DOCUMENT RESUME
ED 321 026 CE 055 C38

TITLE Hearing on Workforce 2000 and on H.R. 2235. Hearing
before the Committee on Education ard Labor, U.S.
House of Representatives, One Hundred Fairst Congress,
First Session.

INSTITUTION Congress of the U.S., Washington, D.C. House
Committee on Education and Labpor.

PUB DATE 15 Jun 89

NOTE 309p.; Scattered pages of small print throughout

document. Serial No. 101-35.
AVAILABLE FROM Superintendent of Dccuments, Congressional Sales
Office, U.S. Government Printing Office, Washington,

DC 20402.
PUB TYPE Legal/Legislative/Regulatory Materials (090)
EDRS PRICE MF01/PC13 Plus Pcstage.
DESCRIPTORS Adult Basic Education; =Disadvantaged; +Educational

Improvement; xEducational Needs; Elementary Secondary
Education; =*Employment Projections; *Federal
Legislation; Federal Programs; Females; Hearings;
Immigrants; =xLabor Force Developaent; Labor Needs;
Minority Groups; Postsecondary Education

IDENTIFIERS Congress 101st; *Workforce 2000

ABSTRACT

This document reports the oral and written testimony
given by witnesses at a congressional hearing on Workforce 2000
(House Resolution 2235). Witnesses included educators. government
education officials, business executives, teacher association
representacives, and educational researchers. The witnesses
considered the fact that, by the year 2000, most new entrants to the
U.S. werk force will ie women, minorities, and immigrants—--the most
disadvantaged and the least prepared to take their place in the work
force. The legislation under consideration makes several attempts to
address this problem, by creating a trust fund in which contractors
who do business with the Federal Government will deposit a small
percentage to addiess these problems. Witnesses spoke of the terrible
problems of illiteracy and unemployment, especially among black
m .es. They detailed some educational programs that have been
remarkably successful and they supported legislation to fund more
education, training, and support services for the disadvantaged,
minority groups, and women. (KC)

KKK KR KR KRR A R A R A R R AR R KA AR R R R AR AR A R KR A AR AR R R AR AR AR AR AR KRR RARRRAKRRRRKR

x Reproductions supplied by EDRS are the best that can be made *

* from the original document. *
************************x*******************************************t**




ED32102¢

7€ 0SS5 03%

HEARING ON WORKFORCE 2000 AND ON H.R. 2235

HEARING

BEFORE THE

COMMITTEE ON EDUCATION AND LABOR
HOUSE OF REPRESENTATIVES

ONE HUNDRED FIRST CONGRESS
FIRST SESSION

HEARING HELD IN WASHINGTON, DC, JUNE 15, 1989

Serial No. 101-35

Printed for the use of the Committee on Education and Labor

BEST COPY AVAILABLE

U S. DEPARTMENT OF EDUCATION
Oftce of Educational Research and Improvement
EDUCATIONAL RESQURCES INFORMATION

K CENTER (ERIC)

\L‘ This document has been reproduced as
receved from the person nr organization
oniginating it

C Minof changes have been made to improve
reproduction ouahly

® Pornts of view of opintons stated in this docy
ment do not necessarly represent officiat
OERI postion or poticy

U.S. GOVERNMENT PRINTING OFFICE
20-131 = WASHINGTON + 1989

For sale by the Superintendent of Documents. Congressional Sales Office
UE Government Printing Office. Washington, DC 20402

2




WILLIAM D. FORD, Michigan
JOSEPH M. GAYDOS, Pennsylvania
WILLIAM (BILL) CLAY, Missouri
GEORGE MILLER, California
AUSTIN J. MURPHY, Pennsylvania
DALE E. KILDEE, Michigan

PAT WILLIAMS, Montana
MATTHEW G. MARTINEZ, Califorma
MAJOR R. OWENS, New York
CHARLES A. HAYES, Illinois
CARL C PERKINS, Kentucky
THOMAS C. SAWYER, Ohio
DONALD M. PAYNE, New Jersey
NITA M. LOWEY, New York
GLENN POSHARD, Illinois
JOLENE UNSOELD, Washington
NICK JOE RAHALL II, West Virginia
JAIME B. FUSTER, Puerto Rico
PETER J. VISCLOSKY, Indiana
JIM JONTZ, Indiana

KWEISI MFUME, Maryland

O

ERIC

Aruitoxt provided by Eic:

XTI

COMMITTEE ON EDUCATION AND LABOR
AUGUSTUS F. HAWKINS, California, Chairman

WILLIAM F. GOODLING, Pennsylvania
E. THOMAS COLEMAN, Missouri
THOMAS E. PETRI, Wisconsin
MARGE ROUKEMA, New Jersey
STEVE GUNDERSON, Wisconsin
STEVE BARTLETT, Texas
THOMAS J. TAUKE, Iowa
RICHARD K. ARMEY, Texas
HARRIS W. FAWELL, Illinois
PAUL B. HENRY, Michigan

FRED GRANDY, Iowa

CASS BALLENCER, North Carolina
PETER SMITH, Vermont

(n




Hearing held in Washington, DC, on June 15, 1989
Statement of:

CONTENTS

-Atwell, Robert, President, American Academy on Education
Brock, Senator William E., former Secretary of Labor ..o .
Bustamante, Hon. Albert G., a Representative from the State of Texas

Jones, Edward, President, Corporate Organizational Dynamics, Inc.; Wil-

liam Burns, Pacific Gas and Electric mpany; and Christine Kramer,
Esq., Meritor Savings Bank
McClure, Wesley, Ph.D., President, Virginia State University.........
Nevarez, MigueL A., Ph.D., President, Pan American University
Norwood, Janet, Commissioner, Bureau of Labor Statistics; Sue E. rrﬁ'-
man, Ph.D,, Director, Institute on Education and the Economy, Teach-
ers College, Columbia Universi‘t{v; Vijaya L. Me'nick, Ph.D., Director,
Center of Applied Research and Urban Polic , University of the Dis-
%rict of Columbia; and William B. Johnston, roject Director, Hudson
DSLEULE ..ot rreeetvactnasann e sese oo oo seeees oo oo
Pons, Michael, Government Relations Analyst, National Education Asso-
ciation on behalf of Keith Geiger, Vice resident, National Education
Association
Simon, Senator Paul, Chairman, Subcommittee on Employment and Pro-

ggctivity, Committcz on Labor and Human Resources, United S.ates
nate

Prepared statements, letters, supplemental materials, et cetera:

Associatd General C~ntractors of America, prepared statement of ........
Atwell, Robert, President, American Academy on Education, prepared
statement with AttaChINENL ....vveevvvveeeeeeeeeee oo oo
Berryman, Sue E., Ph.D., Director, Institute on Education and the Econo-
my, Teachers Cnllege, Columbia University, prepared statement of .........
Brock, Scfa_nator William E., former Sxcretary of Labor, prepared state-
ment o
Burns, William, Pacific Gas and Electric Company, prepared statement of
Bustamante, Hon. Albert G., a Representative from the State of Texas,
prepared statement of
vitro, Constance F., National Research Council, prepared statement with
attachment
Corporation for Public Broadcasting, prepared statement of ......................
Geiger, Keith, Vice President, National Education Association, prepared
statement of
Hawkins, Hon. Augnstus F., a Representative in Congress from the State
of California, pre%ared statement of.
Johnston.f William B., Project Director, Hudson Institute, prepared state-
ment o .
dones, Edward, President, Corporate Organizational Dynamics, Inc., pre-
pared statement with attachment .
Krame=, Christine, FA«'I;)., Meritor Savings Bank, prepared statement of ......
McClure, Wesley, Ph.D., President, Virginia State University, prepared
statement with attachment............coeemvooervooo
Meluick, Vif'aya L., Ph.D., Director, Center of Applied Research an
Urban fPo icy, University of the District of Coli:mbia, prepared state-
BN Of woovr ettt e
Nevarez, MigueL A., Ph.D., President, Pan American University, pre-
pared statement of

Norwood, Janet, Commissioner, Bureau of Labor Statistics, prepared
statement of.

(11n)

45

129

268
159
59

19
234

41

66
296

131

105

181
248

145

93
124
48




v

Prepared statements, letters, supplemental materials, et cetera—Continued
Simon, Senator Paul, Chairman, Subcommittee on Employment and Pro-
ductivity, Committee on Labor and Human Resources, United States
Senate, prepared statement ¢ ..............

ERIC

Aruitoxt provided by Eic:

. .. e

Page




HEARING ON WORKFORCE 2006 AND ON H.R.
2235

THURSDAY, JUNE 15, 1989

House OF REPRESENTATIVES,
COMMITTEE ON EDUCATION AND LABOR,
Waskington, DC.

The subcommittee met, pursuant to notice, at 1:37 p.m. in Room
217¢, Rayburn House Office Building, Hon. Augustus F. Hawkins
[Chairman)] presiding.

Members present: Representatives Martinez, Owens, Hayes,
Sawy}ier, Payne, Poshard, Jontz, Goodling, Gunderson, Grandy and

mith.

Staff present: Shirley J. Wilcher, associate counsel; Ricardo Mar-
tinez, legislative analyst; John W. Smith, special assistant to the
chairman; and Randy Johnson, minority labor counsel.

Chairman Hawkins. The Committee on Education and Labor
will be called to order. The Chair realizes that other members will
be drifting in, but I also realize that many of our witnesses have
other commitments, and we will get siarted.

The Chair will use the first part of this waiting period to open up
the hearing with a brief statement. I would ask that my statement,
in its entirety, be included in the hearing. I will, at this timo, just
briefly, make a few points from it.

We, at this time, are convening this hearing, as most of you
know, of the full committee in order to receive testimony on what
we believe to be one of the most critical issues to face the Congress
at this time, the issue of the American workforce in the year 2000.

By that time, the majority of new entrants to the labor force will
be women, minorities and immigrunts. It is recognized that these
are cenainly among the most disadvantaged and the least prepared
to take their place in the workforce.

There is, indeed, a critical shortage of skills and many Ameri-
cans read at less than the seventh grade level. This is ur.accepiable
and certainly it affects the prosperity, the security and the survival
of the nation and unless we face it now and face it directly and
head on, we certainly will not be prepared for the year 2000 or, as I
usually eay, for the decade of the Nineties.

The bill that we have introduced makes several attempts to ad-
dress this problem. May I first of all caution any of you and the
members of the committee that this is a discussion draft. There is

no reason for anyone to come out in opposition tc provisions in the
bill.
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What they should do is devote their time and energies to address-
ing any shortcomings in the proposil so that we may be unified in
some consensus on what we are going to do about one of the most
serious problems, and I would hope that we address the proposal in
that rather flexible light.

