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‘opment of the survey instrument.’, The research. was conducted under Army | oo
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FOREWORD . . : L ' .

y N s
Since 1972, the Armg Research Institute for the Behavioral & ‘Social ‘ .
Scishtes (ARI) has bBeen active in resqarch on the polfcy, operational . A
riobdlems; and programs of the Army's race relations/equal opportunity
(RR/EO) program. In 1973, :in response to a specific requirement of the
Assistant Secretary of *Defense’ (M&RA) ARI -initiated ‘the development of

the. Racial Attitudes andfPerceptions Survey' (RAPS)., The purpose of the

"survey was to measure racial climate'at installation ‘level, servicewide.‘

This’ paper, the. first of two, covers the research involyed in the devel—

Project QQ162108A743, "Race Marmdny Promotion Programs " 1n the FY 1974 . .
Work Program, as an in-house effort: augmented by a’ contract witB*Human
Sciences Resg;rch, Inc., undFr contract DAHC 19-73-c—0037. v e

\ﬁ%nce 1974, the Army Equal Opportunity Research Program has been .
conducted at the- Presidio of mnterey, Calif., Field Unit. . , o ;"

Py
.
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Requirement: . = - . - o _ .
e . ' . . ' R T : s LT
=" "o develop, validate, and determine the reliability of an instrument . = ..
that can meqsure’racial attitudesngndvperceptions of military personnel. oo
4 e . . . ““ . . .
: » . . . 4 B . ’ : : . ) . . ' .
cL : N L. oo . —
_-Procedurer . o o : . L. . . :
R ) , > R . 4 . ' ' - ™~
LIRRE N : ’ M

=

e

Lal, -

ST - ‘ . s
Y An experimental instrument was developed and given ‘experimental Lo
field tryout on appréximately 3,020 Army personnel, - I;‘w&s revised .and

then administered to approximdtely 4,000 pérsonnel in the Army, Mirine
Corps, Air Force, and Navy. ' The resulting data were subjected to a4 vart- "

ety of analyses, ipcluding item analysis, factor analysis, congruence
‘analysig, correlation amalysis, and analysis of variance, as- appropriate.
Indicators 'of reliability and construct validity were alio obtained. ' .
pmawbe: LT T T T
.« o . .

" The research produced the' Racial Attitudes and Perceptions Survey

(RAPS). _A-separate manual provides detailed instructions. on RAPS adminis;

+ tration and the intexpretation and use of resultsy ; The RAPS has two major -

coinponents:. the Racial'Percéﬂlions'Invéntory’(RPI) and the, Incidence of’
‘Discriminatory Behaviors (IDB), - - L . ’ -
. 4 . -« T s * ‘

. " The RPI measures attitudes-or, pe;cééfions on four-scales: (1) Per-
ceived Discrimination'Against Blacks (PDBJ; (2)-Attitude Toward Ragial
‘Interaction' (ATI); (3) Feelings of Reverse Racism (FRR); dnd (4), Racial

“Climate (RE). .  ° e : . L

.

¥,

- « ' -

‘The IDB lists 42.s£ecific disérimigatory behaviors andwésks redpon~
dents to ‘rate each offe on how frequently they observe that behavior

v

occurring ‘at their installationms. The'RPI is intended to measure attih,

tudes and perceptions, and the IDB is intended tb measure the frequency S
of occurrence of specific’ discriminatory bekaviors.- s
[ I e ., - « & - -0
. . _ N : .
' Highlights of‘additional_findings'até'summarized,as follows. ) .}'
.Y S T -t T e T . o :
. ® Racial attitudes and perceptions are reliably measured by the - o
; Jlnstrument on foun scales:’' Internal consistency measures (dbef-__ T
+/ . ficient alpha) range from .79 to .90 for whites and .74 to .92
"L  for blacks. - 'L N " . <y
’ 7 - * . a' \Jru. ) . - - °



. R .
. ‘ . . — . . ; . .
' ] P ‘ b . o v v .
4 - -’ - K .
. ) In terms of e uonstruct validity model, the evidence- obtained -
= ° ., supports the conclusion that the RPI is a valid,measure of these
et -+ + four dimensions. °. s . s .
. . e . » ! *t Qo
) ,g;“f;‘.‘ : . e 3 . . . ' ) b . .
= ) The RAPS. instrument appears to work equally well in all four
* services and for blacks as well as-whites (except'that the:
response of blacks:to FRR items 'is difficult to interpret).
‘. e " The RAPS appeared to be a hi 1y Qppropriate instrument to assess
: L raciaf’olimate at a military installation at a ‘given ‘time and for"“
' : Y ‘{easuring changes in that climate over time. ) .
° " . . ) o , o ‘ : I
B — . By : i . ' . e “ . 7
S Utilizatésn of-Findinggg ) : . .

/ S 'The RAPS is used at selected Army installations.to measure racial

' climate.” The Defense Race Reldtions Institute’ (DRRI) includes the RAPS

in its,Phass II curriculum for Aimy Equal Opportunity staff personnel.
. b, . - . 5 -
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L _ THE. RACIAL ATTITUDES AND PERCEPTIONS SURVEY (RAPS)
2P o . . - o -
L LIV L S )
. - . Y : ) ..

' %., . . INTRODUCTION ~
S T _In theﬂﬁarlﬁ 1970's, as the military services initiated new aqp more
;jﬂ * .comprehensive proagrams aimed at improving race relations and equal oppor-

‘tunity, an obvious need arose for means of measuring the changes these -
. programs were D:MLucing. How ‘effective were, the programs? To what extént

did’ the programs echieve their intended obJectives? i
s T ‘One of the few available measuring instruments holding~prom¥se for
') meeting. this need was the, Racial Perceptions Inventory (RPI), developed

, Qt Walter Reed Army. Institute of Research (Borus, Stanton, Fiman, & Doud,

e 1972).. The Departmient of Defense tasked the Department of the Army to
o establigh the reliability ‘and validity of the RPI for assessing race: rela-
‘tions program. effectiveness in the military services (Secretary of Defense,
. +1972). The Army Research Institute was given. the mission by the Office
st of the Chief of Research and Development,fé?partment of the Army. Accord-
S q}y, a research project was initiated to determune the reliability and.
s : validity of the RPI and to further develop it as an instrument that could

) ' ‘measure the impact of race relations programs.

Ly ' The major objective of the research was to establish a way of measur-
ing dhangee that are a result of race relations programs. This required .
: the development of an instrument that would reliably measure racial atti-
-  tndes arfa perceptions.. In’d&dition, it required an assessment of .the
" |* ° usefulness of the instrument for measuring the impact of race relations .
| . programs, specifically including training p Accotrdingly, the
. Racial Attitudes and- Perceptions Survey (RAPS) was eloped and validated.
- . The RAPS is a paper-and-pencil questionnaire that measures the atti-
tudes and perceptions of military personnel on racial matters experienced '
in daily life (Appendix A). Its primary purpose is to provide objective
information to the installation commander {or the post race relation/

3i racial discrimination and promote racial harmony.

_ This report describes the development and validation of ‘the RAPS.
“\ |~ Assessment of RAPS' usefulness in measuring impact of race relations
+ training is covered in another report. o ? . ’

S | DEVELOPMENT OF THE RAPS

> " The RAPS consiats of two major parts: the-Racial Perceptions Inven—
tory (RPI) and the Incidence of Discriminatory Behaviors (IDB). This
f loction deec:ibo- the valopmont of ‘each part. : :

*y . '
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Racial Perceptions Inventory ' .

. v

Rationale. A review of the releGantasociological and psychological

" literature concerning- the measurement of racial attitudes and perceptions

indicated much research with single-item questions sPeclfically generated
for that research (Robinson, Rusk, & Head, 1973).:. Single-item measures
are unreliable and are not a useful measuring technique. Relatively few
attitude scales have been developed, and most of these are plagued by the
psychometric issues of reliability and va11d1ty that reduce their useful-
ness. Also, most of these focus exclusively on the attitudes of whites
about blacks and other mino Aty groups and do not examine attitudes of
m1nority groups about peopl f othér races. For example, the Multifac-
tor Racial Attitude Inventory (Woodmansee & Cook, 1967) consists .of 10
separate subscales of various attitudes toward blacks. These scales were
based entirely on a white sample and can only be used to measure the,
attitudes of whites toward blacks. -

Little‘attention has been paid to measuring perceptions of racial
discrimination or discriminatory behav1ors.. Schuman and Harding (1964)
developeéﬁscales that attempt to measure ejudice toward three minority
groups. and the rationality with which thega views are held. Those scales’
have significant theoretical interest related to the dynamics of preju-
dice, but they were not developed to assess racial climate. In addition,
' many of the available attitude scales were developed 10 to 20 years ago
and consequently have outdated item content that is sometimes offensive
to people of different races. The Ethnocent¥ism’ scale, for example,,in
The Authoritarian Personality (Adorno, 1950) was designed to measure a

R

" person's ideological system pertaining to groups and group relations.

Although the .instrument provided useful and interesting results in the
past, its item content is quite outdated and its results would no longer

be useful. . . :
; . b
The goals of this project require the development of an instrument
that will tap into the attitudes of blacks as well as whites and yield
information about the perceptions by both blacks and whites of unequal
opportunities and racial discrimination. Also, the instrument must be
able to measurg attitudes and perceptions ‘as they are uniquely defined
by the millta#i environment. Concepts and terminology unique to the
military must be satisfactorily included.__ 8 :

InstrumeLt Devel;pment. Three instruments servef as the primary
sources of an item pool for the development of 3n instrument consistent
with 'the desited rationales: the original Racial Perceptions Inventory
(Borus, Fiman,j Stanton, & Doud, n.d.), the Navy Human Relations Ques-
tionnaire (CNA) (Stoloff, 1972), dnd the Enlisted Personnel Questionnaire

on Race Relations in the Army (EPQ) (Nordlie & Thomas, 1974g used in_pre-_

vious ARI research. .
\ . S

I
I
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* In its d4nitial form, the. RPI was ‘a series.of Like ‘type itens pri=~

matily developed by Jondthan F. Borus and Byron G. Fiman. They adminis-

‘téred their instrumemt at a number of Army posts and, through factor -

- analysis,” found that their items clustered 1nto three scales: aAttitude

? 1 Toward Integration {ATI); Perceptions of Racidl‘giscrimination (PRD), andt
L Backlash Feelings (BF). ’

' - . .Even though as many as 66 items had %L -. -3ed as part of the RPI at
various times, only 31 items fell into- the .ree factors. It -was deter-
- mined that it would be necessary to develoép new itemg to add to the 31
< items which had been defined as the RPI. Particular emphasis needed to
: ‘be placéd on. developing items for the Backlash. Feelings (BF) scale, since
it only consisted of six items. Because one of the major research tasks
'was to evaluate “the RPI, it’ was decidgd to treat the 31 items that had
been defined as the RPI as a major element of the questionnaire. With
. some minor” wording changes for greater clarity, the RPI items were re- ¥
" - tained infact throughout the instrumenb:modification and development
,c stages so that the vaiidity of these 31 1tems cou1d be evaluated.
» . /

H ™~

. The other instrumentsbwere reviewed,with the idea of using them to
. accomplish three purposes-' to add items to the RPI to increase its
. reliability; to add items.to -measure other, but similar, concepts; and
Lo to add- items susceptible to the kinds of changes that might ‘occur as the
. ' result of race relations training. .

.
"
[

The best' possible source for new RPI-type items appeared to be -an -
instrument uséd earlier by ,the Center for Naval Analyses (CNA) with Navy
personnel and used in a previousastudy for the Army. This instrument .

. cansisted of Likert-type items similar to those.used in the RPI. A
factor analysis of. results obtained with' this instrument had shown .three
somewhat different factors, called Racial Climate, . Perceptions of" Dis—
crimination,oand Racial Generalization. The Perceptions of Discrimina-
‘tion items corresponded ‘to the RPI -Perceptions of Racjal Discrimination
scale items. The Racial Generalization items were similar to the Back-

°v. “lash Feelings items on the RPI. The Racial.Climate items apparently had -
not-been: tapped in previous work en the RPI. These items ultimately com-
bined to create.a Racial Climate scale. - !
1 Pl '

' Because the available instruments had: been‘used ‘on different audi=-’
ences and for other purposes than those in’ the current effort, ‘it was
necessary to review each item carefully. The’godl was to eliminate ex-
cess' redundancy vhile’ still askiny,enough relevant questions to achieve

.. instrument reliability. < . » © g :

CNA items that did “hot duplicate RPI'items. exre added to this sec-
* tion of the gquestionnaire. 1In additiodn, questionsnfrom the Enlisted Per-
sonnel . Questionnaire (EPQ) on race relations in the Army were reviewed
.for posgible use as RPI-type items. '

o . y »
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ooy .‘Incidense of Discriminatory.Behaviors
. . v [ .

s, * During the review of requirements for this project, it became appar-
‘ent- that none of. the instruments was useful for assessiné behavior as

. opposed to- attitudes. - Therefore it was decided that an instrument should
/ - be developed that ‘indicated how much discriminatory behavior respondents .

)

saw around them. A liat of types oﬁodiscrimination that, ‘might occur on a
; military post was therefore prepared. This list was discussed in ‘detail
P - in interfiews with black soldiers on a military post to add and ‘refine
the items that would ultimately constitute the IDB. .
“# 'The 1IDB, as pretested consisted of 44 statements in a personal,
¢ localizZed form, having to do with actual discriminatory acts. Respon-
.”" dents were asked to indicate, on a- S-point spale ranging from "very good"
to "very bad," how:they would feel if such an act happened.- They were,
ot also.asked to indicate how often (frequency) they. personally "saw or
heard"Asuch dcts "on thés post" 6n a 5-p€1nt scale ranging .from never"
‘to Mvery often.” . ' g

. Instrument-.Pretesting _ e ‘o , n
3 LB .

¢ . .- .

The experimental RAPS (RPI plus the IDB) was- subjected”to a series
of* revisions, based upon administration ,to three small Army samples o
° @N =32, N = 54, and N = 114). . Each sample was approximately half bldgk
and half white, with sample 3 (N = 174) including some officers with en-
. listed personnel' Minor c¢hanges were .made to clarify wording or. meaning
. ) prior to ‘the third~pretest. .With regard to IDB items, the question "How
" does this'make you feel?® was chahLd to "How much do you:think an act
‘of this type will lead to racial tension?" Responses’ “formed a_4-point
« scale, ranging from "will not lead to racial tension - to "will always .
lead to racial tensiOn. '

P

. ¥ RPI items were ‘examined in terms of distribution of responses for
'”blacks and whitéSr. Those items that did not discriminate between black
.and white réspondents, when {a) mean scores were computed (using a t test
at. the .01 level) or (b) when variances were compared (using the F test
at the -Q1 lével), ‘became candidates for elimination. These items were’
then reviewed individually. to sée if, the items might measure attitude .
change as the result of program ‘training; if not, the it¢ms were deleted.
Tﬂe only exceptions to this analysis were the original 31 RPI items?
3 L4
- “The IDB was also examined to determine if any items should- be
deleted. The items were divided into four groups~ . .

I4

Ay

-

”

v ,;" . 1. High frequency, high tension;'

2. High frequency, 10w tension; B :

»




- ) ] ® ’ .'.
- . 0 4 ¢ *
sy 3e Low frequenqy, high *ension. and . .
. N ] “ N ' s ' - v,
> 4;5 Low frequency, low tension. . . . : M

Items belonging fo the fourth group, foi both black and white respondents,

became candidates Snr elimination. Mean scores were then computed on all

items, “and the mean frequency scores were multiplied by the mean-tension = . .

: scoress The xesulting distribution of products was examined, and the .

items that  fell one standard deviation below the mean of the distributifpn 2 .
were also congidered candidates For elimination. An experimental foam of

-the RAPS was prepared as the basis of these revisions for use in .a pre- .

liminify field tryout. - » . : "% . W oo

-

I
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' ’ S 'PRELIMINARY FIELD TRYOUT OF THE RAPS

.

. ObJectiﬁes : e S . , o S
' . . < s ‘ - \
.. At this stage ‘of the research, ‘the objectives were to determine phe
psychometric characteristics of the RAPS, to permit factor analys_s and 1
: scaling,'and to ascertain post, race, and grade differences. ] ™ >
e o - ) | - . .. = | . i -
ot Method . - . e . ) ° . o .

. -
C . t .

. Data Collection Procedures. The data were collected at two Army
overseas commands and four : continental United States (CONUS),Army ‘posts_
. during May and June 1973. Biracial survey teams traveled to each site to
: .administer the. questionnaires. Subjects used an averdge . of. 45 minutes to
U complete the instrument; the time rangeywas 25 minutes to 2 hours. .
les. A. stratified sampling design was used that requ_red that
half the subjects be, black and half white, with each of ‘these two sub- ,
'.,f samples stratified by grade in proportion to. the grade percentages.in the __
< Army. . Installation requirements ranged from 500 to 1, 000,.depending upon T
~*+  the pOpulation of the installation. In all, 1,345 black and 1,723 white )
_Army personnel were administered the experimental RAPS. T e

Additional small samplesgwere also collected at selected posts as
test-retest samples for use 4in the evaluation of test-retest reliability.

