MANAGERS

"Pin responsibility on line management. Change the role
of staff to evaluation. Emphasize hiring black profes-
sionals. Develop programs of upward mobility."

"Equal employment should be part of the performance ap-

praisal of superiors."”

“The;g still is much bias énd prejudice in the world about
bléck manégers in business. Blacks need mofe preparation

to enter business. There is stiil a great deal of individual
prejudice. People mask their attitudes and behavior. There
are three objectives to be accomplisﬁed:‘

4. Get as many blacks employed as possible.

b. Sensitize our white employees, and our new Black
employees.

c. Get blacks advanced as far and as fast as possible."

"The company must make certain that black candidates be
given complete training so they can qualify for available
jobs. Management should guard. against going overboard to
insure equal opportunity. It may lead to individual failures

or a negative reaction on the part of whites."
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6.

7.

8.

9.

"We require much more educational work throughout the
country on the problem of understanding black/white

working relationships.”

"One of our major problems is recruiting. We have great
difficulty finding candidates both qualifiéd and willing
to come with our company. We havé found a general lack

of preparation and readiness on the part of the business

)

world on the part of our applicants."

"We would like to hire more black management trainees.
We need to get closer to the black community. There can
be some differences and concerns after hiring. We do not

e

wish to be involved in 'showcasing.'"

"Management must provide additional educational experience

to bring technical competence up to competitive standards,
particularly for those black management people from pre-
dominantly southern black colleges and universities. We
have observed a rather significant positive change in the
attitude of black co-workers and subordinates in our

personnel."”

"External pressures in the area of equal employment will -
be relaxed eventually. Blacks must concentrate on adopting

positive stances and presenting themselves favorably."
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13.

"White managers must not allow themselves to get discour-
aged with individual failures, but to work toward a long

range program of development of many management candidates."

"We need to consider this as part of performance appraisal.

We need to reach understanding and agreement, but we don't

have enough time. At present we have a "hire first" policy.

We really do need firm policies and pr;grams because execu-

tives re§pond better to directives than voluntary commit-

ment. We need firm directives and must become aware of :

underlying dynamics and senéitivities.f

"Our primary problem is with first-line supervision. These
are men typically hardﬂhats,‘up from the ranks. We have
tried many approaches to sénsitize- supervisors. It is
difficult to change the attitudes of the first-line

supervisor."

"We actively recruit in colleges and through specialized
agencies. Our company tries hard to place people in the
right departments. We need to support departments who

take and train underqualified blacks. I am prejudiced in
favor of blacks. I have managed several blacks in New York
and Puerto Rico. I have actively recruited blacks and

have worked extensively with them."
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"We do not have enough blacks at the entry level and not
enough skill development training. Some of our programs
are too fast for the men coming into our organization.
We have a problem of turnover because able blacks are

-~

attractive‘candidates to other companies."

s/

"We do not have enough black candidates for management.

Meeting competition is very difficult. In some instances
we find men trading upon blackness as an advantage. "What
we should do is to run a sefies of high level black/white
off-site workéhops. We"need to inétifute a series of
working sessions to implement our affirmative action pro-
gram: We can identify three officer level openings to

seek to place black candidates. Generally speaﬁing,there
is a resistance to egual opportunity, and we tend to use
"qualifications” to select, rather than perforﬁance. There

is a threat posed by black competition to white middle

management people."
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"We have sought to establish a regular guota system for
each affirmative action program. We are now attempting

to implement it. Whites generally are unreasonable in

it s b S R A S

evaluating the backgrounds of blacks rather than their
present readiness. Many business people have insidious

prejudices against many minority groups."
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OBSERVATIONS AND INTERPRETATIONS

In our opinion, this research and our experience as

consultants verifies the fact that the major corporations
Cx
in this country are not providing an equal opportﬁnity for

black professionals. Many blacks are denied an equal oppor-

tunity to be hired, and many of those who are hired, are
denied an equal opportunity to advance.commensurate to their
skills, backgrounds, and experience.

Black professionals themsélves see no evidence of cor-
pofate sincerity ;n effectively resolving the barriers to
equal oﬁportunity, now nor in the future. It is a serious
indictment against the industrial community that not one cor-
poration in 1972 can be cited as a "role modél" in the area
of equal employment opportunity. What corporations are doing
today is inadequate to meet the existing problems, as out-
lined by many of the men interviewed. Most corporations are
not getting an adquate return on their investment of time
and money ip the area of equal employment opportunity be-
cause they lack the total information and insight required
to design and implement effective policies and programs.

The question that coxporations must answer is .... "Do they
have enough of an interest in equal opportunity to seek,
plan, and implement effective programs?" Many black profes-

sionals are asserting that they do not, and will not. These
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men maintain that the equal opportunity that they seek is
not unrealistic, and they recognize that not all blacks
will achieve success in industry.

Corporations have not achieved much progress because
the entire issue of equal employment opportunity is very low
on the priority scale for industry, government, and educa-
‘tion. The President and chief operating officer of a major -
conglomerate recently stated to a group of industry execu-
tives that his philosophy was one of not forcing operating
management to change rapidly. Achievement to him was having .
a black foreman supervising whites in a plant. The fact that
the'corporation had no blacks in professional or managerial
positions at corporate or divisional levels was effectively
discounted as an issue of no consequence to the financial
and managerial_success of the firm. Hopefully, not all cor-
porate Presidents will so easily dismiss the issue of equal
opportunity. Corporate Presidents will demand that operating
management meet certain profit ratios, and that investments

meet a minimum return ratio. The& have not demanded that

operating management resolve barriers that keep blacks from

participating in corporate growth at all levels to the full-

est extent of their backgrounds, abilities, and skills. As

a result, black professionals see their chances for making
it to top management as "slim and none," to use a colloquial

phrase which succinctly represents their views.
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Recruiting is one part of the problicm and these black
professionals make the following indictments with respect

to the recruiting approach of major corporations:

White recruiters are insensitive to the back-
grounds, values, and aspirations of blacks.

Campus interviews frequently reflect little inte-
rest in them by the recruiters. It appears to
many blacks that these interviews are an exercise
merely to fulfill én obligation rather than a
serious considération of them for jobs.

Recruiters want only the fbp black student aca-
demically, but will accept academically "Average"
whites.

Corporations prefer recruiting blacks who graduate
from traditionally white colleges and ;niversities
to blacks who graduated from traditionally black
colleges and universities without respect for
individual merit and achievements.q

Companies frequently send black recruiters to
traditionally black colleges and universities
hoping for rapport. It is not always true that
because he is black, he will be able to attract

other blacks. It is apparent in some instances

that the black men sent is not a knowledgeable
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recruiter, and he cannot therefore provide the
potential black candidate with the information
required about the company and its opportunities

for him.

Selection and placement also are criticized by these

black professionals in citing the type of discriminatory

treatment that they receive,Some of these are:

(1)

(2)

it ed

(3)

Blacks are frequently assigned to positions below
their educational and abllity levels. 1In these
positions, they work along with whites who do not
have degrees. A typical example is that of a
black engineer whose first position is in Drafting
along with wﬁite technical high school graduates.
Blacks are often placed in pcsitions of high
visibility, but little responsibility. Corporate
mansgement tells blacks that they want them to
succeed, and therefore want them to "prove them-
selves" at a lower level first. This is a frequent
complaint of black MBA's who find a great deal of
frustration in doing menial and routin~ work while
white MBA's who are also new entrants, get chal-
lenging and responsible assignments.

A number of blacks found that even when assigned
a line position, they are placed in a position

where there is a high risk of failure. For examplé,
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a black is given a rapidly declining product
line, or a generally unproductive territory
while whifes get more potentially rewarding
assignmente .

Promotional opportunity is a "sore point" with virtu-
ally every black professional interviewed. Even those blacks
who credit corporations with bringing blacks into the com-
pany, state that few have risen to the top. Corporations
who go'on the outside to bring in tcp whites from the mili-
tary or government, or even from other corporqtions believe
that all blacks should be promoéed from within. Yet even
those who have been "in the system" reach a certain plateau
where they are destinea to remain. These men cite many of
the following problems in making their case for equal
promotional opportunity:

(1) Corporations are reluctant to place black men as
managers over white professionals. Because of
this apparent reluctante, many of the best guali-
fied blacks are only promoted into staff positions
rather than to line positions.

(2) Along thé same lines as the above, these men be-
lieve that top management is afraid to put blacks
in a key position where there are major risks to
the corporation if he fails. Whites are permitted

to try and thus succeed or fail, and suffer the
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(3)

(4)

(5)

consequences of failure or reap the benefits of
success. Blacks are not given a chance to do
either.

Blacks are often penalized by unfavorable reviews
tﬁat may be given by a "biased" manager earlier

in his career. They are not given an opportunity
to refute these reviews, and future managars fail
to question the validity and reliability of the
opinions offered in the review. Only when the
black confronts management about his problem are
the reasons revealed for his failure to be promoted.
If a corporation has promoted a black who has not
succeeded, there is an extension of his failure to
all Blacks. Management often fails to que;tion why
a black has not succeeded--did they use incorrect
selection standards? did they provide sufficient
support? were there external circumstances pre-
vailing which contributed to failure? Other blacks
who come along requesting a promotion are reminded
of the one-time attempt, and told that they must
be patient. Clearly this thought process is not
used with whites.

Blacks are often placed in the position of being
"wrong” ever: when they seek redress of grievances.

If they believe from all available evidence that
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their present manager is prejudiced against them
andxthey take their case to a higher management
level for a hearing, they are penalized as
"trouble-makers" and their careers are irreparably
damaged. If they do nothing about the situation
internally and leave the company, they are bran?e
as unstable job-hopperé. When they cite their
real reasons for leaving in interviews for another
position, the manager‘thinks that he is overly-
sensitive and covering up for lack of ability.
Black professionals who find themselves in this

psychological predicament feel that their career

growth is hindered because they must'deal with

problems and situations that whites do not have

to face.

In order to deal more effectively with these problems,
blacks are increasingly finding the need to organize and
present a united front to management. We have witnessed
blacks in several corporations organizing to present their
case to the Pfesidgnt and Board. One case involved the
refusal of blacks to talk with any lower level executives,
feeling that only the President had the authority to commit
the corporation to correcéive Qction. “hey formed a non-
profit corporation to sue the corporation on compliance.

This type.of militancy has been a4 direct result of the
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lack of attention that has been given to the issue of equal
opportunity by management. Unfortunately, it has resulted
in "crisis" attention and programming without benefit of
substantive information and thought.

Black professionals have also organized into local and
national groups with the common purpose of stimulating
greater opportunity for career growth. These groups are
occupationally oriented, industrially oriented, and at least
two are broad in their scope covering all industries, pro-
fessions, and occupational levels. These groups are hindered
by the lack of funds to effectivaly lobby and present theirg
case to industrial management. If they are able to enlarge
their organization and find the necessary monies, they will
make themselves heard in the nation's Board Rooms in support
of thie problems just briefly reviewed in this report.

Early industrial efforts to provide equal employment
opportunity began with a focus entirely upon recruitment.
The job categories seclected were those where a cJritical
shortage of whites existed, with engineering as a primary
example. Job specifications were published in tradition-
ally black media requiring specific experience or education
that blacks generally did not have. Corporations sought,
and are still seeking, black Chemical Engineers, Patent
Attorneys, and C.P.A.'s. In our opinion, this gave them
an opportunity to state that blacks could not be found for

their available openings.

111




The next phase for most corporations was to pre-select
certain professional positions in personnel, sales, ac-
counting, and manufacturing for the recruitment of blacks.
Through college and professional recruitment, blacks were
sought to £ill these positions. Essentially, blacks were
invited to £ill the bottom levels of the corporate pyramid.
Upon hiring, theie corporations quickly placed photographs
and stories into the media highlighting tﬁeir *First Black."
No thought was apparently éivcn to what would be the future
for these blacks. One could conclude that corporate manage-
ment felt that these blacks would contentedly "sit by the
door" for the rest of their career. This did not happen,
and the problem of upward mobility quickly arose as blacks
perforred well in the jobs assigned to them.

Industry raised salaries, made lateral moves available,
and placed blacks in staff positions with longer titles,
such as Special Markets Managers, and Director of Urban and
Minority Affairs. Few went into line positions, and into
supervisory or managerial positions with a budget, authority,
and responsibility. For these reasons, the black corporate
executive is rare. There are no black corporate officers
in the major Fortune 500 corporations, and none in operating

management who arc on Boards of Directors. There are

112




el [

B R LR 7E L0 S S Tt
£ KA PAT R AT T T PR TV SANEE :

épproximately 188,437 lblacks loosely classified by cor-
porations as being in professional, technical, and mana-
gerial positipns in corporations. Deleting those blacks
classified in techﬁiéal positions, there are only 109,108
blacks in salaried professional and managerial positions
in major corporations. This number represents only 16.5
percent of those blacks with 4+ years of college or 1.15
percent of the total black labor force. The ratio of whites
in professional and managerial positions is 46.43 percent
of the total with 4+ years of college, or 6.22 percent of
the white labor force.

The status of black male professionals in industry as
of 1972 is not overly encouraging. Only one black can be
cited as a divisional President, although several blacks
are Vice-Presidents for divisions. As of this writing,
thirty-five blacks serve on Boards of Directors of major
corporations. 2Corporations have only recently moved in
this direction to assure that at lea * one black is given
an opportunity to participate in the policy-formation process.
How effectively these thirty-five blacks can influence poli-
pies and programs relating to'equal employment opportunity
remains to be seen. Although these are influential black

men and women who are outstanding, therc is no reason to

1See Table 19 in Technical Appendix.

—

2"Business and Society" newsletter, April 4, 1972, Volume 5.
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automatically believe that they have the technical insight
and information required to assist these corporations in
planning meaningful policies and programs. The fact that
this should even be~their role is questionable. One can
only hope that placing blacks on corporate boards is not
the "window-dressing" of the past at a higher level, and
that this is one step toward positive change in the utili-

zation of blacks. A few blacks have slowly moved into re-
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sponsible line positions ags product managers, and accounting
managers. In the broad area of personnel, industrial rela-
tions, and community relations, there are a larger number

of blacks who are employment managers, urban affairs mana-

G AR et

gers, and personnel relations managers. There has indeed

L
By

been a degree'of progress, but all too slow, and still too

SR A

little, considering the number of blacks who have the
g ability and industrial experience required to move into more )
é responsible positions.
g : While this research shows that blacks believe that they
§ N do not have an equal opportunity with whites, it also shows
z a wide diversity of opinions of blacks in evaluating their
% industrial experiences. Not all blacks are dissatisfied, and
§ one would be surprised if all were. This diversity of
%J opinion shows more than ahytﬂing else that there is not just
%“ a black problem that has to be resolved. Blacks have dif-
%‘ ferent levels of sophistication and awareness of industry,
é . and different career expectations and aspirations.
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Blacks function in different work environments .even
within the same corporation. The black in ‘Sales has pres-
sures and responsibilities that differ significantly from
the pressures on the black in Research, or the pressures
on the black in Personnel. The corporation for many blacks
is represented entirely by his‘department and with his
manager. If he has a good manager with whom he relates
well, and has challenging work, the corporation appears
good. If he has a biased manager or one who appears to be
uninterested in his career and responsibilities below his
ability, he sees the corporation as bad. This is true for
blacks and whites alike although blacks may often be more
sensitive to the corporate environment because he has
doubts about the real existence of equal opportunity.

This does not imply that there is no exchange between
blacks in a corporation. As discussed earlier, they are
meeting with each other to compare notes on career progress,
and sharing feelings and perceptions to get the larger cor-
porate picture. All too often there are not eough blacks
in any one location of a company to have a meaningful ex-
change. The fact that many blacks in New York and Phila-
delphia are disenchanted, pessimistic, and militant may be
due to their being at corporate headquarters in sufficient
numbers to really see a pattern of discrimination, as

opposed to only seeing isolated cases.
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Black professionals are evaluating themselves against
- the whites with whom they work, and many are finding that
they are more qualified by education, ability, and experi-
ence. Certainly almost all of them think that they are at
least equally well qualified as whites on these same stan-
dards. In spite of these comparative analyses of qualifi-
cations, some blacks believe that their career progress has
not been at the same pace as that of whites with whom they
work. Those blacks who evaluate their career progress as
greater than that of whites with similar backgrounds attri-
bute more rapid movement to the desire of the corporation
to "showcase" and to have a black thatjthey can point to as
their success story. Many of these men feel that their
career will reach a plateau soon, and that rapid progress
will not characterize their future career in the company .
In both situations of greater or less progress, it is clear
that race has been a factor and that the concept of equal
opportunity is not operating as it should.

Managers often do not want to face their own biases
and prejudices in dealing with blacks. 1In our attempt to
survey the attitudes of managers, the most important result
obtained was their general unwillingness to participate in
this research. While we recognize that many corporations
have policies that relate to nondisclosure 9f information,

it is our opinion that many men used the policy as a cover
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for thelir general reluctance to analyze their own attitudes
and perceptions toward blacks. This is the heart of the
problem between managers and the blacks whom they supervise.
In the course of more than eight years of consulting, we
have found that subtle forms of racism between the black
professional and his manager have been the stumbling block
to career progress. Because many manageré have little ex-
posure to blacks, particularly blacﬁ'profeSSionals,‘they

: simply are not aware of the cultural norms, aspirations,

and values that blacks have. Managers frequently allow theirx
general perceptions of blacks as domestics, "welfare chisel-
; ers," or "poorly educated peopie, but great athletes," to
affect their evaluations of all black professionals with
whom they work. Certainly, the fact of working with more
blacks has changed the attitudes of some managers. Unfortu-
i nately, the bhlack who performs well and has all of the
white-oriented background plus factors (Ivy League college

and graduate school) is looked upon as the exception, or
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established as the standard. Every black thereafter has
to be "superior" to be considered as equal to the opportu-
nities generally given to "average" whites. slacks in
industry have witnessed so many examples of this kind of
managerial attitude that they feel frustrated and are be-

coming increasingly disillusioned with the system. For

these reasons, many blacks do not believe that present
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corporate policies and ﬁrograms relating to equal employ-

ment opportunity are effective. Their disillusionment also
explains much of their pessimistic view of equal employment
opportunity for black professionals in industry. They point
out that no evidence exists to indicate that top management
will pressure lower managerial levels to change, and they
know that change will not come about without a strong action
commi tment - from top management.

The blacks who are most dissatisfied are the young and

the highly skilled (MBA's, Engineers, Scientists). They

represént the future for many corporations if. they can be

retained and advanced in accordance with their abilities.
Industry is apparently not hearing their dissatisfaction
nor seeking their advice. Rather industry is listening to

softer and more acquiescent voices who-are largely unwilling

" to provoke the system to put sincerity and action behind

"equal opportunity employer" slogans.

An enbittered and negative message is subtly being
communicated to other blacks from those who feel strongly
that industry has no real commitment to equal opportunity.
Blacks are saying that the problem is internal, and that
middle and lower management levels are permitted to overtly
and covertly discriminate against them because those at
the top refuse to become actively concerned and involved.
Industry is accused of always acting "after the fact" and
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never moving ahead of the challenge of equal opportunity.
Evidence bears out this point which was frequently made by
these men.

When we look at individual industrial groups, we see
the small proportion of blacks classified as officials and
managers, or in professional occupations. Within each in-
dustrial group, after the top two to three companies, .
there is little if any representation of blacks in profes-
sional and managerial positions. The Industrial Research
Unit of The Wharton School of Business and Finance, Uni-
versity of Pennsylvania, has conducted many industrial
studies of the racial policies of American industry. While
this data is six years old, and may not accurately apply
to the current situation, in our opinion, little change
has occurred in the statistics. The majority of these 21
industries had less than 1.5 percent black representation
in managerial and professional positions. Exhibit 7 is a
table illustrating the number and percent of blacks for
21 major domestic industrial groups. Several industrial
groups where many blacks are employed in managerial and
professional positions were not included in these published
studies. They are food and household consumer products;
office equipment, beverage; advertising, printing and
publishing; and communications. In these groups, we know

that the percent of blacks in managerial and professional
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positions range from less than one to no more than four

percent. These estimated figures are based upon private

research studies that we have conducted for clients, and

estimates from persons in equal opportunity managerial
positions in leading firms in these industrial groups.

Corpbrations joined Plans for Frogress and The National
Alliance of Businessmen, but these organizations have not
applied any real pressure on its members for significant
and meaningful change. Industrial associations have been
notably lacking in providing information and prodding mem-
ber corporations. Occasionally one finds an issue of a

trade or industrial publication that highlights a "success

story" of minority employment, but rarely do they attempt

to seriously analyze the reasoas for this man being unique.
The major general business publications generally pay scant
and superficial attention to the real problem of equal
employment opportunity in industry.