The bill provides a new source of funding, one of the badly
needed issues involved in proposals of this nature. It creates a trust
fund that would be protected against budget cuts and it provides
that the monies which are deposited in that trust fund be not
really assessments but we request contractors who do business with
the Federal Government to deposit some of that money, a very
small amount—it has been proposed that it be about five-tenths of
one percent—into the trust fund.

It would be obvious or it should be obvious that they would
derive some benefit, also, from it as well as the rest of us.

The bill provides for codification of Executive Order 11246 so
that we would provide some stability in addressing the problem of
discrimination based on sex, race, creed, et cetera, in the statute,
rather than depending on the Executive Order, as we do now. It
would streamline the procedure, administrative procedure, provid-
ing }fdequate safecuards and the other changes in cor.nection there-
with.

This, then, is what the proposal is all about. I have briefed it. We
will develop additional points as we go along and we look forward
to our distinguished witnesses today to give us their views.

[The prepared statement of Hon. Augustus F. Hawkins follows:]




OPENING STATFuF T
OF
AUGUSTUS F. HAWKINS, CHAIRMAN, COAMITTEE ON EDUCATION AND LABOR

BEARING ON WORKFORCE 2000
and the
WORKFORCE 2000 EMPLOYMENT READINESS ACT OF 1989 (H.R. 2235)

We have convened this uearing of the Full Committee on
Education and Labor in order to receive testimony on one of the
most critical issues to face the Congress and the American people
in recent times: the issue of the "Workforce in the year 2000".
By the Year 2000, the majority of new entrants to “he labor force
will be women, minorities and immigrants. This simple
demographic reality has generated much discussion and debate
among members of the employer community, academia, equal
employment opportunity advocates and policy makers, because the
population which will be the most critical to our nation's future
employment and productivity needs -- women and minorities -- is
the least prepared to take its place in the workforce of the 21st
century becarsa of historical discrimination in education and
employment, and because of poverty and poor academic preparation.

The dire statistics which confront us as we consider the
problem of "Workforce 2000" are most troubling: millions of
Americans cannot read above the Sth grade level, resulting in
enormous costs to business to provide remedial training; the
number of high schcel drop outs is staggering; the failure of
American students to pursue advanced degrees in areas of national
importance, such as engineering, the sciences, mathematics, and
the teaching profession is undermining our nation's ability to
compete in world markets; and the unquantifiable effects of a
workplace environment which is hostile to women and minorities,
"newcomers" to the corporate family, is having a devastating
impact on job mobility and the motivation to excel.

On May 4, I introduced H.R. 2235, the Workforce 200
Employment Read:iness Act of 1989, which I believe 1s a catalyst
for meeting our nation's future workforce needs through the
provision of additional sources of funding for education and the
strengthening of equal employment opportunity law. I believe
that by establishing additional fuiding sources for educat:on,
and focusing training and skills development on the occupations
and fields in which American businesses will need well-qualified
workers, we wi.l create a more competitive and diverse workforce
and will increase the productivity cf American bisiness and labor
in the 21st century. Through enhancing equal employment
opportunity administrative proceduces in the Department of Labor
and by establishing more adequate employment data bases, H.R.
2235 will ensnre women and minorities' full participation
throughout the American workforce.

8]
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Today, we will hear testimony from those who understand
well the current, undeniable demographic realities which we must
cenfront and the challenge which lies ahead. Senator Paul Simon,
Chairman of the Subcommittee on Employment and Productivity, has
graciously agreed to convey his views on this important issue.
William Brock, former Secretary of Labor, under whose thoughtful
administration and foresight the concept of "Workforce 2000" was
first developed, will also testify concerning the problem, as
will the Commissioner of the Bureau of Labor Statistics, Ms.
Janet Norwood.

I cannot overemphasize the importance of these hearings
and of legislation such as H.R. 2235 in iight of the current
demographic realities and the nation's future employment needs.
This is not simply a moral or a civil rights issue -- this is a
matter of national security and survival in the world economy of
the 21st century.

I want to welcome the various distinguished witnesses
who will share their experience and expertise with us this
morning. I am certain that every member of the Committee looks
forward to receiving their testimony. We gceatly appreciace your
very generous assistance.

-
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Crairman HAwkINs. Buacause of a time schedule, we will ask Sen-
ator Simon to open up the hearing. I know that he wants to get
back to the Senate. He is anxious to get over to the Senate side. He
left this committee some time ago. We regretted his leaving, but ve
feel that we do have a friend on the other side.

Even Senator Simon and I sometimes disagree on a few issues,
but we do not fall out with each other; we get together and try to
reconcile differences, and I would hope that would be the spirit
that prevails today.

Paul, it is a pleasure to have you back in the old room where you
committed so many sins and contributed so much to this commit-
tee, and we are looking forward to your testimony,

May I say to the witnesses, including the Senator, that we will
put the full text of the statements in the record so that they may
deal with the highlights of it. I know you say this all the time,
Paul, on the other side. I say it over here, too.

STATEMENT OF SENATOR PAUL SIMON, CHAIRMAN, SUBCOMMIT-
TEE ON EMPLOYMENT AND PRODUCTIVITY, COMMITTEE ON
LABOR AND HUMAN RESOURCES, UNITED STATES SENATE

Senator SimoN. All right. I would like to 4o that, Mr. Chairman,
and it is gocd to be here with you, with Bill Goodling, with my col-
leagues of both parties, particularly my Illinois Congressmen,
Glenn Poshard and Charlic Hayes, who I've known about forty
years. It is good to be here.

You mentioned the sins that I committed here, Mr. Chairman.
When I did not know how to vote, I checked with you and that is
how I got ali my bad votes here on this committee.

Chairman Hawxkins. Those are the sins I am talking about.

Senator SiMoN. Let me, before I begin my brief remarks, and I
would like io enter my full statement in the record, just take a
moment to commend Bill Brock who is here. He is a former Sena-
tor from Tennessee and former Secretary of Labor.

As Secretary of Labor, he really pushed not only on the labor
front, but on the education front. I recall one instance, particular-
ly, when he testified before our Senate committee. At the hearing,
I said, “I hear more about education from you than I do from the
Secretary of Education.” He has contributed a great deal. He has a
visior of where this nation ought to gc and I simply want to com-
mend him.

I will not talk about the specifics of - our bill, Mr. Chairman, but
I will talk about the broad outlines of vFere our nation is going in
the future,

We have two trend lines out there that are very clear. The
demand for unskilled labor is going down and the pool of unskilled
labor is going up. The one trend is 1ot going to change at all. The
demand for unskilled labor is going to continue to go down.

The other line can change, but we have to do something about it
and that means working on basic skills. I am going to introduce a
literacy bill that will move to eradicate this problem. We need to
do more than we have done in the past.

We have to leok at the drop-out rate.

N
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We have a 28 perceat drop-out rate in the United States as com-
pared to Japan, which has a two percent drop-out rate. We have to
recognize that we have a problem.

The drop-out rate in New York City for Hispanics is 61 percent,
for blacks, 58 percent. What kind of a future are we building for
these ';)ecple? ‘Nhat kind of a future are we building for this
nation?

The reality is that 18 percent of the workforce today is composed
of minorities and in the year 2000 that percentage will increase to
29 percent. The unemployment rate among the employable dis-
abled is 85 percent. We have to do much, much better.

We are increasingly segregating ourselves on the basis of eco-
nomics. It is less true in rural areas like Glenn Poshard’s area
than it is in Charlie Hayes’ district.

The poor are not on our doorstep and so we tend to ignore them.
We ignore them, ultimately, at the peril of the future of this
nation. We have an underclass in our society and we had better
face up to those realities.

Mr Chairman, you have a JTPA bill that you have introduced
that is very similar to a bill that I has e introduced. They are simi-
lar to the administration proposals. I think we are going to be able
to come to agreement aud psss an important and useful bill.

In the area of higher educatior, we have switched from about a
three-to-one ratio for grants over loans to about a three-to-one ratio
for loans over grants, rausing many students to graduate with im-
mense debt.

These debts dictate what people choose as careers. Do you
become a social worker or do you go into business? If you go into
business, you can pay off that loan wmuch more easily. The debt
postpones people from having families. I just talked two weeks ago
to a young couple who will have to pay $711 a month for over five
‘yqears in order to pay off their college loan debi. They are going to

ave to postpone having a house and a family.

There is also subtle discrimination in loans. I am not for doing
away with loans, but I want to rectify that balance a little more.
Those of us who are white males when we graduate from college,
on the average, are going to earn more than those of you who are
females and those who are members of minority groups, so it is
easier for us to pay back our loans.

It is costing us, For example, we are spending more money this
¥'ear on defaulted loans than we are spending on the Head Start

rogram. Now, that just doesn’t make sense. We are just going to
have to do better.

In the last decade, we have seen the cost of college rise, on the
average, forty percent, but we have seen student aid rise only three
percent when you add inflationary factors. How car we expect our
young people to educate themselves? In our Federal budget, if you
exclude the School Lunch Program, we devote two percent of the
I"ederal budget to education.

Is this what we ought to be doing to really build for the year
2000? I do not think it is. One other, final point, Mr. Chairman.
One of these years, we are going to pass a bill that I introduced
when I was in the House and will reintroduce in the Senate—a bill
which you have sponsored here in the House.

11
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The bill—The Guaranteed Jobs Opportunities Act—provides that
after you are out of work for five weeks, we will guarantee a job
opportunity for you. After you are out of work for five weeks. 2
local committee of thirteen people will give you a jeb fur 32 hovrs a
week at the minimum wage. That is not much money, $464 a
month, but the average family on welfare in Illinois gets $315 a
month and Iliinois pays better than most states. The average
family on welfare in Alabama gets $113.70 a month. Don’t ask me
how you can live on that.

My jobs bill also included provisions to screen people as they
came in to say, “If you can’t read and write, we are going to gat
you into a program. If you have no marketable skill, we’ll get you
into a program.” One of these days, I think we cun and must pass
that kind of a bill.

Then, finally, Mr. Chairman, I would add this: The great division
in our society is not between black and white, not between Hispan-
ic and Anglo, not even between rich and poor. It is between people
that have hope and those who have given up. We have to give that
spark of hope to people.

There are two ways to do it. One is to give them a job so they
can feel that they are participating in society. The second is to give
them greater educational opportunities. We are going to have to
stress both of those things as we move to the year 2000. We are
Just going to have to do better.

We are also going to have to appeal to the noble in people. We
have had leadership—and I don’t mean to sound partisan, I say to
my friends on the Republican side over here. We have had leader-
ship that to a great extent has appealed to greediness. Our leader-
ship has said: look out for yourself; are you better off than you
were four years ago or eight years ago?

We have to have leadership from those of us in the Senatz, from
you in the House, and from the President that appeals to the noble
in us. Leadership that says, “Let’s build a better nation” and tells
us how to do it. That is the end of my testimony, Mr. Chairman,
thank you.