- These personnel were required-to post their social security numbers to
. ‘enable matching the test and retest data. The test-retest interval was «
7 weeks._ . ) . o, - .
: -‘ o . | R ;. | . o ‘ - . - 4 .
Resultg~gf Prelimina_rx Field Tryout - - . >
? ' Racial Percegtions Inventogz ' RPI' items were typically Likert-type . - -
- items with a ‘S=point scale ranging from strongly agree" to "strongly N ‘e .
:  'disagree.” Scdles within the RPI were identified threugh factor analysis - S

{.'; (procedurés. “In conducting the factor analysis, subjeces’were randqmly




» . " . . . o - . ‘l
. . .

inided into construct and cross-validatiogihalves, with the analysi§
,'-"' conducted separately on each group. The principal ‘components so}ution
=, ‘with a ‘variinax .rotatiof was used for this analysis~(Harmon, 1967). Tne
2 . factor analysis yielded these. four fdctors on both groups: = . °
L °“_ 1. Perceptions of Raﬁial Discrimination ¢s8), ,/”;—;\“/
- 28 'Attituﬁe Toward Integration (ari), ' ... - o
» . : . o .
B . 3,|4Backlash Feelings (BF),'and T Sy
s+ - " 4 Racial Climate (RC). - . ' SR ¢

R The results, along with factor loadings for the construct and cross-
evalidatien halves, -are éhewn as Appendix B.

o once the factor anaiysis was completed, scale scores were calculated
v for each individual by surming the scores on each item falling in a fac~
T _ tor. The correlations between-these factor scores for whites are shown

’ in the upper half and for blacks 4in the ‘lower half of Table 1.1

- . kN : “

Table 1 PR
. ) ) ‘ . « » o 7 N

'. o v ‘ : RPI-Intercorrelation‘Matrix

v T . whites . .
B . . or" -t - (N 1 691) [} 1’. .
o * o N " . . . -
' - . PRD . ATI * BF -. ' 'RC :
N : . . v . .
: . . . . ¢ - e :
) ' - R . PRD q '. 0.170 0.18 . ""04.26 '
Sl < . '. T . . ) . R
: 'ATI .| 0.34 . T 0.59,: ~0.4% | ‘
R O SR : o AN e
T .BF 0.03 . 0,34 - - '=0%38 |”
- " R¢ | -“0.49 = ~0.50 0.02 O . )
' . ‘ o o ._, . N LT - e
i e, . Lol Blacks - T _ :
H - t ) (N'= 1,335) o . . a ¢ Y .
. -\ o
. zn intespreting these correlations, it is important,to note that the -
polarity of scoring différs on each scale..t On ‘the PRD, a low score means

. that the individual sees a lot of discrimination. - On the ATI, a low
score indicates ‘an unfavorable attitude tcuardaintegration. on’ the=BF

. atatenente.; And on the ‘RC scale, a low score indicates the respondent
o, . sees. a favorable racial ciimate.
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' - The data show that a number-of the ‘scales are correlated., The high-* o

est correlations are bztween the Attitude waafd_lntégr&tion and Backlash
'Fgeliqga scales for .whites (r = «59) and between the Attitude ﬁowa;d i
Integration and Radial Climate scales for hlacks (r = =.50). Fox blacks

there is also a strong correlation between Perceptions of Racial bié@;im—

-~ ' ination and Racigl climate {r = -.49) scales.
. .- . Lo \ . . t o v . .
e .. The reliability of.tﬂgsg.scﬁies was evaluated inythree ways.  The
. croga=-validation prpgeduresbproyidpd one estimate of thg reliability of
the HnBZrument. The: coefficient of congruence (Harmon, 1967)_ between the
- two factor analysis szamples was 99 for®all four of the scales. This - .
‘  indicates that the factor' loadings in"the two' indepen: it¥samples were , . :

similar and that 'the ‘responses were stable.. Coeffici ts alpha were also'

v - computed on each of the four scales (Cronbach, 1951). These are,measures
. of internal consistency, which are.interpreted similarly to an r value. -
These results are shown in Table 2. . o _ : ) I
“ ' ' - - . ) ,'v'_. . - ~ ' R V N 2 ) .
o L ) . - ) .-
- .~ -Table 2 - Cs : . S
' . . . . o . . . 3 . .
T .‘Reliability_Estimates of the " RPI . L '
' : {Coefiicient alpha) : A 3 g
. . . T [ ’ N : o - .
¢ T l')iré_criminatibn » 945 | (30 items)
- II. 'g'ration . < .904" . (16 items) £
‘. . - III. Backlash . .869 - _ (15 items) . . )
. ’ . . . S . L D * ) ' e
“« .7 _IV.. Climate ' s T .778 © (9 items) oL
. ‘D’ ..' — " » . - > ( .. P EaD - : T ' v
. i‘ . Note: Alpha represents’the expected correlation of one L
- ». test with an alternative form containing the same : . 1}3

“‘number of items. . :

L J . .. '. w e . - ~ o L4 ‘ . ! . . .‘
, &0 ;dgifiqn tc evalu&tinq‘the ihtefﬁaltcogsistency of fhé'instruﬁegt, ' i
-the samplé_gesign dllowed for a test-retest reliability estimaté. In one .

' -group of’bbbjeq;s,~the following correlations were obtained:. PRD, 47: .- ] e
 ATE, .56 BF, .56; and RC, .45, . . e ; ) .
The testdgéfgsgfcqefficients wér¢ only moderateiy‘high_correlations, o

+ . but the internal consistency measures were very strong. These were seen

. a8 better estimates of the reliability of the instrument bedause of the
many extraneous variahles that act to affect test-retest subjects during .
& 7-week period (Nunndlly, 1967). , =~ , - : L

- - .
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¢ N Pollowing the initial anaJysis of data to idéntify res,onse patterns,

». . the scales were examined for racial, post, and grade djfferences. Table '
3 shows®that-the RPI détected ua jor differences' in responses for kYacks
4and whites. Note also major differences'in the,variability of the data
by race. Table 4 shows major differenres in- .responses by gradf and, to
a lessex extent, by post.. v LT .

4

.

i)

. -

Indicators of. Discriminatory Behavior (IDB). The IDB was not in-
~tended-tq be a scalé as the FPT had proven td be, and.therefore, fadtor
analysis procedures were not appropriate. Two other types of analyses.

. were used., First, based on the content of individual items, indexes of
"+ acts .of ¢iscrimination and of reports of ‘verbal slups ahd insuits were .

. developed. Scoreés for each index were ‘computed and gofrg;atsd'with the .
_RPI scales."’ Second, the individual items were categ r}zed into quatraius, .

- based on the responses to the frequeficy and tension responses: low ten-

. - sioh, Ibw frequency; iow €ensio ‘ich frequency; high tension, low fre-.

e _quency; and high tensiod’ hiﬁh/?:equencv. . , .

' Table 5 shows the correlations between IDB scores”'and. the RPI qcales..
-For whites, strong rorrelations between the RPI Backlash scale and the IDB
'items indicated whites were:- the ‘victims .of discrimination” and insults.
Those ifems in which blacks were seen by whites as the viqtims of discrim-
ination had their highest correlations with the RPI Perceptions .of Racial
Discrimination scale. For -blacks, the‘RPi\Qerceptions of Racial Discrimi-
¢« .na‘tion scalelgad its highest correldtions with the IDB items that describev
dJscrimingtion against ‘blacks. - Also,s items ‘that described discrimination
2'and insults-against whites were more -likely tq be associated with'a - .

black's attitude toward integration.than his or-heryscore 'on the RBI Back-

R , lash Feelirgs scale.. . o

-

. The second type of analysis performed on the IDB examined items in

A terms of both frequency. .bccurrence and degree of tension associated

, with each, For whiteé, gh tension and- hi frequency items were as . o
folldws: . o .

-

. @ - " - . . ..

’ 1. I- hear whites on this" post using expressions such as work like

) . a- nigger " "free, white, and 21," etc. . . _

. . L. . »

2, I see blacks on this _post asking that they be, treatéh better )
than ‘whites. . X

b .
‘

¢ * . ' * :
.

L . . ' “« .
. L, 3. I hear whites on this post refer to bl}‘s as "nigger," ."coon,"

' : etce .. . - . T
4. Ivhear whites at this post making insulting remarks about the Y

*" hair styles, music, or food preference of blacks. N
. w« . )

5. I hear blacks on this post refer to whites in such terms as '

"honky," ”rabbit, 4"or "beast. -

. . 1

- P . »
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. \ \.. o ) ) Tab]'.e 3 .
‘ ‘ . \\. Black-White Differences on. RPI Scales Lo P
, R . ) ) \ . 1 . "‘» . s,
. L . \, - - ) LI -
L \\ ! s . .v.. . w . I ~ .
, - Blacks (N = 1,326) Whites (N .= 1,686) * S K
e . TN . B B F test t test
T x, s.z S.D. . - x ‘,~;‘s.2 . S.D. of s2 " of means
ot ",A:\ | o } "
" PRD . '79.587.322.94_ 17397 105.56, 69.64 ''8.34  4.64*" -48.68%*
',A'r}\-" 60.66 98.88° 9,94 59,33 * 94.54 9".'72 . 1405 4+ 3.69%+ "
. _ ' - . _ ' . .
BE - 53.02  44.03  6.64' 45.22 91.83 9.58 _2,09%* +25,16%% - v
L .o . . 3 i . . ) .
. Re. . 25.31 34_:19' 5.85 - 24.17 .27.20 "¥6200 1,27%* 4+ 5,70%r .
o . . . - . 43; - . . . .
H B . . . ) . ‘e g . ‘ . .,
**significant at’.01. 3 . ) -
- e- . t
. *  Table 4 . . .
2 R ANOVA Results for RPI Scalés
Py . . . < . °
o EEPPRR R © __ rvalues ' . & '
“Variable RN R Whites ° . . .Blacks -:,
. . . - . . . r) ‘ "
. O . . ] 4 ¢ . . ’ .
' Perceptions of Racial _ . . : . - <
Discrimination - Post, - . 3.95%* , 6.34%*
B % Grade _ 24, 16%* - _ 16.49%* d
,V.. . . : .l ’ -- r] ’ ‘. . ) 7 .c
Attitude Toward L a B L. U L "
! Integration . < - Post . . . 6, 13%%- 0 1.470
. b . Grage - | 27.63%+ ©~107,73%% -
L . " '\. V - : ’ .‘ . » Rd .v N l . '
- Backlash Feelings . , :;; Post _ 6.11%% 4.12%%
o . o . N, . ";‘ Gr@'de - 9',44** . 4 .64.**' . - .
. : . .. 4;*“" o . . ..‘.. ) . . . , _’ g P { 1 )
Racial Climate -, " ‘rost 2.56% « T - 3.30% o
L . . Grade . - - 72,84** 44.,69%* ¢ .
-~ ‘ . R " » A . - .
) s ’ L . oG ' “ ’ .
o " . »%*8ignificant at'§.05. . .& , : - T ’ , )
/¥*8ignificant at .01. : - - S
- : '— : ,. \f\ - {I
i . - 5 .: e ,u‘“.'f
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_ "o 5 t o, . * Table 5 -t i ’
Lo ‘ C o, e Correlations Between IDB Scox;es and RPI’ Scales ’
* . ‘/’.’ ° X } . ‘47 'n ll
‘\ . . i} . -, . . P
. o - e . ’ et
7 JItem L - ) PRD ° .ATI ~ BF . RC
/ . (\ ;’ e Yy . - . . . i -~
o e e whites
o nisjc;-imination against whites = =0.21 039 ~0.46°  0.38
P * * » oe T . . . '\
» Discrimination aga‘.knst blacks = - - -0.38_  =0.17" =0.18 - 0.27,
e, S - s ) oL ) St
A .';'-;f - Insq].ts 'ageinst .whites R -=0.15 =0.28 . .=0.40 0328
»* "w. " 1Insults against blacks .- . =0.31 -0.13 _ -0.24 0.24
. ,'.\ . . . .'. - . ) . - Lt - .
. . S SN . ' i oy Ml
F N ) - L ' ., Blacks 2 / \ ' .

. L J . .
. - ; . . . Lo = a
e 4

" Disgrimination agafnst blacks - -0.64  =-0.41  =0,02 0,50

n ‘ Discrim‘ination'a.g’ainet whites . -0.237 =-0.41 -0.25  0:28
..insuij:‘s .ageoinst.blecks o @  0.45  -0.23 -0.04 0.31
’) Insults egeinst '_whiteg ' .+ =0.25, ~0.18 f ,-o..1‘9"' ;'o.zo
"- | 6. I see ‘blacks getting away with breaking i‘ules that I am
> punished for. " .. ' |
a g * . 7. I.see whites around here asking that they be treated better
: than blacks. . - - v —
' ".-81‘.' I hear whites on this post refer to b;lacks as "}:oy / i . '

9, I see. Elacke “on thfs post . getting together in certain situa-.
‘ tions to harass or, exclude me from facilities qpen to all, '

For bhcks, high tension and high freqnen4 items were as followe: .

-

. Whi'ée su ervisors Oh thie poet ju@ my ‘work in a differen‘t
tk wey then they do for whitee. . .

.'.,~

. . .
c ite . *
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- . 2, I see white supervisors pass bfacks gver for tra:'l.ning oppor~

tunities for'which they are qualificQy. j ‘ ®,
“” . 3. White supervisors at_this post give me legs credit for good o
: . \ ., performance than they give white soldiefs. ) :
- " 4. I hear_blacks 'on this pos’i:\f;efep to whites in such% as < Mg,
R - "honky," "rabbit," or %beast." -, .
i . ‘a ’
l"- - -~ ’ .- * - . . ’ - .
e . 3. I seewhites getting awdy ‘with breaking rules that I am . © .- .
' ) ' ' punished for. ' E e ) . L7
. ot o . . s

2 6« I hear whites on this p&s‘t‘rafert to blacks as "boy." & \

. ' K . ! . ' ~ N

*-. +' The differehces in items selected by blacks .and whites as being,, high fre-~ . .

. quency, high tersion items suggested that the individual items were c.io:l.ngfr v

'4; good job of discriminating between individuals with different perceptioms. N
S w . . : - Y

»

. Tests were also made to determine if the IDB detected post and grade
-« differences. Since the IDB indexes were not comparable across race,“ the .
- comparisons were made by race across post and grade (Table 6). 2as on the °
RPI, the IDB generally identified differences in responses by post and
grade. Grade again appeared to be the major variable of interest.- .
. . . | . & , ¢ 3 g
Qonclusion . ;
. Y . . o : L, e -
_The “a'nh}Ysis of -the RPI and the ID#&h the preliminary phase of the .
‘study 'stra'ngly indicated that the RPT was a reliable and sensitive measure /
. of perceptions of racial discrignfnation, attitudes toward integration, N -
 backlash feelings, and racial climate, and that the IDB was a ble.
. measure 'of\ninc{dences of discriminatory behavior. Consequently, .it was
. . ,concluded that the RAPS, “with minor modification, had .sufficient psycho-
. 'metric rigor to be administered across all.the services as a final field .
, testy _ o _ - e ‘ o )

’

v
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ZI_DEf indexes congist of d,i.fferent items and: ntmbers of items for blacks
_ and vhites; th‘érefow, ‘the index scores are not comparable as they would
.~ 'be if the same items were used for each greup. - S
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‘jects were asked to. respond on a 5-point sca1e~, -ranging from agree

. M ) ‘ . - . \“
X -~ e e -
. R ' b I N ‘. ‘ : > . @
i : . . . . . .
PR - o . fable 6 - R
' L ) IDB Results . R ‘ :
e : =
: e o . . . F values "’ E valpes - —
2% . Race . - ‘ for posts. . fotr grades - ~
R , . . ) R, Y a v e
. ’ -' . " . - . . ”. -
. - ¢ N . ‘ - : : - ' ' \ .
° . Wh)tte . I S , ;- -, ) ~_ .
- ' ~  piscrimination against whités  '3.09* < T2997%* ,
L. . Discrimination -against blacks 2.76* // : 47.04**
. s ,Insults against“whites N 5.07% , ° - 55, 16%*
. Insults against blacks ' “2.99% 27.32%*
L7 o A ' L ' Lo S . . . »
Black . X, - A . .o )
. e, » o y ! .. ) ‘ _ . . ‘
« T * ' piscriminatiomyagainst whitess - . 1.23 ot 46.46%* “
: Discrimination against blacks, ' 6.21%% Ty "86.32%*
. Insult#against whites . 3.62* . . 9.88%*
Insults dgainst blacks - 1.80. . L14.52% -
A - A _ :. - . -
it *Significant at .05. ) _ o T ' ’ ‘
L e _**S}gniﬁicant at .01s . . , ; . .
O e :
- .’ B e 2 4 e ) , .' , , ‘e ". ) .
- _ PR , e = Co o : . ' . .
- ° _ “%‘ - : INTERSERVICE FIELD TEST‘O?, THE RAPS
47.v ) . ot - . - ‘ ) e K ’ . ':.‘ . L ..
S ' Objectives . o ‘_ ) L ' - . §
h ' P . . : . ' [ .
5. ¢ The objectives pf tPis phase of the research were as followiy
- 1. 16 de‘fiermine the reliability of the RAPS for each of the mili-
? tary services., o .
o - L . :ﬁ‘ . . A ‘”.
2 St 2. Tb establish the validity of thé Racial Peréﬁptions‘lnventory T M
SO . ‘ (RPI section of the RAPS.”_ . . , -
Ayl A .- )‘ ;h‘ T 3 e
g : b ’ N .
& 3. To examine the relationships between racial attitudes and per-
i ceptions and sélected demographic variables. . :
;‘,L : - A ) . .‘ ] (.9 ) .
", i -~ M . - ) . .t . "’ . ” - N
; . Method S ' - - ; :
" ﬁ_ ‘ .. . . “' ) .. - ‘s

Description of the RAPS . ‘As developed after the'breliminary field
tryout, the Racial—Perceptions dnventory»consisted of items to which sub~-
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' © strongly" to "digagreeé strongly." These items. measxired.attitudes and /

oy . -

et

3

P - i N R . 4
‘pe;cept;.q:s n four conceptual areas:' _ ‘ / S

» ! . - o " .
& 1. .Perceived Discrimination Against Blacks (PDB), ~

’.

- ) ’2. "Attitude Toward Racial Interaction (aTI), .
. 3. Feelings of Reverse Racism (FRR), - .« , ' .
> : T .

4. Racial élim&te (RC),. ’ Y, -

e« A second section, consisting of statemients about specific disgrimi- -

‘ , natory acts that might occur on or near military ins,tallations,‘ wag‘ the A
o "Incidence of Discrimipatory Behaviors" (IDB). Subjects were asked to . -
indicate whether they thought each act would lead to racial ténsion, how
frequehtly they actually ‘saw or heard stuch acts occurring "on this -
installation.". ) .« et ' .

. .
° * . o

vo

>, _ The final instfument used in the field test included

L]
.