Corporations usually consider the issue of equal oppor-
tunity when a crisis arises, externally or internally. We
believe that a "crisis" is in the making and that now is the
time Eo make equal opportunity a top priority item on all

corporate agendas. In a recent issue of Business Week, an

article describes the kind of crisis situation that results

from a corporation's underestimation of the dissatisfaction




of blacks in salaried and managerial positions.l This
article describes a corporation that fired 19 black mana-
gers from one of its plants, after these men filed complaints
about the company alleging discrimination in‘pay and promo-
tion with the Equal Employment Opportunity Commission, and
the Fair Employment Practices Commission. The men had called
in sick as a protest, and they refused to come in. hanage-
ment suspended them for a day, and advised them that they
would be fired if they did not return the following day.
Early attention and planning may well have avoided this

clash between blacks and manaéément which is clearly detri-
mental to both sides. This incident is a forerunner of the

future if corporations fail to act on their own to resolve

problems relating to equal employment opportunity.

The Wall Street Journal of June 1, 1972 documents
another case in which a black MBA graduate is charging a
Wall Street securities firm with deuying him a job because
of his race. The charges allege that in a recruitment
interview held on his campus in June 1970, a representative
of the firm advised him that his application for employ-
ment would not receive further consideration because of

his race. The young man involved has filed suit against

lea thire blacks' drive backfires," Business lWeek, April 29,
1972, Number 2226, pp. 23-24.
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the firm. The university froom which he graduated supported
this black MBA graduate, and refused to permit the securi-
ties firm involved to continue to recruit MBA's on their
campus. This case illustrates not only the refusal of
blacks to continue to accept discriminatory practices by
industry, but also the role that universities should assume
in assuring that their potential graduates are fairly
evaluated by the corporations that recruit on their campuses,
without respect to race, creed, religion, or sex.

The probleﬁ is not, however, just that hlacks are
underrepresented in professional and managerial positions,
nor that they are not hired. Our study reveals the problems
of the small proportion of blgcks who have gained entry into
industrial corporations. They recognize that more blacks
should be hired, but they also are concerned that the pros-
pects for equitable advancement, once in, are not very en-
couraging. Mahy blacks are saying, "Do something for the
blacks that you have, before you become concerned with
adding more." Corpor. “ions must face the reality that
equal opportunity policies and programs must deal with a
wide range of internal and external problems, and their
commitment has to extend beyond the slogan, "An Egual
Opportunity Employer." There are indeed some whites in
corporations who are sensitive to the problem of equal

employment opportunity, and who are individually making
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exceptional efforts to promote change. Many corporate
officers are concerned, and need only to initiate action
programs to bring about the reality of equal opportunity.

Government and education, as well, have many individuals
who are and have been strong advocates for equal employment
opportunity for minorities at all levels. Today, there is
a need for those in industry, government, and education to
join with blacks in seeking positive change through the
institution of effective affirmative action programs, and
the fulfillment of legal commitments to equal employment
opportunity.

Top corporate management should recognize that resolving
internal problems that hinder the successful fulfillment of
equal employment opportunity goals and objectives will not be
easy. Resistance to change may well be encountered from
middle and lower managerial ranks. Internal programs must,
however, be developed and implemented which will permit
corporations to attain short and long-range goals in a manner
that will engender the maximum amount of support and co-operation
from all levels. If corporate program goals are clearly and
specifically defined, with the inclusion of a review process,

the positive action expected should become evident.
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RECOMMENDATIONS

-

Recommendations are being presented relating to the
roles of industry, government, education, and blacks re-
quired in the resolution of problems of discriminatior in
employment. There are limitations and restraints on all
participants in the change process, but all of these insti-
tutions and blacks can work together to understand the dimen-
sions of the problem, and to resolve all barriers to the

fulfillment of equal employment opportunity.

Industry

1. The senior, policy-making executives of major cor-
porations must ensure that action-oriented operational
programs are instituted that relate to the recruitment,
placement;~ ' training, and promotions of black professionals.
Top management must become directly and personally concerned
with the equal employment problem, not for social or moral
reasons, but because corporations who engage in usiness

with the government have a legal obligation to comply with

.laws against discrimination. The issuance of a policy state-

ment alone cannot be the sole activity of top management
in the hope that middle management will positively react.
Lower hanagement levels will not do any more than top manage-
ment demands through the priority placed upon problems of

equal opportunity employment. '
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2. Many corporations will have to examine and re-define
personnel policies and procedures relating to hiring and
promotions. This should also involve an evaluation of the
appraisal process to determine the fairness of this process
to all employees, and particularly with respect to blacks.
While the appraisal process &s a system may be objective,
the people doing the appraisals may not be objective.

3. Awareness training programs should be initiated for
1l managerial and supervisory personnel. These programs
should have the purpose of assisting managers in understand-
ing the cultural norms, values, attitudes and perceptions of
blacks. Information should be made available to assist
managers in recruiting and selecting black professiongls
relative to the skills, backgrounds, and experiences that
they bring to the industrial environment.

4. Regardless of rationalizations and arguments to the
contrary, management must hire black professionals at all
zevels of the corporate pyramid, from the bottom to ;s far up
as they may go on the outside to attract managerial and execu-
tive personnel. There must be recognitic: that blacks are
available with the requisite backgrounds to fill positions
above the entry-level stage. This reéognition can only come
from utilizing knowledgeable and expert resources who can

provide data on the availability of blacks for middle

management and experienced positions.
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5. The management development programs that exist for

whites must be opened to blacks. It is incumbent upon
management to provide further education and training for
blacks to enable them to have an equal opportunity for pro-
motions. This should include both internal and external
management éevelopment programs that corporations support.
One major corporation has three white high school graduates
in a Master's Degree Executive program at one of the top
five graduate schools of business. This opportunity was not
provided by the company to even one black college graduate
with demonstrated abiiity and potential. This kind of in-
equality must be recognized and rectified.

6. To ensure progress in any proposed program, the
implementation of equal opportunity must become part of the
performance appraisal of all managers. Standards of expected
performance should be specifically stated along with con-
crete goals and objectives to guide managers in responding
to this directive. Just as managers respond to profitability
expections, they will exert more effdrt in the area of equal
employment if their own compensation and promotion depends
upon their performance in this area. .

7. Research data must be obtained from all available
resources relative to the background and experience of
black professionals. An effective program cannot be designed

without knowing the population characteristics of black
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profcessionals from which potential employees may be drawn.

With this kind of information, realistic and achievable
empioyment objectives can be established. This type of
data is also helpful in prodding departmental managers who
are resistant to change and to whom it must be proven that
blacks exist with the particular skills, abilities, and
experiences that they require.

8. An effective érogram has to be well planned and
should include a budget, program timetables, and periodic
evaluation by top level executives. The person who has
responsibility for the conduct of the program and the eval-
uation of its success must have the authority to take what-
ever action is required to facilitate internal compliance
with the corporate program. The program should be concerned
with all aspects of equal employment opportunity including
recruitment, selection, placement, training and promotion.

9. To assist the corporation in evaluating present
programs and revising them, top management should evaluate
the information and expertise of both internal and external
resources who may be utilized in an advisory capacity. A
black in Personnel or a black in a managerial position may
or may not be bringing to the corporation the most meaning-
ful and recent information and background required for
analysis and planning. This is equally true of any whites

that are frequently given this problem to resolve due solely
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to their position in the company. Corporations may benefit
from a combination of internal and external resources to
ensure that an objective, knowledgeable and expert review
and analysis will be conducted.

Frequently, internal resources have a vested interest
in their own programs and approaches which may prevent the
top corporate management f#om obtaining an accurate and
objective review. External and internal resources working
together can mesh internal corporake knowledge and informa-
tion with external expertise and objectivity, thus providing
top management with a better revigw and comprehensive,
realistic programs.

10. 1Industrial associations should take a more active
role in assisting member corporations by providing them with
research information, and guidelines for the achievement of
effective equal employment opportunity programs. Intra-
industry studies may be conducted to identify problems pecu-
liar to the industry, and available consulting resources may
be utilized to bring factual information and expertise to
bear upon the resolutions of these programs in a manner con-
sistent with overall corpoate and industrial objectives.

Associations conduct annual meetings in which they dis-
cﬁss mutual industrial problems. Certainly, some part of

these meetings should be devoted to issues relating to equal

employment opportunity.
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Twenty-two of these associations are listed below as
examples of some relating to industrial groups in which many
blacks and other minorities interviewed in this study are
employed. Others esve industrial associations who attract
many industrial executives at the level where equal employ-
ment opportunity policies and pﬁPgrams are initiated. It is
hoped that these and other asséciations will be the prime
movers of change in industry.

American Association of Advertising Agencies
Aerospace Industrial Association of America
lnternational Bankers Association

National Association of Broadcasters
Business Equipment Manufacturers Association
Chief Executive Forum

National Association of Food Chains
American Gas Association

American Insurance Association , )
Magazine Publishers Association

American Management Association

National Association of Manufacturers
American Marketing Association

American Newspaper Publishers Association
American Paper Institute

Society for Personnel Administration
American Petroleum Institute

Pharmaceutical M=~. "acturers Association
Rubber Manufacturers Association

Soap and Detergent Association

American Textile Manufacturers Institute

11. In order to compete successfully in tﬁe market,
every corporation must be adaptive to its ever-changing
environment. An analysis of the industry outlook provides
the framework for strategic planning and policy revisions
consistent with newiy developed strategies. Organizational

resources must be examined to determine the capability of
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the organization to implement the strategy. Finally, the
execution process is assessed with respect to timing,
human resources, and controls. This same process which
is applied to major corporate decision-making should be
equally applied in the area of equal employment opportunity.
Corporations recognize that change in one aspect of the
system affects other parts. Problems are viewed are multi-
dimensional requiring a systematic, analytical approach.

Thus the problem of equal employment must be viewed
as more than bringing people in or signing policy statements,
or attending luncheons sponsored by minority-oriented orga-
niiations. No corporation would survive if it applied the
vague, "crisis-oriented," unstructured, and uninformed
\techniques frequently given to equal employment opportunity
problems to its marketing, production, and financial problems.

Corporations protest that they do not want to impose change

4
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upon their managerial ranks when challenged to do a more

effective job of recruiting and upgrading minorities at

T, 5 SRR S A

all levels. Yet change, even radical chapge, is imposed

upon managerial personnel constantly in order to stay ahead
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of or at least even with the changing industrial environment.
Where there is no commitment, there-is no action, and

excuses for maintaining the "status quo" are easily found.

No corporation, even those who have §ubstantia1 numbers ofJ

) minorities, can afford complacency and satisfaction. If
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the problem is not bringing more blacks in, then there is
a problem of what is done with those blacks already hired.
Regardless of the stage of development, there are serious
problems to be faced and resolved. A corporate recruiter
in an unpublished article on the recruiting of blacks ranked
all traditionally black college§ and universities as 0 or !
on a 1l0-point scale of excellence. We do not apply this
same kind of ignorance in the ranking of corporate efforts
in equal opportunity. Our recommendation, however, is that
the issue be faced, and that a commitment for change be
given by top management so that the process of examination,
appraisal, and revised programming can be initiated. Every
corporation has to define the stage of development and the
degree of achievement that they have made, and determine
how to effectively move to the next level. They have an

economic and a legal commitment to fully utilize all persons
s

P

without discriminating by race, color, creed, religion, or
Sex. Those who are involved now, can do much more; those
who are not involved, must become involved to meet these

economic and legal commitments to equal opportunity.

Government

1. Government must support the compliance officers of

each department and EEOC by providing them with the budget

required to hire the necessary staff and consultants required
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to fulfill their responsibilities. Many of the persons
assigned to these positions do not possess sufficient
information, and expertise required to assist corporations
in meeting their legal responsibilities in compliance. If
government plans to assume a technical assistance role,
there must be an appropriate investment of money to ensure
that knowledgeable people are hired in sufficient numbers
to render meaningful assistance.

Government frequently makes the same error that cor-
porations make by assigning people to compliance jobs either
because they are black, or they are interested whites, with-
out analyzing the degree of expertise that they can bring to
the position. Insufficient training is given to compliance
personnel to supply them with the information that they re-
quire to effectively function. Government should revise
selection standards and provide the necessary training in
order to achieve any substéntial success in providing valu-
able technical assistance to industry.

2. In order for corporations to take governmental state-
ments about equal opportunity seriously, goverment must take
a positive stand through its actions. There must be concerted’
pressure from government to stimulate many corporations to
move in this area. Political considerations must not be
permitted to keep government from the full pursuance of com-
pliance with laws relating to equal opportunity. Government
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must concern itself with many corporations who flagrantly
are in violation of both the spirit and letter of non-
discriminatory laws and require them to live up to their
contractual commitments to equal employment opportunity.

3. Government is not the best role model for corpora-
tions at federal, state, and municipal levels. Focusing
upon the federal government, however, recent studies show
that most blacks and other minorities are at lower levels,
and few are in managerial and-professional positions. It
is difficuit for the federal government to demand that cor-
porations act more equitably toward blacks than government
is presently doing. A primary role of the federal govern-
ment must be to recruit and upgrade more blacks to higher
level positions with budgetary responsibility and authority.

4. Governmental agencies who have the responsibility
for compliance should review the techniques that they use
to evaluate corporate compliance. Quantitative data is
basically the sole measure of compliance used by most
compliance officers.

Other factors are extremely important, and should be
reviewed. Some of these are as follows:

Y (a) Turnover of minorities compared to general turn-
over, and analysis of differences

(b) Training programs available and rate of partici- g

pation of minorities in external and internal

training programs
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(c) Internal compliance review procedures to ensure
that managers are evaluating and promoting minor-
ities in an equitable manner
Although companies may submit affirmative action programs,
govermaent must insist upon objectives and program timetables
being ircluaed, and analyze each year how well corporations
are meeting their own objectives and programs. Mere numbers -
alone cannot be relied upon to validate whether or not cor-
porations are meeting their contractual and legal obligations
in the area of equal opportunity. As an example of one aspect
of a full corporate program to promote equal employment oppor-
tunity, a corporation should require that its suppliers have
affi;m;tive action programs, and provide equal opportunity-
to all minorities. Government should and can make this a

stipulation for all major contractors.

Education

l. The world of education has the responsibility of
preparing black professionals for competitive achievement in
the world of business. Every educational instiéution should
aggressively recruit blacks for undergraduate and graduate
study, and provide the training required to ensure their com-
petence. They should analyze their selection criteria to
make sure that blacks are not excluded because white admis-
sion officers use their own norms and cultural values in

selecting blacks.
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2. Black educational institutions should make every
effort to modernize their programs to reflect the skills and
background requirements of industry today. To develop these
programs will probably require assistance from government
and industry, but these institutions should take the initia-
tive in preparing long-range developmental plans, and chal- ’
lenge industry and government to provide the support required. ’
3. Educational institutions must concern themselves with i
the problem of equal employment opportunity in industry, govern- i
ment, as well as in their own ranks. Since most major corpora-
tions are permitted to engage in on-campus recruiting, educational
institutions can withhold this privilege from corporations who
fail to hire blacks and/or fail to offer blacks hired an equal
opportunity for career growth and advancement. This move should
be considered by both traditionally black and traditionally
white educational institutions. Fair and objective criteria
can be established to assist in determining the posture of -
corporations who seek to use the college campus as a resource,
yet are unwilling to provide an equal opportunity to all of
the graduates of the institution. We previously noted one
institution that took this stance, and encourage this type
of action as another effective means of promoting change.
4. The professionai development programs that many
educational institutions sponsor for executives in industry

should include problems relating to equal employment

g
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opportunity in their curriculum. This is a major mana-
gerial problem that is certainly as important as marketing,
manufacturing, or finance. 1In courses relating to manage-
ment, some time should be devoted to analysis of problems
relating to equal employment opportunity, and to devising

methods of resolving these problems.

Black Professionals

1. Black professionals in industry must make their dis-
satisfactions known to top management, concretely illustrating
their problems and perceptions of the lack of equal oppor-
tunity. A joint analytical presentation of the facts along
with recommendations for management's consideration can be
an effective stimulus for change. They should also recognize
that they may not have all the answers to resolve the problems,
- and should suggest that the corporation utilize other internal
and external resources to objectively review the inequities
observed, and propose solutions to these inequities.

f 2. Although equal opportunity is not a reality, black

; professionals shouléd aiso recognize that corporate politics

' and competitiveness also exist. Everything negative that
happens to blacks is not always because they are black. Pro-
motions should not be sought on the basis of blackness but

on the basis of combetcnce and demonstrated job performance.

Blacks who enter the industrial world must be psychologically
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prepared to deal effectively with the intensive competition
that they will face as they seek to rise to higher levels.
The issue for blacks must not be special consideration, but
equal access to the competition without having to be a
"superman" or "superwoman" to achieve the goal.

3. Black professionals should not let fear of losing
a "good" job or anxiety with respect to their own abilities
keep them from actively pursuing the cause of equal oppor-
tunity. Some corporations have been sufficigntly astute to
hire some blacks who themselves ensure that few other blacks
are hired. Blacks who find themselves in this position are
doing themselves, the corporation and other blacks a dis-
service. Showcasing and "Uncle Tom" attitudes have never
been helpful, and cannot be tolerated today. Black themselves
must "rock the boat," and point out the problems and inegqui-
ties that exist in corporations. Blacks must be the agents
of constructive change rather than the visible barriers to N
change.

4. Movement within the corworate structure frequently
means relocation. Blacks have historically been reluctant
to relocate, due to problems in housing, and potential problems
relating tO their being in small communities that have few, if
any,black families. Blacks must compete in the relocation
ball game if they expect to achieve higher level positions.

This is the reality of corporate life, and it is a difficult,
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but neccessary realization for blacks. Corporations should,
however, provide sufficient relocation assistance to blacks
to resolve housing problems, and also make an attempt to
have more blacks at all of its locations to ease the adjust-

ment problems that occur.
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SUGGESTED FUTURE RESEARCH

Black male prcfessionals in many major southeastern cities
were not included in this study because corporations in
this geographical locale have not provided any substantial
number of opportunities for them. Yet the southeast has a
large and excellent resource of black professionals who
meet qualifications for professional employment. Research
should be conducted relative to future prospects for black
professionals in the southeast. It is important to examine
the southeastern market in terms of opportunities for
professionals, and assess the problems that have been pre-
venting significant access of black professionals to the

available opportunities.

The attitudes and experiences of black female professionals
should be investigated to determine any differences from
black male professionals. The key question here is whether

or not being black and female has given them any advantage

or a disadvantage felative to black males. While such a

gtudy could be restricted to women in industry, the larger
population of black women in all non-governmental professional
and managerial positions offers a wider area for examination.

A series of industrywide studies of black professionals and

i:anagers would highlight problems peculiar to various
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industrial groups. The cooperation of industri«l associ-
ations would be required, but such a study could facilitate
thorough problem analysis, and cculd result in a proposed
model program for corporations in the industry to follow

to increase equal opportunity for Blacks.

This same group ¢f Black male professionals should be re-

studied in three years to assess changes in attitudes and

perceptions of their industrial work experience.
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DESCRIPTION OF RESEARCH STUDY DESIGN

t

The 500 black male professionals were selected from the
research files and resumes of Recruiting Management Consul-
tant, Inc. from émong data on more than 300,000 black profes-
sionals in fifty-three disciplines. Exhibit 1 shows the
projécted'ahd actual stratified sample that was followed to
study a representative number of hlacks by industrial classi-
fication and city.

Ten cities were selected on the basis of their being
major centers of industrial employment, having a substantial
black population, and having a number of bhlacks employed in
professional positions. These ten cities were New York,
Chicago, Los Angeles, Pniladelphia, Detroit, Baltimore, San
Franciscc, Houston, St. Louis and Cleveland.

The black male professibnals were selected to conform to
statistical data from the Harndbook of Labox Statistics for

July 1970 as follows:
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CIVILIAN LABCR FORCE - NON-WHITE
SELECTED STANDARD METROPOLITAN STATISTICAL AREAS
(Data in thousands) Projected
Metropolitan Area Civilian Labor Force Percentage No. for Samvle
New York 640 22.7 112
Chicago 390 13.8 69
Los Angeles 370 13.1 66

Philadelphia 360 12.7 64




Detroit 270 9.6
Baltimore 200 7.2
San Francisco 200 7.2
Houston 150 5.2
St. Louis 130 4.6
Cleveland 110 3.9

Totals: 2,820 100.0

Subjects were personally interviewed in the ten

w ok

cities

listed above since these metropolitan areas are the ten largest

centers in terms of non-white civilian employment, excluding

Newark and Washington, D.C.