[The prepared statement of Senator Paul Simon follows:]
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Chaizman Hawkins and members of the Committee, I am very pleased
and honored by your invitation to testify today on an issue that
is of critical importance to our nation-- builji+iing a quality
workforce for the 21st century. I cormend you for your
leadership in holding these hearings to draw attentio:: to the
hwian resource issues that demand our attention nhow if w~we are to
have a high quality, productive workforce to meet the future
needs of a new technological soclety.

Our national priorities must include reconciling the needs of a
changing workforce with the demands of a changing econony. Rapid
technological chai je is dramatically altering the workplace.

The millions of unskilled and semi--skilled positions that once
provided jobs to millions of Americans with limited basic skills
are disappearing. During the next decade, employment in
professional positions will increase by 5.2 million, while
operative and labor positions will grow by only 1.3 million.

Moreover, jobs are changing both in terms of content and skill
requirements. The fact of the matter is that the American
workplace is becoming increasingly complex, requiring a higher
level of basic and occupational skills than in the past. Bven 12
years of formal schooling is no guarantee that a student can
adequately perfo<m in today’s labor market - which more than ever
demands that individuals have a solid background in math, in
EBnglish, and in problem solving skills. How can people who
cannot read well enough to read a newspaper, understand the
instruction on a bottle of medicine, or fill out a job
application be expected to survive at 21l in an increasingly
high~tech economy?

In simple terms, our economy is facing two divergent human
resource trend lines-- the supply of unskilled and uneducated
labor is increasing, while the demand for unskilled labor is
declining. The mismatch between workplace needs and worker
skills is big and getting bigger. As we look at the changing
demographics, more and more women, minorities and immigrants -
those who traditionally have been shortchanged in education,
housing and health - will be entering the workforce. The
following statistics deserve repeating:

*Today, 14 percent of all adults in the United States -- and 20
percent of youth under age 17 -- are members of minority groups.

*By the year 2000, one-third of all school age children will be
Black Americans, Hispanic Americans, Native or Asian Americans.
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*Blacks, Hspanics, and other minorities will account for 57
percent of the labcr force growth from now until the year 2000.
If white women are included, the minority and female share of the
work force growth will exceed 80 percent.

*In addition, there are 35 million Americans with disabilities,
many of whom are underutilized in the workforce. Two-thirds of
this group are now unemployed, and two-thirxds are trying to find
jobs. For Black Americans with disabilities, the unemployment
rate is 83 percent. As we head into the next century, these
people will represent yet another very important pool of
potential workers.

Also ccnsider these disturbing facts:

*There are 23 to 27 million adults in the United States who are
considered functionally !lliterate; and it has been estimated
that this number is growing by about 2.3 million a year,
irncluding immigrants from abroad.

;Porty-five million Americans read with only minimum
comprehension.

Mr. Chairman, it is no secret that I am especially concerned
about the issue of illiteracy. It is a problem that is even more
significant because it is intergenerationsl; illiteracy among
adults is often passed on to children-- thereby perpetuating a
cycle of poverty and dependency that stifles the hope and
ambition of youth very early on in their lives.

In 1987, as a member of the House of Representatives, I held the
first hearing on ill/teracy. I believed then - and, given
America’s workforce ‘.eeds, it is even more true today - that we
need a national campaign to wipe out illiteracy.

Illiteracy is a "hidden" problem in our society. But, we must
address it and I believe that Americans are ready to attack this
problem head on.

I plan to introduce next week a comprehensive literacy bill that
will coordinate the efforts of existing but fragmented'literacy
programs, and provide for expanded assistance to reach the
estimated 25 million Americans who are illliterate but are not
being served by existing programs to help insure that these
people are given a new opportunity to adequately compete in the
job market.
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I believe that we must invest in literacy, education, and
training up front or we pay later. Our government pays later in
increased unemployment and walfare costs. Our society pays later
in increased crime, wasted lives, and loss of hope and dignity.
OQur businessms pay later in diminished productivity and economic
growth.

Chairman Hawkins, I »now that we share a belief that education
must be a priority. And, I applaud your efforts in introducing
the "Workforce 2000 Employment Readiness Act of 1989%. eThis kill
will help to ensure that our focus remains on building a better
workforce through better education. You have clearly recognized
the implications of our changing economy and workforce, and the
urgent need to batter iink the private sector and the education
system, to reduce barriers to full participation in the labor
market, and to increase the quality of labor market information
in pursuing an integrated w vkforce.

In addition, Mr. Chaixman, your Job Training Partnership Act
(JTPA) Amendments, and the JTPA bill that I have introduced both
attempt to move the employment and training system to better
prepare those potential labor force entrants who are most
severely disadvantaged-- those who without early and intensive
intervention will be unable to become and remain employed. Our
proposals will target both youth and adults who face the most
critical barriers to employment, and offer them the intensive
seérvices they need to attain the basic skills that will help them
remain flexible and gelf-sufficient in a rapidly changing
economy. I look forward to working closely with you, Mr.
Chairman, to secu.e enactment of the JTPA legislation this year.
Improving our net.on’s primary job training program for
disadvantaged people must be a centerpiece of the Workforce 2000
agenda.

In closing, Mr. Chairman, let me say that I am encouraged by the
activities underway throughout the public and private sectors to
identify our future -rkforce needs and to address them.

However, leadersnip, strong commitment, and visible activity on
the part of the federal government clearly make a difference in
stimulating efforts bv educators, business, and local communities
to close the wideniny skills gap and build a better workforce. We
are making progress, but much remains to be done.

Thank you, again. for this opportunity to appear before this
Committee.
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Chairman HawkiNs. Thank you, Paul, and I could not agree
more with anyone than with what lw,['ou have stated. I think it is
well stated. We will look to Bill Brock for that line that we can use
in_our campaigns to get re-elected, but I certainly commend you.

Does any member of the committee have any burning questions
before the Senator has to leave? Mr. Goodling?

Mr. GoobLiNG. No burning questions. I just want to thank our
former colleague for coming over and urge him to support my get-
tin‘% more money for AID and Start. It is exciting.

e have pe0£le all over this nation enthused about an intergen-
erational attack on illiteracy. We have had, I understand, more
than 1300 requests for applications for the $15 million appropriated
last year ;nea we hope that we can double or triple it now that
most people understand that you cannot solve the illiteracy prob-
lem unless you approach it as an intergenerational problem. I
think we are ready to do something about it.

Also, I am trying to set up a trust fund. I would like to have
about $3 billion a year that does not go through the a ;iropriations
process and get the private sector very much involvedl.’ have been
talking to a lot of those people who could come up with some of the
monaely so that we could have an all-out war on illiteracy and‘ func-
tional illiteracy. We can solve many of those problems you alluded
to if, as a matter of fact, we win that war, and I think we can win
that war.

My concern now is that we seem to have all sorts of individual
entities going on all over the place on this battle against illiteracy.
I am afraid we are not going to have any unified effort, and every-
one will be doing their thing with no one knowing what the other
person is doing.

I hope, somehow or another, we can coordinate all our efforts
and have one all-out effort. That’s what the trust fund would help
us do. I would have the private and public sectcrs involved in de-
termining how we get the money and what we would do with the
money.

Senator SiMoN. If I can respond——

Chairman HAwKINs. Certainly.

Senator SiMON. [continuing] to my good friend and former House
colleague, Bill Goodling here, I am going to send you a copy of my
bill. We will get it over to you today because it moves in the direc-
tion that you are talking about.

You are correct. We are just dealing at the edges with the prob-
lem of illiteracy and basic skills. I've got $5 million in the Library
Services and Construction Act. We've got a little college work/
study money. We are just kind of nickel and diming it around the
egges, but we lack that coordinated effort that you are talking
about.

In regard to the rirst part of your comments on resources, I think
Cungress may be more ready to move in the direction of resources
than a lot of people think. I had an amendmen® over in the Senate
to take one percent of the Defense Bugget, $3 billion, and put it
over to education. It would have increased education 15 percent.

Because there was an agreement on the budget with the leaders
of both parties and all the chairmen had lined up against it, some
people said, “You’re not going to get more than seven or eight
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votes.” We got 38 votes in favor, including a good chunk of Republi-
can votes.

I think we are ready to adjust our priorities. I think those of us
who favor putting more of an effort into education are going to
have to really mount an effort and see that we do more.

Mr. GoopLING. May I just add to that, however, we have so many
wonderful projacts going out on there in the private sector that we
have to find some way to help coordinate all these good programs.

We have got to make sure that we don’t get the idea that we've
spent a lot of money over the years at the Federal level and that
we are not quite sure how well we did. Sometimes, we set up new
entities, new bureaucracy, et cetera, where, as a matter of fact, we
had (f»eople out there that were doing those kinds of things and
could have done them better if we had just given them a little en-
couragement and a little more money.

We have to make sure that we do not go in that direction again,
but my hope is that we can coordinate this battle to win the war
against illiteracy without spending an awful lot of money—private
money, public money—and not accomplishing our goal.

Senator SmMoN. Right.

Chairman HAwKINS. Anﬂrfurther statement. by any of the mem-
bers? You are recognized, Mr. Martinez.

Mr. MARTINEzZ. k you, Mr. Chairman. Mr. Simon, one of the
big stumbling blocks that I see in education is having enough
money being really committed to it. If we made the commitment to
eghll{cation that we make to defense, we would not have a nation at
risk.
One of the things that the money has to do, too, is coordinate the
programs that Mr. Goodling talked about because there are a lot of
great programs out there. There is no network, national network,
that can disseminate information from one good program to an-
other program starting up or to programs in existence that can im-
prove theirs from the knowledge of good programs that work.

There are some programs out there that defiaitely eliminate illit-
eracy, definitely make the individual—I don’t know what terminol-
ogy to use—ready to receive any training or education.

On the floor Yesterday, there were several people that said what
we need more 18 not a higher minimum wage, but more education
and training for job. There is an important aspect which is linkage
with the 1}:eople that are trained for the jobs that are available to
the jobs that are available.

at agide, the big question always comes back to the money. We
can get up in Congress and say over and over again, “We need to
do this. We want to do this. We have a bipartisan cooperative effort
to do this.” Yet, when it comes to the bottom line, providing the
money and providing the mechanisms in place for the networking
that needs to take place, we seem to fall short.

I hear your optimism. I have that same optimism that some day,
we will come together as a Congress to provide real leadershii in
education and provide more than that, the monies that it takes.
You seem to be optimistic, but don’t you really believe, in the very
near future, with the budget deficit that we still have, that we are
ever going to get to the point where we can commit the kinds of
monies that we commit to defense to education?
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Senator SiMON. If I can just tie in what you said with what Bill
Goodling said, I think there is an awareness that we have to put
mb%re 1 280urces to the private sector that Bill Goodling was talking
about.