- T . : ‘ *
* . Section I: - D_emographic Qu_estions ®eccescsesessesenne 13 items
o . . LN N

e ~

> & Section II: The -Racial Percepf,j.éns Inventory (RPT) ee 73 items

) Lo . Segtibn III: Incidence ‘of Discrimihatory Behaviors ; .
' ' - . * (IDB) Tension .Quéstions' oo'oooooo;oo veososee 42 items -
- . " e ,‘ . . ) . . L
y s i Section Iv: Incidence of Discriminatory Behaviors _ . o
¢ ‘IDB) Frequency Questions 600000000000 42 items
2 L 4 ' ‘-. . . . .
. ' Section v: * Questions on Job Satisfaction; Experience - . g
- . ~1in R e Reldtions Trai,ning ®escsscsccsney 11 itel}ls

L \ . S _ S T 1 P
. P . . . - .- . (-

" . Description of thé Sample. <For this field test, a sample of 125 .
permanently assigned personnel was requested at each of 36 installations
i throughout the Department of Defense. These installations are listed in -
~~ Table 7. It became apparent duting the preliminary field tryout that it
was.extremely difficult.to obtain a 50-50 sample of black and white per- | <
sonnel,. particularly at the higher ranks. ' Since the Army hag the .largess” -
« represéntation of blacks of-all the services,.it was assumed that thig
difficulty would be incredsed for other services that have proportionately -
fewer black persponnel. Accordingly, the ‘samples for this field test were -
. to be proportionate by grade but were to reflect &n overall distribution’
o~ which was 75% white and 25% black. fJ.'he shortfall (15% sexvice A, 408 .
- - ' service B, 30% gervice C, and 37% service D) was considerhble ard- necessi-.
¥ ‘tated the use of the totdl.sample for most of- the analysfs. The. total. of
©. 3,404 usable cases obtained wag 22.1% black and 77.9% white.-- . -

if ~

.
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Results and Discussion . ' Lo Ve
. ) ’ . ‘o, . K R .
‘ . : Ragial Perceptions Inventory' . s
ft 1. ‘Scale Develogment% The first step in the development of the RPI
. scales was to generate item. distributions by race. Thé distributions
were inspected to determine ‘whether or not itemssshould be omitted from
' 4 further analyses, based on low rksponse rates or lack of response varia-
o tion. " The results indicated that although there were highly .dignificart
' ,' "differences betwéen blacks and whites on item responses, the responses '

were normally distributed in general; and the nonresponse to ,any’ one item

h? did not éxceed 6%. Therefore, all items were submitted to factor analy-
% , ° sis. Nonresponses to individual items were recoded to the mrdal value,
’ " -based on. the population estimate for each race separately. Subjects who
! failed to respond to at least 90% ,Of the .items were eliminated from fur= -
: " ther analysis. ~ . - '
L ) The items on the RPI wepe submitted to factor analysis in or@er to.
identify subsets of items which grouped together. Factor analyses werei,'
© *  run on the total sample and -for blacks and whites separately. .-
Constructs similar, to those obtained in previous analyses emerged<\
0 . from the factor analysis: Perceivéd Discrimination Against Blacks (PDB):
‘Attitude Toward Racial Interaction (ATI); Feelings of Reverse Racism '
. (FRR)&: ‘and Racial Climate’ (RC). o “
‘ . - ‘.
a. . Perceived Discrimination Against Blacks (PDB)~-~The perception of
o . the amount of raclal discrimination in the treatment of black
.personnel in specific areas of military life, such as super-.
‘ . visory treatment, opportunities for advancement, and military
; justice. Examples .of statements in this group are: “White; get
‘. ° , away with breaking rules that blacks are punished for," and "In .
B , my unit, blacks get worse. -Jobs and details than whites."
v R .
. b, Attitude Toward Racial Interactidh (ATI)--The attitude of being
toel 'favorably or unfavorably oriented toward interaction of people
‘ of different.races in the military and society in general.
. o Example of statements in this group are:’ *In my opinion, blacks .,
: . . and whites 'should work in separate groups,' and "I would prefer:
to live in quarters that are mixed racially."” R
. : © o Ce Feelings of Reverse Racism (FRR)-=-The. perception and attitude V.
. : that whites are feeling threatened or fearful of blacks, and
; : ) . that black. personnel aYe- treated: more favorably than white per—
S S sonnel, Examples of statements in this group are “Blacks give
- . . . ) ‘ ‘ ® K A . = , s
v K T . -’ Lo . . ? . ,

B '3Rrincipallcomponents solution with a varimax rotation was used. for this
o . analysis, . See H. H. Harmoh., Modern Factor Analysis. Chicago, Ill.:
o University/yf Chicago Preas, 1967, ) y

- : :
. - .
' -
- . . :
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Table 7

Sample Locations .

ARMY
Amy ‘Base Command, Japan

25th Infantry Division Support Command, :Hawaii

101st Airmobile ‘Division, Fort Campbe.ll, Ky.
Fort Richardson, Alaska

_ Fort’ Benn:l.ng, Ga,

' Quartarmaster School, ‘Fort Lee, Va.

' Engineer School, Fort ‘Belvoir, Va.'
Basic Combat Training, Fort Ord, calif.

‘Ordnance _School, Aberdeen Proving Ground, Md.

AIR FORCE LY.
Randoiph. AFB, Tex.
MacDhill AFB, Fla..
Basic Military 'rra:l.ning, Lackland AFB, Tex.
Ellsworth AFB, S.D., [ . .
Bitburg AB,- Germany C . e
Sembach AB, Germany :
McClellan AFB, Calif. N
NCO Leadership School, MacDill AFB, Fla.
NCO Academy,- I.angley AFB, Va.
Squadron Officer School, ‘Maxwell AFB, Ala.

v

NAVY

Subic Bay Naval Station, Philippines

_ _U.S’.s. Inchon - -
Naval Air station, Impgrial Beach,a Calif.

' Us8.8. Enterprise

* Recruit Training Center, San Diego, Calif., .
Navy ‘Supply School, M:hens,. Ga. -

Navy.Technical Training Center; Memphis, Tenn.'

Ravy Postgraduate School, Monterey, Calift.
Naval_ 'rraiﬁ:l,ng Center, San Diego, Calif.

MRINI ‘CORPS.
34 Marine Diviaion, Okinawa ,
18t Marine' ‘Adrcraft Wing, Iwakuni, Japan
- Béadquarters, USMC
24 Marine Division, Camp nejenne, N. c.

mu:in\Cotpu Recruit Depot, San Diego, Calif. o
.c.

. Marine Corps Recruit D » Parris Islamd,
a lhrino D:I:viu:l.on, Camp Pendleton, c;lu.f.

- . o

N

Y
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‘ wiiites good reason to distrust blacks, " -and "Blagks get extra,
advanii:es on this installation. .

[

d. Racial limate (RC)--The perception ‘and atEitude concerning the
S quality of race relatione in a sﬁecific service and the level
. of commitment of each sérvice to racial harmony. Examples of
statements in this group are "Race, relations in my service are
. good," and "My -service is: firmly committed to the principle of
. equal ‘opportunity.” o .

[

v Item factor loadings for the total sample and for blacks and whites'
< separatel are presented in Appendix C. In this study .40 was used as a
“criterion for the factor analysis of the total sample, whereas .35 served
as a criterion for the separate factor, analyses by race where the sample
sizesf'were cgnsiderably smaller. In addition, the selected items demon-
stratéd similar applicability for both blacks and whites, so that compari-
sons could be made directly across the,scale scores by-race. Finally, .
items not\indicatinq a clear assocdation to one scale werg,omitted from
.o scoring. . . < '
: Overall, the factor loadings were similar for both blacks, andgphites,
-~ with the exception of three items: 63, 69, and 70., These items had rela-
tively high loadings on tlie PDB gcale far the combined sample. However,
an’ inspection of the separate analyses by race indicated that for whites
the items' had low loadings (.15, 26, and .11) on the PDB, and for blacks .
the items had loadings of =.44, =-.53, and -.52. The content of the items
seemed, on a logical basis, to acgount for.the differences found. For
blacks, the items appeared to be a direct measure of.PDB. However, for
‘whites they seemed to be more of a reflection of backlash. ~Ir fact,
these items had relatively high loadings on the reverse racism scale for
whites. These items were eliminated from the analysis. Two additional
itemg (25 and 53) were also omitted from scoring, since moderate loadings
occurred on more than one Scale and wére ficult to interpret. L °
' As a final step in measuring the degree of factor similarity, cbef-
ficients of congruence were computed for each scale to verify that the
o structures were' similar for 'blacks and whites.” The coefficients can
range from -1 to 1, where values approaching +1 indicate a. high degree of
similarity and values approaching 0 indicate a low relationship. The -
coefficients from this analysis were relatively 'high, ranging from .97 to
-t .99. Thus, a highly similar basic factor stiucture emerged fpr both
g blacks and yhites.. Scales indicating the highest dgreement weye PDB and 49
RG. doefficients of congruence (factor similarity) were as followse.

: . PDA aTT FRR RC_®

- e - . °
. - . 097 p99 ? h 7 098 N 5 “
e . Total ocores on eech factor or scale were calculatéed by suﬁming the

; _ -rdsponses on "each item, reversing the direction of. those items where the
A J_fg!@ﬂ“_gnernatim—were-fmmd. These scores were calculated by
T utilizing a umit weighting schene to take less advantage of the sample

- A
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error vé:f&ncé (Horn,:496§)._tééale scores were calculated so that higher
- PDB.gcores meant the respondent perceived more discrimination. Higher
ATI'scores mean more favorable attitudes toward racial interaction,

whereas 'high FRR Bcores -indicate agreenient wath;reverse-racism-type states .

ments. - A high RC scale score means a favorable view of the racial’'¢li-
mate. Scale scores were gll'transforqu for. reporting purposes, so that
_ the maximum possible wak 100 and fthe minimum possible’ was 20, with a ‘mid-
point of 60. -The ‘transformation involved adjusting the gcores by the
" total number of items on a scale, so that the dEta'gould be presented in
' comparable units. - - L. . S LR

-~ %
N,

Item-total scale sgore cérrelations were then generated for the e
total;éample.and.for“blacks and whites ggpafately. Inspection of the

" correlations further supported dropping items 63, 69, and 70. .- After
dropping these items as part of the .scale score for-PDB, item-total cor-
relations were recalculated. The range .of item-total.correlations for
gach of the scdles.was PDB (.51 %0 .76); ATI (.46 to .78); FRR (.48 to .

" «70); and RC («49.to .64). The results of this analysis suggested that
the item~total score correlations were of sufficient size to obtain L5
satisfactory reliability estimates. o

.t . "
“

> -

. 2. Reliability. The next étép of the analysis was to compute

e internal oonsistency reliability.estimates; using‘coeffi¢ient alpha.

Alph@“is based on the average cqrrelation\among }temS'and the number of
items on a scale.” It rép:esedts‘t@e'expected correlatjon .of one test
with alternativé forms. containing the same number of items (Cronbach,

* 1951). Table 8 givgs the-dlpha coefficients for black and white respon-
dents separately. . Alphas were also calculated for each service to deter-
mine if the ‘'scales were reliable subsets of items for each service.

- : . . '_‘ : . .
' The alpha coefficients across the various subsamples indicate a high
degree of internal consiétency of items for all scales, with a range of

«74 to .95. The alpha coefficients for each service are based on the h

~;; total service sample of blacks and whites ‘and are generally similar.
Alsc, the alpha coefficients for blacks and whites.are quite similar, - ,-
with the exception of the FRR scala. The ambpiguity surcounding the FRR
scale for blacks ig supported by the relatively low reliability on -this -

scale for blacks. - _ _ ‘ o,
Generﬁll,,-coefficieﬁt ;lpha,_as~a measure of internal consistengy,n
provides the iidst basic estimate of scale reliability, since the major |
-source of measurement error is associated with the sampling of content
- (Nunnally, 1967). Other types of reliab¥lity estimates do not consider

a4s many sources of error and are .more susceptible to external response -

influences.. However, it was of some interest to detérmipe the extent to

© which ‘scales consistently measure attitudes over time; i.e., retest-reli-
.ability. 'This estimate of reliability suffers from a number of defects,

' such- as the effects of'subjects_recalligg résponges from an earlier admin-.
istration when responding to a second adminigtration and the generaliza-.
tion of -response styles across hAdministrations. Also, for scales measur-

ing perceptions of the environment, as‘in’the RPI, low retest reliability

L} - .
“
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o g ° . L . ) Table 8 . ‘ . .
{-_‘.‘ o ‘ o | Lo - .
‘ *.* _  Aalpha Coefficients for RPL Scales '..,' “ -
| - * d’-k - B g
. [3]
’ ’ - Scales
. v - ‘
v Sample ! B “’ N . PDB - - ATI .. FRR ~ Rc -
- Black a 753 . .92 . .87 «74% 81
‘. @ LA . o . . ) ’ , - . R . .
_’ ’ Wl’lite : ¢ 2 '652 ‘089 . ) 090 . 090 v - 079_
vService A o 1,059 .89 .90 .88 ¢ .84 °
- sService B = 467 .92 81 . . .88 .28 -
®  service C. . 728 . - .93 .90 . .87 .80
i . .\ - . ” \.‘ : A » .
Service D © 1,180, .95 .88 . .88 * .80

y ‘may be due to reel chandes in the environment over time or to a lack of .
) ) reliability. : . ' - .

8 ‘- .. o

P - In spite of acknowledged weekhesaes in’ the concapt, the retest reli- i
. b ability was congidered useful in gaging the stability of the RPI scales

o - over time. To measure the retest reliability, the same subjects were
A ‘adniinistered the RPI twice, with'6 to 9 weeks between administrations.

. " These subjects were mtreinedrswu-noLto confound the results by the
g effects of treining. Table 9 gives:the reteT ‘coeiticients product~- = =
moment correlations separately for baadks and whites. The est coeffi-
cients range from 66 to .76, and <69 to .76 for blacks and whites,
respectively. There appeared to: be little variation among the scales\
or difference by rece, with all coefficients moderately hiﬁh. . C

. £
O3 Veliditz of RPI Scales. 'I'he most effective model to use in .
developing scales: is a predictive velidity model, where individual items -
s axe selected’ for their ‘ability to. predict some future. external, ‘behavioral
_'criterion. Por the RPI, individual items would ‘be related’ to future ,
beheviorel indiceton of racial climate, and items successful in. predict-
»'ing or ai. ‘crinineting tavoreble and. unfevoreble racial climates would be
' ,veelocted’ " However, resources were not.availsble tJ develop. such behav-

.

' log -the’ 'scales of the RPI.was essentially a construct validity model.
A!tor ‘{nternal item analysis, using factor arialytic techniques to isolate
intmnlly ooneietent eubjocte of itm, a: mmber of analyses: were .

dicators of ‘the racial .climte. .Therefore, the model used to -~ '~



Table, s 'J N
- Retest: Reliability ‘Coefficients o : ) " :
- . a v . o R . i
; : . ? . . ”» o - ° . ; o ’ o ‘
: _Blacks . " whites ]
* .ﬁ .o . o : . . . . :.a
Scale (N = 108). AN =:351) . , ‘
POB . 73 . .69 ,
. AT ) s .76 u;" C » 72 '
,’ ~ . B . e . " ' ’ ; .- . .- "
< L ‘ FRR - : .66 - .. 76 . ,
o ) .w - - . . . . v 4|. o . '
Y ) Rc .' . . ", 5 * ’ .76 ' * t . ) .72 . @
. .undertaken to demonstrate_ that the stales indeed measure what' they pui-
~+, - port to--that is, that they.have construct.validity. ‘These analyses
N f'es‘s_entially'dev’elpp'a type of nomological network ‘(Cronbach & Meehl,-
2 1955) to provide ample evidence that the scales are measuring the hypoth- :
esized constructs. =~ . L e Qe L,
R ' 4. Correlations.of the RPI Scales. . Table 10 presents the correla-

“tions &mong.-the scale scores. The PDB-scale correlated substantially in - .
a negative direction with RC for both blacks armd whiteg. It seems that
the ‘greater the perception of amount. of racial discrimination againgt
blacks, the lower the quality of racial climate. This result is consig-
. " -temt with the meaning of the constructs of the scales. Similarly, the .
©* " . FRR Bcale was negatively correlatéd with RC for whites; i.e., high feel-
BT, fnga‘. of reverse racism were associated with a poor quality of race rela-
N tions in the service: This relationship 'did not exist for blacks. How-
ever, there were difficulties in «interpreting .the FRR scale .for blacks.
: ~ oo .« _ . T e e ) -

- For, both blacks and whites,. ATI correlated negatively with FRR, sug-
gesting the understandable association of, positive attitudes about’ racial’. -
interactions with e:low level of reverse.racism. feelings. The moderately .