; From the Handbook of Labor Statistics=-July 1969, the

following enterprise classifications were used to select

- ' force in each area.

STANDARD ENTERPRISE CLASSIFICATION

subjects based upon the percentage of non-whites in the labor

:

5 Projected
g Enterprise No. in thousands Percentage No. for Samr
E—h

e

§ Construction 3,241 5.7 28

& Manufacturing-Durable . 11,753 20.3 103

% Manufacturing-Non-Durable 8.237 14.5 73

3 Transportation, Communications, 4.409 7.9 39

g Electric, Gas, & Sanitary Services :

I, Trade-Wholesale 3,766 6.6 33
{ Trade-Retail 11,358 20.1 100

> Finance, Insurance & Real Estate 3,421 6.1 30

© Sexvices 10,658 18.8 94

4 Totals: 56,843 100.0 00
g Agriculture and Mining were excluded from the study.

% Research data on black male professionals was organized

%, to meet the criteria of city and industrial group. Partici-

= .w_tf“ﬁi?{é;‘:’:: %%3’%’%255‘:3«%’
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pants were then drawn randomly to match up the sample requirements
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by enterpriseland'geographical locale. Where our existing
research data was insufficient for a given enterprise, this
existing data was supplemented by additional research to
provide a sufficient resource from which subjects could be
randomly drawn.

An important additional criteria for selection was that

every subject must have been in industry for a minimum of one

year. Some participants in the study were no longer in industry,

but met the criteria of héving been in industry for at least
one year. |
Exhibit 2 shows the original study design which included
interviewing the manager, a representative co-worker, and
subordinate of 100 of the black study subjects. Participants
were asked if they would give permission for us to approach
their immediate supervisor to request their participation in
the study. In accordance with the original.désign, 230
managers were asked to participate in the study in the ten
cities. The plan was to obtain 20 per cent representation
fr6m each of the cities.in éroportion to the number of black
professionals in the study from that city, as follows:

Original Sample Design for Managers

New York 22
Chicago 14
Los Angeles 14
Philadelphia 13

. m&; ORI o A S N




Detroit

Baltimore

San Francisco

Houston

St. Louis

Cleveland _4
Total 00

& N g2 o

Managers were asked to select a co-worker of the subject whon
he thought would be representative of the group, and a repre-~
sentative subordinate, if applicable.

Researcn Procedures

The 500 black professionals were interviewed personally
by staff members of RMC, Inc. using a standard questionnaire
to collect data on the following:

(1) Personal aﬁd educational background
(2) Associations with whites
(3) Pre-industrial work experience

(4) Industrial work experience

WA gy et mom e e

LI

(5) Present employment (if not industrial)
These interviews were conducted during the period of April -
September 1971 in private, and lasted from one-half hour to
forty-fivé minutes. The introductory letter and the standard
questionnaire are included in this Appendix as Exhibits 3 and 4.

The managers were interviewed by Dr. Edward J. Keyes, a white

B N DR ot et o i £+

A

psycholoygist, using a standard questionnaire to collect data

on the following:

R

T SN
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(1)

(2)
(3)
(4)

Associations with blacks in early childhood
and adolescence

Associations with blacks presently
Present work environment

Evaluation of black employees

These interviews were conducted during the period of June

through September, 1971 in private, and each lasted approximately

one-half hour.

The introductory letter and standard questionnaire

us2d with all managers are included in this Appendix as Exhibits

5 and 6.
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Table 1

Pre-Industrial Work Experience by City

Area of Work

City None lcovernment Education Social Service 2Other
"Baltimore 25 2 4 1 1
Chicago 47 8 9 4 1
Clevelaad 16 1l 2 1 1
Detroit 28 10 8 2 1
Houston 19 4 2 0 1
Los Angeles 39 22 5 2 1
Philadelphia 46 9 4 5 0
New York 75 18 10 4 3
San Francisco 20 8 3 3 1
St. Louis 16 6 0 2 0
Totals = 500 331 88 47 24 10

1. Government includes six subjects whose sole pre-industrial experience
was military service.

2. Other includes 5 self-employed; 2 in professional sports; and 3 in
unskilled industrial jobs.

<
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Bachelors
Baltimore 30
Chicago 43
Cleveland 16
Detroit 34
Houston 24
Los Angeles 43
Philadelphia 50
New York 56
San Francisco 26
St. Louis 20
N = 500 342
(Percent) (68.4)

Table 2

Degree Levels by City

Graduate Profes~
sional Degrees

(Law, Business) Master's Ph.D. No Degree

2 1 0 0

17 -4 1 4

4 1 0 0

9 5 0 l

- 2 0 0 0
8 4 9 5

5 7 2 0

37 8 3 6

2 7 0 0

1 3 0 0

87 40 15 16

(17.4) (8.0) (3.0) (3.2)
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Table 4

REGION OF PRESENT RESIDENCE

Region
"Mid Atlantic (New York, Philadelphia)

East North Central (Chicago, Cleveland, Detroit)
West North Central (St. Louis)

South Atlantic (Baltimore)

West South Central (Houston)

~Pacific (Los Angeles, San Francisco)

Total

Number

Percent

174
139
24
33
26
104
500




Table 5

Changing Residential Patterns
by Geographical Region

Present Region of Residence
vs. Region of Residence During
Adolescent Years (Ages 13-19)

Region
Mil Atlantic (New York, Philadelphia)

East North Central (Chicago, Cleveland, Petroit)
West North Central (St. Louis)

South Atlantic (Baltimore)

West South Central (Houston)

Pacific (Los Angeles, San Francisco)

Same - 55%

Different - 45%

Percent
Living in
Same Region

75
70
52
25
35
84




[
§
{
¢
3

FLEC kit

(s L e,

BEREN T Mty

P i

T e P Sl Al 2l
o ';;v.;@wﬁ"f}mf'{e'ﬁﬁt;’m’?whﬁ‘

o

Age Ranges

Under 25

25-29
30-34
35-39
40-49
S0+

ledian Age

AGE CLASS INTERVALS

Number

40
132
156

79

67

24

498

Percent Cunmulative Percent
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Table 7

WORK ACTIVITY BY
LEVELS OF RESPONSIBILITY

Levels Number
Technical Specialist 360
Manage Workers 113
Manage Managers 20

Total 493

(See dafinition of levels on page 17.)

Percent

73.5
23.1
3.5

100.0




Table 8

SALARY RANGES

Salary Number Percent Cunulative Perrent

Less than $10,000 64 13.5 13.5

PR R T T

,.@M\Hm
AT S T N
N

=

10,000 to 12,999 28.5 42.1
13,000 to 15,999 62.8
16,000 to 18,999
19,000 to 21,999

22,000 to 24,999

25,000 and Up

lﬁg“»fff;?’.‘;t.‘ ARG

)

i
A
5% .
2
. B
&
&
Sl
£
AN
i
s
£

v

Median Salary Range - $13,000 - $15,999

YA

. Median Salary = $14,389
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Table 3

Average Starting Salary and Preseat Salary
by Tenure and Present Employer

Months With Present Average Starting Present Average
Cempany No. Salary Salary

0-11 4 $12,425.00 $13,500.00
(Less than 1 yr.)
12-23 57 $10,127.00 $13,159.00
(1-2 yrs.)
24-35 59 $10,179.00 $14,488.00
36-47 60 $ 9,166.00 $14,746 .00
(3-4 yrs.) )
28-59 53 $ 8,699.00 $14,039.00
(4-5 yrs.) .

’ 60-71 . 50 $ 7,606.00 $15,012. 00

: (5-6 yrs.) '
72-83 38 $ 7,582.00 $15,968.00
(6-7 yxs.)
84-95 ‘ 35 $ 6,476.00 $18,133.00
(7-8 yrs.)
96-107 21 $ 6,530.00 $15,737.00
(8-9 yrs.)
108-119 _ ' 17 $ 7,000.00 $19,382.00
(9-10 yrs.)
120-179 ' 42 $ 6,354.-00 ' $19,697.00
(10-15 yrs.)
180+ 43 . $ 5,033.00 $19,570.00
(15+ yrs.)
Total 479 $ 8,075.00 $15,883.00

7

——

Median Salary is $14,389.00




UMop - 33 ¢(
Nw. 3 - 306
- azg

’

SULYNILAIO0UNS

e L S yE————

™M on
Nal

[SPRE

2
NN

e

(SN

TN N

THAN

0 0d

6¢
vy

037
ye
e

UL HAY

HAGHY

S5 NI v d

UMOp - 3GT UMop - 22
sues -~ 319 aues -~ $I§
N - gpe dn - ;.2
SEIMUOM-00 SUHDENVN
200 LNISTIAE O6L F00 IVIMISNANI LSYIJd
WOUd SUDNVID HAILYT:I
£¢ s RUIDIOGN,S
8¢ AN A0M-0)
6¢ S SR IERNI IV
00 "WINESONANT oNIsHdd
S T — -
ol ssjeutpIOognsg
B SIVHIOM~-0)
9¢ saiabevuep
HOL IV LHILSNAONI LSH T
SN T ———r —
R PRRTAR R 19 ) 4 PR 101 3 NAL)

DALV L0 S ONY D SHEDROM -0

S e e aras

MADVNYN LETHA (LOIM Sd T

Or OTt

- - -~

.y
foon

SNOLINTIY MMOM 10 SNOILV(IIVAR

Q

AruiToxt Provided by ERIC

E




INMYGCO
O.L

b ———— H RERE S o% SAmeime e e 3 i
0°00 p8Y _——— --= |2t OTT | 9°2¢ 8ST |9°vyp 91¢ SNOILGIIASY JO (LNGN
~HAUTLIOY AALO3IANA
0°0CT €69 - - (9T 08 7°6S Z6Z | S'pe 12T SALIHM
HLIM XLINDNIRCJIZO
m _ TYAQE JO ¢NU (LdEOWAd
|
_.,- I- SRS SN SV ST e et st e et s ——— L
0 03T | Ay €% 92 L1 8¢ G°GE SLT |G TS 2%4 MIVC O SNOTTTSOd
N LT NOIGLYD 1 Ldds
e — i i} - e
. bos 3 k S i 2 B % #
SIVLOL | 4iudd1TaAdY s SNA . ON S3X ANCOILYD
JON !

- .
LN ST _:
~

IATIN (708

M)

ONCIHAHD

-
A
RN

o
Qaw

foxy q »b.u..

EAEDNE W AT &«?x%?«ﬁ.?&.wﬁ{i& .‘?‘hkv »‘

“xb St

SN RS AR RO &? %,a,m&%..,%%,wmw&.w i r,.,?“ sities

NSO

TNHAGCIHATT ANY HIMOMD ¥TMM'D
NV S3ANLIEL

PAFullToxt Provided by ERIC




N°00T | 2Z8% 8°0C | 2s S°LS |LLe L'TE | €SI 20U TIXSAXT

0°0UT | I8Y 8°0 172 v°'8S |18¢ L*0b | 96T AYTT QY

07000 | 18p L°€ 81 0°LS (bLT €°6E | 68T uctivonpgy
SNQ LINDTITIVOO

0°00C | 9LY GTPE | 9T €€y [90¢ €22 | 90T aouo raadxy

0°0CT | 8LY T°ve | €91 Z°'Svy |9tz L°0Z | 66 A3rrIav

0°00I | 6LF €°I¢ | 16T S*'Gy |81¢2 0°€Z {011 uorjeonpr
SSMIOONd

|
] % # % _# % £ % i

STVLOL NuilL 9541 oL IVNo3I NYHI TIOW RH02dIYD

SUXANOUVHAINE UWIFNIS 0 SHLINHM HLTM SNOILILYDIJITYNADO JAILYUYINOD
(I SEIDOU HATIYD J0 SNOILITONAJ

ZT otqer

R T L S S SR P S P . . 2 "

[€) gi
[C*

PAFullToxt Provided by ERIC

E




[} b . =
—y
0°00T 00% "8 iv Z°L 9¢ 0°8 0y 2L 9¢T b 6t L¥Z frtatioy T® O3 T 704
0°90T 09% 0°41T <8 2°0T ¢g¢ PrPT 7L 22z 11t 8°9¢ 6LT Nrop fytunwwo) Tewxo
ARV IR DY 3762 601 b'LZ LET 8°LT 68 P et 29 9'C2T €9 IORJUO,) {RUIOSITDI/TeT »0
PR 9 Y ¢ ol 96 8¢ 23] 0°¢2Zz 01T 6°0Z 00T 0°92 0¢€1 SITRIFV A7 jununuo) fewxogu
1°90l 009 ¢ ISt 8°GY 66 9°TZ €0t 9°0T ¢€¢ 8°LT 68 IO0RIUOD pooyroqubTanN Teunse
e el Yo T oy t ___"OH 3___"ON 3o
5230, +ET ASN] v-¢ z-T1 - “suoR !
(ATTCnUUY) oo I8 To0s 3V 10 Aouonbaxg UOTIVIDOSSY JO odXi
S93 L UM YITMA UOTIETOOSSY [BWIOJUT
€T aTqes
. » o b a2 e Jv.w“.,s.‘.a.w.x?.a,2,%@r@ﬁ.mh.w,.,ﬁa%&zﬁﬁeﬁw&yﬁw&wwﬁﬁggﬁw , )

PAFullToxt Provided by ERIC




Table 14

k4 At Home Entertainment of Whites
and At Home Entertainment by Whites
i :7--«-“
. Response Number Per Cent
Yes (both) 386 77.2
No- (both) 30 6.0
Yes/No 84 " 16.8
Total 500 100.0
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Tabi= 19

COMPARATIVE EMPLOYMENT OF WHITES, BLACKS, AND OTHER
MINORITIES IN PROFESSIONAL, TECHNICAL, AND MANAGERIAL OCCUPATIONS

W

T TR IonE oSt o gt i v csenge . s oo g e e

14

-

£

W

TOTAL IN
PROFESSIONAL,
.| TECHNICAL, & $ OF TOTAL
. TOTAL MANAGERIAL EMPLOYMENT
ETHNIC GROUP EMPLOYED % | OCCUPATIONS % IN CATEGORY
WHITES 24,607,975 | 85.2| 5,904,608 | 94.42 23.99
BLACKS 2,974,908 | 10.3 188,437 3.01 6.33 .
OTHER MINORITIES 1,299,717 | 4.5 160,755 2.57 12.37
TOTAL | 28,882,600 | 100.0 | 6,253,800 | 100.00 (n.a.)

SOURCE: Table 6-7, "Minority Employment in Firms with 100 or More
: Employees, By Sex and Occupation Group,"1966, 1969-70, p. 280,
Manpower Report Of The President, U. S. Department of Labor,

March, 1972




CROSS TABULATIONS OF INDEPENDENT VARIABLES -
AND
SIGNIFICANT RESPONSE DIFFERENCES




Table CT-1

.o CROSS TABULATION OF ACADEMIC DISCIPLINE
: AND PERCEPTION OF
; EQUAL OPPORTUNITY WITH WHITES
Number ¢
Row Percent
* : ACADEMIC YES NO UNSURE ROW
; DISCIPLINE TOTAL
r’ I
A 6 22 7 35
' | SCIENCE 17.1 62.9 20.0 7.1
S 7 31 3 41
L ENGINEERING 17.1 75.6 7.3 8.3
? GRADUATE 10 40 10 60
; BUSINESS (MBA's) 16.7 66.7 . 16.7 12.1
’ 13 7 7 27
LAW 48.1 25.9 25.9\ } 5.5
49 88 19 156
OTHER DISCIPLINES 31.4 56.4 12.2 31.6
: 4 10 1 15
NO DEGREE 26.7 66.7 6.7 3.0 —
25 84 29 138
BUSINESS AND 18.1 60.9 21.0 27.9
RELATED
-(BACHELOR's)
8 10 4 22
NOT CLASSIFIED 36.4 45.5 18.2 4.5
COLUMN 122 292 80 494
TOTAL 24.7 59.1 16.2 100.0
SHI SQUARE = 32.86301 WITH 14 DEGREES OF FREEDOM; SIGNIFICANT AT 1% LEVEL
bt
Sy
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CROSS TABULATION OF ACADEMI.: DISCIPLINE

EDUCATIONAL QUALIFICATIONS
MNumber

ACADEMIC
DISCIPLINE

SCIENCE

ENGINEERING

GRADUATE -BUSINESS
(MBA'S)”

LAW

OTHER DISCIPLINES

.
»

NG DEGREE

BUSINESS AND
RELATED
(BACHELOR'Ss)

NCT CLASSIFIED

COLUMN
TOTAL

Table CT-2:

Row Percent

MORE

19
54.3

17
41.5

36
62.1
11
42.3

54

- 35.5

189
39.2

AS WELL

15
42.9

22
53.7

22
37.9
15
57.7
93
61.2
9
56.3
83
62.9
16

72.7

275
57.1

ROW
TOTAL

132
27.4

22
4.6

482
100.0

35.87471 WITH 14 DEGREES OF FREEDOM; SIGNIFICANT AT 1% LEVEL




?I SQUARE = 25.71330 WITH 14 DEGREES OF FREEbOM; SIGNIFICANT AT 5% LEVEL
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CROSS TABULATION OF ACADEMIC DISCIPLINE

ACHIEVEIENT OF ASPIRATIONS WITHIJ COMPAUY

ACADERIC
DISCIPLINE

SCIENCE

ENGINEERING

GRADUATE
BUSINESS (MBA's)

LAW
OTHER DISCIPLIMES
ilO DEGREE

BUSINESS AND

RELATED
(BACHELOR's)

NOT CLASSIFIED

COLUMN
TOTAL

Table CT- 3

Ro

YES

14
40.0

14
35.9

18
31.0

14
53.8

82
53.6

8
50.0

56
41.2
10
45.5

216
44.5

AND

Number

w Percent

NO

18
51.4

13
33.3

21
36.2
26.9

42
27.5
18.8

50
36.8

4
18.2

158
32.6

UNSURE

.12
30.8

19
32.8
19.2

29
19.0
31.3

30
22.1

8
36.4

111
22.9

ROW
TOTAL

485
100.0




Table CT-4

CROSS TABULATION OF ACADEMIC DISCIPLINE
AND PROJECTED
PLANS TO REMAIN WITH COMPANY

Number
Row Percent

ACADEMIC ~ YES NO UNSURE ROW

DISCIPLINES L . ______ TOTAL

13 s 8 14 " 35

SCIENCE 37.1 22.9 40.0 7.2

12 11 16 39

ENGINEERING 30.8 28.2 41.0 8.0

GRADUATE 22 24 14 60

BUSINESS (MBA'S) 36.7 40.0 23.3 12.3

14 4 9 27

Law 51.9 14.8 33.3 5.5

' 38 30 38 156

OTHER DISCIPLINES 56.4 19.2 24.4 31.9

) 10 3 2 15

NO DEGREE 65.7 20.0 13.3 3.1

50 48 37 135

BUSIKESS AND 37.0 35.6 27.4 27.6

RELATED
(B:LCHELOR'S)

_ 12 5 5 22
NOT~CLASSIFIED 54.5 22.7 22.7 4.5 e,

COLUMN 221 133 135 . 489

TCTAL 45.2 27.2 27.6 100.0

CHI SQUARE = 31.86676 WITH 14 DEGREES OF FREEDOM; SIGNIFICANT AT 1% L.VEL
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Table CT-5

CROSS TABULATICN OF ACADEMIC DISCIPLINE
AlD
ATTITUDE ABOUT EQUAL EMPLOYMENT OPPORTUNITY

Number
Row Percent

- OPTI- SOMEWHAT NEUTRAL SOMEWIAT PESSI- ROV
'ADENIC MISTIC OPTI- PESSI- MISTIC TOTAL
.SCIPLINE MISTIC MISTIC

12
34.3

14
GINEERING 35.9

>

- *LDUATE 21
"ISINESS (IBA's)

W

,'HER DISCIPLILES

» DEGREE

-'SINESS AND
. :ELATED

" .BACHELOR's)
: 10 0
©\T CLASSIFIED 38.1 47.6 0.0

CoLUIIN 65 142 148
TOTAL o 13.2 28.7 30.0

ad
x

1%CHI SQUARE = 53.46497 WITH 28 DEGREES OF FREEDOM; SIGNIFICANT AT 1% LEVEL
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Table CT-6

CROUS YTABULATION OF AGE CLASS INTLRVALS
AND WHITE CO-WORKERS RELATIONSHIP

Numbar
Row Percent

Excellent Above Average Poor Row

Average Total
Age

7 13 17 2 39

Uncar 25 17.9 33.3 43.6 5.2 8.1
28 42 52 8 130

25-29 21.5 32.3 40.0 6.2 26.8
39 59 51 1l 150

36-34 26.0 39.3 34.0 0.7 30.9
26 39 19 3 78

35-39 33.3 33.5 24.4 3.8 l16.1
22 24 18 0 64

40-49 34.4 37.5 28.1 0.0 13.2
12 7 5 0 24

56+ 50.0 29.2 20.8 0.0 4.9
Coluan 134 175 162 14 485
Total 27.6 36.1 33.4 2.9 100.0

Chi Sguare -

27.32 with 15 degrees of freedom; significant at 5% level.