For example, IBM and some other corporations are eager to see
us do more in the field of education. I would add that I do not
know of another country, rich or poor, which devotes only two per-
cent of its national budget to education.

We simply have to make a priority out of education.

Mr. Chairman, I thank you and the members of your committee.
It is good to be in.my old haunts again.

Chairman Hawkins. This is where the action is, Paul.

Mr. GoopLING. Which reminds me, we did an outstanding Voca-
tional Education Bill. We would hope, since you don’t have a lot of
time over there, you would just pick it up and take it.

Senator Simor'. Without making any changes. All right.

Mr. GooDLING. Just take it from the desk.

Senator S1MON. Great to be with you. Thank you.

Mr. GoopLING. Don’t mess it up.

[Lavghter]

Chairman Hawxkins. Thank you, Paul.

Another distinguished witness has a problem with time. I will
call on him next. He has already been referred to several times,
our former Secretary of Labor. I agree with Paul Simon’s evalua-
tion of him.

We looked more to him than we did to the Secretary of Educa-
tion at the time to give us the right things, we thought, in the field
of education. At least, I think we can say that he combined his
duties as Secretary of Labor with those who believe that education
was important and still is. It is a pleasure to have William Brock
as our next witness before the committee.

STATEMENT OF SENATOR WILLIAM E. BROCK, FORMER
SECRETARY OF LABOR

Senator BROCK. Mr. Chairman, I am very grateful for your gra-
cious comments and particularly for Paul Simon’s, as well. I appre-
ciate the chance ‘o be with you.

We have talked a lot, Mr. Chairman, about the subject of educa-
tion. I come today not just as a former Secretary of La’or under
whose tenure the report, Workforce 2000, was completed, but as a
former United States Trade Representative who is deeply con-
cerned about our nation’s ability to compete in the world and as a
concerned citizen and parent, with a deep and abiding interest in
this country’s education system.

The findings of Workforce 2000 are now well known and seem to
have worked their way into every day parlance, not to mention nu-
merous op-ed pieces and The Congressional Record. The most rele-
vant findings will be summarized by my friend and former col-
league, Janet Norwood, for whom I have enormous respect and ad-
miration.

I want to emphasize one thing about the facts we are going to'be
mentioning and that is, that we do not have to guess about the de-
mographics of our workforce. We know what they are because ev-
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eryone who will be in the workforce in the year 2000 already
exists.

Seventy-five to eighty-five percent of them are already working
and the remainder are in scheol where, by the way, I hope they
stay until they finish. Those who will be graduates from high
school in the year 2000 are already in school.

We know what the bulk of our future workforce has or has not
been taught and what others are being taught. The demographics
are well established. The rate of growth of our workforce is going
to slow from three percent down to one. The average age of our
workforce is going to increase from 36 to 39.

Eighty percent of the new entrants will he women, minorities or
immigrants, and that is important because these are people who
have not been equipped with the adequate tools for personal pro-
ductivity for a variety of reasons——cultural, discrimination or lan-
guage handicap.

It is also important that we note the kinds of jobs that are being
created in this country and that are going to be created in the
future. They are cognitive skill jobs, ladies and gentlemen. They
are not manual skijll jobs.

I am bone weary of people talking about Mac jobs as if that was
the source of economic growth in this country. It is not and it is
not going to be. The fact of the matter is you cannot afford low
wage employees anymore. We are not going io compete with the
People’s Republic of China on the basis of wages. It is ridiculous to
even contemplate such a course.

It is important to understand that the growth in new jobs that
are available to kids still in high school will consist of jobs paying
over ten dollars an hour. These are jobs at the highest category of
skill requirement, requiring cognitive skills. That’s the good news.
The bad news is that these skill requirements are in excess of the
skills held by our new workforce entrants. It is not a statistical
anomaly when half of our 17-year-olds cannot read at the ninth
grade level, at the same time that 45 parcent of the jobs being cre-
ated will require college-level skills.

It is a formula for social and economic disaster, simply put. If we
don’t do something quickly, we will have two choices: to export
those jobs or import people. Fortunately, we are able, as a conse-
quence of Janet Norwood’s work, to look into the crystal ball. We
have an advantage that people before have not had. We can ana-
lyse what is required and then set a plan that would allow us to
avert a disaster and take advantage of the opportunities we un-
questionably have.

In my opinion, Mr. Chairman, after not a little thought, the
answer lies in our educational system. We need to begin to make
some immediate corrections aimed at those in school now, craft a
longer term plan for those who will come along in the future, in-
cluding some fundamental structural and systemic changes, and
plan for those currently in the workforce who are ill-served by our
school system. In other words, we need to do some recall work on
those who are sent out of the schools woefully unprepared for the
world of work or for the world at all.
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The schools must be the answer because anything else is a gum
and patch job. However, as they are today, the schools are not the
answer.

In our cities and suburbs and rural America, one of the most fas-
cinating things I have seen was the fact that in the last year, we
continued the act of national self-delusion.

Every State Superintendent of Schools, as far as I know, claimed
that his state’s test scores were above average. Somebody is lying.
Most are because the fact is that there is not a single state in the
Union that is above average in terms of the skills that are required |
in the global competitive system that we now inherit. Not one state |
is above average in the world, not one.

In 1983, we read that devastating study and report, “A Nation at
Risk.” It found that our children’s education ranked behind that of
every single major industrial democracy in the world and ranked
behind many of the smaller nations, as weli. We have had six years
to correct the problem. How have we done?

The Department of Education recently released the following fig-
ures: ACT scores are up only four-tenths of one percent. SAT scores
are up one-tenth of one percent. Yet, in roughly the same period,
we spent a great deal more money.

The average ‘eacher’s salaries are up from $19,274 in 1982 to
$28,000 in 1987. That is a fifty percent increase. Expenditures per
pupil are up from $2,726 to $3,977 in 1987 and that is virtually a
fifty percent increase in per pupil expenditures.

We spend more per child and more in total than any other
nation and yet, the results are inexcusable. Are our children
dumber? How can they be? They come from every corner of the
globe. They have not failed us. We have failed them.

To advance anyone into the workforce who is not prepared is the
most bitter cruelty that can ke inflicted upon a human being. We
know the oppoitunities are there. Why would we place someone in
a job who <oes not have the skills to take advantage of the opportu-
nity? We owe all of our new entrants more than that, or else we
have just not learned from our mistakes. In other words, our stu-
pidity equals their tragedy.

I think it is time for us to set some goals that are tangible. We
are going to run out of people in ' 1is country with the skills to
hold the jobs that we have got to have to maintain a pattern of eco-
nomic growth.

Simply put, we are not going to have people to man our own fa-
cilities in this country. We need to set some goals. First, let’s
reduce functional illiteracy from thirty percent to ten percent of
the adult population, adding 15 to twenty million competent em-
ployees to the workplace.

As an aside, Japan’s illiteracy rate is almost nil. So, what do we
do? Instead of correcting ours, we criticize them for trade barriers.
Is literacy a trade barrier? You bet your life, but it is not on their
part; it is ours. The trade barrier is negative, because we are not
giving our kids the skills to compete. We have got to put our house
in order and quit talking abouc everybody else.

Second, let’s reduce the number of drop-outs from 28 percent to
five, thus saving an udditicnal five hundred thousand of our most
precious resource. Thic is Paul Simon’s section that he liked—if
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that many elk or buffalo died every year, there would be a national
outcry, and there should be. Yet, we take it in stride when it is
America’s children dying on the vine. Their species is truly endan-
gered when the drop-out rate is 28 percent while 45 percent of the
Jobs being created require college level skills.

Establish, then, thirdly, and adhere to a nationally accepted
method of measuring student, teacher, school ang system progress.
Don’t talk to me about the politics which prevent the setting of
standards. Al Shanker is as committed to the quaiity of education
as are the captains of industry and when he is committed to some-
thing, you can bet on it happening.

Insure the availability of preschool education to at least ninety
percent—not all, but at least ninety percent—of the at-risk popula-
tion in this country. It is the most single important step that can
be taken for drop-out prevention, crime prevention, drug abuse pre-
vention, teen pregnancy prevention.

The realization of these goals will, in my view, require at least
the following reforms. First, a market-driven school system where
parental choice rules. Minnesota has already started down this
road without any of the negative effects the naysayers had predict-
ed, and I think the result will be beiter education for all.

Next, we have got to have more alternative teachers and staff.
To get back to my friend, Al Shanker, he notes that just to main-
tain the current level of teachers in our schools, we are going to
have to take 23 percent of all college graduates. Well, that isn’t
going to happen, folks.

You are not going to get one out of every four college graduates
to teach. That means we are going to be out of teachers, unless we
can pull people from business, from labor, from government, and
particularly highly skilled retirees back into teaching. We need a
source of alternative teachers who can share their wealth of knowl-
edge and experience with those who need it.

Next, management has to happen in the individual school, not
three levels removed. Those on the front lines, if their responsibil-
ity increases, need to have authority. This means moving to a
school system of school-based management.

Last, good teachers, administrators and schools should be re-
warded, while the bad are penalized. It seems simple enough, but it
simply does not happen. Education wants to be the exception to gll
rules that everybody else has to live by.

My hope is that corporations not only will talk about but will
simply adopt the policy of locating in those states and localities
which have school systems which are producing a quality product,
andkthe devil take the hindmost. The marketplace has to begin to
work.

Let me conclude by a comment by a British leader, named Benja-
min Disraeli. He said, “The greatest good you can do for another is
not just to share your riches, but to reveal to them their own.” It is
incumbent upon us to meke that creed one for this nation.
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I thank you for the opportunity to appear before you again, Mr.
Chairman. It is a pleasure. I know how important your work is. I
cannot think of a more important committee in the Congress or a
more importa=t task than thai which you have before you.

Thank you, very much.

[The prepared statement of Senator William E. Brock follows:]
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STATEMENT OF
SENATOR WILLIAM E. BROCK
FORMER SECRETARY OF LABOR
BEFORETHE
COMMITTEE ON EDUCATICN AND LABOR
UNITED STATES HOUSE OF REPRESENTATIVES

June 15, i969

Mr. Chairman and Members of the Committse:

It is my pleasure to be here this morning to appear before you to discuss a
most important issue. | appreciaie your invitation.

| ccme here today not only as the former Labor Secretary under whose
tenure the Workforca 2000 report was completed, but as & former United
States Trade Representative who is deeply concerned about our Nation's
abilty to compete in the wworkd, and as a concemed citizen and parent,
with deep and abiding Interest In this country's education system.

Among my current activities relevant to the work of this Committes, |
presently serve as President of the National Acadsmy Foundation, which 1
will discuss more In detall later in my testimony, and | serve on the
newly-formed Commission on the Skills of the American Workforce of the
National Center on Education and the Economy.