: - negqative relationship between ATI and PDB may suggest a cognitive consis-

.7 - tency im attitudes and perceptions. ' People who prefer racial interac- oo

© .+ . ‘tions also tend to see a lower amount, of discrimination, which would be  .-°

neces ‘for the success .of an integrated living system.. ATI and RC X

‘were positively related, so ‘that people who favored racial interactfons o

-also-perceived a higherquality racial'climate. ', ~ " . T

PR

.*. Generally, ?fh.e-‘rql.,a't;.ilmighipq' were in the directions that would be . ° -
" hypothesized, based on the meaning of the underlying constructs of each vt
‘scale. .With the exception of the FRR scidle, the scales seemed to be ;

an T . . - . R . R
LA : . - : |
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. . Table 10
i I " " " ‘correlations of RPI Scale Scores '
’V "‘ . - . . . ‘» : . : -
~ - Scale . ' pDB’ - * ATI ¥ FRR RC , .
~ . ) ; . B . - . . L .." ‘ « . .
RN S > Blacks (N =753) . e
“PDB |, - T 1,000 C<.37 ~-.04 ~.53
S o , ; o :
. . . i . " d N . . .- 0 ! . . . v
AT o7 100 0 =260 - .45 -
- . FRR .U A.00 . .02 L
CURE . e T 1.00
A - . - L~ a
- - Whites (N = 2,651) ‘o
- - o _. . T
t . ) - J\ . - - . . -
. PDB ’ - " ‘s 1.00 T : -,20 F -.09 ' . -,44
= ' ‘ B
ATI - ) 1 000 - e?{“’!' 041
‘ FRR : . 1.06.  -.29
N RC / 4 . ' 1.00 v“

d . L - . . . .

e equallir relevant for blaeks’ end Jwhites. The correlations differed in
' mgnitude for blacks and whites, but not. in directions. ‘ Also, the cor-
) xelations ‘were sufficiently modest to- imply that the scales were measur- -
i ~./ in%related, yet different constructs. a cL ‘

. - T correlstions of the RPI Sca].es with .Othér Variables. To ﬁro—‘
L v:l.de further: evidsnce for the construct ‘validity of the RPI scales, an
: “ attenpt was msde to . sssess racial attitudss by aski.ng subjects to indi-
ir” feelings abeut meting msmbers of various organizations that
tively clear 'racihl .goals. It was hypothesized, for,example,.’
ople- ith-a_ fsvbrable orientet:l.on towa:d .ucial interacg:ions w,ould

is\ was, for :‘\lhites, stroagly sumorted .by the data, The
d.féelings. Mibout mbeting ‘a member of the

; othe: relsv_sn orrev tions are. pmentd in. 'l'able 11.' s:l.gnifiqance

ébels of the eori‘elation ooefficients are " nut presented, because with




0 rhe AmT
j?relat:l.onships, and’ the’ FRR scale the .next highest.

ttitude or: ‘predispositional set. .
1 eq - support this
Mites vho liad positive feeli.ngs

,early"-"ttit'din,l scsles, -whereas the PDB and RC scales; to a.
L8t .perceptions of the environment and are legs con-

‘hypothesis, - particularly for whites.
it meeting member:s of the NAA(:P and

wt“ g n ; , I & . . ‘ ,
. LY | -8 . . At ; ) -
. 3 ; [ - ’ . ’
. . Tabi?e 11 i .
Correlations of the RPI Scales with Other"Variables BN
- 4N e A X . .
v°. - ; \o' - - T :‘7 \ R ® ) S
) .o PDB__ ATI FRR ;: -RC
e ~ Black White -Black White Black White . Black White
o L _ \ o ) * ne K 1 v
.. Feelings about . ’ . * . B
- meeting a white R . ’ - , '
- KKKmember - =e14 .03 .09 -.43 . .13 .29 .04 =.21,

g Feelings qbout . i . o . )

- .. meeting a. black . . .. ) -
NAACP member «10 .06 03 33 -,10 =027 .05 .18
Feelings about . _ ‘ - . W
meeting a white - G , =
'CORE member‘ i =+03 . .09 | .25 ;.35 =,09 =.27 ' -.20 .13

~, - - '/ . ) ; , [y .

- Feeungg abgt _4\ ‘(» « . 2N . " .. . '. ;
meeting a b _ S
militant organi- . , . N w N o
- °zation member . «25 ° 07 =-.30 - +05 05 -.17 -=.24 ° .00
v - EES IR ’ P P
‘IDB summazy scores - .
l"requency of blsck : . ° N
ﬂiscrimina'tion (¥B) - e67 -33 ~e29 ~,13 ~ =.06 .21 _ ~.48  -.30
Frequency of white . _ s : B : L
‘discrimination (FW) .29 .18  ,-.31 -.35 29 .52 =127, -.40
. \ N - 1 ) . . ' : '
s \ . 'y . ' A "‘v '
Note: 'White N = 2,389; Black.N = 674. v } ' '
‘:euch a large number of subjects most correlations are stat:lsticslly sig— :
"' nificant. - The d:l.scussipn con rne- those relationships 'ch&t relate to the
'j?"conetll:ct validity of the s e
scale would be expecteq to provide the highest m&gnitude of

These two scales are

I -

- The pattern of correla~
Those
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'CORE aiso tended to favor. racial interactions and to express less reverse
racism feeling. There appeared to. be little relationship for .whites '
betwapn ATI-and feelings: about:a member’ of a black militant organization. N
Apparently the goal of such' an organization was not so clearly defined
in relation to a goal of greater racial interactions.ﬂ

- - : '
: o For blacks, thig same pattern seemed present, to a lesser extent; LN
e ™ however, blacks considered the NAACP the organization whose goals were -
o ambiguously perceived. . ATI was correlated positively with feelings "about
a member of CORE, as expected, and pegatively with feelings about a
_member of a black militant organization. Apparently, blacks in the
. sample did not perceive the goals of a black.militant organization as
— consistent witH a goal of increased racial interactions._
T "-he. lack of relationships between ATI and black feelings about KKK
5. and.NKAcP ‘members . probably pointed ‘to an inconsistent: perception- of the
',, - goals of these’ ‘organizations or a dif ferential ‘dynamic related to the
C potential encoupter with members -of these organizations. Some- blacks
with high ATI scores may relish the qppqrtunity to confront. a person with ‘
such’ antithetical beliefs, while others may be‘repulsed.by such contact. . A
Some may perceive the NAACP as an effqctive change agent, whereas others "
- may characterize it as an ineffectual refuge for "Uncle Tom™ ' types of ‘
blacks. In any event,, the' pattern of assooiations clearly supports the
- constructs being assessed by the RPI scales, w;th the exception of the .
* FRR Bcale for blacks. The low correlations on that scale clearly show
the difficulties in interpreting it as it relates to blacks. ..
A Another relationship, not included in the table but related to con="
-struct validity, was the association between the scale scores and knowl- .
., edge ahout\race relations issuds. . Previous reseafch has demonstrated ’
" that knowledge. ‘may serve as an. unobtrusive neasure of attitude concerning
civil rights activities. (Fiman, Stanton, & Borus, 1972). Enowledge was ’
hypothosized ag positively related to the. ATI Bcore and to a lesser ex--- )
tent - negatively Yelated to the FRR score. . In a sample of 576 people who »
recsiyed both the RAP§ and a questionnaire deaiing with knowledge of race’
. rslations issues, knowledge corrédlated .31 with ATI and -.19 with FRR,
. ‘both . correlations significant at the <001 level, - Greater knowledge is , .
- associated with favorable orientation taward increased racial interac-
tions and 1ower feslings of reverse racism. Thus, the constructs under-
lying the RPI scales again appear reinforced. o -
. Criterion GrOup Analgsis. @nother analysis provided further
evidsnce ‘for the underlying constructs of the’ RPI scales. Two groups of « = .
subjscts,usrs identifisd as criterion groups that varied along a dimen- g
sion”th "hypothstically ‘related to the scale-.constructs. ' The two cri-
ups ' :fselacted on .the basis of their invoivement in #Ad' .
igh quality race' relations in the military. Subjects i
'**rnctots 4in the race relations.training schools, field
4nstrqcts¢s forVrace relaticns traintng at the unit level, or students °L

Pyt ey
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programs, and presumably this voluntary involvﬂhent represented a tangi-

~ ble commitment to racial harmony.
" 'had. not behaviorally GEmonstrated
' relations but were similar in other relevant varlables to the: subjects
All subizcts in both Qroups were from the same service and
have been"in the military over 3 years. - i . _ ’

in Group 1.

N o With resnect to tne constructs of the RPI scales,

Group 2 wds composed of subJects who
any intgfest or commitment in race

the following -

g . . . L}

.. a priori hypotheses were made. R * .

.

«' Hypothesis 1:

. Hypothesis 2:

s

C . - f

L ey ﬁypothesis 3
.. s . - ’ :
T v

.
PR ) S e

*

:* Hypothesis 4:

° . . ¢

12..

' D3,

‘ ctaer subjects.

+ haimony but at the same

will perceive ‘more discrimination against blacks than
"Work- in “the area of race relations
sensitizes people ‘to the more subtle indicators of
g_ecrimination and’ enhances their awareness of such
indrcators. ".‘ ; et

ATI. Subjects committed to. racial harmony will be
more favorably oriented ‘toward racial interactions.

. This difference may be somewhat lower for blacks
becaus? of some disagreement among- blacks about the

- advantages of other wyays toward successful racial

coexistence. . .

-

FRR. Subjects in the race relations area will indi-

cate less. . reverse. racism feeling than other subjects,

‘This dbfference may not hold for blacks because of
‘the weakness in the FRR scale for blacks.

gg. Subjects ‘in. the race relations area will have °

. a slightly, lower perception of the racial .climate, *

Familiarity with the area' of race relations, tends to.
breed a sense of frustration in attempting to deal
with such a pervasiye, massive phenomenon and a well-
developed acuity for perceiving discrimination.
Subjects concerned with race Yelations are more .
aware of the extensive s rvice commitment to racial -
ime are more. aware of the

. lack of service involvement in other areas they see

. as’” criticale oL . .

The results £or the criﬂerion group analysis. are presented in Table
The 'results supported the hypotheses baged on the:constructs for'
,eath of the RPI 'scales.
. 'scores were in'the hypothesized direction.
: whitts who worked in the area ‘of race: relat
netion ageinet blacks. -

All differences except those fof black ATI -
For example,  both hlacks and’

Difterences in the scale were not statisti-

.ﬁ: " cally ‘significant 'but’ ala Teflect. the ‘tentativenese and ambiguity asso-

‘ clated with the contraeting assumptions
. expected a lower dif!erence for blacks on\ATI scores,

eurrounding the hypotheses. ' We
‘But the results

. . . X PR . . v
. - . .
’

" - 23 ., .-

Subjects involved in the area of race relations

. perceived more discrimi-
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Table 12

. y ) -
. R . .- . -

« Mean Scale Scores for Criterion Group Comparisons

M o . N v .
. . .

e . i High invoIvéﬁzht ' low involvement " gignificance
' - g “ in race  area, in race area, ’ lével jof
-Scale | . i .  .Group 1 ' . Group 2. . differences
. . v . - P - . v - . . '
PDB. - - T _ S . ) v '. L.
o p" . . ) ) . L4 . 3 )
White - 57.60 : 43.29 o .00¢%
‘Black = 67.35 -~ - - . .62.67 - .05 ”
ATT : .
" . white@ . I Y'Y © 74.49 “.* %001
‘Black® - . 81.62 . 82.07. d ~ n.s.
' FRR " * . o
. white - . 49.28 4. 59,67 ' . .001
Black = . 4B.15 e 44.M N.ss
‘RC ! . .
. vnite - . Jo.e7 T - :13.30 " n.s.
‘ Black S : 70-37 L N 72-48 X l’l-s-) »
, : » . e
- . . N o o - ' ’ © . Y
. +Note. .Group 1 whites, N = 154; ;Group 2:whites, N = 837
.+ . - ' Group 1 blacks, N = 156; :Group°2 blacks, N = 35:

g i
LI
. - . Y

. . . ' . ., - . v . . - - . . .
 showed no differeuce at all. With this minor exception, the overall
results did support the original, hypotheses. R Yoo L <

: 3 The previous analyses provide evidence that the. RPI scales do meas-
ure the concepts ‘that” they'were intended to measure.  The patterns of
the results support the’ construct validity of the scales, in that the
hypothesized relationship ‘continued -to appear - -in a variety of situations
~with-a number of different variables.‘ This netwgrk of associations and °
accumulation .of, evidence clearly indicated tﬁe construct validity of the
RPI scales. - : . .

9, . . - . +

Relationshigg of Demoggaghic Variables with RPI Scales.

'ﬂ'demcgraphic variablee in the questionnaire were correlated with the four
w;Qne attitudinal variable, “job satisfaction," was included - - .
’ Jbb aatisfaction scoré was the sum of four questions dealing

AU B | ‘ : S K .

24




and: whites.
those variables correlating with. the ATI scale.
-Service were all fairly dolinear and show simildr.rela
The averagenintercorrela%ions ‘among these variables was
Older, higher ranked soldiers and

the RPI scales.
.73-for-whites and .75 .for blacks.
: those with-more time in service perceived less discrimination, had more

dealfing with satisfaction with? the

tion v, qnestions -4).

=

Table 13

S

" The correlation patterns given in Table 13 werﬂz
Blacks tended to have higher relations

f#ndividual's military job (RAPS, Sec> ,

similar for: blacks
ps thap whites with:

Age, .Rank, and Time in
tionships. across

B

Correlation of" Demographic Variables with RPI Scalqs
by Race

3

FRR

RC

White Black White Black

Black White Bla

Time. in service
'Education .’
'career Intent i

Racial Composition
ot Neighborhood '
’close.nersonai

' .-off-duty Contact

Job,satisfaction

. -.11
~-.20

" 01

-¢17 :

.01

-.07‘ .

".01

-«03

-¢21

-¢_1.8'

.16
.24

«10

24

.13

«10

T.14.

«19

-.02 /-¢J1 ‘.,

<20

)

"'e;1s

N R
White
-12 =12
—te -1t
C =09 -.10
-.js -7
=10 -.09
\

-.05 °.01
'-,-.ps '—.09 1
-513- -.07
02 .10

otk

’_-.02.

.33
.36
.38
.07
¢37‘
-¢'10.
00"
.20
-.10

.51

corrolaticns aro significant.

k)

' g o With,the largs samples ussd in this analysis, vsry small

.005 correlations

410 ‘are. significsnt for blacks (N - 674) and .05 for
9 whitos (N - 2 300). _ :



. positive attitudes toward racial interaction, felt less reverse racism
and had more positive attitudes toward the rzeial climate in the service.
relations ips were higher-for blacks; ging from .44 to .47, than
bér whites, {10 to .14. As pointed out pfeviocusly, the relrtionships may

Service. In this case, career-oriented individuals may see the service
in a more positige way. .That is, they may perceive less discrimination,:
a*more positive racial climate, feel less reverse racism,”and have more
positive attitudes toward interaction. '

Respondents with higher education had more positive ATI, less FRR,
and more positive attitudes on RC. 1In part, the Education variable may
be a reflection of age, since it correlated .33 and .38 for whites and

\blacks, respectively, altheugh one might expect.the. more educated to be
better informed and aware of racial issues. -~ ¢ =

E)
-

) Career-Intent had similar relationships with the RPI scales as did-
~ Age, Rank, and Time in ‘Service, and correlated .66 with Age for .both -
. blacks and whites. It was probably in large part another measure of
~ these variables, since those who -have ree‘nlisted are older and, by reen-
_ listment,lhave indicated a commitment to a career in the ‘military. -

: The. variable Racial Composition of Neighborhood had 18w rélation-
ships with the scale For whites, there was a slight tendency for those
who lived in racially mixed neighborhoods to have higher ATI (.10).-
scores. For blacks, there was a negative relationship with RC (=.10)..

‘The amount of Close Personal Contact with people of. other races was
moderately correlated with the ATI scale. More contact was associated
.with more positive Attitudes. Blacks (.13) and whites (.14) had similar
correlations. : ' ‘ . . .

Black respondents ‘with more Off-duty Contact with people of other
- races had lower PDB, higher ATI and hiﬁher RC scores. For whites, those
‘with more contact had higher ATI scofes and lower FRR scores. These
results were in an expeqted direction*where both blacks and whites who-.
had  more positive ettitudes tended to interact with each other during
v . off=duty hours._n

. -

‘a

. - . B —

The variable Drafted had very low relationships with the RPI scales.

Blacks ‘who were drafted tended slightly to perceive more diecrimination
- against blacks,.to have less favorable ATI scores, td have higher FRR
- scores, and to have js&as positive RC scores.' This 'variable may be a
measure of career oraeptdtion. - _ "
A The Job Setiefaction variable was highly related to the ‘career in="
: Sat variable, with'correlations of .62 for whites and .55 for blacks.
b S

. the correlations d!’aob BSatisfaction with’ Age, ‘Rank, and T: in Servlce
.. were <54, .51, and .54, For.blacks th& correlations were 53, @7, and.
S ';53.“ The correlational pattern of job satisfaction with the BPI.scales

n part be e more to a selection process than to Age, Rank’/or Time in

was.also highlm related to Age,’ Rank and Time in Servipe/ For whites

e
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* was similar’ for both blacks and ‘whites. ' Respondents indicating high job
satisfaction'pérce$0eﬁ less discrimination, with the correlations slightly
higher for blacks (-.34) than whites (=.21). Although higher job satis-
faction was agsociated with positive ATI scores for both races, the.
relationship was much stronger for blacks (.48) than whites (.20). On
the ‘FRR scale,  there was .a slight correlation for whites only, where
higher job satisfaction was associated with less reverse racism feelings

" (=«15). As one might expect; more positive attitudes toward racial cli- -
mate werq expressed by respondents indicating high job satisfaction: The
correlation was(slightly-higher for blacks (.51) than whites (.46)..

[ 3 . . *

To some extent, Age, Rank, Time in Service, Career Intent, and Job
Satisfaction variables represented a continuum of overlapping concepts,
because individuals with a high career orientatjion obviously become in~
creasingly older, hold higher rank, and have more active duty time. To

- & lesser exteht,_job satisfaction is not a necessary condition of career
intent, although one would expect people to leave the se}vice if they
were not satisfied. Taken, together, individuals with a career intent

- perceived less discrimination, had ‘more positive attitudes toward racial

' ggtefaction, expressed less reverse radism feeling, and had more posi-
tive attitudes toward racial interaction and the.racial climate in the
military. The pattern was similar for ‘blacks and whites. The Education ,

-t varxiable demonstrated similar_relatiqnships with the RPI scales, with

. "the exceptioﬂ'of'thgfnear-zero]relgtionéhips with the PDB. - :

. Amount of contact with people of -other races either before or during
. - military service demonstrated s8light relationships with the RPI.scale. "
. in general, individuals with more contact percéived less discrimination,
-, "had more pogitive attitudes toward\racial'interactions, and expressed ,
~ +less reverse racism feeling. The only meaningfil relationship with RC
was for blacks. - More off-duty contact with other races was related to
- more positive attitudes on racial clima;e. The- variable Drafted had low
cogrelaﬁions with the RPI scales. This finding is probably not meaning-
ful for the total sample, since not all services used the draft, and it
is not used today. ' : : . v : '
=~ © ' ZIncidence of Discriminatory Behaviors '

. An objective of race relations programs is ‘to develop attitudes that
promote racial harmony. Measurement of "these ‘attitudes, therefore, is .
the primary focus of the RPI.. 'Another general objective of race rela-

~ tions and equal opportunity, programs is to reduce and eventually elimi-
- -nate all forms of facially d;scriminatory-behayiors. The IDB was.devel-
- ~oped to measure thé frequency of occurrence of . such.behaviors within any

particular unit. It is important to be clear about this. difference be-

 -tween thetwo measures.  RPY scale scorqs tell something about an inai-

- vidual's attitudes and perceptiens, whereas IDB frequency scores tell

' about what that. individual sees in the organizational milieu in which he
- existdy- IDB fr_eTqiiex.ncy questions are always asked relative to a specific




installation or unit. By averaging scores on each_ item-for that particu—
lar installation, one obtains a measure applicable to that installation. -

There is then a critical difference between the %?I scale scores and
the IDB frequency scores. - The RPT is aimed at mqasuring general atti-
tudes and perceptions, whereas the IDB- is aimed at measuring the fre-
quency of occurrence of specific behaviors on any particuldr installation.