Table CT-7

CROSS TABULATION OF AGE CLASS INTERVALS
ACHIEVEMENT OF ASPIRATIONS WITHIN COMPANY

Number
Row Percent

Yes No Unsure Row
Age Total
9 19 11 39
Under 25 23.1 48.7 28.2 8.1
51 49 29 129 ,

25-29 39.5 38.0 22.5 26.7 i
60 58 33 151
30-34 39.7 38.4 21.9 31.3
41 22 16 79
35-39 51.9 27.8 20.3 16.4
40 6 18 64
40-49 62.5 9.4 28.1 13.3
15 4 2 21
50+ 71.4 19.0 9.5 4.3
Column 216 158 109 483

Total 44.7 32.7 22.6 100.0 —

11 3quare = 35,78891 with 10 degrees of freedom; significant at 1% ievel
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Table CT-8

CROSS TABULATION OF AGE CLASS INTERVALS
AND EXPERIENCE COMPARED TO WHITES

Number’
Row Percent

More As Well Less Row

Age Total
8 25 5 38
Under 25 21.1 65.8 13.2 7.9
32 83 15 130
25-29 24.6 63.8 11.5 27.0
52 81 17 150

30-34 34.7 54.0 11.3 31.2 .
22 45 10 77
35-39 28.6 58.4 13.0 16.0
33 27 2 62
40 -49 53.2 43.5 3.2 12.9
6 15 3 24
50+ 25.0 62.5 12.5 5.0
Column 153 276 52 481
Total 31ﬂ8 57.4 10.8 100.0

chi Square = 21,32758 with 10 degrees of freedom; significant at 2% level.
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CROSS TABULATION OF AGE CLASS INTERVALS
AND PROJECTED PLANS TO REMAIN WITH COMPANY

Table CT-g

Number
Row Percent

Yes No Unsure ROw
Age Total
5 19 11 39
Under 25 23.1 48.7 28.2 8.0
! 16 50 34 130
25-29 35.4. 38.5 26,2 26.7
59 42 48 149
30-34 39.6 28.2 32.2 30.6
40 14 25 79
35-39 50.6 17.7 31.6 16.2
45 7 14 66
40-49 68.2 10.6 21.2 13.6
: 21 1 2 24
4 50+ 87.5 4.2 8.3 4.9
Column 220 133 134 487
Total 45.2 27.3 27.5 100.0

Chi Square = 58.32996 with 10 degrees of freedom; significant at 1% level.
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CROSS TABULATION OF AGE CLASS INTERVALS
AND EFFECTIVENESS OF POLICIES AND PROGRAMS

Table CT-10

Number

Row Percent

Yes No Don't Know Row
Age ) Total
4 29 6 39
Under 25 10.3 74.4 15.4 8.0
17 °1 23 131
25-29 13.0 69.5 17.6 27.0
28 98 24 150
30-34 18.7 65.3° 16.0 30.9
17 44 17 78
35-39 21.8 56.4 21.8 16.0
23 34 7 64
40--49 35.9 53.1 10.9 13.2
8 15 1 24
50+ 33.3 62.5 4.2 4.9
Column 97 311 78 486
Total 20.0 64.0 16.0 100.0

Cni Sqguare

= 23.78893 with 10 degrees of freedom; significant at 1% level.




Table CT-11

CROSS TABULATION OF AGE CLASS INTERVALS
AND ATTITUDE ABOUT EQUAL EMPLOYMENT OPPORTUNITY

Number
Row Percent -

Opti- Somewhat Neutral Somewhat Pessi- Row
mistic Opti- Pessi- mistic Total . .
e mistic mistic
4 11 4 6 15- 40
.Jnder.-.25 10.0 27.5 10.0 15.0 37.5 8.1
: 13 36 8 48 26 131
125+29 9.9 27.5 6.1 36.6 19.8 26.6
- 21 38 13 43 37 152
30-34 __13.8 25.0 8.6 28.3 24.3 30.9
: 7 27 8 24 13 79
135-39 8.9 34.2 10.1 30.4 16.5 16.1
H
; : 12 15 3 23 8 5
140-49 19.7 28.8 4.5 34.8 12.1 13.4
; 6 11 1 4 2 24 .
i50+ 25.0 . 45.8 4.2 16.7 8.3 4.9
i Column 64 142 37 148 101 492
Total 13.0 28.9 7.5 30.1 20.5 100.0

Zhi Square = 32.45192 with 20 degrees of freedom; significant at 5% level.
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Table CT-12

CROS5S TABULATION OF FUNCTIOMAL RESPONSIBILITY AND
SUPERVISOR OR MANAGER RELATIONSHIP

NUMBER
ROW PERCENT

FUNCTIONAL ABOVL
RESPONSIBILITY EXCELLENT AVERAGE

Analysis

Owner/Director

General
Management

Finance

Manufacturing

Marketing

Management
Accounting

Research

Development ,

Services

Other

Chi Square = 47.83147 with 30° of freedom; significant at 5% level.

-




Table CT-13

CROSS TABULATION OF FUNCTIOWAL RESPONSIBILITY AND
SATISFACTION VITH SEQUENCE OF POSITIONS

ROW

YES NO UNSURE TOTAL
Gencral 29 12 2 43
Management 67.4 27.9 4.7 9.2
— ’
24 19 2 45
Finance 53.3 42.2 4.5 9.6
9 7 3 19
Manufacturing | 47.4 36.8 15.8 4.1
64 34 9 107
Harketing 59.8 31.8 8.4 22.9
Management 12 12 1 25
Accounting 4C.0 48.0 4.0 5.3
5 ie 6 23

Research &
vevelopmant 21.4 57.2 21.4 50
~100 62 16 17¢
Services - |.56.2 34.8 9.0 38.0C
10 13 0 23

Other (In-

cluding

_Analysis 43.5 56.5 0.0 4.9
Column 254 175 39 468
Total 54.3 37.4 8.3 100.0

Chi Squarc + 28.87 witi 14° of freedom; significant at 2% level.




Table CT-14

CROSS TABULATION OF FUNCTIONAL RESPONSIBILTY AND
ACHIEVEMENT OF ASPIPATIONS WITH COMPANY

NUMBER

ROW PERCENT
FUNCTIONAL ROW *
RESPONSIBILITY YES NO UNSURE TOTAL
4 6 2 12
Analysis 33.3 50.0 16.7 2.5
1 1 0 2
Oimmer/Director 50.0 50.0 0.0 0.4
General 27 7 7 41
Management 65.9 17.1 17.1 8.5
14 25 11 50
Finance 28.0 50.0 22.0 10.3
) 10 4 5 19
Mznufacturing 52.6 21.1 26.3 3.9
~ 49 31 29 109
Marketing 45.0 28.4 26.6 22.5
Management 5 14 6 25
Accounting 20.0 56.0 24.0 5.2
6 9 7 22
Research 27.3 40.9 31.8 4.5
1 3 2 6
pevelopment 16.7 50.0 33.3 1.2
94 55 38 187
Services 50.3 29.4 20.3 38.6
5 3 4 12
Other 41.7 25.0 33.3 2.5
Column 216 158 111 . - ~4— 485
Total 44.5 32.6 22.9 100.0

Chi Square = 35.76483 with 20° of freedom; significant at 2% level.




Tahle CT- 15

CROSS TABULATION OF FUNCTIONAL RESPONSIBILITY AND
PROGRESS COMPARED TO WHITES WITH SIMILAR EXPERIENCE

NMUMBER
RO PERCENT

FUNCTIONAL
RESPONSIBILITY MORE THAN | EQUAL TO| LESS THAN| ROW TOTAL

Analysis

Owner/Director

General
Management

- Finance

Manufacturing

Marketing

Mar:agement
Accounting ~—

Research

Deve;opment

Serxrvices

Other

Column
Total

Chi Sguare = 32.49985 with 20° of freedom; significant at 5% level.
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Table CT-1l6

CROSS TABULATION OF FUNCTIONAL RESPONSIBILITY AND

EXPERIENCE COMPARED TO WHITES

NUMBER
ROW PERCENT
FUNCTIONAL
RESPONSIBILITY MORE AS WELL. LESS ROW TOTAL
8 2 2 13
Analysis 61.5 15.4 23.1 2.7
0 3 0 3
Our.er/Director 0.0 100.0 0.0 0.6
' General 26 13 0 39
Managenent 66.7 33.3 0.0 8.1
11 28 10 49
Finance 22.4 -57.1 20.4 - 10.1
5 9 5 19
Manufacturing 26.3 47.4 26.3 3.9
37 64 7 108
Marketing 34.3 59.3 6.5 22.4
Maragement 11 13 3 27
Eccounting 40.7 48.1 1l.1 5.6
9 11 2 22
Research 40.9 50.0 9.1 4.6
0 5 1 6
Development 0.0 83.3 16.7 1.2
42 120 22 184
‘Services 22.8 65.2 12.0 38.1
4 9 0 13
Other 30.8 69.2 0.0 2.7
Column 153 277 53 483
Total 31.7 57.3 11.0 100.0

ST N

\
Chi Sgquare = 60.24785 with 20° of freedom; significant at 0.5% level.




Table CT-17

)

CROSS TABULATION OF FUNCTIONAL RESPONSIBILTY AND
PROJECTED PLANS TO REMAIN WITH COMPANY

NUMBER *
KOW PERCENT
, FUNCTIONAL - _ ROW
. RESPONSIBILITY YES NO UNSURE TOTAL
) 4 | v/ 4 12
; Analysis 8.3 58.3 33.3 2.5
by : :
‘ 0 1 0 1 —
é Owner/Director 0.0 100.0 0.0 0.2
. General 25 9 7 41 \
- ' Management 61.0 22.0 17.1 8.4 ¥
L . 18 21 11 50
‘ Finance 36.0 | 42.0 22.0 10.2
‘ A 10 1 8 19
? Manufacturing {.52.6 5.3 42.1 3.9
i 51 |- 31 29 111
Marketing 45.9 27.9 26.1 22.7
1
Management 7 12 6 25 |
1 Accounting 28.0 43.0 24.0 5.1
i 5 6 10 4 21
: Research 23.8 28.6 47.6 i 4.3
f
§ . 2 | 1 3 6
i | development 33.3 16.7 50.0 1.2
i - 98 40 52 190
3 Services 51.6 21.1 27.4 38.9
4 4 5 13
Other . 30.8 30.8 38.5 2.7
Column 221 133 135 489
Total 45.2 27.2 27.6 100.0

Chi Square = 43.73050 with 20° of freedom; significant at n.5% level.
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Table CT- L8

: FUNCTIONAL RESPONSIBILITY AND GENERAL ATTITUDE
" ABOUT EQUAL EMPLOYMENT OPPORTUNITY

b

. NUMBER
" ROW PEPTENT
) SOMEWHAT SOMEWHAT
¢ FUNCTIONAL OPTI- | OPTI- PES5I- | PESSI-| ROW
¢ RESPONSIBILITY MISTIC | MISTIC- | NEUTRAL | MISTIC MISTIC| TOTAL
Pk ' 1 4 1 3 2 11 E
; Analysis 9.1 36.4 9.1 | 27.3 18.2 2.2 -
¥ ] 1 0 0 0 2 3 :
& Owner/Director 33.3 0.0 0.0 0.0 66.7 0.6
%‘ General 5 9 2 11 14 41
- Management 12.2 22.0 4.9 26.8 34.1 8.3
& :
§' 7 7 1 16 20 51
& Finance 13.7 13.7 2.0 31.4 39.2 10.3
E 3 6 1 7 2 19
;3 Manufacturing 15.8 31.6 5.3 36.8 10.5 3.8
i | 11 30 14 36 20 111
gi smarketing 9.9 27.0 12.6 32.4 18.0 22.5
%? Meanagement 1 6 5 8 7 27
g Accounting 3.7 22.2 18.5 29.6 25.9 5.5
v 2 A0 3 2 5 22
g Research 9.1 45.5 13.6 9.1 22.7 4.5
= 1 1 0 4 0 6
e Development 16.7 16.7 0.0 66.7 0.0 1.2
30 65 ‘ 9 58 28 190
Services 15.8 34.2 4.7 30.5 14.7 38.5
] 3 4 2 3 1 13
Other 23.1 30.8 15.4 23.1 7.7 2.6
Column 65 142 38 148 101 494
Total 13.2 28.7 7.7 30.0 20.4 | 100.0

] s _ A\) |
d-RIC chi Square = 62.65932 with 40° of freedom; significant at 2 1/2% level.




CROSS TABULATION OF INDUSTRIAL CLASSIFICATION
<AND- WHITE CO-WORKER RELATIONSHIP

Table CT-19

Number
Row Percent

Excellent Above Average Poor Row
Average Total
Classification .
2 2 2 0 6
15-17 33.3 33.3 33.3 0.0 1.3
Contract
. Construction
! 60 . 95 84 7 246
[ 19-39 24.4 38.6 34.1 2.9 53.1
i Manufacturing
; 18 18 2 0 56
i 40-49 32.1 32.1 35.8 0.0 12.1
' Transportation,
communications,
electric, ‘gas
and sanitary
! services
: 11 9 13 3 37
50-59 29.7 24.3 35.1 10.8 8.0
Wholesale &
retail trade
21 34 - 31 2 88
60-69 23.9 38.6 35.2 2.3 19.0
Finance,
insurances &
real estate o
16 8 5 1 30
70-89 53.3 26.7 16.7 3.3 6.5
Sexvices
128 166 155 14 463
27.7 35.9 33.4 3.0 100.0

= 28.06 with 15 degrees of freedom; significant at 5% level.
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TABLE CT-20

CROSS TABULATION OF INDUSTRIAL CLASSIFICATION
AND SATISI'ACTION WITH SEQUENCE OF POSITIONS

Number
Row Percent

.

YES NO UNSURE ROW TOTAL
Classification
4 2 6
15-17 66.7 33.3 0.0 1.3
Contract
Construction
106 101 23 _ 230
19-39 46.1 43.9 10.0 £51.8
Manufacturing ~
33 21 4 58 . 3
40-49 56.9 36.2 6.9 13.1 o e o
Transporation, = i
" communications,
electric, gas, .
and sanitary
services ;
- ’ 18 14 3 35
50-59 51%4 40.0 8.6 7.9
Wholesale &
retail trade
61 22 8 91
60-69 67.0 24.2 8.8 20.5
Finance,
insurances &
real estate .
18 6 0 24
70-89 75.0 25.0 0.0 5.4
Services
Column 240 166 38 444
Total 54.1 37.4 8.5 100.0

Chi Square = 19.95 with 10 degrees of freedom; significant at 5% level
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TABLE CT-23

CROSS TABULATION OF INDUSTRIAL CLASSIFICATION

AND FEELINGS THA'T RESPONSTBILITIES ARE EQUAL TO ABILITY

Number

Row Percent

YES NO UNSURE ROW TOTAL
Classification
) 2 1 3 6
15-17 33.3 16.7 50.0 1.3
Contract
ConstXuction
115 69 64 248
19-39 46.4 27.8 25.8 © 53.0
Manufacturing
33 11 15 59
40-49 - 155.9 18.6 25.4 12.6
Transportation,
communications,
electric, gas,
and sanitary
services
21 11 5 37
50-59 56.8 29.7 13.5 7.9
Wholesale & '
retail trade
62 16 11 89
60-69 69.7 18.0 12.4 19.0
Finance,
insurance &
real estate
20 5 4 29
70-89 59.0 17.2 13.8 6.2
Services
Column 253 113 102 468
Total 54.1 24.1 21.8 100.0

Chi Square = 24.63 with 10 degrees of freedom; significant at 1% level
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TABLE CT-25
CROSS TABULATION OF LEVEL AND
SATISFACTION WITH SEQUENCE OF POSITIONS

NUMBER
ROW PERCENT

YES NO |UNSURE | ROW TOTAL

Technical 163 . 333
Specialist . 49.0 73.3

Manage 73 110
Workers 66.4 23.1

Manage 13 2 15
Managers 86.7 13.3 3.5

Column 249 171 458
Total 54.4 37.3 100.0

Chi Square = 18.09 with 4° of freedom; significant at 1% level.




Table CT-26

CROSS TABULATION OF LEVEL AND
PERCEPTION OF EQUAL OPPORTUNITY WITH WHITES

NUMBER
ROW PERCENT
) — ROW
‘ LEVEL YES NO UNSURE | TOTAL
] ‘ ‘Pechnical Specialist 79 221 58 358
’ z 22.1 61.7 16.2 74.0
Manage Workers 33 62 X 110
30.0 56.4 13.6 22.7
§ Manage Managers 9 4 3 16
L 56.3 25.0 18.8 3.3
i
Column 121 287 76 484
% Total 25.0 59.3 15.7 100.0

Chi Square = 12.72366 with 4° of freedom; significant at 2% level.
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Table CT- 27

CROSS TABULATION OF LEVEL AND ACHIEVEMENT OF

ASPIRATIONS WITHIN THE COMPANY

SRl et e DRIyt

NUMBER
ROW PERCENT
, . ROW
LEVEL YES NO UNSURE TOTAL
‘Technical Specialist 132 131 86 349
37.8 37.5 24.6 73.3
Manage Workers 68 24 18 110
. 61.8 21.8 16.4 23.1
Manage Managers 13 1 - 3 17
76.5 5.9 17.6 3.6
-
Column 213 156 107 476
Total 44.7 32.8 22.5 100.0

Chi Square = 27.65430 with 4° of freedom; signif.cant at 1% level.
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Table CT-9gp

CROSS TABULATION OF LEVEL AND EXPERIENCE COMPARED TO WHITES

NUMBER
ROW PERCENT

LEVEL MORE | AS WELL

éechnical Specialist 96 207
59.5

Manage Workers 54
49.5

Manage Managers 10 . 16
N 304

473
100.0

Chi Square = 13.90926 with 4° of freedom; significant at 1% level.




TABLE CT-29

NUMBER

ROW PERCENT

CROSS TABULATION OF LEVEL AND
FEELINGS THAT RESPONSIBILITIES ARE EQUAL TO ABILITY

LEVEL YES NO UNSURE | ROW TOTAL
i
Technical 178 98 82 358
Specialist 49.7 127.4 22.9 74.3
Manage 72 18 19 109
Workers 66.1 |16.5 17.4 22.6
Manage 12 1 2 15
Managers 80.0 0.7 13.3 3.1
Column 262 117 103 482
Total 54.3 {24.3 21.4 100.0

Chi Square

14.53 with 4° of freedom; significant at 1% level.