The findings of the Workforce 2000 report are by now well-known and
seemed to have worked thelr way into every day parlance, not to mention
numerous op-eds and The Congressional Record. The most relevant findings
have just been summarized by my friend and former colleague, BLS
Commissloner Janet Norwood, for whom | have the utmost respect and
admiration,

| want to emiphasize at the start a very important but often overlooked
point. That Is, we iend to talk about and think of the year 2000 as some
sort of futuristic, Buck Rogers idea -- like interplanstary trave! and
telspathy. What needs to be emphasized, Mr. Chalrman, is that our

demographic data on the workforce in another eleven yaars involves littie
Quesswork.
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Everyone who will be in the workforce by the ysar 2000 already exists.
Seventy-five percent of them are already In the workforce. The remaining
25% are In school. Let's hope they stay there, by the way. Those who wiil
be high school graduates by the year 2000 ars already In school. Therefors,
we know what the bulk of our future workforce has (or has not) been
taught and whai the others are being taught.

Another factor that Is equally important {0 ncte is that the rate of growth
of our workforce wlll slow significantly, from its current 3% per year to
nsar 1%. Also by now weil known is the fact that the average age of the
workforce will increase from 35 to 39.

Janet has jus! outlined for you the most critical aspect of the workplare
change. The categories of jobs with the most significant Job growth --
contrary to the conventionai wisdom -- are those In the higher paying
rangas. That of course, Is the good news. The bad news is that these Jobs
wlll requlre skills far In excess of those held by our new workforce
entrants. It Is not a statistical anomaly when half our 17-year old's can't
read at the ninth-grade level while 45% of the jobs belng created will
require some collage level skills. It is a formula for soclal and economic
disaster.

It we do nothing, we'll have two choices: export those jobs or import
people to fill them.

Fortunately, in part due to the tremendous compstence and capabilities of
the Bureau of Labor Statlstics, we have been able to peek Into the crystal
ball. Given this edge, which no age before us has had, it Is now up to us to
construct a plan which will snable us to avert disaster and take full
advantage of the opportunities which unquestionably will oe there.

In my opinion, Mr. Chairman, after not a little thought, the answer lles In
our educational system. We need to begin to make soms Immediate
corrections aimed at those in school now, craft a longer-teim plan for
those who will come along in the future, including some fundamental
structural and systemic changes, and plan for those currently In the
workforce who wers ill-served by our school system. In other words, we
need to do some re-call work on those who were sent out of the schoole
woefully unprepared for the world of work, or for the world at ail.

-\
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The schools must be the answer because anything elsa is a gum-and-patch
job. However, as they are today, the schools are ot the answer - In inner
cities, In the suburbs, in rural America. In 1983 we read that devastating
study and report, "A Nation At Risk". It found that our childrens' education
ranked behind that of every major industrial democracy in the world, and
behind many of the smailer nations as well.

Well, wa've had six years to correct the problem. How have we done? The
Department of Education racently releassd the followirg flgures:

= ACT scores of high school students are up only four-tenths of ong
pergent,

== SAT scores are up only qne-tanth of one percent.

Yot in roughly the same period, we have spent a great deal more money:

-~ Average teacher salaries are up from $19,274 in 1982 to $28,008 In
1987, .

-- Expenditures per puplil are up from $2726 in 1982 to $3977 in 1987.

We spend more per child and more in total than any other nation. And yet
the results are inexcusable. Are our children dumber? How can they be?
They come from every corner of the globs. They have not failed us, we have
falled them.

To advance aryons Into the workforce who Is not prepared Is the most
bitter cruelty. We know the opportunities are there. Why would we place
someone In a Job who doesn't have the skills to take full advantage of the
opportunity? We ows all our new entrants more than that, or sisw we've
Just not learned from our mistakes. In other words, our stupldity, thelr
tragedy.

| have discussed with some of our corporate, public and labor lsaders an
idea for a committee which would set goals for the year 2000 and then
work to achieve the systemic changes necessary to reallze thess goals.

As | envision it, the goals of this committes by the year 2000 would be:

.84
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-- Reduce functional liliteracy from 30% to 10% of the adult population,
adding another 15-20 miilion competent empioyees to the workforce. As
an aside, Japan's illiteracy rate is aimost nil. So we criticize their so
-called "trade barriers”. We need to get our own house in order first.

-- Reduce the number of drop-puts In this country from 28% to 5% of high
school students, saving an additional 500,000 of our most precious
resource. If that many elk or buffalo died every year, there would be an
outcry -- and there shouid be. Yet wa take it in stride when it's America's
youth dying on the vine. Their species Is truly endangered when the
dropout rate is 28%.

-- Establish and adhere to a nationally accepted method of measuring
student, teacher, school and system progress. And don't talk to me about
the "poiitics” which prevent the setting of such standards. Al Shanker ls
as committed to quality education as are the Captains of Industry. For
those of you who know Al, you know that if he's committed to something,
it will happen.

-- Insure the avalilability of pre-school education to at least 90% of the
at-risk population. it's the most important first step for ¢..p-out
prevention, crime prevention, drug abuse and teen pregnancy.

The realization of these goals will, in my view, require the following
reforms, and then some:

-- A "market-driven" school system, where parental choice rules.
Minnesota has already started down this exciting road, without any of the
negative effects the naysayers had predicted. Their end resuit, | am
certain, will be better public education for all.

-- "Alternative" teachers and staff. To get back to my friend Al Shanker,
he says that we'll need 23% of all college graduates in the next ten years
to bscome 1ieachers, just to maintain the current level. We need to ook at
the possibility of drawing from the present pooi of business, military, and
government employees, and from the totally under-utilized but very
talented pool of retirees as a source of aiternative teachers who ca:
share their wealth of knowledge and experience with those who need it.
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-- Management needs to happen at the school, not three levels removed.
Those on the front lines, If their responsibilty increases, neer 4lso to
have authority. This maans moving to a system of school-bac
management.

-- Good teachers, administrators, and schools should be rewarded while
the bad are penalized. It seems simple enough, but i's not happening now.

Ultimately, corporations ghould -- and no doubt will - seek to locate In
those states and localities which have school systems which are
producing "a quality product for me -- devil take the hindmcst”.

As you know, Mr. Chairman, many corporations are aiready active In
promoting better education among the workforce. | mentioned at the
outset my Involvement with American Express Company's National
Academy Foundation. Through the vision of their Chairman, Jim Roblnson,
American Express Is working to establish National Finance Academies, a
two-year program for high school juniors and senlcrs to provide economic
and finance education, promote awareness and provide access to carsers
in finance and to develop an employment pool for the financial services
industry, one of those high-paying industries Janset Norwood is talking
about.

Other corporate leaders, too, have been spending time and monsy on the
problem. They are assisted by the public vnices of people like Gov. Bill
Clinton and Gov. Tom Kean, and frankly, Mr. Chalrman, opporiunities such
as this hearing.

As for those about to enter the workforce, or as yet unable to do so, we
need to redouble our efforts to make sure their education cont..uss. |
applaud Secretary Dole's new focus on the disadvantaged. As you kriow, Mr.
Chairman, she's proposing major changes to JTPA which focus on
disadvantaged youth, especially on illiteracy and remediation.

Benjamin Disrasli said, *The greatest good you can do for another is not
lust to share your riches, but to reveal to them their own.” It is Incumbent
upon us to make that our creed as a Nation.

| thank you again for the opportunity to appear before you today. } wnuld be
happy to answer any questions.
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Chairman Hawkins. Thank you, very much, Mr. Brock. We cer-
tainly appreciate your comments and will trirl to follow through on
your statement as you went through. It is the first time I had an
opportunity to read it. I certainly commend you on it.

agree with you at least over 85 percent. I will make one refer-
ence to page four where you spoke about parental choice in Minne-
sota. This committe2 has had an opportunity to conduct a hearing
in Minnesota and I would only caution you and others who are ad-
vocating ﬁarental choice that you be very cautious in doing so,
until we have some documentation and evaluation of that experi-
ence.

It is 2 new experience. We certainly caution individuals who
seem to be diverting us from the School Improvement Act which
we adopted last year with only two dissenting votes in the Con-
gress, and any proposal that does not include in it school improve-
ment I think would be somewhat devoid of substance.

This is my personal opinion. It is not an opinion necessarily of
the committee, because we have not had an opportunity to review
a}rlld to discuss with the Secretary of Education his new proposal of
choice.

We just caution individuals against using the money, the addi-
tional money that we got to go into School Improvement with all of
its varions programs, including Even Start that Mr. Goodling re-
ferred to, rather than getting off on a program that has not yet
been tested.

Minnesota has oaly some five hundred persons -involved in its
plar as of now. It is a new plan and may offer something that we
should look at, but we also believe that unless a plan has some-
thing more than transportation and has the ingredients of instruc-
tion and educational policies tied to it, that we may be heading in
the wrong direction.
2OWe cannot afford to make a mistake, as you know. By the year

Senator Brock. Mr. Chairman, we have been making mistakes
for the last thirtﬁ years in not correcting the problem. I don’t dis-
agree with you that we have got to be cautious. I really do accept
the wisdom of that.

But, if we do not have in the marketplace of public education
some competition and some method of imposing penalties when
people consistently do a lousy job, then more funds is not going to
correct the problem.

There was a wonderful analogy written in Jack Baucher’s book
on education. I think it was his book, in which he was talking
about the analogy of an assembly line and this pressure to increase
the length of the school vear, or change, correct and things like
that, without going back to grips with the fundamentals.

He said, “If you were a businessman and you had an assembly
line where 25 percent of your television sets feli off the line before
they even got to the end, and when they got to the end another
fifty percent were defective, you wouldn’t cure the problem by
speeding up the assemrbly line or making it longer.”

You have got to czli into question the fundamental process.

Chairman HawxkiNs. We certainly agree with that; however, I
think if you will inspect the School Improvement Act, you will see
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that in response to the business community that we have as wit-
nesses, we indicated that with the increase in funding, which we
did get increased last year, that we would instill in the Act itself
accountability, accountability for resuits.

There is a long process that I won’t take the time to go through
today of providing accountability at each level with local education-
al agencies or state educational agencics and so forth. If they don’t
show improverrent over a period of time, they do not get the
money.

We do have accountability built into the Act, and I think that
anyone, if they would read the Act and see—and this is already ap-
proved. What 1 am talking about is the law of the land. I am not
talking about some new idea.

Senator Brock. I am =11 for it, Mr. Chairman.

Chairman Hawxkins. I am: talking about implementing the law of
the iond, which says you have got to have accountability, you have
got to spend it on the neediest, you have got to show results, et
cetera, and then you get the money.

I think I am simply recommending that you consider that. Many
individuals have gone oft on the idea of parental choice. It sounds
good. It is a good phrase. If it is tied to the School Improvement
Act, it probably would be much more successful.