. RPI scores, therefore, reflect characteristics of .the individual and IDB

/ 'scores reflect characteristics of the installation.

M a X vp .

‘The IDB was envisioned primarily ags a diagnostic tool for installa-

tion commanders and as a measure of total program effectiveness Over time. .
It is obviously not an appropriate measure of training effects, because L
its questions ask about the behavior of people who cannot be presumed to '
have gone  through ‘the same training programs as the sub3jects being sur-
veyed. To the-extent that the long-run program goaﬂ/is elimination of
racially. discriminatory behaviors, the IDB is, at least theoretically,
more appropriate as an assessment tool-:than the RPI, inasmuch as dt
foeuses direetly on behavior. However, further research would be neces-
sary to verify this assumption. ) . . - '

S . . ) . . - o

"Since the IDB was developed to desqgibe the incidence of behaviors
on an individual installation, analysis for this report was difficult. .
It was not possible to describe the findings’ across 42 items for -each in=- a
stallation separately for two reasons. First, there are simply too many - ‘
installations, and too many items. Second, the results only have meaning .
when they can ~‘related to the individual characteristics of the instal-
‘latiop--informagion most useful to a local commander. S -

Nevertheless, it seemed appropriate to describe Yesults in more

-general terms, and so the data were combined and results given in terms

.of all of the installation samples obtained. Caution should be exercised

in interpreting these. composite findings, because they do not reflect

.conditions at any real installation. - For example, if one installation

has frequent occurrentes of some behavior and another installation has
T no such occurrences, then the averaging misrepresents-both. The. combined
vt data do. give a general idea about. occurrences of such behaviors at mili-
;tary installations and show differences in how blAcks and 'whites judge-
e potential for racial tension and indicate frequency of discriminatory
: ‘ behaviors. Appendix D lists the mean Scores for black and white person-

' for each item, based onthe total samples . . w0 -
. I l - . ) . oo
.1._ IDB Summagx Scores. Although the original intent of the IDB was
to maintain the integrity"of the specific items, an attempt was made at oo

”lecaling the IDB, based -on ‘the subjects' judgments of potential racial
.- tengion, : Certain itemd could conceivably cluster together to form inter-
Vﬁ,pretahle‘acales, ‘such ‘as 'behaviors associated with supervisors or behav-
. ioxs ‘Te ating to- educational or occupational opportunities. The scaling
',attempt ‘used factor ‘analysis, done separately by race because of- the pre-
vious'y. demonstrated interaction of race with other attitudinal and per-
;ceptu.l variables. ' S




ST L X
° Both factor analyses yielded very large first factors that accounted -
for most of.the available “variance. Subsequgnt factors were_composed;of
only a fev items with low factor loadings ang?werefessentially uninter-
pretable. There appeared to be substantial intercorrelations among all
th% items, suggesting that the discriminatory acts are consisténtly re-~
-%ated to a unitary concept of racial tension. Therefore, it seemed use-
ful to combine the responses to Ytems that reflect discrimination agains. .
~a specific race in order to develop.a broad, summary indicator of: dis-
criminatory ‘behaviors against bl and whites. Two summary scores wwere
* > . created by summing séparaté1y°the.fgequengy_responses&té those items that
* .« reflect discrimination against whites and blacks. The summary score of .
'tﬁEvfrequency of behaviors dirgcted against blacks (FB) included 24 items,
* and the summary score that reflects discriminatory behaviors against
-. whites (FW) was composed:of 18 items. , ° -t
.- To insure that the separate items of the summary score were consis- .
. tently interrelated, internal qonsistency reliability estimates were cal-
, culated for each summary score for blacks and whites. Table 14 shows the
alpha'coefﬁ;cients_fb;‘théjtwo IDB sumﬁhry,scores by race. All coeffi-
cients are quite high, indicating substantial internal- consistency of the

P

summary scores. - . ®

.. -

L R Y

: . Table 15 shows the intercorrelations of the two summary scores with

: the RPI scales, and presents further evidence of the construct validity
'+  of these scales. For éxamplg, one would hypothesize that high scores on
frequency - of, discriminatory acts against blacks would corrélate with a’

’ high score on PDB, . ) o
. , . ‘
- - ' *r. " - pable‘14 .
' . ’ o . o N ' 1
< ’ Alpha CO§ffic1gnts for IDB'éummary Scores . .
!: i . s ) . . . . X v‘ ‘L‘T ) s
_"ﬁ‘ﬂj; Séa;é ‘ .. _ v _ -~ Alpha coefficient
.! ve > alaCks ,‘ : S \ ~'. s . L .
. , “ . ... . e . . ; . . . . . f . v .
T 7 :.° . Préquency of blatk discrimination (FB) .92 ]
L * Frequepcy of white discrimination (FW) . .94
.. . . ) . A R “ ] ‘» - . ] . ; -‘ . . oL I.
R " Whites . ' T v
’ t \ a ",' " - oo T
. . . vy _',c . 3 . . R
P 'Frequency of black discrimination. (FB) . © <90,
= .. . Frequency of white disérimination (FW) . " - 91
N A t . »
- ‘ V _\ . '..T . B - . ‘.'\ R 0. '."‘,_ ' . L .
. -.Note. ., Wwhite N= 1,988; blatk N = 552, T .
f‘. . ‘ . ”‘5;' al Q . ) ‘ . .. - 4 r
) Tt IR 1- I . .
L3 - - N




BV ) . Table 15
, _ N o, ) -
. . Cbrrelations of IDB Summery Scores With RPI Scales

A -

o~ T 7

Co s " _PDB - arT _FRR RC

L Black White Black White Black White Black White

‘Frequency of blick o ' L .
-.30

‘discrimination (FB) .67 .43 =.29 =.13 =~.06" .21 ~.48

- : ' ) ) \ -

Frequency of white s _
e 40

discrimination (FW) 29 .18 =.31 =.35 .29 .52 ~,27

Note. White N = 2,389; black N = 674.

2. Frequency of Occurrence of Discriminatory Behaviors. The differ- .
erit types of behaviors examined in the. IDB items have been catggorized
into four groups. These are not scales, but merely collections.of items
with similay content. The four. groupings and examples of the types of
items in each are as follows: - , I : .

e Harassment : ' ) S L
Lt . A - P". tL, P

e 2. I hear whites on this installation making insulting remdirks

C about the hairstyles, music, or food preferences of blacks.

28, I hear blacks .on this instaLIhtion réfer to whites in such
terms as "honky ," "rabbit ," or "beast." -

. >

.o;_System Treatment

, 4.' I see whites who work in offices. like finana‘, disbursement,
or transportation providing whites with better service than
: they provide blacks. . )

6. I see whites assigne@ to less desirable living quarters ‘than.
' blacks of the same gréde. . : L
\ R \A

o Self-Segregation o ~ o

- < T Whites on my job stich together.
_ . : . oo

s 18.. During off-duty hours, I see blacks spending time with Just
” ) blacka. - .. ) . .




: {f‘

. e Supervisor’Ttéé@mént_ _ <
; t Ve . . . .
, . 5. I see white supervisors lookingﬁhore closely at ‘the work of
, . blacks. than at the work of whites. ° .
hd . . « . . Lo ‘ . oe ' . 0
- 11. I see black supervisors pass whites: over for training oppor- °
T . turities’'for which they are qualified. _
.o . The items on the.iDg'wéfe initially examined to see if there were

i - significant differences in the responses of blacks and whites. The
results showed significant differences on all items except one (.01
‘ level).”™ 1Items on'which there were the largest differences are.shown, in
. Table 16. Each of these itéms represented discrimination by whites
against blacks. Three of the items. were supervisory treatment items and
* one was a sYgtem»trgatqent item.. Ip' each case, more blacks than whites
» reported the items occuiring "often" or "very often." Both blacks and
.. whites selected the self-gegregation items as occurring most frequently.
) Thege Wwere : ’ . o .

v o

iy

@ 18. During of f=duty hours, I see blacks spending time with just
blacks. : - . . .

. . s . : o ~ .
. ‘?9. During of f=duty hours, I see whites spending time wii.:h Just

: ‘Wh!.tGISO ) . - . ’
1. Whites 6n my .job stick together.

. L . °. - S . ) '

23, Blacks on my job stick together.

. _; Further analygis_ indicated that there were opher'actq 6céurring on ‘

which whites and blacks do not necessarily agree. For whites, other v '

* .items*occurring most frequently wére B : i

"+ 2. I hear whites on this‘insgqllat@on making ingulting remarks
about the hairstyles, music, or food preferences of blacks.

ENN Y
B 3

// 9. i-hear vhites'telling racist jokes about blackg.
- o ' . .

- © '35. I hear whites on this installation refer to blacks as
‘ "nigger,” “"coon," etc.- . , !

o ’ -

3. see bldcks.oﬂ this installation asking-that ihey be
reated better than whites. - B . .

>
:

, 4Ch:l.-lq_unre tests were made for black~white differences on all items, . 7

-~ The item for which there were no differences was Item 12, which read,
"I see whites recéiving discriminatory treatment at military facilities

“*{such as the exchange, commissary, or service club)." o , .

‘ )




ST Table- 16 - e

IDB Blaeﬁ-wﬁiée Differences on Reports of freqqency_

.. .
-

] . ’ ’ ’ Tt . . L
. ., B '.Wﬁitesv Blacks ’
Item N . \ (%) - (%) '

8. I see whife supef%isors passing blacks
over f£ér training opportunities for
which they are qudlified.

o1 18.0 .,

Never . .
.~ Seldom , . . ..4 2.1 .
© - Sometimes ' T11.0 |, 30.7-X% = 861.89%*
: _ Ooften .. T . 2.0 21.7, ‘
S Very often . : .. 0.5 8.4
.. 24, I see whites getting awax with breaking ‘.
% rules that blacks. are punished for -
; Never .o : . 5841 18.1 _ .
P Seldom =~ 28,7. 22.7. .
Sometimes . : 1A 32.1 X2 = 813.44%* -
Often i o 1.6 ] 16.2 )
' Very often! ! o o . 0,5 10,9 .
7. I see white supervisors giving blacks
" less credit for good performance than g
they give to whites. - ' . ot -
Never . S 52.3° 16.0 . . -
, Seldom . . 31,4 . 2201 ’ s
" . ‘ Sometimes ” 13.6 35.1 x3 = 745.49%* T
Often _ ) S T 233 19.2
Very often . 0.4 7.5
+ . . - ’
17. I see white supervisors paying more : .
attention to the réjuests and suggestions . : .
of whitgs than they 4q to those of blacks.. - . AN
) Ndver R _ _ _ " 55.7 . 19.3
. . Seldom - - Lo 30.9 . 24.5 . o
" . Sometimes - ‘ - 10.9. 29,3 X2 = 724.13%*
o . - Often . . _ : 2.0 19,0 . .
- : Very often . ' ' - 0.5,° 8.0 *, .
S , . , _ .o, e
o *-*stgnificant' at the .01 'level.f'
Chi,sqnsre hase on actuadl: frequencies rather than percentages.- "‘ )
Whitc N= 2,587: black N = 728. S , '2. .
NN 32 . : P
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. .. .
: These tended to be. harassment-type itemss whites in the’ military appar-
e 'ently felt that there was name calling and other types of racial slurs.

" Item.3 appears to ‘be a backlash-type item. . v .

' - ) .Othernitems which blacks felt were occurring most frequently were - ‘—’/IK
20. I hear whaites at this installation refer to blacks -as "those
people, or your people., . .

2. I hear whites on this installation-mak!ngfinsulting remarks
" ahout the hairstyles, music, or food preferences of -blacks.

. \

e 5. I gee white supervisors leoking more closely at- the work of

' blacks than at the work of whites.

° o :

- . 19. I see white supervisors judging the 'work of blacks in a dif-'
ferent way than they do -for whites.

o .

. While for whites the ite er than self-segregation items concentrated
* on harassment, blacks W e also reporting discrimination-in treatment by
'supervisors. - Blacks ‘agreed with whites about insulting remarks concern-
: ‘ing hairstyles, music, and food preferences. - But blacks did not report
“hearing  racist Jokesiror use of the -woxd "nigger" so much as whites re-
: ported hearing them, This is logical, since.in the racial ¢limate in the
military todavahites would probably not tell such .jokes or, use racial
; 8lure- in the’ presence ‘of blacks.’ On the otler hand, blacks. report that
‘terms like "your people” are used, which wﬁites do nog report. It would’
seem that while whites are aware that words like, nigger" are universally
/. .recognized:as racial slurs, whites are -not aware of the offensive nature
£ of a phrase like your people” and are not therefore conscious of. its use.
rIn fact, whites indicate. that use of "your people” would cause much less
S tension than™ a*werdilike nigger. Blacks also reported supervisory diz-
crimination, even though whites did not selett this as an item they saw . .
' occurring more frequently. - This corresponds to findings on the RPT scale
_‘r -reported previously which indicated that whites do’not perceive discrimi-
j nation against blacks' to the extent ‘that blacks do. ' L

o

B 'Behhviors which whites felt occurred least frequently were'

_ : '37. - I see blacks assignsd to less desirable living quarters than

. whites of the same grade.' -", -
’ ’ -t . _3\
LN 6. I see whites~assigned to’ less desirable living quarters'than
" 7 .~ - blacks of the same grade. .

40. .I ‘see. blacka rhceiving discriminatory treatment at m&litary
'facilities (such ag the exchange, commissary, or service club).

N 14,'gI see white supervisors making it easier {or whites to go N
ot £ through the chain of" command to present a'complaint than they
S -do for blacks. S , B




Three of these items wére ‘system treatment items and one a sugervisory

treatment item, ‘Whites reported that housing was assighéd equally fairly

~and, furthermore, denied that there'was any. discrimination in military -

facilities. Wwhites. algo said that they did not have easier access to the '
* chain of command than blagks. , ' ‘. . .

~

~ - Behaviors that blacks felt occurred least frequently were .

- 12.. I see whites'reéeiving‘discriminetoryétreatment at military?
e : facilitijes (such as:the 'excha.nge,. commissary, or service club).

6. I see whites assigned to less desirable living quarters than
ablacks of the same grade. '
] . : 4
34.. §; black supervisors on .this installation giving whites less
credit forigood performdice than they give blacks. . .

.

- 33. I gee blacks ‘getting away with breaking rules thatrwhites are . -

A ; punished for.- _ - : &, < :

Three of these items were system treaﬂupnt items and the fourth related

to supervisozy treatment. All four items represent blacks getting better -

treatmsnt than whites. It would appesr. therefore; that blacks specifi-,

cally denied treatment in their favor. - : .

In. summary, it appesred that both blacks and whites, felt that self-
segreggtion was the most- frequent.type of racial behavior, in the mi'litary.
‘Both’ blacks- and whites agreed that racial slurs occurred, although the

- nature of these differed somewhat: blacks were reporting the occurrence
of terms such as "your people” and comments about:lifestyles, whereas '
whites were also reporting uses of such terms as "nigger" and- recial
jokes. Whites, it appeared, were.inclined to denw the occurrence’ of dif-
fsrentiel system treatment. Blacks, on the other hand, denied that there
was discriminatidn egainst whites.

N

A

. 3. Rscial Tension-Producing Behaviors.. The _attempt to-utilize an " .
éﬁalnetion of potential tension that may be caused by a behavior as a \

measure of importance in develdping a weighted composite of discrimina- i
torxy behavior was not successful.. Although welghted composites intui-
tively seem fruitful, ‘they are often extremely difficult to generate due
to the instability of the weights. 1In this study there-ﬁas relatively
“little varience among the items in the judgments about the potential
devel of racial tension, and the judgments did not appear to be suffi~
ciently stable across a numbeér of samples. Therefore, it seemed appro-
" ‘priate to utilize the “jydgments- of tension only in-a ‘more general way,.
* where RAPS users would.be made aware that the specific sets of behaviors
_ - are more 1ikely to lead to facial tension and warrant a greater degree
‘of sttention.' Por example, behaviors. representing racial harassment have
& higher mean level of potential tension than behaviors dqaling with
suptrvisory ‘practices. Information about the level of potential tension
for specific confent areas of behaviors is provided in the. RAPS’manugl

L . . . L. . .
v . . .

e o . L . ’ (g
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e« oOf administratiOn and‘interpretation (Fimsn, 1974). However, there were' .
also significant differences in the extent to which blacks and whites oL
felt.the behaviors ‘'would lead to tensionos Items with the largest black- .

- white differences are shown in 'rable 17

‘ The three items on which there were the largsst dif)‘erences were all

- verl ‘harassment types. In each case, a h:‘.gher percentage ‘of blacks
indicated that. such acts were more likely to lead to Yacial tensions. o
The fourth-item was a system treatment item, and again blacks were more- :

'} lilgely to feel it would lead to ricial tensions. E o -
. . : L/ R '
o The behaviors whites felt were most likely to lead to racial ten~ -
, sions were _ : i

~

T a3, . I see blacks on this installation getting togethe in certain’ . ¥
' : sftuations to- harass or ‘exclyde whites from facil ies open

- .. to alle _',

9. I see whites at this installation getting together in certain
situations, to harass -0 exclude blacks fronr facilities open

to all.

.. .

35. 1 hear whites on this installation refer to blacks as "nigger,

) "coo etc. _ ..

. . - Q‘A

g 3,01 see ‘blacks on this installatiOn asking that’ they be treated S
‘ ' - b.ttet thm Whiteﬂe . _ : & . ]
White sub’cts apparently felt that harassment and’ exclusion of either
blacks or whites was likely to lead to racial tensions. Whites also . )
< indicated that .the use of Jerms like ' "nigger” would lead to tensions.
_This. finding is’ interesting because. this is one behavior that whites
reported as ocourring more frequently than blacks did. ‘wWhites also indi-
cated. that racial tensions would be caused by blacks asking for -prefer-
ential treatment. ' This behavior also is .one that whites reported was ‘ !