«
E
b4
K
i
13
I
e
3
i

CROSS TABULATION OF LEVEL AND

Table CT-30

PROJECTED PLANS TO REMAIN WITH COMPANY

NUMBER

ROW PERCENT
ROW
LEVEL YES NO UNSURE TOTAL
Technical Specialist 144 108 99 351
: 41.0 30.8 28.2 73.3
Manage Workers 65 21 25 111
58.6 18.9 22.5 23.2
Manage Managers 10 2 5 17
58.8 11.8. 29.4 3.5
Column 219 131 129 479
Total 45.7 27.3 26.9 100.0

Chi Square = 13.27882 with 4° of freedom: significant at 1% level.
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CROSS TABULATION OF LEVEL AND EFFECT
EQUAL EMPLOYMENT OPPORTUNITY POLICIES

Table CT- 31

NUMBER
ROW PERCENT

IVENESS OF
AND PROGRAMS

LEVEL YES NO DON'T KNOW{ ROW TOTAL
| Technical Specialist 61 | 229 63 353
17.3 | 64.9 17.8 73.7
Manage Workers 31 | 69 10 110
28.2 | 62.7 9.1 23.0
Manage Managers 3 8 5 16
18.8 | 50.0 31.3 3.3
Column 95 306 . 78 479
Total "19.8 | 63.9 16.3 100.0

Chi Square = 11,82040 with 4° of

freedom; significant at 2% level.
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3 Table CT-41
: CROSS TABULATION OF SALARY AND
] WHITE CO-WORKER RELATIONSHIP
NUMBER
ROW PERCENT
SALARY | EXCELLENT | ABOVE AVERAGE POOR ROW
AVERAGE TOTAL
- "Less Than $10,000 8 15 35 4 62
L 12.9 24,2 56.5 6.4 13.4
$10,000 to 12,999 - 30 46 52 4 132 a
- ‘ 22.7 34.8 39.4 3.1 28.6 .
-'$13,000 to 15,999 21 35 34 4 94
: : 22.3 37.2 36.2 4.3 - 20.3
. $16,000 to $18,999 26 22 19 1 68
o : 38.2 32.4 27.9 1.5 14. 7
v < $19,000 to $21,999 12 ~ 19 10 1 42
s 28.6 45.2 23.8 2.4 9.1
E $22,000 to $24,99° 6 15 5 0 25
23.1 57.7 19.2 0.0 5.6
e $25,000 and above 19 14 5 : 0 38
‘ 50.0 36.8 13.2 0.0 8.3
Column Total 122 166 160 14 462
26.5 35.9 34.5 3.0 100.0
chi Sguare = 46.88 with 18° of freedom; significant at 1% level.
: >
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Table CT- 42

TROSS TABULATION OF SALARY AND
SUPERVISOR OR MANAGER RELATIONSHIP

NUMBER
ROW PERCENT
ABOVE ROW
SALARY EXCELLENT| AVERAGE | AVERAGE | POOR TOTAL
Less Than $10,000 10 17 30 6 63
‘ 15.9 27.0 47.6 9.5 13.5
Z _ $10,000 to $12,999 47 39 39 8 133 i
é % % ) 35.3 29.3 29.3 6.0 . 28.5 £
% $13,000 to $15,999 37 31 22 6 96
B 38.5 32.3 22.9 6.3 20.6
$16,000 to $18,999 26 27 12 3 68
38.2 39.7 17.6 4.4 14.6
$19,000 to $21,999 23 11 7 1 42
- 54.8 26.2 - 16.7 2.4 9.0
$22,000 to $24,999 14 4 7 1 26
' . : 53.8 15.4 26.9 3.8 5.6
$25,000 and Above 19 14 6 0 39
48.7 35.9 15.4 0.0 8.4
t

- Column 176 143 123 25 467
Total 37.7 30.6 26.3 5.4 100.0

Chi Squarc = 41.57811 with 18° of freedom; significant at 1% level.
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Table CT-43

CROSS TABULATTON OF SALARY AND
SARISFACTION WITH SEQUENCE OF POSITIONS

NUMBER

: ROW PERCENT
’;i,
;l SALARY YES NO UNSURE ROW TOTAL
“l  Less Than $10,000 23 32 - 6 61
1 37.7 52.5 9.8 12.6
= 510,000 to $12,999 72 51 8 131
55,0 38.9 6.1 20.2
© $13,000 to $15,999 53 34 5 92
57.6 37.0 5.4 20.5
. $16,00 to $18,999 32 20 11 63
51.0 31.7 17.3 14.0
$19,000 to $21,999 26 13 3 a2
’ 61.9 31.0 7.1 9.3
L $22,000 to $24,999 13 7 5 25
52.0 28.0 20.0 5.6
. $25,000 and anve 23 12 0 35
§ 65.7 34.3 0.0 7.8
é_
§ Column ‘fot.al 242 169 38 449
E 53.9 37.6 8.5 100.0
S —_ L
; c
Z  Chi Sguare - 27.01 wilh 12 of frecdom; significant at 19% level.
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Table CT- 44

CROSS TABULATION OF SALARY AND
PERCEPTION OF EQUAL OPPORTUNITY WITH WHITES

" agnt /‘; '»!;r,ﬁf;‘.gﬂ":,ﬁ Wt

NUMBER

ROW PRECENT
ROW
SALARY YES NO UNSURE TOTAL
% Less Than $10,000 5 45 14 64
: 7.8 1 70.3 21.9 13.7
$10,000 to $12,999 33 80 19 132
! - 25.0 60.6 14.4 28.3
$13,000 to $15,999 24 58 15 97
24.7] 59.8 15.5 20.8
$16,000 to $18,999 17 44 7 68
24.0 64.7 10.3 14.6
$19,000 to $21,999 15 19 8 42
35.7 45.2 19.0 9.0
$22,000 to $24,999 2 17 7 26
7.7 65.4 26.9 5.6
$25,000 and Above 18 15 5 38
47.4 39.5 13.2 8.1
: Column 114 278 75 467
; . Total 24.4 59.5 16.1 100.0

Chi Square = 31.72484 with 12° of freedom; significant at 1% level.
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CROSS TABULATION OF SALARY AND

Table CT- 45

ACHIEVEMENT OF ASPIRATIONS WITHIN COMPANY

NUMBER
ROW PERCENT
ROW
SALARY YES NO UNSURE { TOTAL
Less Than $10,000 16 31 16 63
25.4. 49.2 25.4 13.7
$10,000 to $12,999 47 53 30 130
. 36.2 40.8 23:1 28.3
$13,000 to $15,999 42 28 25 95
44.2 29.5 26.3 20.7
$16,000 to $18,999 35 19 13 67
52.2 28.4 - 19.4 14.6
$19,000 to $24,999 23 11 9 43
53.5 25.6 20.9 9.3
$22,000 to $24,999 13 2 10 25
52.0 8.0 40.0 5.4
$25,000 and Above 27 5 5 37
73.0 13.5 13.5 8.0
Column 203 149 108 460
Total 44.1 32.4 23.5 100.0

Chi Square = 39.73991 with 12° of freedom; significant at 1% level.
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Table CT-4g

CROSS TABULATION OF

SALARY AND EDUCATION COMPARISON WITH WHITES

‘ . NUMBER

-
-

5"}‘" Rt

ol
it R

ROW PERCENT
ROW

SALARY MORE AS WELL LESS TOTAL
Less Than $10,000 30 30 2 62
: 48. 4 48.4 3.2 13.5
$10,000 to $12,999 41 86 3 130
31.5 66.2 2.3 28.4
$13,000 to $15,999 34 59 2 95
35.8 62.1 2.1 20.7
$16,000 to $18,999 31 30 4 65
‘ 47.7 46.2 6.2 14.2
$19,000 to $21,999 17 21 4 42
40.5 50.0 9.5 9.2
$22,000 to $24,999 16 9 1 26
61.5 34.6 3.8 5.7
$25,000 and Above 12 25 1 38
31.6 65.8 2.6 8.3
Column 181 260 17 458
Total 39.5 56.8 3.7 100.0

Chi Square = 22.62793 with 12° of freedom; siqgnificant at 5% level.
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TABLYE p=47

CPOSS TABULATION OF SALARY AND FEELINGS
THAT RESPONSIBILITIES ARE EQUAL TO ABILITY

NUMBER
ROW PERCENTAGE

SALARY YES NO UNSURE | ROW TOTAL
Less Than $10,000 22 24 18 64
34.4 37.5 28.i 13.8
$10,000 to $12,999 67 34 30 131
: 51.1 26.0 22.9 28.2
$13,000 to $15,999 53 26 19 98
54.1 26.5 19.4 21.1

'
R
$16,000 to $18,999 34 16 18 68
50.0 23.5 26.5 14.%
$15,000 to $21,999 26 5 11 42
61.9  [11.9 26.2 9.0
$22,000 to $24,999 13 5 6 24
~ 54.2 20.8 | 25.0 5.2
$25,000 and Above 3 3 4 38
81.6 7.9 10.5 8.1
Column 246 113 106 465
Total 52.9 24.3 22.8 100.0
1

Chi 5quare = 25.96 with 12°

of freedom; significant at 2% level.
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CROSS TABULATION OF SALARY AND

Table CT-4g

PROJECTED PLANS TO REMAIN WITH COMPANY

GRATE R T P Y
UG auiaiin st Sl s L AT

NUMBER

ROW PERCENT
ROW
SALARY YES NO UNSURE TOTAL
Less Than $10,000 16 27 19 62
2508 '43.5 3006 1304
$10,000 to $12,999 57 42 33 132
" 4302 3108 25.0 2806
$13,000 to $15,999 38 26 30 94
. 40.4 27.17 31.9 20.3
$16,000 to $18,999 30 16 22 68
44.1 23.5 32.4 14,7
$19,000 to $21,999 30 7 6 43
69.8 16.3 14.0 9.3
$22,000 to $24,999 13 3 10 26
50.0 11.5 38.5 5.6
$25,000 and Above 25 4 8 37
67.6 10.8 21.6 8.0
Column 209 125 128 462
Total 45,2 27.1 27.7 100.0

Chi Square = 37.34789 with 12°

of freedom; significant at 1% level.
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Table CT-49

Cross Tabulation of
Degree of Casual Neighborhood Contact
With Whites and Supervisor or Manager Relationship

Number
Row Percent

Annual Rate

of Contact Above Row
(Number of Times) Excellent Average Average Poor Total
None 24 23 35 5 87
27.6 26.4 40.2 5.7 )} 17.6°

1-2 16 24 9 4 53
30.2 45.3 17.0 7.5 10.7

3-4 46 26 26 9 107
43.0 24.3 24,3 8.4 21.7

5-12 47 28 22 2 99
47.5 28.3 22,2 2.0 20.0

13+ 59 46 37 6 l4as
39.9 31.1 25.0 4.1 30.0

Column 192 147 129 26 494

Total 38.9 29.8 26.1 5.3 190.0

Chi Square = 26.19421 vith 12 deqrees of freedom,

significant at 2% level
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TABLZE CT-50

CROSS TABULATION OF CASUAL NEIGiHBORHOOD CONTACT
AND SATISFACTION WITH SEQUENCE OF POSITIONS

NUMBER
ROW PERCENT

Annual Rate
of Contact

{Numbexr of Times) YES NO UNSURE ROW TOTAL

None 32 48 3 83
38.6 57.8 3.6 17.8

1-2 24 21 3 48
50.0 43.8 6.2 10.3

3~4 64 31 7 102
62.7 30.4 6.9 21.8

3~12 57 31 6 94
60.6 33.0 6.4 20.1

13+ 77 44 20 141
34.6 31.2 14.2 30.0

Columa 254 175 39 4638

Total 54.3 37.4 8.3 100.0

Chi Sqguarce

27.70 with 3 degrees

of freedom,significant at 1% level




Yable CT-%)
“

Cross Tabulation of Casual Neighborhood Contact
, i ions i mpan

Number
Row Percent

Annual Rate
of Contact

(Number of Times)

None

1-2

3-4

Chi Square = 29,6052) with 8 degrees of freedom,
significant at 1% level
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'L‘i\a LE CT- 52

CRGSS TABULATION O CASUAL NEIGHBORHOOD CONTACT
ANJ FELLINGS TilAT RESPONSIBILITIES ARE EQUAL TO ABILITY

Number
Row Percent

Annual Rate
of Contact

(Jumber of Times) Yes No Unsure Row Total
None 33 37 17 88
38.6 42.0 19.3 17.9
1-2 25 12 15 52
48.1 23.1 28.8 10.6
3~-4 68 18 20 106
64.2 17.0 18.9 21.5
5=12 5 15 25 99
59.6 15.2 25.3 20.1
T 13+ 78 37 32 147
533.1 25,2 21.7 29.9
Column 264 119 109 492
Total 53.7 24.2 22.1 100.0

Chi Square = 26.79 with 8 degrees of freedom, significant at 1% level




Table Ci-3513

Cross Tabulation of Casual Neighborhood Contact
and Projected Plans To Remain With Company

Number
Row Percent

Annual Rate

of Contact Row
(Number of Times) Yes No Unsure Total
None 24 37 25 86
27.9 43.0 29.1 17.6

1-2 23 12 18 53
43.4 22.6 34.0 10.8

3-4 ' 58 29 19 106
54.7 27.4 17.9 21.7

5-12 ' : 51 18 27 96
53.1 ,| 18.8 28.1 19.6

13+ 65 37 46 148
43.9 25.0 31.1 30.3

Column 221 133 135 489

Total 45.2 27.2 27.6 100.0

Chi Square = 25.44510 with 8 degrees of freedom,
significant at 1% level




P T (R T 0 D R e o8 ¢

G L s B T o S A Lo S Lt e

R

TABLI Ci=34

CROSS TASULATION OF

DEGREE OF ASSOCIATION WITH WHITES I3
INFORMAL COMIUNITY AFFAIRS AND WHITE CO~-WORKER RELATIONSHIP

NUMEBZR
ROW PERCENT

ANNUAL RATE ABOVE ROW

DF CONTACT EXCELLENT | AVERAGE | AVERAGE | POOR |TOTAL
(tiumber of Times)

NoxEe 28 39 48 6 121

23.1 32.2 39.7 5.0 | 25.7

1-2 27 29 42 1 99

27.3 2¢,3 42.4 1.0 | 20.2

3~-4 30 44 32 3 109

27.5 40.4 29.4 2.8 | 22.0

5= 12 19 22 23 0 64

29.7 34.4 35.9 0.0 | 12.9

L 3+ 30 41 19 4 94

31.9 43.6 20.2 4.3 1} 19.2

Column 134 175 164 14 487

Total 27.5 35.9 33.7 2.9 [100.0

Chi Square = 25.59 with 12° of freedom; significant at 2% level.
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Table CT-55

. CROSS TABULATION OF
DEGREE OF ASSOCIATION WITH WHITES It INFORNAL
COMMUNITY AFPFAIRS AND EQUAL OPPORTUNITY WITH WHITES

NUMBER

ROW PERCENT

.| ANNUAL RATE ROW
OF CONTACT . YES NO UNSULe TOTAL
{(Number of Times) C
NONE - 22 84 22 128

17.2 65.6 17.2 25.9
l1 - 2 37 53 9 99
37.4 53.5 9.1 20.0
3- 4 26 63 21 110
23.6 57.3 19.1 22.3

5 - 12 13 36 14 63
; 20.6 57.1 22.2 12.8
13+ 24 56 14 94

25.5 . 59.6 14.9 19.0
Column 122 292 80 494
Total 24.7 59.1 l16.2 100.0
Chi Square =

16.65367 with 8° of freedom; significant at 5% level.
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DEGREE OF ASSOCIATION WITH WHITES IN INFORMAL

Table CT-54

CROSS TADULATION OF

COMM&NITY AFFAIRS AND ACHIEVEMENT OF ASPIRATIONS WITiIIN COMPANY

NUMBER
ROW PERCENT
ANMNUAL RATE ROW
OF CONTACT YES NO UNSURE TOTAL
(Number of Times)
NONE 42 55 30 127
33.1 43.3 23.6 25.2
1 - 2 41 29 27 97
42.3 29.9 27.8 20.0
3 - 4 48 35 24 107
44.9 32.7 22.14 22.1
!
5 - 12 33 13 14 50
55.0 21.7 23.3 12.4
13+ 52 26 16 94
55.3 27.7 17.0 19.4
Column 216 158 111 485
Total 44.5 32.6 22.9 100.0

Chi Square

= 17.88107 with 8°

of freedom;

significant at 5% level.
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DEGREE OF ASSOCI

CCMMUNITY AFFAIRS AN

Table CT-57

CROSS TABULATION OF
ATION WITH WHITES IN INFORMAL
D PROGRESS COMPARED TO WHITES WITH SIMILAR EDUCATION

NUMBER
ROW PERCENT
ANNUAL RATE ROW
OF CONTACT MORE THAN| EQUAL TO LESS THAN| TOTAL
(Number of Times)
NONE 19 55 45 119
16.0 46.2 37.8 24.8
-
l1 - 2 29 46 22 97
29.9 47.4 22.7 20.2
3 - 4 31 52 26 109
28.4 47.7 23.9 22.7
5 - 12 11 30 23 64
17.2 46.9 35.9 13.3
13+ 20 36 35 91
22.0 39.8 38.5 19.0
Colunn 110 219 151 480
Total 22.9 45.6 31.5 100.0

Chi Square = 15.64587

with 8° of freedom; significant at 5% level.
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DEGREE OF ASSOCIATION WITH WHITES IN INFORMAL

Table CT-gg

CROSS TABULATION OF

COMMUNITY AFFAIRS AND PROJECTED FLANS TO REMAIN WITH COMPANY

NUMBER
ROW PERCENT
ANNUAL RATE ROW
OF CONTACT YES NO UNSURE TOTAL
{(Number of Times)
NONE 4] 42 41 124
33.1 33.9 33.1 25.4
1 - 2 52 29 18 99
52.58 29,3 18.2 20,2
3 - 4 54 27 28 109
49.5 24.8 25.17 22.3
5 - 12 30 17 16 63
47.6 27.0 25.4 12.9
13+ 44 18 32 94
46.8 19.1 34.0 19.2
Column 221 133 135 489
Total 45.2 27.2 27.6 100.0

Chi Square =

16.66257 with 8° of freedom; significant at 5% level.




TAELE CT-59

CROSS TABULATION OF
DEGREE OF ASSOCIATION WITH WHITES IN FORMAL COMMUNITY AFFAIRS
ANC WHITE CO-WORKER RELATIONSHIP

Number
Row Percent

Annual Rate
of Contact Above
(Number of Times) Excellent Average Average Poor

None 42 53 790
24.0 31.0 40.9

30 36 43
27.0 32.4 38.7

34 29

Column
TOTAL

Chi Sjuare = 21.82 with 12 degrees of froedom, significant at 5% level




Table CT-60

Cross Tabulation of Formal Community Contact
and Achievement of ispirations Within Company

Annual Rate
of Contact
& (Number of Times)

None

1-2

3-4

5-12

13+

Chi square =

Column
Total

Nwmbér
Row Percent

Yes No Unsure Total
65 76 31 172
37.8 44.2 18.0 35.5
52 24 - 33 109
47.7 22.0 30.3 22.5
28 19 23 70
40.0 27.1 32.9 14.4
28 15 7 50
56.0 30.0 14.0 10.3
43 24 17 84
51.2 28.6 20.2 17.3
216 158 111 485
44.5 32.6 22.9 100.0

26.03383 with 8 degrees of freadonm,
significant at 1% level
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Table CT-61

Cross Tabhulation of Formal Community Contact
and Progress Compared To White With Similar -Education -

Annual Rate
of Contact
E(Number of Times)

None

5-12

13+

Column
Total

Number

Tow Percent

Row

More Than Equal To Less Than Total
29 89 52 170
17.1 52.4 30.6 35.4
38 44 27 109
34.9 40.2 24.8 22.7
.14 33 21 68
20.6 48.5 30.9 14.2
13 20 18 51
25.5 39.2 35.3 10.6
16 33 33 g2
19.5 40.2 40.2 17.1
110 219 151 480
22.9 45.6 31.5 100.0

Chi Square = 17.35649 with 8 degrees
significant at 5% level

of freedonm,




Table CT-62

Cross Tabulation of Formal Community Contact
and Projected Pians To Remain With Company

Annual Rate
of Contact
(Number of Tinmes)

None

1-2

3-4

5-12

13+
Column
Total

Number
Row Percent

Yes No Unsure Total
59 63 51 173
34.1 36.4 29.5 35.4
57 29 25 111
51.4 26.1 22.5 22.7
42 14 15 11
59.2 19.7 21.1 14.5
27 14 il 52
51.8/ 25.9 21.2 10.6
36 13 33 82
43.9 15.9 40.2 16.8
221 133 135 489
45,2 27.2 27.6 100.0

Chi Square = 27.91267 with 8 degrees of freedom,

significant at 1% level
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Table CTr~-63

CROSS '"ABU*.ATION OF
DEGREZE OF SOCIAL/PERSONAL CONTACT WITH WHITES AND
WHITE CO-WORKER RELATIONSHIP

NUMBER
ROW PERCENT
ANNUAL RATFE ABOVE ROW
OF CONTACT EXCELLENT AVERAGE AVERAGE POOR TOTAL
(Number ot Times) .
- None 7 22 26 2 57
¢ 12.3 38.6 45.6 3.5 11.7
i
)
L 1 -2 ; 8 22 28 2 60
. 13.3 36.7 46.7 3.3 12.3
% 3 -4 20 30 34 3 87
¢ 23.0 34.5 39.1 3.4 17.9
%
; 5 - 12 43 ' 50 a1 1 135
f 31.9 37.0 30.4 9.7 27.7
13+ 56 51 35 6 148
37.8 34.5 23.6 4.1 30.4
Column 134 175 164 14 487
Total 27.5 35.9 33.7 2.9 100.0
Chi Square = 26.38 with 12 degrees of freedom; significant
at 1% level.
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Table CT-64

CROSS TABULATION OF

DEGREE OF SOCIAL/PERSONAL CONTACT WITH WHITES AND
SUPERVISOR OR MANAGER RELATIONSHIP

NUMBER
ROW PERCENT
‘ANNUAL RATE ~ ABOVE
OF CONTACT EXCELLENT| AVERAGE | AVERLGE | POOR
(Number of Times)
NONE 13 17 28 3
21.3 27.9 45.9 4.9
1 - 2 16 _ 26 16 4
25.8 . 41.9 25.8 6.5
3 - 4 34 28 21 4
39.1 32.2 24.1 4.6
5 - 12 61 35 34 5
45.2 25.9 25.2 3.7
13+ 68 41 30 10.
45.6 27.5 20.1 ~677
Column 192 " 147 129 26
. Total { 38.9 29.8 26.1 5.3

Chi Square = 27.79036 with 12° of frcedom; significant at 1% level.