I think that we have got to look at that tie-in with education and
not think, as I think the previous speaker spoke about, we are now
concentrating on class discrimination. If, under a choice proposal,
parents are able to send their kids to the best schools, then it is
obvious that the ones we are talking about and you are talking
about—the disadvantaged, the minorities and others, who are at
the lower end of the economic rung—if they don’t get the good
schoc’z, then we are not going to educate the people that we are
talking about. are going to be in the labor force.

We will nelp create some very elite schools in affluent neighbor-
hoods, but that is not where the kids that we are talking about
happen to be. So, we have got to improve every school, not just
Zome. That, I think, is the theory behind the School Improvement

ct.

1t is somewhat, I think, diverted by so-called parental choice.

Senator Brock. Mr. Chairman, we are not in disagreement. I
very much agree with that, so long as accountability is brought
into it. I appreciate the steps that were made in that direction.

We still have tenure. We still have a lot of barriers to the need
to cleanse the system. What is happening is that the good teach-
ers—and there are a lot of very wonderful people in that profes-
gion, but too many of them are leaving out of frustration, because
they are put at the point of responding to the lowest common de-
nominator.

It is not something that can be corrected just by wishing or refus-
ing to take some very tough steps. We have got to deal with the
fact that, as you well know, we've got more black teenagers in
brison than we do in college, and there is something fundamentally
wrong when that kind of a statistic can apply in this country.

It is insane and it cannot continue. You cannot change that
unless we deal with the underlying malaise of the system itself,
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There is not any good or bad in the system. There is no evaluative
process. We cannot even agree on how to measure these things.

Some day, we had better do the research necessary. That is
where the Federal Government can play a role, by the way, in
doing research to come up with an agreed-upon measuring device
so that we can hold people accountable.

Chairman Hawkins. Thank you. Mr. Gunderson?

Mr. GunpersoN. Thank you, Mr. Chairman.

Chairman Hawxkins. You are the ranking minority member.

Mr. GunDERSON. Thank you, Mr. Chairman. It is indeed a pleas-
ure for me to welcome back not only one of the cutstanding public
servants, but someone I consider a friend and indeed, I am happy
to have you here.

I have really two questions that I want to focus on. One is sort of
a follow-up to the discussion that you and the Chairman have been
pursuing regarding the whole concept of choice.

Coming from Tennessee, can you share with me any insight as to
the whole concept of choire in a rural area? I am quite a strong
believer in the concept of choice in urban schools. I have not quite
figured out how you implement it in a rural school without risking
the real viability of a school district which, as you know, is the
identity of the community.

Have ycu any thoughts on that?

Senator Brock. I have thought about it. I have not come to any
really good conclusions.

There are areas where the population is so sparse that you really
do not have that kind of an option. Parents, even moderately well
off parents, cannot spend a couple of hours a day driving their
child to a county line twenty or thirty miles away in heavy traffic.
I mean, that just is not realistic.

In that kind of a setting, then the Chairman and I are complete-
ly in agreement. You simply have to come back to upgrading the
school that is closest to Jhe child.

I do think we have got a bit of a problem in that every county,
and we have some archaic county lines, has to have its own school
system in most states. I am not sure that that is logical. It seems to
me that we could do a better job.

You run into some imponderables, though. In order to educate
children, we think we’ve got to build schools. We have got an edi-
fice complex, that we have got to build these great big schools.
Then you find out that you put two or three thousand kids in a
high school and they lose their identity. Nobody is there to look at
them as a human being, so we are constantly putting them down,

There are a lot of us that think that we ought to go back to units
of no more than a couple of hundred, at most, four hundred kids in
a school. If you had that kind of a break-down, then maybe you
could have units that were small enough to have some application
of the choice principle.

Fundamentally, choice is going to apply in areas of population
density. There, you really can, I think, make some substantial steps
forward.

Mr. GunDERsON. Let me ask you to expand, as well, on your tes-
timony regarding the various recommendations and goals that you
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have established. As I listen and read them, it seems that a great
deal of those almost focus on state and local decisions.

I am not sure any of us resily want the Federal Government to
get into setting teacher saluries and that type of thing. Can you
focus for just a second for us on what you see are some initiatives
that we here at the Federal level ought to be pursuing?

Senator Brock. Absolutely. I mentioned research. Nobody can
undertake national research better than the Federal Government.
It does not mean we are good at it; it just means that there is no
alternative.

Paul Simon was mentioning earlier how little money we are
spending on education as a percentage of our budget. I think he is
right. I think it is too low. If you want to look at something really
minuscule, look at the money we are spending on R&D in educa-
tion. There are incredible things happening out there.

I went up to Canada to look at a program called Yes Canada,
where they are developing a computer driven national curriculum
approach, where any one of us in this room—young, old, black,
white, no matter what our background—could sit down at a termi-
nal. Within thirty minutes, the computer has evaluated us because
of the way we respond to the questions it provides and, from that
point forward, the computer, based on a mainframe program,
speaks to us at our level, so it doesn’t use a word we don’t under-
stand. You can take a kid at sir and the grandparent at sixty and
put them both at the "ame terminals, and move them as fast as
they are willing to move eau.ationally, and then the teacher realhy

alomes a resource for the personal develzpment of that individ-
ual.

Now, we are not doing that kind of research adequately. Nor is
research hLeing done adequately on the establishment of measure-
ment devices so that we can evaluate kids, teachers, programs,
schools, districts, in order to have some sort of a measurement that
will enable parents to know when to get into the school board and
kick rears. I'll tell you, most of them need that. That’s one thing
the Federal Government can do.

Secondly, we really do have a responsibility to see that people
are not left by the wayside because they happen to live in central
cities or in massi-ely poverty stricken areas. I think the Federal
?‘ro‘%emment can help to even that out by providing some booster

unds.

I think we can also do some things to provide incentives for
states to do more. I mentioned preschool education. I don’t think
there is anything more important than preschool education. You
start with a good product and it is going to get better. If you do not
give that product the front end boost, you are behind for the rest of
its life. It's just like trying to cure a disease rather than prevent it;
it is cheaper to prevent it. We do not do anything like the adequate
preventive work we ought to be doing with preschool. Head Start is
a classic example.

There are uany areas where I think the Federal Government
can make an enormous difference. Frankly, I think we ought to be
exercising more leadership, and that is a substantive term.

I think we ought to be saying, “States, if you don’t get with it,
we are going to quit subsidizing you, perind. If you do not get off
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your duff and quit whining about the problem, in the old cliche we
-have in Tennessee, it’s like a hound dog sitting on a tack and too
lazy to get up, but he’s hollering about it.”

We're talking about it, but nobody is willing to take the tough
course of dealing with this problem and saying, “It has got to
change, fast.”

Mr. GUNDERSON. Thank you. Thank you, Mr. Chairman.

Chairman Hawkins. Mr. Martinez?

Mr. MaRrTINEZ. Thank you, Mr. Chairman.

Secretary Brock, first let me congratulate you on the work that
you did in the past, especially on Workforce 2000.

Senator Brock. Thank you.

Mr. MARTINEz. Your thrust there was very important. I have
often used the report in many of the speeches I have given and
talks I have made to people absut what we have to do in the
future, because I agree with much of it.

I want to talk to you a little bit more about the conversatior. you
had with the Chairman and with Mz. Gunderson about choice. To
me, the situation in Minnesota where they use choice to make
people competitive is a good idea. I would not agree to vouchers,
and that’s a different situation altogether.

Senator BRoCK. Yes, it is.

Mr. MARTINEz. Even vouchers, if the point came in our country
where public school systems were very secure in their funding,
very secure in doing a jub weil enough that people wanted to send
their kids to public school rather than parochial school.

Let me tell you something. While people are all ecstatic about
the better education that your children gain in parochial schools,
that is not always true either. It isn’t. It is simply not the fact.

A lot of it depends on the system used. All the systems used
there are not equivalent to some that are used in the public educa-
tion system in other places. The trouble is that we do not mimic
the programs that are successful nationally.

e one you spoke of, the Comprehensive Competence Program-
ming, that is a shelf item. Job Service Centers use that. There was
a place in California we visited very recently, a Youth Corps Fro-
gram in Oakland, where they use it. They are actually able to take
high school drop-outs at different ages, 14, 15, ninth grade or less,
and in a relatively short time, bring them to high school equivalen-
cy.

Senator Brock. Yes.

Mr. MARTINEZ. That is remarkable.

Senator Brock. Yes.

Mr. MARTINEZ. Yet, that is not universally used and I do not
know why, but I am very concerned about vouchers at this point in
time because I think the public education system needs to be—that
every person, those that cannot afford parochial schoc!, should
have the ability to learn as equally as anybody else and get a good
educe.tion.

I think we are a society that owes it to our people to make sure
that every child gets the fullest education they possibly can to
reach their highest potential. I am also concerned that the competi-
tiveness among public schools isn’t there.
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We have done things in the past, like bus kids to kind of equalize
education or make the opportunities greater for them, and we have
spent a lot of money bussing and it has not achieved a thing.

I would rather improve the facility than bus the children, be-
cause the money spent on bussing, if we use that money to improve
the facility, it would go a lot farther. I think that is the thing that
a lot of us want to see, the improvement of facilities and teacher
availability.

We had in the Garvey School District in my district just last
week a retirement dinner for something like about 21 teachers that
are retiring this coming semester, at th end of this semester. In
that, there was a combined of 140 years of teaching experience
going out the door. How do we replace that? that’s my question.

How do we replace that and provide, like yov say, with choice
that makes schools more competitive, the incentive for teachers to
teach. I think if the teachers are in a system that is producing a
good product, you know, Terrell Bell once said at a hearing, “The
greatest reward for a teacher is seeing that light go on in that stu-
dent’s eyes when he learns that he can learr.”

I know that for a fact, from my own experience. Yet, with no dis-
respect to the Chairman, I love him and I really feel that he is a
great, great Chairman, but he said about making mistakes, we
have made so many mistakes, I do not know that one more would
hurt if it is an experiment to make everything better. Would you
respond to that?

Senator Brock. I think you are absolutely right. We are making
a mistake. The mistake is being made today. What you said earlier
is so important. We do not have to invent new wheels. We know
what works, because it is being tested and proven, in choice in
some areas and other areas are different.

There are school districts around this country that are doing
things right. There are teachers that are doing things right. It is
not just the Jaime Escolades that you see on television. There are
thousands of Jaime Escolades out there that are doing a wonderful-
ly effective job.

We do not have a system of constant reinforcement of the good,
of building it up, and of communicating the opportunity to do the
things differently that really do work. One of the things that we
were talking about that Mr. Gunderson was asking me about,
about what could the Federal Government do, it could do a lot
better job of communicating what works out there.

We are not doing a very good job of that, in my judgment. It is
not for a lack of good things being done, but we are not spreading
the gospel and providing motivution and incentive to see that it
happens.