' occurring more frequently. . . EOIL
T ‘ ’ ) S R : N

Behaviors that blacks felt would lead to tensions ‘were |

-

.35, I hear whites on this installation refer to- blacks as "higger, "

L

'22. I hear whites on this installation using expressions such ast - .
"work like a nigger," "free, vhite, and 21," etc. R S

"

) ‘1-.” I-hear whito- on this- installation rhferring to_blacks as "‘bé}.w'
y1e. 1 hea : ‘ X

N
[3 . - o . .
.

schi-dguare values for black-white differences wer: significant on all o
“items exoept Item 19, which read, "k see white supervisors judging tha' .- Lol

work (Of blaoks in a different way than they & for: w‘hites.
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° Table 17
:‘_.' . . . . oo ) . C 3 ‘
T {oB: Black-White Differences on Reports of Tensign : .

N : : "}z‘f e * . Whites élacks
. Item o SR oA ()

. . N )
L oo — n " .
. i . .
. A R - 1 .
. “a . ) - A . P

. 22, I hear whites on this installation using ° .o o
. "', | expressions 1like "work like a nigger," .
' "free, white, and 21," etc. R .

;

,.'.., . : > ] , e
T o wWin not lead to racial tension - 4.4 4ed
'fﬂ_ a : _Will in some cases lead to racial. tension 33.3 . 15.0 o .
- * Will in most cases lead to racial- tension 34.9 20.6 X2 = 275,22%%
Will always lead to racial, tension A 27.4 60.0 , -
ce o .
20, I hear whites .at, this installation refer to~ “ .
: ‘blacks as. "thoSe people, or "your people. . -
"_Will not lead to racial tension , 14.0 . 9.8 .
‘Will in some casegllead to racial tension 53.8 . 37.5
| Will in most casés lead to racial tension  24.2  30.6 X2 = 151,02%
A Will always lead to racial tension . 7.9 22.1 - :
J . _— 2 . . F] ‘
- 41. . 1 hear whitee on this install;tion refer to . ,
' »"‘,‘blacks as 'boy. d
" Will not lead to racial tension . -,3.5 3.1 .
Will in some ‘cases 1%ad to racial tension 28.5 - 16.3 E T A
Will in most: cases lead to rac1al tension 36.7 . 25.8 x2 = 126.67**
win always lead ‘to racial tension 31.0, 54.8 oo .
" 16e T See. whites wearing ID, bracelets, while blacks : B ‘

’

are not allowed to wéar "sldve”,bracelets ) .
(symbolic black unity wristbands). - -

7\-6 ) .\k' I‘

T will not lead to. racial tension 8.8 )
: 'Will in some cases lead to racial tension 1 44.9 32,0 - 3
Willin. most ‘calses lead to. racial tension '_35 6 '32;8,X2»= 102, 19%*
T e Will always lead.to racial tension . 12.7 . 27.6 ' :
A R _ , - . S

0

*Significant qt the .01 1evel. . S . S ‘ : S

Nhite W - z /5873 Black o= o728, i
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'.39. I see whites .at this installatlon getting together in certain
- situaticdhs to harass or exclude blacks from facilities open t
allo . - e . :
e _— ' K ¢

Py

°,

K "Blacks - selected some of tHe ‘same items as whites--the 1tem§ about the use\,.
‘ : ofvnnigger" and the exclusion and hatassment oﬁ blacks from facilities
open tq all. Blacks also reported that the use of words like "boy" and
oL '-phrases like “work like a nigger” would lead to tensions, whereas whites
- 7 did rot list these.. .’ : E L :

All the items among the four most tension prdducing for black and
"_whites were, harassment items, with one exception. It is apparent ‘that
'both blacks and whites saw exclusion and harassment as tension producing._

Both blacks and whites agreed that the self-segregation items were
. least likely to lead to tensions. These .items were reported by both . .
' b1acks and whites as occurring most frequently. . . ) : R
e These: .results are interesting from several standpoints. First,-they
suggest’ major differences in the extent to which blacks and whites ‘saw
"the same types of discriminatory behaviors, .ag well -as in the level -of
tension t§it they believe each act would causes Second, ‘racial insults
were extremely important. Both’ blacks and_ whites agreed that such acts
cause tensions, and both agreed that they are among the acts occurring
" more- frequently.‘ In addition, while whites seemed to recognize that “the
_-use of words like nigger” would lead to racial tensions, ‘they seemed
less aware of the extent to which other words might be _offensive. -
'fDespite the fact that whites recognized the offensivé nature of words
. 'like "nigger," they apparently still used them.' There was.also somé:
feeling amorig whites that blacks were' asking for better treatment, and
Vthey reported that. this would lead to racial tensions. Blacks, on the
Lother hand,  did not report. that discriminatidn against whites was’ occur="
o Iring or that it would lead *o racial tensions. " Based on findings such
;_51 fas these, it appears that there was considerdble potential for inter-' .
_77i ‘racial conflicts throughout the: mifitary. The findings. provided evidence
B that te sion-producing behaviors Were occurring with some frequency and
: xthat ‘t re was little consensus between blacks and whites about .what was
ng and how important such occurrences were.

SO The findings that the behavions which occurred most. frequently were’
the ones least’ likely to lead to ‘tensions.is. important. as well, "Self-.
. segregation, it appeared, by itself was not likely to be a problem en ag'
: " installation; but, if it became- exclusion, as is’ suggested by iteme 33 and
S 39, tenéions nghb result. S _ . .
The evidence that tensioniproducing behaviors wereaoccurring with
equ ney. gives causge. for concern. This was particularly true in
;where, for example, whites seemed unaware that blacks were
‘such behaviors. If blacks and whites operate under different
pptiocns about how much tension will result from certain behaviore,
'n;the likelihood for racial tensions and even violence is heightened.
N . . ; P e ) ..
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.‘ment is implemented fully in pract ]
people in the military are actually fedling and about ‘the 4 criminatioﬁ _

~ wide or Department of Defenserwide norms. Because of variatibns in- mis-

E IR

.. CoNCLUSTIONS o : .
& A ) PRI !

- .
- During recent years the- military services have become more respon-
‘sive to the need to eliminate discrimination, and many programs have been

set in motion to. insure ‘that. the piiicy of equal opportunity and treat-
e. EfFfective feedback_ about the way

they see .in the sernice can prévent these programs -from losi
direction or, at worst, becoming counterproductive..=

- The Racial Attitudes~and Percéptions: Survey helps insure that this
does not happems The instrument reliably measires attitudes and percep-
tions“and o tains information about the frequencies of specific discrim-

inatory behaviors. The RAPS, when correctly used, helps equal oppor- . .

tunitx program managers obtain information ‘they need to guide their

efforts. A separate manual (Fiman, 1974) has Been prepared that provides J

detajiled instructions on its administration and the interpretation and,
use of results. : . L s

, " Two sources of information are derived through the use of the RAPS.
The first of these is the global view of the racial climate provided by -
the RPI. scale scores. Large racial differences in these scores would .
indicate a disturbing degree o racial polarization: withinuthe installa-
“‘$ion or major unit- Inspection of the responses _to the individual RPr
.and IDB items the second- sourc\ -of. information derived from the RAPS,
would isolate and identify .specific problem areas ‘'within the installation.
or’.major unit. - Inspectiondafat‘ responses to the individual RPI and IDB
"items, the Becond source of information derived from’ the RAPS,'wpuld izor
' late and identify. specific problem areas; which might be contributing to:'
this polarization. Thus,'by using the RAPS information, a ncommander ndt
only can determine the approximate proportions of the racial: problems in .

hig uni€, but also can dgtermine priorities in combating~these problems.' ~jf

“

One final point sheuld ‘be made. The - mean item responses and scale
scores contained in this report should in no way be’ construed as Army, '

sion,.pOpulation, and locale, ‘the appropriate norms for a particular Y
-"installation should be established only. through répeated administrations

: of the RAPS over timé. - Then thé; results of each RAPS.administration ean

be compared with previous ones; through such comparisons, determinations

“can be made regarding the deterioration, amelioration, or stability of a

‘unit%s racial ¢limate, and inferences can be drawn as %o those- things

“ which e contribute to these conditions.- Thus, the RAPS is most effective -

wheﬂ’administered periodically within a command or at an installatiOn,

'acting as a barometer’of racial conditiohs. The ‘commander can then, keep .

‘a closie” surveillance: on those problem areas which, left unchecked, could
undermine the effectiveness of his unit. - ~ ,

R
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4 The“ultimate value of the - Racial Attitudes and Perceptions Survey:
‘(RAPS) ‘lies in its ability to measure.racial climate. Howeveéer, no matter
‘how good the' RAPS is, ‘its ultimate “value is- related “to how' it is used. -
.Certainly, - without appropriate safeguards, the use of the RAPS will not

 yield valid results,- and,. in fact, may even be counterproductive. A man-

‘ual of administration.and interpretation Has bten created as a companion
4to this report and provides guidelines for appropyiate usage. However,
a systematic framework is needed, to 'insure that' the RAPS is prbperly
used to meet the needs of prospective users, serve af a catalyst for. the
modifipation and establishment of new programs, and ulﬁimately contrihute
to—the elimination of racial discrimination. ‘

Based on the prior military experiences of the ‘authors and on the
comprehensive view of the military’ environment that the work on this'L

project pfbvided, the foIlowing recommendations are made. .
- “1s¢ The RAPS«should be used ”annually in servicewide evaluations
‘_ *.  of ‘racial attitudes and perceptions, in - conjunction with other
" 'measures of the overall racial environment. 4 . R .

&
~ -

2, The RAPS should be used at the installation Ievel to help com-
-~ ‘manders assess race relations programs and changes in attitudes

~. and perceptions over time. A manual has been- developed to helpe

v in;tallation ccmmanders use the RAPS for this purpose (Fiman,

' 19 4). - : . : . . _

3. The RAPS should not be’ used to evaluate specific commanders.

® . ‘The identification and punishment of gommanders who obstruct the

- general gpal of racial harmony is a desirable consequence, but’

e using the. RARS -for ;his purpose will contaminate the. validity
and truthfulness of responses from the ‘units of those. commanders
in the future. If the .commander -thinks that’ responses of his
personnel will be used..to directly evaluate his own performance,

~tifality\and anonyhnity, and inevitably destroy the level of st

. '”with ‘his personfiel that: is criticai to the RAPS -and.race rela=-
- '\‘ ' t1°n5 programs in general' 'M:_.;_hm.“ e, -
. . K , . ’

44 .TIn, general, the RAPS should not be used to evaluate specific race
AT relations‘programs at the local .level. Although:the tnstrument -

. is sensitive to changes in the racial climate, statements of cau-
4‘sality and precise evaluation require very special - circumstances
'(such as control groups) . Detatled- evaluctions.should only be

" .done by qualified’soqial‘scientists who have experience in pro-~'
o gram evaluation and can use scientifically sound research designs.

ST I . PRI S 4 ,.”.J,

SEE 5.-_The RAPS shouid be revalidated at least every 2 years, because "‘

"-changes over such an interval could cause specific itemsltn a

-~ e T a

- A'Jthat commander will,very likely attempt to préssure his. rson-
- v: “ -, nel. to give the 'right" responses, violate his pledge ofPZQQS:den-

4
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scale, h*in the .RPI and “%e IDR, to 1ose their. meaning.' Fur-
, - thermore, additional areas £ concern ameng military personne1
. _ __may arise that should be included in the indtrument.
-

6. . The conditions under which the RAPS is administered should not
be . changed without revalidation. These include face-to-face
group administrations, biracial survey teams, and standardized
,instructions. LT : - :

\ 7. 1t is important that the RAPS be used "gystematically." In .this
o - sense, the purpose should be to obtajn information about atti~
tudes and perceptions and to communicate this information to
those responsible for race relations programs As programs are
modified to impréve the racial environment, the RAPS:should be -
s used to assess the. impact of the program changes, Only ‘through
. such a "systems"” approach to the development and implementation
Co of race relations programs can. success be attained. Two things

' - about such a systematic ‘approach are important:

a. It is -wxvy mey—to misuse the RAPS to allow managers to get
_only the: information they want to hear. This must be
avoided .by providing strong safeguards .to obtain accurate
agsesgment of the racial climate. This system should be
expan d to provide moére objective measures of racial cli-

' mate ‘as a: companion to the Self-reports of racial percep-

AT tions. Information systems can be established which,' for *

) ’ example, measure genera1 promotion rates for each race

. separately. -

»
v

b. This system itself should be evaluated after it has been in
o operation for -a substantial period of time. There are many
‘ ways in‘which data can be incorrectly collected: and improp-
5 erly analyzed. These factors must: be examined so that the
< system can be changed to promote more effective, efficient
~+ -use of the RAPS.

Some attention should also be given to the kind of st?uqtgze within
which these- recommendations might best be carried out. In our“view, the
_'establishment of a centralized agency githin,eaéh service would be highly
‘/appropriate. ‘The specific "functions' o such an agency should be déter-
vmined by .the needs and reqpirements of the individual services; it should,

.at a’ min‘!um ‘be ‘responsible ‘for such administrative functions Aas prepar-
ne

cring gui s for ‘the’use of the RAPS,. overseeing réproduction of the
‘RAPS, and providing technical assistance to local commanders who wish to

: .. use the RAPS. Other- possible functions might include the conduct of
”ﬁi'serviceuids sutveys using. the RPI portion of ‘the RAPS. Because of pos=
-~f”lible overuge of the. RAPS, this function would be facilitated greatly by
‘“}th 'velopment.of alternative forms ‘of the RPI.- A centralized agency -

w uld provids a’ trained\pool of -professional personnel who could provide
technical  assistance. where needed and help insure quality control in

'}”Jadministration and ana1ysiswof xesults. P ‘ L

Lot
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N O , APPENDIX A’

“w ¢ .

: ' . The Racial Af.titudeb And Per ceptions Sarvey CL e

. ) ) . ‘ . .V. i ‘ - : .' '. ' . ' \

. . During the instrument’ development phases of ihe research, the

~*. instrument was referred to as the Inventory of Racial Climate and Atti-

‘.~ tudes . (IRCA)., This was subsequently revised, and throughout this Teport

. the instrument was called the Racial Attitudes and Perceptions Survey
(RAP8). - . . " o S B ]
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10.

Chooss only o_n_o_ answer to ,och question.

.wutmtywmryarkmginunnwtplm. . o

' GENERAL INSTRUCTIONS FOR COMPLETING THIS QUESTIONNAIRE
06 aot put your name 6r servica numb& anywhmn on the amwor sheet 6r the quostionmiro

Armr sl tho quutlons. Read ueh 9uomon WII of its responses carefully bofore sclectmg

yourm .
b 8 ’ . , o

‘Mark your answer on the answer sheet only. Do not write on the questionnaire booklet.

_Use only a #2 pom:il when filling out the answoé'sﬁut. Do not uss ink.

On the answer sheet, mark the box that ha- tho samo letter as the response you solected from
the quomonmin .

‘The answer sheet is fumbsred from top to bottom. Check your answers once gn a whllo to be

1
v

Fnll in the box with a huvy matlt do not go oumde tho Imcs of the box\ Look at the example bolow:
t . «
' RIGHT - WR_ NG - WRONB ‘

" If you make a mistake, erase the mark completely before 'cntorin‘j'.no_w one.

Do it tear or fold the snswer sheet. -
4 ‘. ( i

’ 5,

L 4 . ’
S 2 )
*
. . ) ’
!
. .
~y

P Ve



</ '
el " On your answer sheet, markyt[ur answer - - '
to éach of these iquestions, as follows: ‘ -

A DISAGREE’ STRONGLY

B DISAGREE :

c’ WITHBR AGREE NOR DlSAGREE
"ID AGREE '

E .AGREE STRONGLY

C l. Ra‘be relations in the Aimy haye been gettrng ' ~13. Aftér duty hours, soldiers should stick
L better during the past year : -7 together jh graups made up of their race,
! ' only (Blacks.only with Blacks, and Whites
"~ 2. With the same education and skrlls Black only with Whites).
doldiers get better treatment than Whites. : e
L - B . . 14. The Military Police in the Army treat Blacks .
* 3. White soldiers and supervisors assume the . worse than they treat Whites.
worst about Blacks in any doubtful sttuation. . . ‘ , -
‘ - 15. -Blacks are trying to get ahead too fast.
4, Blacks were better off before this integration P ) ' .
— busmess got started. . . - 16. Whites act as though stéreotypes about Blacks
-, . . " were true (for example all Blacks are lazy)
N White super_visors pay little or no attention to ‘ -
Blacks’ complaints about dis¢riminatiorin the 17. The Army needs race relations programs.
cmhan eommumty.

- . - 18. Blacks get extra adVantages on this installation.
6. Harsher punishments (Artrcles lS courts- * o
* . martial, etc.) are given out to Black offenders 19. It might be a good idea to have all-Black a‘
 thin to White offenders for the same typesof ~~  * all-White units in the Army
‘ offenm L 4 §
' 20. Tryrng to bring about -racial rntegratron is more
7. Whites Who supervise Black supemsors doubt trouble than it’ s worth :
« their competence : o . _
- : 21. If the race problem can be solved anywhere, it
8. There is more racial drscrimrnatron on this - * - can be solved in the.Army. ,
mrlrtary installation than there is in civilian " - - . ’ _
Clife. - , : ..+ . 22. Thereis racial discrimination agairist Whites

. : , ~ /on this installation..
~ 9.\ If things continue the way they are going, ) .

Blacks will get more *han their fnrshare _ 23. Whites have a better chance than Blacksto ~
: SPR et the best training opportunities.
lo ancksmmoreexmworkdewls than e & HNInE opportunitie
_ Whrtes Poeoo 24. Whites assume that Blacks commit any crimé
o that , such as thefts i -
ll‘ Hunderstand the foelings of people of othet \ . Tt oceurs, such as 'h_e s in barracks ,
. reees betler dnee ljoined the Arrny \f_ o 25. Whites do not show proper respect for Blacks '
' with higher rank.
12 TheArmyleﬁrmlyeommlttedtotbe T ‘ sh ‘
T pﬁnclpk °f_°qn."»wty o . 2. Blacks in the Army are not rnterested in how
' g - e, ’ -Wlntes see things. . .« .