Table CT-65

CROSS TABULATION OF
DEGREE OF SOCIAL/PERSONAL CONTACT WITH WHITES AND
ACHIEVEMENT OF ASPIRATIONS WITHIN COMPANY

NUMBER
ROW PERCENT
: ANNUAL RATE YES NO UNSURE ROW
- OF CONTACT TOTAL
§ Number of Times)
: NONE 12 36 13 61
i 19.7 59.0 21.3 12.6
6 1 - 2 22 23 15 60
; 36.7 38.3 25.0 12.4
3~ ¢ 29 33 24 86
33.7 38.4 27.9 17.7
5 - 12 73 30 31 134
54.5 22.4 23.1 27.6
d 13+ 8c 36 28 144
: 55.6 25.0 19.4 29.7
: Column 216 158 111 485
L Total 44.5 32.6 22.9 100.0
@
é Chi Square = 41.73375 with 8° of freedom; significant at 1% level.




DEGREE OF SOCIAL/PERSONAL CONTACT WITH WHITES AND

Table CT-g6

CROSS TABULATION OF

PROJECTED PLANS TO REMAIN WITH COMPANY

NUMBER
ROW PERCENT
ANNUAL RATE ROW
OF CONTACT YES NO UNSURE TOTAL
(Number of Times)
NONE 17 26 18 61
27.9 42.6 29.5 12.5
l1 - 2 26 19 17 62
41.9 30.6 27.4 12.7
3 -4 40 27 19 86
46.5 31.4 22.1 17.6
5 - 12 75 35 25 135
55.6 25.9 18.5 27.6
13+ 63 26 56 145
43.4 17.9 38.6 29,7
Column 221 133 135 489
Total 45.2 27.2 27.6 100.0

Chi Square = 29.79552 with 8° of freedom; significant at 1% level.
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Table CT-67

Ccross Tabulation of

Dagrece of Association With Whites In Political Activity

and White Co-wWorker Relationship

Annual Rate
of (ontact

- Jumber of Times)

None

5-12

13+

Column
Total

Chi Square =

Number

Row Percent

significant at 2% level.

Above Row
Excellent Average Average Poor Total
60 81 90 6 237
25.3 34.2 38.0 2.5 48.7
40 50 44 2 136
29.4 36.8 32.4 1.5 27.9
7 18 13 1 39
18.0 45.1 33.3 ° 2.6 8.0
15 6 13 2 36
41.7 16.7 36.1 5.6 7.4
12 20 4 3 39
30.8 51.3 10.3 7.7 8.0
134 175 164 14 487
27.5 35.9 33.7 2.9 100.0

25.14 with 12 degrees of freedom,




Cross Tabulation of P

Annual Rate
of Contact
(Number of Times)
“

None

5-12

13+

Table CT-68.

d_Supervisor or Man

Yy
an pe ager Relationshig

Numbe:
Row Percent

Column
Total

olitical Activit

. Above Row

Excellent Average Average Po~-  Total
85 69 75 15 244
34.8 28.3 30.7 6.1 49.4
66 36 29 5 136
48.5 26.5 21.3 3.7 27.5
10 18 11 0 39
25.6 46.2 28.2 0.0 7.9
11 12 9 4 35
30.6 33.3 25.0 11.1 7.3
20 12 5 2 39
51.3 30.8 12.8 5.1 7.9
192 147 129 26 494
38.9 29.8 26.1 5.3 1100.0

‘Chi Square = 23,91403 with 12 degrees of freedom,
significant at 3%

level

o 0™ s 1
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Table CT-69

Cross Tabulation of Political Activity
and Projected Plans To Remain With Company

A B B T b
e e e R

Number
& Row Percent
. nnual Rate
. : of Contact Row
3 (Number of Times) Yes No Unsure Total
2 & Norie 88 718 74 240
i: “:' 3607 ) 32.5 ) 30.8 ‘49.1
3 4 1-2 74 33 27 134
S 55.2 24.6 20.1 27.4
& 3-4 26 5 9 40
i % 65.0 12.5 22.5 8.2
% 5-12 15 T 11 9 35
' 42.9 31.4 25.7 7.2
- 13+ 18 6 16 40
A 45.0 | 15.0 - 40.0 8.2
' % Column | 221 133 135 489
%ﬁ Total 45.2 27.2. 27.6 100.0
Y -

Chi Square = 25.01369 with 8 degrees of freedom,
significant at 1% level




Response

Yes

No

Chi Square

Table CT-70

Cross Tabulation of
At Home Entertainment of/or By Whites
and Supervisor or Manager Relationship

Number
Row Percent

) Above Row

Excellént Average Average  Poor Total

159 : 116 90 18 383

. 41.5 - 1 30.3 23.5 4.7 92.7

6 7 - 13 4 30

20.0 . 23.3 43.3 13.3 7.3

Column 165 123 103 22 413
Total 40.0 29.8 24.9 5.3 100.0

= 11.95658 with 3 degreeé of freedom; significant at 1% leve:
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Table CT-71

Cross Tabulation of

At Home Entertainment of/or By Whites
and Progress Comparcd To Whites With Similar Experience

Yes

No

ResEonse

Column
Total

Number

Row Percent

Row -~

More Than Equal To Less Than Total
86 168 114 368
23.4 45.7 31.0 92.9
7 6 15 28
25.0 21.4 53.6 7.1
98 174 129 396
23.5 43.9 32.6 100.C

Chi Square = 7.58156 with 2 degrees of freedom,
. significant at 5% level
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TABLES MR-1 - MR -6

N

MATCHED RESPONSES OF MXNAGERS AND BLACKS




‘~

.
O R s Ak s w4y

TGN

T

R R S e e s T Rk b

¥

LT g AR o e

Table MR-1

EVALUATIONS OF PRESENT INFORMAL ASSOCIATIONS

WITH OPPOSITE RACE (PERCENTS)

RATING MANAGERS BLACKS
Friendly 50.0% 57.1%
Moderately Friendly 42.9% 37.5%
Neutral 7.1% 5.4%
Generally Unfriendly | = = =====- ——————
Hostile @~ | = emeeee | eeeee-

TOTAL 100.0% 100.0%

Table MR-2

MUTUAL EVALUATIONS OF WORKING RELATIONSHIPS BETWEEN

MANAGERS AND BLACK PROFESSIONALS (PERCENTS)

RATING

MANAGERS BLACKS

Excellent 83.9% 48. 2%
Above Average 14.3% 28.6%
Average 1.8% 14, 3%
roox I eeece- 8.9%
TOTAL 100.0% 100.0%




Table MR-3

RESIDENTIAL PATTERNS OF

WHITE MANAGERS AND BLACK PROFESSYONALS (PERCENT)

LOCALE

MANAGERS

BLACKS

City

Suburban

17.9%
60.7%

Isolated (20 miles + 21.4%

from city)

89.3%
10.7%
0.0%

TOTAL 100.0%

100.0%

Table MR-4

RATIO OF BLACKS TO WHITES IN
IMMEDIATE NEIGHBORHOOD (PERCENTS)

RATIOS

MANAGERS

BLACKS

None

l1 - 9%
10 - 24%
25 - 49%
50% +

Don't Know

55.4%

30.4%

5.4%

100.0%

100.0%
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Table MR=-5

INFORMAL ASSOCIATIONS WITH
OPPOSITE RACE DURING PAST YEAR (PERCENTS)

MANAGERS
AMNUAL RATE OF ASSOCIATION
TYPE OF ASSOCIATION _
NONE 1 -2}13 -4 5 - 12| 13+} TOTAL
Casual Neighborhood
Contact 68.3 10.0 1.7 6.7 13.3] 100.0
Informal Community
Affairs 45.0 11.7 16.7 13.3 13.3} 100.0
Formal Community Affairs | 45.0 6.7 | 11.7 10.0 26.61 100.0
Political Activity 91.7 | ==== | ==~ 1.7 6.6| 100.0
At Home Entertainment 60.0 21.0 9.0 2.0 8.0 100.0
BLACK PROFESSIONALS
ANNUAL RATE OF ASSOCIATION
YPE OF ASSOCIATION
T NONE 1 -2]3~-4] 5 - 12 13+; TOTAL
.Casual Neighborhood
(ontact 15.0 13.3 | 20.0 25.0 26.7| 100.0
Informal Community l
Affairs 23.3 | 21.7 18.3 11.7 25.0{ 100.0
Formal Community Affairs | 30.0 25.0 11.7 15.0 18.3} 100.0
Political Activity 45.0 33.3 3.3 6.7 11.7¢{ 100.0
At Home Entertainment 22.0 15.0 22.0 33.0 8.0} 100.0
o




Table MR-6

CENERAL ATTITUDES OF MANAGERS AND

BLACK PROFESSIONALS ON EQUAL OPPORTUNITY (PERCENTS)

MANAGERS

CATEGORY YES NO DON'T KNOW TOTAL
Black's Potential for

Advancement 72.9 27.1 ———— 100.0
Existence of Corporate Poli-

cies on Equal Employment

Opportunity 94.9 1.7 3.4 100.0
Existence of Corporate ~

Affirmative Action Programs 89.7 ———— . 10.3 100.0
Effectiveness of Corporate

Policies and Programs 75.5 14.0 10.5 100.0
Perceptions of Equal Oppor-

tunity for Blacks in Company| 48.1 51.9 -———— 100.0

BLACK PROFESSIONALS

CATEGORY YES NO DON'T KNOW TOTAL
Black's Potential for

Advancement 55.9 32,2 11.9 100.0
Exis nce of Corporate Poli-

cics on Equal Employment

Opportunity 87.9 12.1 ———— 100.0
Existence of Corporate

Affirmative Action Programs 48.3 37.9 13.8 100.0
Effectiveness of Corporate

Policies and Programs 28.1 57.9 14.0 100.0
Perceptions of Equal Oppor-

tunity for Blacks in Company| 27.8 61.1 11.1 100.0
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New York

: Chicago

Los Angeles
Philadelphia
Detroit
Baltimore

1 San Francisco
1 Houston
Saint Louis

Cleveland

SAMPLE DESIGN FOR MANAGERS

Exhibit 2

Number
Scheduled Number
Numberx Number For Of Useable
Projected Solicited Interviews Interviews
(o
22 16 9 9
14 2§’ 10 7
14 37 15 11
13 14 9 8
9 31 7 6
7 33 8 S
7 19 10 8
S 23 6 2
S 12 1 1l
4 19 _s 4
100 230 81 61

Number Cancelled - §

Number Partial Interviews - 6

Number of Contaminated Interviews - 9
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RECRUITING MANAGEMENT CONSULTANTS, INC.

NEW YORK ¢ ATLANTA

51 EAST 42nd STREET, NEW YORK. N.Y. 10017
(212 697-7333

Recruiting Management Consultants, Inc. has heen awarded a grant
to conduct an in~-depth national study on the experiences of Black
vrofessionals in industry. The purpose of this research is to
ascertain the attitudes and experiences of Black professionals who
have wcrked at least one year for a business enterprise. The
results of the study will be published in early 1972 along with
meaningful recommendations and guidelines to corporations on equal
employment oppsrtunity.

Your name was selected from the many persons we have researched -in
the New York area. Miss.'Evelyn Freeman and Mrs. Catherine Cullers,
two of our staff consultants will be conducting interviews for this
study in New York City. We would appreciate your taking thirty
minutes of your time to assist us in this research. Miss Freeman
or Mrs. Cullars can be available to meet with vou at vour
convenience during the day or evening.

Within the next few days, a member of our staff will call you to
arrange an appointment at your convenienca.

We hope that you will assist us in this endeavor vhich should be
important for all Black professionals in industrv.

Sincerely, -

CHARLES L. FIELDS
President

CLF/es

Exhibit 3




"A STUDY OF BLACK MALE PROFESSIONALS IN INDUSTRY"

This interview, using a standard questionnaire, is in conjunction with a
research project of Recruiting Management Consultants, Inc. to study
the industrial experiences of Black male professionals, as described
in our recent letter to you.

We recognize that much of the information that you will give to us is
personal, and we have, therefore, instituted the following security
measures to assure the confidentiality of this information:

(1)

(2)

(3)

(4)

(5)

There is only cne master list containing the names and
addresses of persons co-operating with us. This list will
remain the sole property of RMC, Inc. under secured conditions.

Your name will not be placed on this questionnaire now nor at
some future date.

The official report of these research results will not identify,
in any way, the names of participants, nor will there bc any
implications that will identify persons that have participated.

At anytime in the interview, you may advise us that you do
not wish to respond to a question.

We shall be interviewing the managers, subordinates, and co-
workers of at least 100 of the research participants on a
confidential basis. In so doing, we shall only indicate that
you participated in the study and no reference will be made in
any manner to your responsces. Should you not wish us to include
your department as a part of our study, please let us know at
the end of this interview. We shall be bound by your request

in the conduct of that phase of our research.

Wie appreciate your taking the time to contribute to our study.

Please indicate inm the space below that we have ycur permission
tc include your department in the study.
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Project - "A STUDY OF BLACK MALE
PROFESSIONALS IN INDUSTRY"

-

EXPERIENCES OF BLACK MALE PROFESSIONALS

Interview Guide

Company

Date

Code

L/ [/ [/ / / 7 (1-6)




- I. Professional Education

l. For each college or university that you attended, please

LARRE 1Y

give me the following information:

a. Name of college or unive;siéy

IR P A
[

'Location by city and state

g
*Q
[ .

Length of time‘spent aé each (F£om; .month, year,
‘£o month, year) : L . ‘ o ?
g - d. Major fieid of specialization
e. Whether you graduated or not
t f. Degree received (B.S., A.B., B.A.)

g. Approximate academic average'by-letter grade

(i.e., I.\-,' l;+. C) -
Whether Ar not you received a fellowship, or
‘scholarship
i. Any academic honors fhat~yoﬁ received

j. 'Approximatg pefcéntile'rank in Qour class by thirds

(tqp 1/3, middle 1/3, bottom 1/3)
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-3~ Begin Deck 2

TI. PERSONAL FACTORS

2. What is your age (approximately)? /

————— p———————

(7-8)

3. What is your present marital status?

Single......ccccvcen R |
Married......cccceeveeceee 2
Fivorced.... c.cceeeeene «ee3
Separated.....cccccceeee .. 4
Widowed........... cececsssd
4, Is yoﬁr wife éresentlx empioyed?
- - Yes (ASK A).eueuveninnnnns 1
| teceesaccsns 2
Not Applicgble ........ eess3

"IF YES, ASK A:
A. Is she employed parf-time or full time?

Full time: -30 or more hours/week Full time........ce0eeveen. 2

- Paft time: Less than 30 hours/week Part time.....cceveeeeeees 2

5. What is the annual gross cash compensation of your wife?

Under $2,000............ .1 $6,000 - $6,999........... 6
$2,000 - $2,999....3 ..... 2 $7,000 - $7,999...........7
$3,000 - $3,999.......... 3 $8,000 - $8,999........... 8
$4,000 - $4,999.......... 4 $9,000 - $9,999........... 9
$5,000 - $5,999.......... 5 $10,000 or above.......... 0

6. How many children 4o you have?

e
(13-11)

(9)

(10)

(11)

(12)




III. MILITARY
7. Have you ever served in the United States Armed Forces?
Yes...................l (15

No. (Skip to Q. 11)...2 :

8. In what branch of the Armed Forces did you serve?
AYMY .eceececccessococoossl (16
0 NaVY:eeoooeeooaosoososel
Marines...ceeeececee.o3
{t ] - ' o Air Force....e..eevee...4 .

.(‘

Coast Guard. ..cecceeeesed

9. .What-was your rank in the Armed Forces at the time of separation
from active duty?

Enllsted..............l (17
S '
NCO (Sp. 4 and above..2

Commissioned Officer..3

10. How long did you serve on active duty? Were you
6 months or less .....1 (18)

More than 6 months
less than 1 year......2

More than 1 year, less .
than 2................3

More than 2 years, less
than 3............'..'4

More than 3 years, less
than 4................5

e e o~

More than 4 years, less
than 5................6

More than 5 years.....7

None of the above
(Specify)eeeeeececeess8

R R AW 1
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Iv.

Work Experience (Excluding Military)

1l.

For each company, organization, agency or individual
for whom you worked full time after college gradua-
tion, please tell me the name, location, employment
period, annual gross compensation, position titles,
number. of people supervised,'if any, how the. job

was secured, and your reason for leaving. (*see
page 8)

(a). What is the name and title of the person to

whom you presently report directly?




Iv. Full-Time Work Experience -

Question #11

1. Name of company, etc. - Code SIC # and region, as per

listing

2. Position,

a.

b.

cC.

etc. - Code as follows:
Level: Technical Specialist............1l

Manages workers....eeeeeeeeeeees?
Manages mangerS..ceeeeeececcecssl

Lineo-ou.o.ou.--ooooo.oooooogooo-oooo.ool

Staff....................................2
Functional Responsbilities

Ownership/Directorate...ee.cev...1
General Management:.....ecoeeses?

Finance.......’............ ----- 03
Manufacturing...eeeceeeeeeceeesod
Marketing‘............... ------ ..5

Management Accounting...........6
ResearCh...ceceeereccecccennanael
Dcvelopment.......é.............8
ServiceS...ece... esccesecsssansad
ANalySiS..eieeceeeceasoncsnneessl

Otheéer (explain)

3. Annual Gross Cash Compensation - No code needed

4. Employment Period ~ Code No. of months

5. Number of -people supervised - No code needed

6. How secured ~ code as follows:

1.
2.
3.
4.
5.
6.
7.

Recruiting consultant
Employment agency
Self-referral

Media advertisement
College recruitment
Company contact

Other (specify)

§




ot g Ak

IV. Full-Time Work Experience

7. Reason for leaving -~ Code as follows:

1.

8.

9.

Self-termination - to accept
another position

Self-termination -~ no other
offer outstanding at time of leaving

Terminated by company - lay offs
Terminated by company - dismissal

Self~termination - relocation to
another locale

Self~termination ~ for military service

Self-termination - to obtain further
education

Other

Mot applicable




uoThHay
) OIS
S
(8¢) (¢e) (9L-91) (er) | (zo) (1£-69)
(89)/ / :*dsay -3dung| (g9) uoTbhay
(L9) / /| :33e3g/9UT]
(99) / | 19437 (79) o £
(£9) (z9) (19-66) (8S) | (£s) (9s-%s)
(£s)/ / :-dsay <3oung| (09) uotbay
(¢s) / /] :133e3ig/aurq
(1$) / ] :T19a9q (6%) o1s
(3%) (Lv) (99-%4) ey (zy) (1%46¢€)
(gg)/ / :*dsay -3oung|(S€E) uoTHoy
(L€) / [ :33838/3utT| (4¢)
(9¢) / /] 19491 oIS
(€z)/ / t+dsay -3oung| (02) uoTbhay
(z2) / +33e3ig/ourq —_—_——
(z€) (z) (1e-62) | (82)| L) (924v2) R AR AR N (3 o1s
Lutaesr  poandag pastaxsdns  OfF ACX g oF, WwoIg (335 ‘X3T1D) STEOOq 33835 ‘A31) °AT9)
203 O otdoad jo -on POTAL UOT3PSLIGWO)D)
“ttepay

(®b3{ 10D woxg uorjEnpeay 1933¥) FONAIYHAXT MIOM AWIL 1TI0d ‘A

D B

Juauic dug

ysen MWO.HU Tenuuy

pue ‘sar3TrTqIsucdsay
‘seT13ng ‘uorjedncog
pue 21313 qopr

Aousby ‘Tenprarpur
‘uotaezruebhap
‘Auedwo) 30 awmeyn

T1#

IC

Aruitoxt provided by Eic:

E




—

- R Lol
e L s LTl e O

R

LA

V. Association With Whites

(*See page 10)

A. Geographical

12.

13.

14.

15.

Where did you live from your 6th birthday to your

19th birthday?-

In each of the placeé that you have named, your

home was which one of the following:

(a)
(b)
(c)
(d)
(e)
(£)
(g)

Farm or ranch?

In the country, not on farm or ranch?
In a town or small city (under 25,000)?
In the suburb of a large city?

In a city of 25,000 - 99,0002

In a city of 100,000 - 500,000?