I want to be careful that I do not leave the impression, as I did
not mean to, that choice is the sole solution. The Chairman was
right. If choice is done and nothing else accompanies it, that is not
going to solve this problem.

I do think choice is a tool to get parents involved again, to give
them a sense that they have got a voi e in this process and we’ve i
got to have that. There is no factor in a child’s education more im-
portant than parental involvement, none.

l{[lC 20-737 - 89 - 2 34
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No teacher can compensate for a parent that is driving a ckild
down. We need all of those things. I guess what I am trying to say
is that choice requires alternative teachers—we are losing good
teachers. We are not bringing enough new ones into the workforce.

How do you solve it if the rules of the game prohibit you from
hiring somebody that is competent but does not have an education
degree? Now, New Jersey is testing an alternative teacher plan
that seems to work, but I will tell you that I've seen a lot of educa-
tion bureaucrats saying, “Oh, never, never. Can’t do that.” Balo-
ney. That is not & legitimate reaction from an organization or pro-
fession. That is a protectionist action.

Senator Brock. I would be happy to.

Chairman HawkINns. He has agreed to do so.

Mr. MARTINEZ. Thank you.

Chairman Hawkins. Mr. Grandy?

Mr. Granpy. Thank you, Mr. Chairman. Mr. Secretary, it is a
pleasure to have you back in front of this commitcee.

I would like to pursue the concept of market driven or choice in
schools, because my State of Iowa, as you well know, has also taken
the somewhat daring move of opening up their enrollment—in
measured doses, I might add. The system will be on line by next
year, but will not apply to the large metropolitan areas until the
following year.

There are various proscriptions in the law, which will disallow
students from transferring for athletic reasons and things that are
perhaps '~ss than academically motivated. I am not going to com-
ment on those, because I do not know if they work.

What I want to talk to you about is given the fact that we are
encouraging choice and the new Secretary has put forward his feel-
ings on this, and the president is clearly supportive of this, I want
to know what you see is the Federal relationship with the states
t}ﬁat begin to promulgate these kinds of ideas and then manage
them.

Where is the Federal oversight? I share with the Chairman a cer-
tain concern albout accountability. I love the idea. To pick up on
something that my colleague, Mr. Gunderson, said, I think this is
going to do more for rural deveiopment immediately than the
cities.

Some of these school districts are so small that they cannrot
access Federal programs, because they cannot compete. When I
have a town meeting in a town the size of 1500, the people that get
up and say, “We have to protect our school” are usually 65 years
and older. Tre parents have already tried to transfer out to an-
other system or gone to whole grade sharing or some partial solu-
ticn.

1 guess what I want to know is: Where do you see the Federal
Government getting involved in encouraging choice and then pro-
viding some accountability for the choice?

Senator Brock. One of the hardest things in the world to do and
one of the most dangerous things to do is to start assigning ac-
countability without people knowing what the standards are.

You can say, “You are responsible for doing X, Y and Z for these
kids” but if there is no measurement, they do not know where they
stand. It is like a child in a school. You have got to do a lot of good
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things, but nobody ever says what. The school system responds the
same way, whether it is the principal or the superintendent.

The Federal Government really can help by providing & method-
ology for measurement. It ic absolute hypocrisy for people to say,
“We can’t measure.” It is dishonest. We measure everything in the
doggone-world. To say we cannot measure the output of our school
%};%tem is saying that we do not know, or we do not want to know.

ich is worse?

The first thing the Federal Government can do is to provide the
support necessary, the R&D necessary, to have a standard system,
a methodology, a process for measurement so that the people can
evaluate the system.

Mr. GranDY. But wouldn’t you agree, sir, that the States are
themselves the laboratories of this methodology? Iowa and Minne-
sota clearly are %oing to be part of the R&D and are right now that
will go into establishing if there ever is some kind of Federal crite-
ria on parental choice.

Senator BrRock. Yes. What I want the Federal Government to dc.
is to tell people how to make the measurement and then let thz
people make their own decisions. I really do believe that we have
an exquisite system where the states have primacy in the educa-
tion role. I don’t want to change that.

I think there has been a pretty obvious example. The Federal
Government has an absoluts mandate to be sure that the states’
actions are not discriminatory, fc. example, but that is obvious. I
hope there is no argument about that in the country anymore.

econd, we have an ob'igation to provide the national standards.
Minnesota can do internal research but Minnesota may not be able
to afford doing the research in 49 other states to compare its
system with somebody else. The Federal Government can do .hat
and there is no reason it shouldn’t be doing it.

Beyond that, as I said earlier, I would limit the Federal Govern-
ment’s responsibility to those areas where incentives are neceded
for things iike preschool education or for leveling out a process
where a school system or a state is simply so impoverished that it
cafmot compete. In that kind of a setting, then I think we have a
role.

I would be very careful about going beyond that. I think the role
of the Federal Government is hortatory in terms of leadership and
calling for states to explore choice. I do not think the Federal Gov-
ernment ever ought to be saying that every state has to have
choice; that would be ridiculous and dangerous.

Mr. Granbpy. Do you feel, for example, as we write pieces of legis-
lation like the School Improvement Act and elementary and sec-
ondary kinds of Federal funding mechanisms, that they are, in any
way, impaired by an option in an individual state to go to choice?

Senator Brock. I do not think they are itnpaired at all. I think
that is what we ought to be encouraging. I think we ought to be
encouraging the states, because they are the laboratories of change,
to try a diverse series of things because what we have now is
Sig[lvﬁ y not working.

e Federal Government can provide incentives and opportuni-
ties and encnuragement for that creativity at the state level. What
I do not wart is the Federal Government saying: You have to do it.
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Mr. Granpy. In other words, I think what you are suggesting
and something that we have talked about, particularly when we
were writing the reauthorization of the Perkins Act this year is, in
a gsense, a kind of Federal waiver of regulations for creativity at
the state level.

If the Federal programs necessarily are getting in the way of cre-
ativity, then perhaps it is time for the Federal Covernment, the
state government or the LEAs, perhaps, closer to the actual factory
of education, to say: Maybe we can find a better arrangement to
deliver services.

Senator Brock. I would waive everything except antidiscrimina-
tion.ldI would be very careful about touching anything that
would——

Mr. Granpy. I would agree with you on that, but I am intrigued
to hear you say that, because that has been a subject ot much
debate in this committee and I am sure will continue.

Mr. Secretary, let me just say thank you for your continued
public service. Although you are not technically in the public
sector, you are a great source of information and reassurance to
this committee.

Senator Brock. Thank you, very much.

Chairman HAwkiNs. Mr. Hayes?

Mr. Haves. Thank you, Mr. Chairman. I just want to commend
the Senator, the Secretary, for his presentation here this morning.

Senator Brock. Former everything.

Mr. Havrs. Well, all right. There is one thing that I would like
to ask, and I am conscious of the time problem we have here this
morning. Your time is important, I know, and the House today is
?eal(iisng with one of the ways, which I call a misdirection of our
unds. .

We are trying to find a way tc bail out the savings and loan busi-
ness to the tune of some billions of dolla:s obviously at the expense
of some of the things we have been talking about, when it happens,
if it happens.

I am a little bit concerned. Your approach is directed, and I
think correctly so, towards the 21st Century, the year 2000. I am a
little bit worried about what is currently happening now, particu-
lariy in my area.

How do we correct the situation? I come from the State of Illi-
ndis. One of the problems is the access to the kind of curriculum
that will help to prepare an inner city student to fit in to today’s
society. I think it 1s a great waste, what is going on.

I do not say that dollars are the only yardstick by which vou
measure a means of change, but when research shows you, in the
State of Illinois, where they spend $800 more per year on a student
that goes to school in the suburbs that surround Chicago than they
do on the inner city student, where in the secondary school in my
own area has a very inadequate supply of computers.

We live in a high technological kind of society and we need to
prepare kids to be able to fit into this society. en you do not
have the equipment, this, I think. enhances the whole drop-out
problem which you alluded to.

Some kids feel it is worthless to continue to go to school where
you are not being prepared to fit into today’s society. We are talk-
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ing about reform of the whole public educational system in the
State of Illinois, but you and I know this is motivated, to a large
extent, by political considerations.

How do we change that? How do we do it to get those of us who
are in positions of power to understand what a waste it is? It ceats
more, according to statistics, to keep a young kid who goes wrong
incarcerated than it does to pay for their education or give them
an opportunity, equal access to education.

How do you get that over? Is this kind of legislation going to be
at least a step in the right direction? I'm for it, you know. I hap-
pened to have participated in the hearing up in Minnesota where
choice was the point at issue. Of course, it was in its infancy stage
in many respects and there vvere a lot of things, in terms of results,
we did not quite understand. I know that’s not the answer com-
pletely. It may be to some extent.

I looked at the newspapers yesterday in Chicago. We've got a
number of kids who are coming out of high school this year who
cannot find any kind of job. Fifty-one percent of the kids who are
out of school this summer, there are no jobs available for them
where they can work even to help themselves.

Jobs are going begging in the suburbs. They even pay more per
hour for the same job in the suburbs than they do in the city. Jobs
in the city that you are lucky to find are around the minimum
wage and five and six dollar an hour jobs are going begging in the
suburban areas around Chicago. They have no way to get there.

How do we change this kind of situation?

Senator Brock. Ycu don’t have to go to Chicago. Look at Wash-
ington, D.C. We've got people that run fast food restaurants beg-
ging kids to come out of downtown Washington to work in Alexan-
dria or Arlington at seven dollars an hour. It’s a whole lot more
than the minimum wage.

But, the kids don’t know about the jobs and, if they did, the
would not know how to get there, because sixty percent of our hig
school seniors can’t read a bus schedule. Sixty percent can’t read a
bus schedule.

Lord have mercy, what have we done to our children? I've just
recently taken the presidency of the National Academy Founda-
tion. It is a foundation that American Exoress started a few years
ago, and it’s really exciting because it is proving something that I
believed, but I can see it tangibly.

I went up to Brooklyn *o see a school. Sixty percent of the kids
are minorities. Almost an overwhelming majority are from single
parent homes. They are all poor. They've got a huge, 12-foot fence
around the school yard to keep the drug dealers off the school
grounds.

I sat with those kids and I listened to them debating bearer
bonds. I am going to tell you, I'll bet you there are no more than 15
percent in the room that can give me a qualified definition of what
a bearer bond is. In Congress, we don’t know a lot of these things.

Here were these high school juniors and seniors and after the
class, I said, “Talk to me. What are you doing? How did you get
into something like this? How much homework were you doing
before you started?” “Half an hour a night.” “What are you doing
now?” “Four and a half hours a night.”
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This is voluntarily. These kids are working their heels off. They
love what they are doing. They get a summer job the minute they
finish. They went from ten percent going to college up to ninety
percent. That is a working program. They are not using computers.