~ '

45 .




27

28 Blacks and Whites would be better oﬂ' if they lived

29.

30. '\
" that are mixed racially.

:_n.

- 32.

A

DISAGREE

B
. C
" D AGREE

E

Raco relations m}the Anny are good. v

* and worked only with people. of their own races.

TheArmy is doing all it can tonmprove race
relations.

In the Army, I would prefer to livc in quarters

If my umt had a supervisor of a race dxffercnt
from mine, I would dislike it. -

White supemsors expect Blacks to do poo:ly on

any jobs other than menial l ones,
Equdﬁpportnmty and treatment regulatnons are
- seldom enforced. . .

'34 ‘Whites are not wxllms to accept criticism from .

-

Blacks. -’

v

3s. thtea get away wnth brcaking rules that Blacks

are punished for :

36. In my opinion, Biacks and Whites should work -

in separate groups (all Blacks i one group, all
Wlntes in anotlm group). -

37 thlu and Whites should mix together “only”

S

whilethcyreonduty

38 Our mpervisor picks people to do certain dptmls

mthcpdaoftheirnce. ' .

39 On thilhutallation. Blacks who work hard can

admufaatamm'howorkjustulmd

40 Somc Blach nt promoted just because they are

~ On your answet sheet, mark your answer _
to each of these quesnons, as follows: : . - .

: _A 'DISAGREE. STRONGLY

'AGREE STRONGLY *

L

-

42.

43.

46.

41,

[N—

NBI'I'HBR AGREE NOR DISAGREE

Black pWr isa dangerpus thing. v
A\Vhite‘ supervisors assume that Blacks have hidden
_m_otives_whon they ask for something.

The Army 1s trying to improve matment 6: Bl/acl
service men and ' women in the civilian conimpnity

There is racxal dnscnmnnatlon against Blacks on -
this installation,

S

. Whites give Blacks good t'cason to distrust Whites.

It ‘would be a’'good thing for Blacks and Wl'ntes to

' hang around together after duty hours.

A Black in the Anny must do more than thc
average White to make the grade
v

- I like people of other races more since I joined '“'

the Army.

. The Army’s equal cpportunity programs have

been helpful to Blacks in the Army.

White soldiers and supémsors act as

" though Blacks have to “eam the nght” to be .

treated equally. - -

." There is serious racial'.tensi"on inthe Army

. Whites accuse: Blacks of causing trouble and
' startmg fi ights.

. Calling attention to. mc?nal problems only makes

things worse. -

Blacks frequently cry “prejudice” rather than,’ _
a’cccpt blame for personal faults. I

. ln my unit, Blacks get worse jobs and detanls than _

Whites.



)

Whites,

At stores, bars, theaters and gestaurdntsin the

On yout answer sheet, mark your answer
- to each of thesé questions, as follows

- A DISAGREE STRON6LY _

* B- DISAGREE : | ;
C "NEITHER AGREE NOR DISAGREE
D AGREE -

E GRBESTR NGLY - ')-v

\

.- Most eommandert apply the military justice system
' t‘au-ly to Whites bu. not.to Blacks

3

. The reason Blahlg stnck together is to keep out :

Whntes

. - A Black who attends an all-Black scltool isbetter

ot'faslongasit isjustasgoodasaWhite school.

The Anny provides a good career opportumty for

Blacks
Blacks get away with brealung rules that Whites
are pumshed for. s wo

. There should bg more close friendships between

Blacks and Whites in the Anny — : s

. Blacks assault Whites just be they re-White,

. Blacks should Kﬂ/\y their own group

Blacks aré not

to aoeept criticism from '

3}
-

. On this installation, Lhave personally felt '
discriminated -;.m

inst because of my-race.

.

civilian commiinity, I have been treated
disrespectfully because ot‘my race. - SR

. Blacks don't take advantage of the educatnonal
oppommitm that are availdble to them

. Blaclu glve thtes good reason to d:strust Blacks

..Manymackshavebeguntoactasxftheyate
) mpeﬁo:toWhntes o e




' 70, Whltes on my ]Ob stick together
71.

.

On your answer sheet, mark your answer .
to each of these ‘questlons, as follows:,

A= NEVER o

. B = SELDOM ’ ’
C = SOMETIMES

, D' = OFTEN )
~E = VERY OFTEN

» ¥
1 hear Whites on this installation maklng msulnng remarks

- about the harrstyles, music or food preferences of Blacks,

72,

73.

75,

L 6.

78.

thcyggrovnde Whltes ot e .
80, Lsee B.ack supcmson pass Whrtes ovcr t‘or tmmng L
oppartunines for wlum they are qualified, - AL
o . ‘. // '-'81~ Isee Whntes rfcemng dnscmnmatory treatment at rnllntary

DT 83

I see Blacks on this mstallatlon asking that they be treated, '

better than thtcs

.
.

-I see Whites who work in ofﬁces hke f inance, dxsbursement
or transportatlon provrdmg Whites with better service than
they provide Blacks. - S

I-see Wlute supemsors looking more closel; at the werk 'vt'
Blacks than at thc work of Wlu'les ' : ‘

.

I see Whites asngned to less es;rable living quarters ‘than
Blacks of the same grade, '

o

i see Wlute supervisors giving, Blacks less credit for good .
performancc than they{gwe to th*es o

" Isee Whntc supervisors pass Blacks Qver for training
opportumtles for which they are ?ualrﬁed .

‘l hear Wlutes.tellmg racnst Jokes abouyg Blacks

- Isee Blacks who work i in ofﬁees like finance, dxsbu:sement
.or transportanon provxdmg Blacks with better service than

facrlmcs (such as the exch...ge, commissary, or semce club)

/ 82- lileal' Blacks on tlus mstallatnon making msultmg remark:
: ‘ about hmrstyles, musrc or food prefcrc lces of Whrtes

l see Wlute supcmsorsmaklng lt easier for Wlutcs o go
th;ough tlle chain, ot‘ oomman.l to present a complam!- than

HOW OFTEﬁ DOES THIS ACTION OCCUR ON THIS INSTALLATION’




87.

90 |

B -

2.

93.

95 1

85.

. . I hear Whites at’ this installation refer to Blacks as "rthose

'Blacks on my Job st|ck together

-Isee Whltes gettmg awdy with breakmg rules that Blacks
’ are pdmshed for. .

* - LR <

‘How"qnm'. DOES THIS AcnoN' OCCUR ON THIS INSTALLATION?

On your answer sheet, mark your answer
to each of these questnons, as follows:

~A = NEVER & ¥
, . ‘B.= SELDOM.
AT C = SOMETIMES
"D = OFTEN
E = VERY OFTEN
I see Whites wearing ID bracelets, whlle Blacks are not-
allcﬂved to wear “‘slave” bracelets (symbohc Black umty -

g .wristbands)- . . .

86. .
‘ ;requests or suggestrons of Wlutes than they do to those

I see Whlte-supemsors paymg more attentron to the

ot' Blacks ‘ -

During off-duty: hours, I see Blacks spendmg txme with”
jit Blacks.

. Isee Whlte supervxsors Judgmg the work ol‘ B!acks ina

different wt\than they do for hites.

people," or “your peoplé.”

I see Black supemsors looking more closely at the work
of Whites than at the work of Blacks

I hear Whites on thns mstallatlon using expressrons such X
as “work like amgger," “free, wh|te and 21,%etc.. - - o

¢

'l-see Black supemsors paying less attention to the

requests and suggestnons of Whntes than théy do to B |

’ those of Blacks

I see White supervwrs assrgnmg Blacks to worse work .

' details than they do Whites.

96.

' complamt than they do for Blacks. S

] see’ Black'supemsors maklng it more difficult for Whltes
to go through the chain of command to present a

1 hear Blacks.c on this. mstallatron refer to. Whnctes in such

. tetms as “honky;"‘ “rabblt " or “beast » -

98. - Dunng ofl‘-duty hours, I see Whltes spendmg time' w|th
o just Whrtes




v - . . . ' . . ’
- . : . L N . - . C e

v ) P ,:'.' ?. )‘-sa ) RS ' ’ .
HOW OFTEN DOES THIS ACTION OCCUR ON THIS INSTALLATION’ '

- . )

T : . "« .7 On-your ankwer sheet, mark your answer . ; ‘
' " tto each of these ‘questions, as followsg ' . IR

= NEVER: -

= _SELDOM

= SOMETIMES

= OFTEN . _

VERY‘OFTEN I

4

__m,c'ouu:»

. S99, l see Whlte; on tlus mstallatnon askmg that they be treated
. better than Blacks.

100 Isee Bfack supervisors judging the work of Whites in a . .
dnfferent way than they do for Blacks. — . .

- . 101. I see'Black supervisors assigning Wh:tes to worse work
., - o detanls than they do Blacks

* "102. Isee Blacks 6n thismstallatxon harassmg orexcludmg e
.. . Whitee from facilities open to all..

; 103, '] s'ee ‘Black supervisors on this installation giving Whltfs ' Lo

Ies: c:edlt for good performanee than they gwe Biacks S ‘

} T 104 Ihearthtesonthxsinstallatnontefertdmacksas . ,:
A ‘ “nfgu,",“coon efc.

A 105' 1see Black supemsors on this mstallatnon applymg the
© % Usiform Code of Military Justice (UCMJ) and Military
' Regulatnons difl'erently to Whites than to Blacks

o 106 IseeBlacks asngned to Ies: deenrable lmng quarters than- .
Vo thtesofthesamegrade U _ ‘ .

.‘1 RN [ 2 Isee Blacks-gettmg away vnth breakmg mles that Wlutes S
k are_punishedfor o . ,

IR SO '- ' 108 Isee Wlutés at this mstallatlon harassmg or. excludmg
I . Blacks from faclhtxee opentoall. :

© 109. I see Blacks reoemn; dxscnmmatory treatment at .
nulitary facnhtiea (stich as the exchan&e commissary,

or semee club) ‘ i o
‘1o, I heéar Whites on this installation refer to Blackses .
'boy » N ':-,,' ) - L " '

111 l hear Blaéks telling racxst Jokes about Whites.




. ° Please tell us the following things abénit yourselt, -
- lli . Me: S e " 116. Highest grade completed in school: : B
LI T e Co . . ! gl' P . : .
"7 A White - ' I A. - Less than high school giaduate ~
.B. Black S ~7 % B. High school graduate or G. E. D. *
. C. Other R . ' C. %ome college =
g o - (Prewse specify) 1 - D. "College degree . S
: . L . . ' E. Advanced gollege work or degree
. 113. How old are your &, . | o, ~ - i
. A. Nineteen years of less, ~ 117. How long have you heen on active duey?
: 'B. Twenty to 23,years’ " " A Less than one year
C. Twenty-four to 29 years B. One to three years
_ D. Thirty years of -over C. Fouf to nine years
: ST . c - D. Ten to fifteen years
114, Sex: - . o i E.. Mqrc than sixteen years. _ )
| - : Ph:;::ale . : 118. During your off:d_ut.y hours nou;, how ofteri
. T o - . do you have close personal contact’ with.
115. Rank: ) . © . . people of other races? - _ , ‘
A E1-E4 o J4 D‘dzl o
B. E5-E6 - B. Weekly
. C. E7 - E9 . .-~ - C... Monthly
D. WO1 - WO4 D. : Never
. E0-03
" ©  F. .04 or higher
- >
= - .. }
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“APPENDIX B - . . . .

.. FPactor An&,_iysiq pa'ta--ﬁrcliminary Fiei’d Tryoc‘ltv v
. . pPHASE I-“BASEWIDE SMLE (BLACK‘WHITE COMBINED)

i.' Perceptions of Ra,cial Discrimina‘i’:ion

‘Construct Cross—V[alid:rtionl '

-

. Half . Half’ . Item

804 | T (784)° " 36, Whi'tes get away with breaking rules that Blacks are l;unished for.

C158 ¢ (.788). 33. ) Worse punishments (Art‘icles 15, courts-martial, time in stockade)
SR v .- are given out to Black soldiers than to White soldiers for the same

' e . typesof offenses.* .-\ o

750 (.738) 81. White supervnsors and scldiers act as thcu,h Blacks have to “eam :
ot ‘the right” to be treated equall_,l \’* ~. E z >
'..739 . ('.775) ., ' 23, - - ABlack soldlerrmust do\morskthaff the average White soldier to
C . : ' malte the\grgde
- .723 . (737 . 62 Blacks get more extra work detanls than White soldners
; .7,3'3~ S (718) - 68. ;'_ '- ‘White supervxsorS'expect Blacks to do poorly on-any: Jobs other. .
: ' ST . ' than memal ones. . ,,.,;-/-/

735 20 (697) - . 80. Whites do not show proper respect for Blacks w:th higher. rank
,l:-705” . (._693) S 81 Wlntcs assume that Blacks commit any crime thst occurs such
o ' - as a barracks thcft.. IR '
659 e . (623) . ° 14, | Wlnte supervisors assume ‘that Blacks have hxdden motlves when
T ' they ‘ask for somethmg : ‘ .

.68l o /;712) - 40. . Whites have a better chance than Blacks to get the. best’ trammg '
B R opportunities. y _— ot :
- “‘(‘6%-9)\_“ '70. * Thercis racial_'discrimination against blacks on this post* o
\ (- 667) 78, . Wﬁites Mxo. sv.ipervise:q Black supervisors qxlcstion the’irtcompetence.
i (.602),_‘ 13. . Most ccmmanders apply the muxtary justxce sy stem more.-fairly
o o toWlutes than to Blacks. = o @
| v‘.’;'t::'prriginil‘,l!!_'l Items. - o '

: Ry




Half - Half
65 64z
652 (6760
<617 (.630)
607 (613)
630 (=627)
638 (:577)
614 (641)
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'. In my‘umt Black SOldlch get worse jObS an< details than Wlutv
soldlers * . :

. Wlutc soldlcrs and supcrvnsors .Lssumc the worst about-Blacks in

any doubtful sltuatlon S .
Whites give Blacks good reason to distrust Whites.

Whites act as thougls stercbtypcs about Blacks were truc (for

. example, that Blacks don’t sunburn).

. L4

On this post a Black soldicr who works hard can advancc as fast
asa Whlte SOldlCl‘ who works just as hard. * .

- -White supervisors pay little or no attcr)tlon to Black complalnts

about off-post dnscrmnnatlon ‘

Wlutcs are not \Vlllln" to accept crmctsm from thk\

\

. T~
’Whttcs as’sault Blacl\s Jllst because they r’c Black \ '

MPs treat Black soldlers worse than tlley treat Whlte soldiers.*

°
S "

Whites try to force thclr attttudes and ways upon Bl\&cks‘ :

Equal opportunity and treaf'nent regulatrons are seldom enforccd

B 'At stores, bars theaters and restaurants off post, 1 have been treah
o drsrespectfully because of my race. * -

Whites tend to be very susprcnous d(a\n;;;roupmn of Blacks enther
on or off duty.. .

.Whitcs accuse Blacks of causing trouble and starting fights. -

e

NCOs on thislpo'st lxassle wi'th black sol&iers who wear Afro haircut

Our sergeant prcks soldrers to do certam detaxls on the basis of
-thexr race .

. 'I—'here is racml prejudrce agamst Black soldiers in the cxvrlxan L

I\

commumty surrounding this post




lonstruct
“Half

.706 -
739

695

688
617
602

608

597 .

615
550

538-

59

188 -

164

64

"..0.533)

Cross-Va.id:i(ion

" Half ‘
(671).5

(.707)

_(135)

C680);

0695).;

( 6]3)
\ 586)

" (-594)

'rﬁesiAf

(- 600) i

©(536)
cam

i (491)
(.415)

(443)

-

o

3

IL. Attitude toward lﬁt?tation' _ ‘ °
‘. Sy . . . . L
Item

15. ‘Blacks should stny \Vlth thcng own group °

. ‘Blacks and Whltds would be bettcr off if thcy lived and workcd

only wrth membcrs of their own races. '

-45., . .In my oplnron Blacks and Whites shouhl work in scparatc groups o
~ (all Blacks in one group, all Whites i in another. group).*

63. After duty hours soldi€rs should stick together in groups made

up of their race only (Blacks only with Blacks and \‘vhlte‘s only

wrth Whites).* .
86. ' Itmlght be a good idea to have all-Black and all-Whlte umts in

the Army. _ . .

8. Blacks and Wlutes should mix together only whlle thcy re on duty
30;. - Tryrng to- brnng about racral lntegratlon is mere trouble than i(’s worth.
39. It would be a good thing for Blacks and Whltes to hang around'

together after duty hours, * :
: .48, . Blacks were better off before this lntenratlon business got started
66. - There should be more close frlendshlps between Blacks ancl Wlutes
1n the Army.* ' .
20.. In the Army ] would prefer to live in a barracks that is mtxed Blacks
: and Whites:* s . ”
50, If my unit nad an NCOIC of arace dlfferent than mine, I would ’
“dislike it* .
34, , The Army neceds race relations programs;
| 57. A Black who attends an all-Black school is better off as long as rt is -
. Just as good as a Whrte school. . :
82. In the long run, datmg between Blacks and Whites does morc harm°
than good. . LT
8s5. - Calling.attcntion to racial problems only makes things worse, . ° |
16 . '
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© ™ - . WL Backiash Feelings - R
Sonstruct Crdsmtian e e - ST
ww. ' \ . B - L3N . .

~Half Half  ~{  Item - ' - . . .
S AR ! . \‘ g C . . L .ot T )

‘.661' . (.657) T 47. - Blacks give Whites good rcason to-'gistrust Blacks. )

: .632' (.630)_ ‘49, a 'Ma‘ny _Blackvs have begun to-act as if thcydarc s:xpcn'or to Whites.
646 ‘ "'(.63 1) - 59.- Blacks assault Whites: just because they"rc' White. .

580 - 611) 3{ Blacks get a\‘§lay_ with breaking rules that Whites are punishc;i for.