In a city of more than 500,000?

In each of these places, approximately what

percentage of the people in ycur immediate

neighborhood were whites? (Within a 5 e

square block area)

How many white friends did you have in each of

ese places?




Association With Whites (*See page 10)

A. Geographical

12. Where did you live from your 6th birthday to your

19th birthday?

13. 1In each of the places that you have named, your

home was which one of the following:

(a)
(b)
{c)
(d)
(e)
. (£)
(g)

Farm or ranch?

In the country, not on farm or ranch?

In a town or small city (under 25,000)?
In the suburb of a large city?

In a city of 25,000 - 99,000?

In a city of 100,000 - 500,000?

In a city of more than 500,000?

In each of these places, approximately what

percentage of the people in your immediate

neighborhood were whites? (Within a 5

square block area)

15. How many white friends did you have in each of

these places?

4
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16.

let's start with elementary school.

o W N =

Dont' know i-93%
0 1 2 3 4 5
0 1 V. 3 4 5
0 1 2 3 4 5
0 1 2 3 4 5

And in High School?

L T 7V S~ B

) 1 2 4 5
) 1 2 4 5
) 1 2 4 5
) 1 2 4 -
In College?
1 2
1 2
1 2
1 2
In Graduate School?
0 1 2 3 4 5
) 1 2 3 4 5
0 1 2 3 4 5
0 1 2 3 4 5

wWhat was the approximate percentage of whites in each school at
each of your various educational levels?

(44)
(45)
(46)

(47)
(48)
(49)

(50)




12

In your previous places of employment, please estimate the
number and percentage of whites with whom you worked directly
as co-workers (all of the people within your department).
Omit minor part-time or very short-term jobs.

g TSR Al ’

e
o Y

3

gz{wmaw,m’.‘%ﬁ%‘%&&f.ﬂ?w?ﬁ"»"‘l"’?‘

At

Minor Part-time: Less than 4 hours
Short-term: Less than 2 months
Company, Business

organization or Don't Percentages
individual know Number }1-9Z 10-247 25-49% 507%Z+

1. 0 p 4

0 ’ 4

)
(ad
[ S
8
(]

low

3|

—

MILITARY: ASK IF APPLICABLE, IF NOT, SKIP TO Q. 19:

18. Approximately, what percentage of whites were in your command
: unit (the unit to which you were assigned) at various stages?

None 1-97 10-247 25-497% S507%+

Basic Training 0 1 2 4 (60)

Advanced Training 1 2 4 (61)

0.C.S. (62)

Principal Duty ‘ . (63)

;

%u

§
3 g‘

"
S
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19. In what city and state do you presently live? (ASK A)

Region: 3
New England.....cceceue... ..1 (6¢
Mid Atlantic..cccececceeene. 2
(City) East No; Central............ 3
West No. Central............ 4
South Atlantic...... cececcens 5
(State) ' East So. Central............ 6
West So. Central............ 7
- ’ Mountain...... ececacessssces 8
Pacific..;.....s ..... ceeeeei9 '

A. Do you live within a city, in a suburb, or in an isolated area?
Suburb: - Less than 20 miles Within a city...... teeeene 1 (65
' from city .

Isolated: 20 or more miles .
; from city In an isolated area......... 3

20. . Approximately, what percentage of the people in your'immediate
neighborhood is black? (Within a 5 square block area)

1-9% . cceeiiinnennnns P I {1

. 10-243%. ... . iiiiiiinnenannenn 2

; 25=49% . .ttt iietentncennnnn 3

é 50% Or MOYe..ccveveereeennnnn 4

f None....covierieenerencenenns 5

§ Don't know....ceveeeeveennn. 6

_
4

Q §
g




21. FHow frequently during the past year did you have informal
(ron-business) contacts with whites as ... (READ A-E)

Once or 3-4 5-~12 More than
twice per times times 12 times
- None vyear per year per yr. per year
" ’ 1 2 3 . 4 5
© A. Casual
) neighborhood
g 0 1l 2 3 4

§~B. Informal community
I affairs ]
(sport events) 0 1 2 -3 4

‘c. Social -
personal

ey tyte g,

Formal community .
work (s:ireet clubs,
tenant .organizations,
etc.) ) -

o

o AT ST AR Ve

Political
activity 0 1 2 3. 4

A o TR
.
.

22. A. During the past year, have you ever entertained whites
in your home? -

Yes (ASK 1)ieeveeeeeeeocancnnnassl
NO oo eeeerieeoeeeeenseesenannneeal
IF YES:
k. How often did you entertain? ... (READ CATEGORIES)
Once or twice per vear....e.eeeee.l

3-4 times per yearooo.oooooooooooz

mﬁ‘f”‘éﬁ&‘%ﬁ"fﬁ:“"”?H’fi‘{{"«”‘?i‘#“"“ji,"’ﬂ‘ DO DT S0 g parn

‘ 5-12 times per year....eveeeee.oo3

More than 12 times per year......4

st

¥

(67)

(68)

(69)

(70)

(71)

(72)°

(73)



23.

24.

~15-
B. During the past year, have you ever been entertained
by whites in their home?

Yes (ASKX 1) .eieiiiiiiienecnncncassssaasal

NO . teeeeeeoeeeeeeoeoacncaceonoosannosnsssl

IF YES:

(7.

l. How often were you entertained? Was it...(READ CATEéORIES)

Once Or twicCe per year.....ecceeeeeeeseesl
3-4 times pPer year.....cceeeeecececscesal
5-12 times per year.....ccceeeeeecececcsss3

More than 12 times per year....:i........4

As a result of.your non-business and informal association

- with whites, would you say these associations have been

friendly, moderately friendly, neutral, generally unfriend-
ly or hostile?

e
~

Friendly...;.........-..............,...1
Moaerately friendly....ccoeeecececenccnss?
Neutral....cveeeeeeececsecscecsesaseacoacnel
Generally unfriendly........cceeeueiee..d
HOSEIle.orueernrnneiinenennenunnenenenasB
Let's talk about your first job witlr an industrial company.
During your first job with an industrial company, how cften

did you.receive a formal -written appraisal of your work per-
formance from the person to whom you reported directly? Was

it at least twice a year, once a year or none?

At least twice. a year.......cccceeeeee..l
ONCe @ YRAK ... .veveececcoconscnscone . .oas 2

NONne reCeivel.. . cceeeeeeeeesscenccnceessl

(7!

(7¢

(7"

3/80
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25.

26.

-16~ ‘' BEGIN DECK 4

How often did you receive an informal review and appraisal of your
work performance from the person to whom you reported directly?
tias it monthly or more often, quarterly, at least twice a year,
once a year or none?

Monthly or more often...........1 (7)

Quarterly..... cecccsccse ccescccel
At least twice a year........... 3
ONCe A YeaAr...cceeoeeoeoesescces 4
None received.....cccceeececccan 5

Did you feel that these appraisals were objective?

IF NO:

Yes (SKIP TO Q. 27).....c... ceceel (8)

NO (ASK A)oooo oooooo ®ece0s0scoce 2

A. On what points would you dispute these appraisals:

1.

Based upon factors that differed from those emphasized (9)
in training, orientation, or spec1f1c position respon-
sibilities..:i.......... ceveces ccccccccccacee teeccscsnes 1

Emphasis placed upon volume rather than qualiiy of work
performance..... ......... cecees etecens cesccscccecesenne 2

Not .really told exactly how I was doing because of race;
appraisals were not really a critical evaluatlon.......3

Too vague; not really clear as to what improvement was
needed and how it might be achieved........cecceveevn.n. 4

Based upon personal and subjective factors, rather than
objective data in actual work performance.........c.ec.. 5

None of the above...(SPnCIFY). .............. cecesescees 6




27.

28.

-17-

A. How would you characterize your working relationship with your

immediate white.co-workers in this company? READ CATEGORIES

Excellent.........couu..... cessccanccnes 1 (10
AbOVe average........ceeeueeeeennnnnnnnnn 2
Average.......c.euv.. Ceeececcecacscncannns 3
e e 4
B. How would you characterize your working relationship with
managers (persons to whom you reported directly?)
READ CATEGORIES
Excellent..... tetectcccccennnnnnen cecene 1 (11)
AbOVe averaQE..................; oooooooo 2
AveraQE... ooooo 04 0000000000000 0r000000ae 3
Poor.... ......... ® ® o0 000000 ® o 000 oo oo eoe 4
C. How would you characterize your working relationship with

subordinates? READ CATEGORIES ]
Excellent....... teccececnnncns ceececsss.l (12)
Above average................. cccccecccnn 2
Average......eeeeeennn.. cececrencosnnrnnae 3
Poor ........... ® ® o 000000 ® o0 0000000 e oo 0 0 0
Not applicable.......cceveenennnnnnnn... 5

What did you like about this position? (Check as many as may

apply.) Chalenging work responsibilities and
assigaments...... Ceteetccttetccnnnnenna. 1 (13)
Independence....... cecceccan teecesccccas 2
Opportunity to increase knowledge
(exposure to operations)...... ceccevcans 3
Work was interesting.................... 4
Opportunity for public contacts......... 5
Excellent training.............ouuuun... 6

Congenial, co-operative relationships
with co-workers............ cecrecertenae 7




" -18-

(CONTINUED)

Pleasant physical work environment........8

Liked nothing in particular about
position................................‘.9

other (SPECIFYooo-ooooo-ooo--,---oo--ooooooo

LR I

s

What did you not like about this position? (Check as many as may apply.)

Little opportunity for career growth and
advancement (dead-end situation)..........l

.. —» LOW COMPENSAtiON.esceseceoeoscacncsnsnsssel
Travel requirements............- S |
Repetitive nature of some tasks........-. 3
Clerical aspects Of JOb....cccceccececeeesd

Physical work environment was not
pleasant...............0. ..... ® ® ® o0 56" 0 00 6

- T No real interest in the type of assigrments
given.................................0...7

Attitude of management was negative
(biased, indifferent, repressive..........8_

Abilities not fullv utilized..............9

NO particUIar- diSIikeso...».o..-...,c - U

Other (SPECIFY)‘....................',.9‘&.,;-

!

,,‘
R P T OB B0 A PO ¥ .
B A R Ve 8 YR 08 (0 S N YOS e AT DL Ry B+ N0 Mt vy o P00 13

5

"

,

o

Were you changed to another position in that company?
Yes (ASKA-C)...-..........-..........-b..l
No (SKIP TO Q- 31)-0.-00-0-ooo-oo-o--o--ooz
IF YES:

A. How long were you in your first job with the company prior to
this change? / ©(16-17)

B. Did this change involve a title change and/or an increase in
total compensation? .

Yes.-.ooooo.o---ooooo--oo---o-Ooo-oooo--ool

No..-.oo--ooooo-o..ooooooo-o-o-o-ooo ------

Ly
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(No. 30 CONTIi.JED)

C. Was this a lateral move or a vertical move?
Lateral.ceeecesoccocessonscees 1l

Vertical......................2

31, Thinking of your experiences with this company, how would you describe
your relationships with co-workers, subordinates, and managers? Woulc

Cs

you say (READ CATEGORIES]

A. Co-workers

Friendly......................1
Moderately friendly.ccceceoses?
NEULral.eeceosocoosscoscsoccces
Generally unfriendly.........-4

Hostile....--..-..-.....-.-...5
@

-3

; B. Subordinates
: Friendly......................1
5 . Moderately friend@ly...eceeeeece2
’ Neutral.......................3
Generally unfriendly....... ...4
Hostile.......................5

C. Managers

Friendly..csceceeoaoesnssoesesl

Moderately friendly..eceeoccee2

' Neutral......... Wecsecncsenass3
Generally unfriendly.......--- 4

Hostile.......................5

. Mow I'd like to ask you some questions about your most recant jct.

32. . What key factors led you to accept. employment with this company?
(Check as many as may apply) .

Opportunity for career growth and
advancement................:...........................1

Reputation of company........--- cesecenns tesececnenassel

Opportunity to learn more (expand
experlenCE)............-..-....’.o.‘. ------- oo 0 0 0o o----oo-)

Challenging position offered with

jncreased-responsibility.....ccceeecee cesensens cecossssd
Compensation was better............-- cesecsnaacs cesesnes 5

Benefits were better..... [ i reseseasesansssssb

8 Chance to relocate to desired CitYeeeooooonnnss ceesovesd
]ERJ(? - Impresseé by pcople with whom I interviewed.....eccc-o .8

T Other (SPECIFY)........................................9

(2

~~
o
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33. What do you do in your job?
l. Position, etc. - code as follows:
) a. Level: Technical Specialist...cceeceeee...l (24)
\ Manages WoXKersS...e.ceeeeeceooceesal .
Manages ManagerS...c.ceeeeeeeecensn. 3 ¢
b. Line....... cesocsececns tecevcceansenna eee.ol  (25)
staff ....... ® ® 000 0 0 90 " 0 s 0 o0 ® o ® 00 000 0 00 0 LN ] 02
c. Functional Responsibilities
Ownership/Directorate..............1 (23)
- General Management.....cc.eceeeeess 2
Finance......oe.... cececee tesesccesd
Manufacturing..........oceeeveeenne 4
Marketing. ..coeceeeeeeceennss teesens 5
Management Accounting.........c.o.. €
Research.....cciivieieeeeeecnccennans 7
Development.....c.ceeeeeeceecoccenns 8
ServViCeS..eeeecenccecenn tececcccnns 9
Analysis.......... tececssecrasosnae 0
Other (explain)
34. What type of additional training did you receive for vour present
position through the company? Was it ....(READ CATEGORIES)
Specialized (FOrmal)....eeeereeenenenenn oAz
On Lhe job....... ................... ’..:.-
None....ieeeeeieeennnes cececcnse ceerenns 3
)
35. How many people are in your departmsnt (the functional area to which
you are assigned)?
/. (28-29;
A. How many of these people are Black?
7
0 oooooooo .....0 9—10 ..... ooooo-l.i (30)
1—20 oooooooooo l 11"12......-...6
3-4.ooo ooooooo 2 13”.1.4......-...7
5=6.vseeec.. .3 15+...... teeese8
'—""“:7’8-ooo.ooo{'o4
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36A. How would you characterize your working relationship with your

immediate co-workers who are black? Would you say...READ CATEGORIi

Excellent.....vevveveennnl
Above average....ceeceee.2
Average..................5
Poor..5..................4

Not applicable...........5

B. How would you characterize your working relationship with your

immediate co-workers who are white? -
Excellent................1
Above average......e.ee...2
AVRrage€.e.e.csoveseeeeeseesl
PoOr.eeeecsnc... teereccsssd
Not applicable...........5

37. How would you characterize your working relationship with %n
to whom you report directly? Wwould you say...READ CATEGORIES

(1}

Excellent......0ve.... esosl
Above QVerage............2
Average.....eeecceecnens.3

Poor.......c...... eseseseth

38A. How would you characterize your working relationship with vour

immeidate subordinates who are black? Would you say....READ
CATEGORIES

Excellent........ N |
AbOve average...:..oe....2
AVerage...veeseeevececnesl
POOr....iiiiviiienecenen.d

Not applicable.......... .5

B. How would you characterize your working reclationship with your

immediate subordinates who are white?
Excellent...... :ia,......1

Above average........e...2
Average..c.cveverceeeessal

[D




-22-

39. What problem, if any, have arisen that you feel may be related
to your being black?

A. First, with subordiiates? Not applicable..e..eceeeenennn 1 (36)
NONE..oiieeeeooacosnococonens .2
Lack of co-operation..........3
Some resentment......coccc000e 4

Overly friendly and not

JeNUINE. cteeeeseneass cess e 5
%". - Some hostility......... toeees .6
Other (SPECIFY)........ RO
; B. With co-workers? NONC ettt evenrennonnnnns Ceeeean 1 (37
§ Lack of co-operation..........2 -
g Some resentment....ieiiiee .. 3
g Overly friendly and not
5 genuine......... ceeeeans ceeod
% Some hostiljity............... .5
% Made to feel isolated......... 6
4 Other (SPECIFY).eeeiveronnnn. 7
H
&~
? C. With the person to whom you directly report: ——
& .
i None....... creeecseed .o ..1 (38)
i Very little interest in my
% work, career growth, and
%V development.eeeeeeeeeeons eel2
ﬁ Overly friendly and not
i genuine.......... ceeeiaeeaa 3
%
& Made to feel isolated (not
%% really helpful)......... ceo.d
gf some NoSEIility.eeveeeneeonnans 5
g
;{? Other (SPECIFY)...eeeeuennn. .6
&
'gi 40. Are you satisfied with the sequence of positions to which vou have
g: been assigned to date? ;
”5‘-?‘-5" y E
%” e ~ ch...o-oh oooooo 8 & s ¢ 8 00 0 0 0 0 0 0 ol av"(”)
& NOeeeeeannn ettt aeraeaneas 2
g tncertain (or not sSure)....... 3

Not applicable....o.o00. ceosad
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41. Do you fecel that you, as a black professional have an egual
opportunity with whites in this company? pPlease explain.
Yes............................l (
No..,.........Q................z
Uncertain (or not sure}.......3
42. A. What position do you feel that you would like to have 2-3 years
from today if you remain with this company?
B. What position do you feel that you will have 2-3 years from
today if you remain with this compaiy?
C. Do you feel that your aspirations can be achieved in this
company? Please explain.
Yes...'..................O....l (
No....'..................O.;..z
_J
Don.t know....................3
43. A. Do you feel that you have progressed more than, equal to, or

less than whaites in your department with:

More than Equal to Less than
1. similar education? 1 2 3 (
2. similar ability? 1 2 3 (
3. similar experience? 1 2 3 (

B. Do you feel that you are more qualified, as well qualified,
or less qualified than whites in your immediate department

by:
More qualified As well Less qualified
l. education? 1 2 3 (
2. ability? 1 2 3 ( )

3. experience? 1 2 3 (




A

§
f
{
§
i
1
|

B I R TS T T

44.

Do you fecel that you have been given work that is challenging
and that carries responsibilities equal to your ability?

Yes...........................1
No............................2

sonl‘eti:des..ooo.o.o.oooooo.oooo3

Not sure......................4

(48}

45.

Do you know of other blacks in the company whom you feel have
been given work that is challenging and that carries respon-

sibilities equal to their abilities?

Yes..ﬁ.......................1
No...........................2

Don't krow (Not sure)........3

(49)

46.

Do you plan to remain with this company?

A. Could you explain why?

Yes...........................1
No............................2

Uncertain.'...................'3

(50)

47.

If you left this company, in what kind of employment do you think

you would be interested?

Self employment....ceeece el

Another company...............z

Work with government (federal
state or municipal)...c.c0..3

A private organization in
community development or
SerVicesoooooooooooooooo00004

other (SPECIFY)............’.'5

(51)



.
]
i
H

Does this company have a clearly stated equal employment
opportunity policy?
| Yes.......................C...1

No............................2

Don.t knWoooooooooooooooooooo3

Dors this company have an affirmative action program to
assure equal opportunity? ‘

Yes...........................1

No............................2

Don.t know.....................3
Do you think that these policies or programs are effective?
Yes...........................l

No..........................C.z

Don.t know....................3

What recommendations would you make to the top management of
this company regarding the implementation of equal employment
opportunity policies and programs?

Wnat do you feel that you as a black professional can do to
expand cqual employment opportunity for minorities in your
comvany ?

-
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How would you characterize four present attitude about équnl

. émpldyment opportunity for Black professionals in industry in
‘general? . .

optimistiéo-..o.........0.....00.‘1- (55)
2

SOmeWhat o’pti“"istic. eoeeccccocs e )

.

Neutraloootoo...00...0......0.0‘—

-

3
Somewhat pessimistic.....ccc0000d’
5

Pessimistic..lootiooo0.000..0.000.

: . !
x -" - - ) ' )
relocate your home due to job changes? :
* » - :‘“ : . - ; ' -
. ./ - ) 5
(56-57) , 2
o =

None (SKIP TO Q. 54 IF APPLICABLE;
IF NOT, SKIP TO Q. 58) cc.ccecess.l

-

fpi§i§§g encounter any particular problems in relocation that vou’
ink were related directly to your being black? :

o mdnr i .

Yes {ASK A~C..ccecessccsccersess.l (58)

. mame e e cwia s oaa. o

T : No (SKIP TO Q. 54 IF APPLICABLE;
> R - IF NOT' SKIP To Q. 58.0...0...3-‘2

A. What kinds of problems did you experience?

B. Eﬁa you ask for any assistance from.your company to resolve any i
problems in relocation? :

Yes-....---.o-oo.-oooo..oo.oo.oool (59)

No.‘......o.o................o..02

gid you rgceive any assistance from your company to resolve any
-problems in relocation?