577 . _‘ (.592)- . 16.°  Blacks get extra advantages oh this post*

o

_.."56_3' | (.545) 25. - With the same cducation and slulls a B]ac}t soldier gets better
. ) ’ : treatment than a \thte soldxer ~

N ! n [ .
357 - (.567) < 41, Blacks frequently cry “prejudnce” rathcr than acct.pt ‘blame for _
e o - persoﬂt:;!t’s‘" — Co -
Lo ‘ ‘ '.' ., : : ’ {
550" = (.423) .46, Some Blaéks get promoted JllSt because they are Black
(.531) o Sl Blacl\s are not wrlhng to accept crmcnsm from \Vhrtcs
527 - .- (.537) 9. If thmgs contmne the way they-are going, Bl':cl\s wxll gct more than
T ‘ ‘ their fair share, Lo :
- ~ ’ . © "’ - . . ‘ ' . 1 ¢ R L]
547 . (533) 10. Black so]dlers are not mterested in how » Whites see. thmgs
502 (. 444) -‘ " 88. The reason Black soldlers stick together is to l\eep out’Whrtes"= .
- A . . ‘l - R . . v . .
459 ( 465) 56." .'Ihere is racial discrimination agamst Whites on this post.*
423 _ (.367) T4, Blackupower is a dangerous thing. .
; ) ‘ '. . . L . ) ‘ o 8
4l 8 (420 - 61, T Blacks don t take advantage of the educational opportumtres that-
N R o " are avarlable to them : .
. 15 ' )
' -
¢ * :
" . s - ! ‘ ’ \ h
. ) ' .’ " "’ : .“fb
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L Dot IV: Racial Climate ' )
| ; . . ~.-.. .2“: 1 . o ] .- | . . ‘. ...
‘.-Cons!mct~ Cress:Validation - SR I - - .
Haf ~~ Haf * qem’ - o
H.603 L 1%:73) DR I The }\-rmy is firmly committed to the prinéiple of cquai opport}lnifj
611 : (.579). . 18 The Amy is domg all nt can to improve race rplatxons | -c:, o
_ 592 1) 12.  Race relationsin the Army have been gcttmg better- during’ the
o, = ' - past ygar. - ' . _ . wo
853 ’ (.602) - . 1.9."‘ " If the race problem can be solved anywhefe, it ¢an be solved m the
Army. .. ) .
552 ‘i.SSS_) 6. Race rélationé in thé Army are good. ' .
s . v ’ "‘ . . . [ - .
" 476 (467) - 2. .1 understand the feelings of people of other races better smce I
- , ‘ . Joined the Army* . et -
431 _ | - (.471)‘ e 4, Ilike people of other raqes more smce I joined the Army* | ) E

.

463", e ; (.s31) . 24 The Arr'ny is trymg to xmprove arf-pqst trcatment of Black soldlers.

437 0 2 (515) L 31 . 'me Armyls egual opportumty programs havc becn helpful to. .
- C . U Black soldlers ' .- | '
- . .
O - ‘~ - N B , .
R > . .
" - - ’ : . ) \’.;
’ .
/ -
\ s - . , .
. .. .
- . A . -
‘ -
'( . -4 ’ - ' , . ,
t 4 . . | ' ) |
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, Our c'ouritry is stronger beCause many different rac'es'live here.

Re1 Items Not in Any Factor or in Two Factors

C

L

Blacks shouldn t-need to grve up thcrr cultural ldentrty in order to

12

achlcve succcss . .

A country made up of many dxffcrcnt raccs is better off than onc that’s

all one race. : .

.
-

Thcre is more racral dxscmmnatmh on thns Army post than there isin’

'cmllan lec S o _ . R

e N
-

~ Most NCOs try to hclp“ Blacks vvith' bersonal matters...

- \If Blacks want todo well in American society, they need to talk and
\ fact more like Wlutes do. ’

.

Thc Army provrdcs a good career opportunity for Blacks-

&

Whltes were better off before this mtcgratton business got started,

‘

At thrs post I have personally felt dlscnmmated aﬂainst because of my race.*

if my umt had a commandmg offrcer ofa face drfferent from mme I
would lrke it alot.*

Wlute officers have more trouble commandmg Black erlisted personnel

-, than Black officers.do.

} Yot

) A Black sorldrer wrth an-Afro halrcut is showmg his dxshke of Whitcs*
Blacks are trymg to get ahead too fast.

o ’l‘heré is serious racialt,tension-on'this post that may cause widespread violence *

].

B thlst- pcople of other r?aces' less since I joined the Army."‘

"e

) ,DLt'ferent races shouldn t have to sive up therr values in order to live
: together

.

' Thére are many ﬁghts about rac‘ial matters on this post *

A At the i’X commissary and other on-post servrces lhave been treated
dlSrespectfully because of my race *

Y

lf) Were in the day room and somcone made loud bad. remarks about: ‘
drcrs of rar race, | would, talk to the person totry to ch'mge his mind *

4 . v
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Contribution of Factors to Original Communality

.- Factors ]
- R - . I nm .. 111 e \ A
Conuribution of factc_:r (Vp) 14.79° 8.60 8.44 . 4.54
Percent of total original communality =~ 40.66 - 23.65 23207 1249
. ’ W _ ""'"c,;‘
7
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o - : : /_ e »
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A
APPEN'DIX‘. c . )
PACTOR mAwsrsnhm--mmhsznvrcs FIELD TEST
*®
FACTOR ANALYSIS RESULTS

Factor I: Perceived Dlscnmmatlon Agamst Blacks
CL Factor Loading - ) * ' '
Blacks Whites Total I_tem/" Questxon

2723 | 647 |-759  36.  Whites get away with breaking rules ihat Blacks are
‘punished for. . .

- -.655 . : .'6271- -.731 . °51. ,White enliste,d personnel and supervisors act as though
‘ : ' Blacks have to “earn the right” to be treated equally.

-582 | .660 [-720  48. A Black in my service must do more than the average
- ‘ . White to make the grade.
. =618 .600 | -.699 33. Wh:te supemsors expect Blacks to do poorly on any jobs * )
- . ' other than menial ones. - -

1

'-.56§ 1581 |-.698  24.  Whites assume that Blacks commit any crime that occurs,
o : o such as thefts in living quarters. e

587 | .535.1-681 6. Harsher punishments (Articles 15, courts-martial, etc. )are
given out to Black offenders than to thte offenders for
the same types of offenses

" _' -.562- .554 1-.670 26." Whites do not show proper respect for Bla(cks with higher
N ' rank.

~ -579 1.630 |-667 ° 57. . Inmy unit, Blacks get worse jobs and details than Whites.

_' -553 | .s#% -.-661 23. Wmtes have a better chance than Blacks to get the best
' training opportumttes

3y - : : .

-568 | .576 |-656  10.  Blacks get more extmwork details than Whites. _

1 -57T | .525 [-654 . 7. Whites who § supervise Black supervisors doubt their
’ o . competence.

~§09 [ .514 [-631  46. - Whitesgive Blacks ks good rason to distrust Whits.
-599 | 483 | -~629 . 43.  White supemsors assume that Blacks have }udden motxves
T when theyaskfor somethmg. ‘ - '
a0 61 -

i




N

Factor Loading

Blacks Whites Total . Question.
. =657 | .473{ -.617 35 Whites are not wiliig to accept criticism from Blacks.
-576 | .491 —.6l3 €8. Most commanders apply the military Justlce system fairly
' to Whites but not to Blacks
.-.530 .541 | -.609 3. Whjte enlisted personnel and supervnsors assume the worst
' - about Blacks in any doubtful srtuatron
. ~474 | .5 56 -.599 14. The military. pohce in my service (MPs, APs, SPs) treat
: ’ Blacks worse than they treat Whites.
: -.535| .441}.-575. 45, There is racra.l d1scr1m1natlon agamst Blacks on thls in-
' BN stallatlon
-471 | 468 -.565. 5. White supe_rvisors pay little or no attention to Blacks’ com-
o= plaints about discrimination in the civilian community.
-.6‘l5 412 | -.555 54. ‘Whites accuse Blacks of causing trouble and startin§ ﬁg,hts..
.507 }-.425 |+,550 40. . On thlS installation, Blacks who work hard can advance as
R fast as Whites who work Just as hard. ' :
" -482 | 443 | -.546 ;l6. thtes act as though stereotypcs gbout Blacks were true
' ’ - (for example that Blacks don t sunbum)
-452 | 429 | -.482 39. . Our supervisor plcks people to do certain deta11s on the < e
basis of their race
‘ 1442 146 ';.469. *70. At stores, bars, theaters and restauran'tsin.the civilian com-
: ' - munity, I have been treated disrespectfully because of my "
race. ‘ ' : S .
-500 | .297 -“4._64 34. . Equal opportunity and treatment regulatxons are seldom
- - ' enforced
-.532 259 | -462  “e3. thtes tend to be very susprcxous of any, groupmg of Blacks,
A ., eitheron or off duty :
-.519-1.110 -411 *69. On this mstallatlon 1 have personally felt drscnmmated against
L —— . because.of my race. - : - .
. 29 items e : .

*These items were dropped frorn the final scale. Referent groups were unclear for 1tems 70 and 69
,ltem 63 had low factor loadlng ‘on PDB Scale for Whltes - ,

.
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Factor II: Attitude toward Integration

. Factor Loading - . : '
~ Blacks Whites Total Item ’ ‘. Question

J

779 | 734|148 29.  Blacks and Whites would be better off if they lived and
- o worked only with members of their own races.

737 } .738 -745 37 In my opuuon Blacks and Whltes should work in separate
. - groups {all Blacks on one group, all Whites in another group) .

.661 | .743 L7299 67, - Blacks should stay with their own group

_.703 709§ -.717 - 38. Blacks and Whrtes should mix together “only” while they re
- : on duty v . e :

.661 | .680| -.677 | 19. 7 It mightbea good idea to have all-Black and all-Wl'ute umts
‘in my service.- Y

=581 | -.65 1 +.640 .‘ 65. There should be more close friendships between Blacks and
' Whrtes in my servrce o

-510 | -.659 | +:632  47. lt WOuld be a good tlung for Blacks and Whrtes to hang | S
' : . - around together. after duty hours. - - )
595 | .649] -.646 13. After duty hours, enhsted personnel should stick together in

1 ' groups made up of their race only (Blacks only wrth Blacks,
. and Whites only wrth Whrtes) '

565 | .605| -.591 20 . Trying to brmg about raclal mtegratron is more trouble than
: : T T & s worth o ‘

[

- =557 ‘ -.596 +588 . 31. In my servrce l would prefer to hve in quarters that are mrxed )
o ' racrally : . -

.546° .545} -.550 = 32.  If my unit had asuperwsor of a race drfferent from mine, I
e would dislikeit. = - o -

.501 | .544 .'A-.'524 60.- A Black who atfends an all-Black school is better off as .
S B long as it is Just as good asa Whrte School '

A - : -

509 490 -.484 Blacks were better off before ‘thrs mtegratron busmess got started

.

| -'._'356' _-.439 =401 | 17 My servxce needs race relatlons programs

. ;3__9-2‘ »‘-'.358,_. .~363 _ 55 (:_alﬁng attention to racial probiems orily makes things worse.
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" Factor II: ,_Whi‘te Backlash Feelings RS L
. .‘l-"aetor l.:oading L S , | ‘ ..
R B_lacks Whites Total . _Iteml. -. ‘ Question I B

,525° ..',66.2'. »_-..667 ‘ 66 .VlB‘.lac'l.(s' assaultJWI.lites just because_ilthey’re Wh_ite. o

604 ] -674 -.690 72, Blacks sve Whites good reasdn'te distrust Blacks. | -

_ S ]8 | ;.695 -.:683‘_ 7‘3. ' Many Blacl_(s have t:egtxn’ to act as if the;' are sai)’eridr to ;Vhites.._. ’

.Si9 -5:659 -.665 56 _ 'Blacks frguentl;-cr; “p'ﬁj.atlice’; rather than accept btarne for_

o " - personal faults. - - - : '

.453 v-.:630 .~.659 | 62 '_1.3]ack.s' éet _a\;ay with breaking r_ules that Whitesiare. puhished for. |
:.4|4 -645 | -7 20 '. 68..- : Btacks are not wiltiné: to aecept eﬁtrciSm frem‘Whitee. .b |
431 . l-.587 -,650; 18 .Bl'ack’s get extra advantages en tlﬁs:_irrstaltatierl,

.398 -6]8 -597 ' .27, - ‘Elaeks_ in Imy.fse;vice are_ not interested in how Whites see things.
: .'21(._)8_' -566 .-.5'_75 = 5; _ The-reajdnlBlaelt's stick together is te. keep Sut Whites..l
533 -a70| 546 15 Blacks are try'inglto et ahead tOo'fast B |
.>259_ ".-.:540' -.543 | 9. . If thmgs contmue the way they are gomg, Blacks wxll get more o
I Y . than their fair share, - - ¢
| .393 -472 -.5t)2‘ :_ 4. éome Blacks-get prOmoted just‘-because they are B;Iacle
: 531 " -..‘5(._)5. -493 71.. : Blacks don't take advantage of the educatronal opportumtles o
: o that are available to them _ :
| ’.28_1.- -435 _ -.'488.' 2. With the same educatron and skxlls, Black personnel get |
- : . ' better treatment than Wlutes
..-'.4_7_2 -459 . . —2_2. : _There is r'acial discrimination against_thtes on this irrstanaﬁorr. '
- 315 -403 -\441 _:_._._ ‘Black power isa danéerous thmg | o
| o l61tems T
. 64 Py
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Factor IV: Racial Climate

,
Factor Loadmg o : . ,
Blacles thtes Total Item_ B ~ -Question
e -.»644' 557 .621 28 Race-relations in my service aregood. 7

- -.617 '._4'80 574 1. ‘ Race relatlons in-my service have been gettmg better during
' - - 'the past year. . . - .

= =619 536 .560° 50. My service’s equal opportunity programs have been helpful
. ° to Blacks in the service. | o

-470 .'._598 549 ° 44, My,service is trying to improve treatme_ntof Black serv-i_ce
S B  men and women in the civilian community. = .
) "-.498 1°.557 -547- 30. My service is doing all it can to improve race relations

-._553 ' .5.2 1- 530 . 21. ' Ifdtherace problem can be solved anywhere lt can be soived
: . . in my service. : ;

’ -479 | 564 ] .5 14 - 12. . My service'is firmly committed to the prmc:ple of equal
o ‘ opportumty ‘ ,
-497 _ ;378 1 454 49, I like people of other faces more since I joined the service.
Y S - - :
o 426 | -.513 |-479 "~ . 8. - Thereis more racial discnmmation on this military: 1nstallat10n_
o B than therexsmcmhan life. L : :
o .494 | 400 1.445 1 1 ;I understand the feehngs of people of other races better since
T ' 1 Jomed the service. : :
- .338 |-.396 | -425 _ '52_.‘“ ‘Thete is serious ra_cial.'tensien in my service.

o d .

-509 | 463;| 428 61, My service provides a good career opportunity for Blacks.
. . - ‘ . . . . . . . . .
12 items
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Varinnoe- Explamed By Factors . -

S g . .
Estxmates onthe percent of variance explau.ned by each of the factors computed for

the total sample and by race separately are outhned as follows:

e . 4

o ] L , SR : H Explained
o PDB ATI WBF  |* RC :[Total Variance|
| Totalw/p .| 1499 [ 1117 | 995 | s71. 41.82
0 |:Blackv/p- | 1347 | " 933 | 593 | 612 | 3485
| wnitewip | 10027 1044 '10.75 582 3'?.03__,':
T _ B : The total amount of variance explamed by the RPI'i léemsm thé four factors is 41 82

percent for the total sample and when computed separately by race, 34.85 percent and 37. 03
' percent for Blacks and. Whrtes respectwely For the combmed sample PDB accounts for approx-
"1mately 15 percent of the vanance The remammg scales are ATI (11 perqent), WBF (10 per-

‘, cent) and RC (6 percent)

| T For Blacks the factor accounting for the }ughest vanance is PDB For thtes there -
. isverylittle dff(‘erence among the PDB; ATI, and WBF scales. . R

1
a




A c © APPENDIX D ‘
~ IDB ITEMS BY CONTENT WITH MEAN FREQUENCY OF
- OCCURRENCE AND MEAN TENSION SCORES BY RACE .

- fx . T
. b Item ~ Whites. Blacks =~ Whites Blacks
' Harassment S T2 287  3.03 2.80 - 293 -
. Items. 73 - .. 250 191 - 3.01 2.73
- 9 L . 281 278 276 - 298
13 . 1732 262 0 255 262
o © 20 .34 321 2.73 3.00
h 22 243 234 285 336
' | .30 T L732.25 282 294
. 33 - 2012 194 | 328  3.09
135, 0 .279 268 - 324 352
39 ° - 163 201 ' 327 331
41 228 294 S 295 332
‘ 42 ° 222- 267 260 277
. System Treat- -4 : 174 244 . 273 285
mentltems /6 143 L7130 272 272 -
. 10 203 206 = 268 265 .
12 "1.67 - 1.6l 2.66 . 2.63 .
: 16 1.58 © 248 250 280

24 158 279" 288 300 -

37 . 136 . 197 287 298
3. - -.216 176 . 28 ' 283
40 151 219 301  3.16

.Self-Segregation - 1 . 323 355 199. 212

e 18 3.94 3.88 198 "1.19
23 313 340 ° 210 2.02
29 3.81 3.85 . 176 1.67°

", Supervisor Treat- 5 1.84 . 284 - 251 264
Cmentltems 7 1.67 280 265 . 272 -
- DT/ . 154 281 - 271 2.86 .

L 1nm 163 . 1.80 - -264 265

oot 140 1517 255 270 0 288
S |- 1 . 1.62 265 285 - 3.00.°
SR B 17 - . L6l | 272 - 260 280

L R (\ -Ca_ntinued'- '




’ | - f (%) L T(R)
X ~ Item.  Whites Blacks Whites = Blacks
19 7181 284 248  2.53
21 . el 211 - 241 . 250
25 1.67 - 1.95 2.55 2.63
26 157 258 . 282 3.01 -
27 . 1.54 1.79- 2.63 2.71
31 165 204 = 256 262
32 S 1.62- . 179 2.75 2.82
34 163 175 - - 2.62:. 272
36 157 . 1.90, 2.78 2.82
i R
" /
//
_/,:,, .
P
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