Yes..o..oo...ooaoo.oooooooo;oooo.l (60)

No...o.o.....00...00.0.00.0000.002
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Plan to return to a company
in industry....................2

. - Plan to start own business.....3

othgr (SPECIFY)ooo.oo..oooo..oo4

-27-
POST INDUSTRIAL EXPERIENCE, IF APPLICABLF: .
{""‘“—""" ’ - » - * - . ‘ M N
S4.. Why did'you leave your. position in industry? . - . .
55. ﬁiat‘are your present,auties?
56. Do you find your present position personally more rewarding
than your position in industry? please explain.
Yes -(ASK A).o‘oooooooooo;.oooool (61)
No (ASK'A).....................2
57. What are your future career plans? Do you.....READ CATEGORIES
Plan to remain in present
field..........................l (62)
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RECRUN’ING MANAGEMENT BONSULIANYS INC. ] Exhibit 5 «i%
- NEW YORK « m.mu . - ;
bl EAST 42nd STREET, NuW YORK, N.Y. 10017 %
LT (228970333 b
M ) 8
£
Recruiting danagement Consultants, Inc. has received a grant from -
th }Departmentkof Labor to conduct a study of “Black Male

fessionals In Industry." We will-be intérviewing 500 black

ale professionals in ten major cities to ascertain their back- = .
orounds, experiences, and a;;itudes toward théir career development.

The second phase of our research study is to interview approximately

100 managers, co-workaers, and subordinates of these black profes~-

siénals to ascertain their views on.equal employment opportunity,

and their personal evaluations of the blacks whom they supervise,

and with whom they work. The purpose of this phase of tke study is

to evaluate the success of black male professionals ia industry and

to determine what factors appear to be correlated with the success-

ful integration of black male professionals in American industry.

e would appreciate the opportunity of meeting with you for

approximately 30 minures to assist us in our research since you

have managqrial expericence with black male professiomals. It has

come to our attention that you have had some success in managing )
black professionals, and that you have some meaninzful information - .
that will be helpful to us and to other corporatioms.

These interviews will be personally conducted by Dr. Edward J. Keyes,
who has substantial expertise in organizational and manpower ,
development. Biographical data on Dr. Keyes has been enclosed for : *
your further information. We have also enclosed information on our
coapany so that you may know our experience and the areas in which
we consult with major corporations.
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Your participation will be extremely beneficial to us and to the ) )
cause of assisting corporations in more effectively developing
equal e@mployment opportunity programs, OQur study will bé published
in a monograph and w1dely distributed to those in industry, govern-

ment, and education who are concerned about problems of employment
opportunity at the professional lével.’

We shall contact you shortly to discuss the project further and to -

ascartain your w1111ngness to co—operate w1th us on this research
pto;ect. L.
+

- -

. Sinceréiy,

CHARLES L. FIELDS
Presideut -

CLF/§§
Enclosures .

*
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Project -~ "A Study of Black Male
—— Professionals In Industry"”

+

Interview Outline - "Attitudes of White Supervisors,
Co-workers and Subordinates
Toward BLACK Professionals"

Compaﬁy

Date

Code_ [/ [ /I I [ 1 [
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-1- . BEGIN DECK 1

I. Assoclation with.blacks prior to the present working

relationship

-

‘A Community(s) through age 19

1. Where did you live from your 6th to your 19th birthday?

ENTER IN COLUMN 1.

In each of the places that you have named, your home
was which one of the following:

Farm or ranch....coveveeteinecnerinsennnssnssnnsel

In the country 4 not on a farm or ;anch........lz

~In a town or small city (under 25,000)..........3

In the suburb of ﬁ large city..ccceeeeeecececess

a city of 25’000,- 99,000....cc00vvssssdocessS

. Ina city of 100,000 - 500,000+ . ..eenneeenesessb

ltrb:) In a city of ﬁore chan 500’0000000000000000000007
ONLY ENTER CODES IN COLUMN 2.

In each of these places, approximately what percentage

of blacks lived in your immediate neighborhcod?
(Within a 5 square block area)
ENTER IN COLUMN 3.

How many black griends did you have in each of these
places? ‘

ENTER IN COLUMN 4.

How oftén did your family employ blacks as domestics? (35)
NEVEL e e evrevenessonoeesasessosasesenssosacnesaal
Less than once per month......cceveveenvcecneeses?
Once per month...ccoeeenoserocnasssscnnncocasnasd

More than once per month,
but less than once per week.....eceevveeescoeesch

Once per week‘o.oo.oooooooooooooo.oooooooo...ooooos

More éhan once per week,
but less than 5 days per week....seeveeeeveeessab

The working week (5 days or more)....ceeveeeeeces?
a. Live-In

b. ‘Live-Out

o gt I bep
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. B. Education
. 6. What was the approximate percentage of blacks in
§ " each school in each of your various educational
& levels? Please stop at the highest level that
o ) you attended. -
Yoo
Py Elementary .
2.
g ~:Don't Know , Nonme  1-9Z  10-24%  25-49%  50%+ .
vy a. 1 ) 0 1 2 3 4 5 (36)
g1 7 o
%u a. 2 . 0 1 2 3 4 S (37)
R : “
:E a. 3 <. .0 1 2 3 4 5 (38) : ‘-
. 0 1 2 3 4 5 (39) g
High School _— ’ -
_pon't Know  Nome _ 1-9%  10-24% _ 25-49% _ 50%+ }
0 1 2 "3 4 5 (40) |
0 1 2 3 4 5 (1) g
0 1 2 3 4 5 (42) |
0 1 2 3. 4_ 5 (43) f
College
~ Don't Know__ None 1-9%  .10-24%  25-49% SO0X+
0 1 2 3 4 S (44)
0 1 2 3 4 5 (45)
0 1 2 3 4 5 (46)
0 1 2. 3 4 ) 47)
Graduate School ¥
Don't Know None 1-9% 10-247 25-49% 507+
0 1 2 3 4 5 (48)
-0 1 2 3 4 5 (49)
0 1 2 3 4 5 (50)
0 1 2 3 4 5 (51)
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C. Summary of carly . attitudas

7 (a). 1llow would you describe the degree of your interactions
with blacks during your first ecighteen years?

Ftequenro...........................1 ) (525
Moderately ftequent..............f.2

Inftequent..........................3' }i
. 7 (b). Thinking of yout'ex;etiences‘with blacks during your
1 ) first eighteen years, which one of the following
statements most closely describes your experiences?

13
K] . R
o By T RO Tt 1A

l > ‘ ,-‘ Ftiendly........‘......’............1 (53)
7 Moderately ftiéndly................2 y

Ncuttll’......-..-..........:..;..-*.3

T IIREEN

Genegnl;y unftiendly.‘.....f.f:m..34

W .}wr‘»»:j':,;nj‘!;j‘ 4 “f”’ s '
0 "

e

s
s 2 T e s e

5; - . . HO’tilG..-j...........-........-.---S

D. Association with blacks in work situations prior to the present
work relations
8. In your previous places of employment, please estimate the
number and percentage of blacks with whom you worked direct:
ly as co-workers (all of the people within your department)
Omit minor (less than & hours per week) or very short~-term
jobs (less than 2 months).

[ R

Company, Busi-
ness, Organization Don't Percentages
or Individual Know Number 1-9% 10-24% 25-49X 507+
1. ¢
Part-time} 2. - - O
or summer . ‘
3. ' &
3
4. (:
. ' . (
Full-time| 2. : (
prior t&‘;
{ now ~ 3. ¢
4. (
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- E. Milicary Experience
9. Have you ever served in the United States Armed Forces?
:: chUUUOOUOUUll'l.lll‘ll.l.lo.‘.llll.ll.l..l (62)

NO (SKIP To Qo 13)----.0.uuuloooluouooouz

. EY T
-&'m mawta e i

10. Apptoximately, what percentage of blacks were in your - ]
command unit (the unit to which you were assigned) at | =
various stages?

-
R

a2t

Nome 1-9% 10-24% 25-49%3 SO%Z+

A. Basic Tr;ining 0 1 2 A:3 4 | (63) ‘§

B.v Advance Training 0 1 2 3 4 &6&) 'E

c. "0.C.s. 0 1 2 .3 4 (65)

D. Principal Duty o 11 2 3 4 (66) -

11, what was your rank in the Armed Forces at the time of
separation from active duty?

Enl‘i’tedOQOUUOUUUUl.lllllllll..‘lllll.llll (67)

k- Nco (896 ‘ud above)ullulouuuuu.uuu.uouluz
L
W Commissioned Officer.....coovveveeveccossl
12. In your conmand unit(s) (the unit to which you were s

assigned after basic training), what types of duty
did blacks have assigned to them more oftch than
wvhites?

Labor (unskilled work).......ecoeceeses.1 (68) i

Personal Service (mmess attendant,
Officer's COOk, etc').o..u.00llll0uoluz

Regular (duty other than labor,
personal service, skilled,
or com!aud)........-...........o..-..-3

Skilled (technical).veiveeesoocceccocoesh

Command (A cobnissionad officer
or high ranking NCO)........e0.0000eeeS

5 ammmommmm T e eI TSI SO edEC oD aITT ELSRSETID CDCw CD . o i SAED ke S AT 2 MR R T et
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13. Where do you presently live ASK A)

“City

A.

State

Is this ...

'Bcgion:

uav En.l.‘d .....‘.......1

Hiddl‘ Atl.ntic..........zé

East Nor}h Central.......2

West North Central.......4
South AtlanticC.....cceeeed
East South Central.......6
West South Céntral.......7

Ho“ntain...bl............a

Pacifilceceesceevecconroe -8 )

w4

(READ CATEGORIES)

within thc Cityo ._........1

In a suburd (within
20 miles of c§ty)........2

In an isolated area
(more than 20 miles
from city)ececccecccsceel

(76

14. Approximately vhat percentage of the people in your immediate
neighborhood is black (within a 5 square block area)?

Don.t kuou...............l

“one.....................2

1‘91.......0.............3

10-2‘2000000000000.......4
25’692...................s

soz+.....................6

(7




¥

&5
L]

o,
13%'5 ?’”
»*
*®

.

I 15. How frequently during the past year did you have informal
e .—.(non-business) contacts with blacks as (READ A-D):

v

g A. B. C. D.
. - Formal :
> .. Community
. ’ - Informal work (street .
comnunity clubs, tenant
. Casual affairs (sport - organiza- Political
- ; neighborhood " evénts-etc:) tions; etc.) activity
1 2 .3 4

§512 times

S __per _year - T 2 3 b
More than
- 12 -times .
__per year 1 2 3 4

x
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During the past year have
in your home?

BEGIN DECK 2

you entertained blacks

‘Ye‘S(ASK A)ooooooo.oooooooooo..l

IF YES, ASK A

A. How-often?

No:ooo:.oO.o“oooo.ooooo’ol.oooo

Once or twice per year.,......l
3-4 times per year.....ecceeees?

5-12 times per year.......,...f}

More tham 12 times per year...4

e

"17.

Dugiﬂgxthe’past year have.
in their homes? :

Yes (ASK A)oo.ooooooooooooouooool

_IF_YES, ASK A

A. How often?

you been.entertained by blacks

Noooooooooooo..oooo.,oo.ooooo.oz

Once or twicé per ye€ari.......l
3-4 times per YeAL.cooonovccosl
5-12 times per year.......eoes++3

More than 12 times per year...4

18.

As a result of your non-business and inf
blacks, which one of the following statements
describes the nature of these associations.

..+ (READ CATEGORIES)

=

Friendly......f;..............1
Moderately Eriendly..;........z
Neutral.......................3
Generally unfriendly..ecceeesssb

Hostiie.oooooOoloooo‘oooooo.ooos

ormal association wi
most closely
Would you say

{

ot

P
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III. Present Work Environment
A. Formal Relationship
19. What is your current otgénizational relationship to

Mr. . . ? - (12)

s
i

»

.si’petiotozoooooo’oo.oo;ooo.o.001
ASSOCiateoo;oooo000_000000000002

subotdiliateoooooo'ooooooooooo303

20.. How long has this:telationghip existed? -

I AN
(13=14)

'B. Responsibilities

_21.. What is the basic responsibility of your department? )
Please specify : (15)

Ownership/Directorate.........1
General Mandgement.......cc...2
Finance......eoceeecccccccecesd
M;nufactuting.................4
Marketingeeceeeceoeoccocsoncssd
Management Accounting.........6
Research...ceeoccccceccocroncsl
Development..cceccesececccsssee8
ServicesS.c.cececccocsccsccceceed
Analysis...cceceeecccccscccecsesl

Other (please explain)

22. How many people are in your department (the functional
area to whi®h you are assigned)?

/
16-17

T
s A bt o
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23.

24.

-10~

How many of these people are black?
—(18-19)
(Ask questions 24~26 of superiors only)
What are Mr. _ ' : 's specific duties and
reponsibilities? '
a. ‘Li’ne.ﬁ............:..............................1

staffooo0000.-00000000.0000}‘00000000.000ooo0000.2

L. Level:.

_ Technical Specialist.cec...
Manages worker;..ﬂ.........

Manages ManNagerS..cesecsvees

C. TFunctional Responsibilities -

Ownership/Directorate......
Ceneral Management...c.cc..0

Finance...cceocoeccocccosone

Manufacturing....cceccoeees
Marketing..cccooesceocsons
Management Accounting......
Research..cieveceoccessoccs
Development...cceccececssccs
SEerViCeS.eeeectasasosoossss

Analysis...ceieiiencccccen

Other (explain)
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How was Mr.
position?

-
~

H]

recruited for his

Promotion from within...cocooecococeccococccssosl
Newspaper adve’rtisement. ® © 0 0 0 00 00 0 00 0 00 0 00 .l. .2

Agency referralooooooooooooo.o.ooooo0000000003

Y

Speclfic search of a recruiting firm.........4
se’lf-referral:.:‘.......:....;........‘........5

,DQ‘n'Ot kﬁnow&....aooo‘oooooi.oooo00‘00000903;00006

0007

Other (explain)

(23)

Mr.

for the job?

(SN
¥

26. At the time that he was appointed, how well did

meet the selection standards

Exceeded the dpalifications..................1

Met the qualifications.oo-ooo.oooooooo.ooooooz

Did not meet all Af the qualifications.......3

bO nOt knowooooooooooooo‘oooooooooooo0000000004
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27. What is your evaluation of Mr.
following ten

rating scale):

in the
(10 areas, according to the following

Rating Scale’
1/8B - Inadequate basis for judgment
Poor Co. .
Fair
Good
Excellent . '
N/A - Not applicable for this job
Personal Effectiveness 1/B Poor Fair Good Excelient

1. Personal impact
_(appearance,
mahnerisms, voice,
grooming, "social -
skills, etc.)

o=z =3O8 B

2“. Maturity' : EZ]
3. " Stability 1] 2]

M

[a]

REE

4, Self-sufficiency
(abiliry to func- 1] (2]} (37 -
tion effectively
with a cinimum -
of direction;
initiative,
resourcefulness)

H
+

S. Communication

skill i 21 B3 [a] 5]

N/
L 6

o)

n

l

o

o vy b

e el §

ek 1Y Rash
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Intcllectual Effectiveness I/B

6.

Ability to learn

-13-

Poor Fairk_Good

(1} (2] 3] [&]

TN

.Problem-solvtﬂg

ability ' ] =231 31 %1

Practicability
~of judgment

O @ @ @

Achievement Level

9'.

PT

10.

Excellent

(5]

Expertness in his 1] (21 371 %1 5]

special field ik

Evidence of success

in his career to . 11} 2] 3] T[4l (5]

date -

(a) What is your overall evaluation of Mr. 's
performance on the job?

La] t2) [3] [a]

N/A

(330 2.7

[64(31)

[6](32)

[67]¢33)

[(63(34)

(6 1(35)

'S

L
A5
i 9 00 it
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28. Assuming an appropriate opportunity were availabdble,
what is your opinion of Mr. 's potential
for advancement in your company? ’

Almost sure to 8dVancCescesceccscsssl (36)
May advaﬂce...;.................:..2
Will probably stay in this jobev...3
Probabiy wili be terminated........4

bon't knowooooooo.oooooooooo.oooo.os

D. Personal Interaction

29. How would you characterize your working relationship

with Mr.
Exceilent......;...................1 (37)
AbOvVe avVerage....cceoeesoesccccscscel
AVEraBe.ceocsssoscocsssssssccssosnesd
POOLcceeesssssoscecssssscocssosccsesh
30. How frequently do you see Mr. socially?

NeVer..ccoeeescessescocoscsccscscssel (38).
Once or twice per year.............z-
3-4 times pPer year....ccocceescsccsd
512 times pPer year.cceesccccccescch

More than 12 times per year.ceeeese5

£
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Equal Employment Opportunity Policies Programs

31.

32.

(a)

(b)

(c)

(a)

(b)

Doe our company have a clearly stated equal
enployment opportunity policy?

Yes....... .....1 (39)
No. e 6 & ¢ ¢ 0 ¢ 0 0 0 ..2
Don't know.....3

Does your company have an affirmative action
program to assure equal employment opportunity?

Yes e & 6 ¢ 06 06 06 0 0 0 0 .1 (40)
No. e 6 & & ¢ 0 ¢ 0 0 0 0 .2
Don't know.....3

Do you think that these policies or programs are
effective in your company?

Yes.oooooooooool (41)
NOOOQOCOCODOOOOZ
DOn'f. know.oooog

Do you have any recommendations regarding the equal
employment opportunity policies and programs in
your company?

Yes....ooooooool (42)
NO.............Z
Don't know.....3

What recommendations would you make to the top
management of your company regarding the imple-
mentation of equal employment opportunity policies
and programs?

Personal Aptitudes

33.

(a)

(b)

Do you feel that any problems exist that may prevent

equal employment opportunity for blacks?

YeS.ceeeeeanaael (43)
NO.......-.....Z

What problems relating to racial issues do you feel
may prevent full equality of opportunity for blacks
in businesas and induntry?
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34.

35.

Other than Mr. — , approximately how
many black professionals have you worked closely with in
your department during the last five years.

A. As a subordinate? / (44-45)
B. “As:a co-worker? A / (46-47)
C. As a supervisor

or manager? / (48-49)
D. Don't know / (SO-Sl,

Based upon your experience with Mr.

and other blacks in the business world during the past =
five years, have there been any significant ‘changes in
your attitude about blacks? - -
Not sure or don't know...ocesoseeaeld (52)
Attitud‘ 18 the same.......'.......z

Attitude is more favorable.........3

Attitude is less favorable.........4
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RATIO OF BLACKS EMPLOYED IN MANAGERIAL
AND PROFESSIONAL POSITIONS FOR TWENTY~ONE INDUSTRIES

(1966-1969)

INDUSTRY GROUP

Number Percent®*

Aerospace (1966) 294
Automobilé (1966) T 903
Banking (1966) | 343
Bituminous Coal (1968)1 -

Chemical (1966) 432
Drug Manufacturing (1968) T 92
Hotel (1967)2 18
Insurance (1966) 1,346
Lumber (1966) 18
Meat (1968) 98
Paper (1968) 27

Petroleum (1966) 71
Public Utilities (1968) 1,096
Railroad (1969) 150
Rubber Products (1966) 356
Shipbuilding (1969) 277
Steel (1966) 371

OFFICIALS & MANAGERS

0;4
1.2
0.4
0.4
0.6
6.2
1.5
0.9
1.2

0.42

0.2

0.78

0.5
1.2
3.3
1.0

Exhibit 7

687
328

401
22
11

260
551
38
l6l
90
23

(continued)

~ PROFESSIONALS
" Number Percent*
1,435 0.8
301 0.6
83 0.8

0.5
1.3
0.6

0.14

0.6

0.65

0.5
1.2

1.2

0.2
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INDUSTRY GROUP OFFICIALS & MANAGERS PROFESSIONALS

Number Percent* Number Percent*®
18. Textiles (1968)¢ . 28 0.20 7 0.29
19. Tobacco (1968)3 - 01 1.9 13 0.88
20. Trucking (1968)2 13 0.1 - -
21. Urban Transit (1966) 101 1.8 . 14 2.5
‘Total 5,155 4,427

1~ Blacks almost non-existent in white collar and managerial positions.

2- Blacks classified in management.

3- Datiﬂpased upon six major companies in industry.

4- Daéa‘ﬁased upon Southern region companies only.

* Ppercent is the ratio of Blacks to total number of employees in each

occupational category.

Data drawn from The Racial Policies in American Industry series Nos. 1-21,
Industry Research Unit, Department of Industry, wharton School of Finance
& Commerce, University of Pennsylvania, Philadelphia, Pennsylvania.
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