They are saying, “If you want to be a part of this program,
you've got to work your heels off, Then you get a summer job, sure.
Then you get a career ahead of you.” What they are doing is show-
ing the kids the same thing that guy did that offered everybody in
the seventh and eighth grade a college scholarship.

You are giving them & goal. You aie giving them some tangible
discipline, some parameters. Let’s quit putting the kids down.

Shanker is wonderful. He talks about how you take a bunch
of kids in the first grade and within three weeks, you have told
about eighty percent of the class that they are not going to make
it. The smart kids that have always got their hands up, they are
the ones the teacher is always oing to call on because the teacher
feels good that they’ve got somebody answering the question.

We just have not rethought the fact that our schools have to get
away from what we built in the 1900s, which was an industrial
school system. We have got to go to an information based school
system because that is the kind of world we are going to live in.

The inertia in our schools is so enormous that the Congress, the
governors, the legislators, are going to have to reaily get aggressive
and start saying, “Change or else.” It is insane to think that this
country is going to survive. Here is the analogy of a basketball
team with {ive players.

Two of the five players, folks, can’t even get off the bench the
way our system is operating today. Who are you going to beat with
three men on the basketball team? Nobody. That’s the problem,
and it can be done.

Chairman HAwkINs. The time of the gentlemzn has expired.
Members, we are going to have to speed this ug. { hope you looked
down at the agenda.

Senator Brock. I'm sorry, Mr. Chairman.

Chairman Hawxkins. No, it is not directed to you, Bill, but Mem-
bers have a tendency to make long statements and then expect you
to give short answers, I think it should be the other way around. If
they give short statements, then it would leave more time v you.

Senator Brock. I will try to match the length of the question.

Chairman Hawxins. We try to be generous with your time »ut
we have got to speed it up. I hope that I have an oath from the
members that are present that they will ~ontinue to be with us
throughout the day when the other panels coine on and not leave
me the only individual in the room. As long as we have that, then
we can be more generous.

Mr. Smith, this ie not a preface to your statement.

Mr. Smrta. I will throw my speech away, but so pledged, Mr.
Chairman.

Chairman HawkINs. 3et a good example.

Mr. Smrrh. I will be brief, too. I simply wanted to make a very
short statement anc commend an idea that a number of us are
working on that I think fiis with what you are saying to your at-
tention, because I'd be interested in your opinion about it.
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First of all, I just have to share with you the* I am deeply moved
and genuinely excited by not only what you are saying, but the
role you have been playing and will continue to play in urging us
to wake up and smell the coffee.

The idea that you, Al Shanker, Mary Hatwooa Futrell and
maybe a Republican and a Democratic governor would go on the
road, if not together, in colleagueship, to continue to share the ur-
gency that we learn how to trust states and create policy struc-
tures which trust schools and teachers and community members to
do the right thing, and urge them and reward them for doing the
right thing, I think is the number one national security issue that
this country faces.

We do not know how to trust and encourage at the same time
and, as a result, we have a decentralized system which is reeling
under our ﬁreoccupation with centyalized solutions. We wonder, in
the end, why it does not work. It is because people do not operate
that way.

I would simply tell you that my concern is that the most conserv-
ative institution involved in this whole movement is the govern-
ment. It is not because we aren’t willing or we are not cognizant. It
is because we just can'’t quite figure out how to do it.

One of the things that a number of us are working on here that 1
would really be pleased if you would consider, and ’ll try to make
sure we give you a copy of it for review, is a concept initially ap-
plied for vocational education of an educational performance agree-
ment.

This is basically a device which would allow a school district, ini-
tially in a demonstration program, to really end-run the regula-
tions and the buresucracy and to write a plan for excellence where
they commit to doing, in specific terms, a hetter job for every stu-
dent, protecting civil rights, protecting safety standards, but then
addressing how tl.ey are going to do a better job, in return for
which they rec_ive major flexibility in terms of how they spend the
money that they receive, in terms of how they deploy human re-
so}t:rgesl, what kinds of curriculum they use and where, how they
schedule.

The things that make a school the way it is become theirs to
mold to a program, with some resources and time for planning.
Somehow, we have to begin to shift power and have a policy which,
in responsible ways, shifts power to the places where children learn
and teachers teach, and that’s schools.

Untii we figure out how to do that in responsible ways, it is all
noise. I the meanwhile, we are losing two out of five. I'm moved
by your comparison with the antelopes. Let’s be even less human
and say we would not let it happen with automobiles, with things.
Hell, if the hubcaps fell off two out of every five cars, you know,
Ellilgy would do something about it. In fact, they used to and they

Anyway, enough said. I hope you will look at our idea. I'll make
sure we send you the educational performance agreement idea, and
we will take all the advice and strengthening we can get. In the
meantime, I will just thank you for your message.

Sen...or Brock. I think that’s an exciting concept. Dennis Doyle
and others have done some work in this area, Bill Johnson and
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others. You hear things like this a lot from people that really are
thoughtful on the subject, and I think it is exciting.

Let me just point out somethiag. We were talking earlier about
what can te done. I wonder if we really know or think about the
fact that only forty cents out of every education dollar in America,
only forty cents get to the classroom. What in the world is he, jen-
ing to the rest of it?

ggone it, that’s a terrible shame to me. It seams to me if you
gave a hundred cents to the school and said, “You can buy from
wherev. you get a good supplier. You do not have to buy from the
school board. You do not have to buy from any government agency.
You buy the textbook or the product that you are purchasing, heat
and light and whatever else, v-herever you can get the best buy.” I
think they’d manage their money beiter than we do or better than
the school boards.

Chairman HAwWKINS. Mr. Sawyer? .

Mr. SawYERr. Thank you, Mr. Chairman. Mr. Chairman, I just
beg your irdulgence for a moment, if you would.

I cannot say enough, Mr. Secretary, about at least three points
that you have raised. the first being that we are going through
something in this country we probably have not gone through for a
hundred years; that is, there is a real job shortage in many areas of
this country,

There is, simultaneously, a labor shortage in the areas of great-
est job growth. Those two forces conspire to create a circumstance
we have not seen in this country perhaps in a hundred years, when
t}}ti.s country made the great movement from the farms to the
cities.

At the same time, we are really losing educational capacity at a
rate that we may well lose half the current cohort of teachers.

Sena*or BRoCK. That's right.

Mr. "AwvER. | compare that often to the condition of a guy who
is gettins out of school and entering his twenties who is beginning
to spread around the middle a little bit, and he does not realize
that he has begun to age and he has got to work a little bit harder
to stay in shape, or else his muscles are going to begin to atrophy
and he will lose the capacity to get back into shapc. We are losing
that capacity to stay in cond};tion more rapidly than we know.

Having said that, I really want to emphasize that in talking
about choice, in talking about empowerment at local levels, in talk-
ing about the shift of powers to the schools, we speak as though
there were some kind ¢ domineering Federal presence in our
schools that is demandi . that things be done in a certain way.
That is the furthest thing from the truth.

There may be constrictions that we need to examine, and we
may v:ell r2ed to release educational policy makers and give them
much greater freedom to make decisions, but that is not to suggest
that at the same time, we do not need *~ have a Federal presence
all ac.o0ss education in this country.

ou say, it is not administrative presence necessarily, but it is
a Feders! presence, nonetheless. As I hLear from Vermont, you
cannot help but think of 125 vears 0, when another man from
Vermont, Justin Morrell, couironted the arguments that we could
not afford to invest in universities. We faced a terrible demand just
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to defend the Union itself and, in fact, on top of everything else,
the argument was advanced that education was not mentioned in
the Constitution so we should not be doing it anyway.

We swept all that aside and recognized that the future of the
nation was at stake and, as a product of that, we have schools
today ranging from Texas A&M to MIT. I am not so sure that the
same kind of substantial Federal presence——

Senator Brock. He was a good Republican.

Mr. Sawyer. Exactly right. Without domineering that sense of
pluralism that we all value so much, that we do not desperately
need that Federal presence to deal with a set of demographic prob-
lems that we have not faced in a long time in this country.

That is the end of my speech, Mr. Chairman, and I apologize for
going on.

Senator Brock. We agree. Thank you, very much.

Chairman Hawkins. Thank you, Mr. Sawyer. Mr. Payne?

Mr. PayNE. Thank you very much, Mr. Chairman. I will certain-
ly attempt to also follow your dictate. I am sorry that I missed the
talk from the Secretary, but I know that this whole problem of edu-
cation, especially urban education, is a strong concern of mine.

I am from Newark, New Jersey, and we are simply not produc-
ing what we need for the future. I believe you spoke in New Bruns-
wick several weeks ago with the Partnership Group. Bob Winter,
the CEO of Prudential Insurance Company, chaired that meeting,
and Governor Clinton from Arkansas and Governor Kane, both
young men, totally interested in education, two different parties,
but really saying that this is our most important product are our
children.

I am hopeful that what you are #~ing and the concern that is
being expressed now by industry, busess—at one time, it was felt
that it was simply the cbligation of the educational community to
fix it since it was broke, but now we are finding that there is a
broader based coalition.

The cost of a nurse is a prim~ example of how our educational
system has failed. We have a shortage of nurses. The cost of a
aurse has almost tripled because of these kinds of prectices that we
have to take.

If we could invest that money into our educational system, we
could produce and have an excess of nurses. We project, a hundred
thousand person shortage in New Jersey so far as employment is
concerned, in the next decade. It does not make sense when you
hiwe 30 many, 56 percent, of the young black maies who are unem-
ployed.

The other thing, just in conclusion, is my concern of the black
male in this plight. We did a recent survey and it indicated that
there were more black men in prison than in college. Now, that
really has a chilling effoct on me, in particular, as it relates to the
future. I think that we really have to come to grips with this prob-
lem and all roll up our sleeves to see about the solution. Thank
you.

Senator Brock. Congressman, we are in such total agreement, I
do not really need to add very much. The thing I was trying to say,
though, is that there resally is no one apprcach. We have got to 3:)
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almost everything simultaneously. We are going to be out of
peo’gle. We are out of teachers. We are out of nurses.

We are going to be out an enormous number of skilled people in
all the professions soon if not already, and some companies are al-
ready having desperate trouble finding help now—good, competent
help. Yet, you've got 23 million Americans who cannot read at the
fourth grade level, who could not hold a job if you begged them to
take it.

You have got another twenty to thirty million who cannot read
at the ninth grade level and we are putting another seven hundred
thousand into the workforce every year who drop out of school, and
they cannot read at the ninth grade level, and of those who gradu-
ate, with a diploma in hand, you have got another geven hundr.d
thousand that cannot read at the ninth grade level. That’s a func-
tional illiterate in today’s cognitive based economy.

We have got all those people out there. Why don’t we say, “Wow,
what an onortunity we have got in front of us. Let’s go back and
do a recal program. Let’s put them back into education and give
them the tools.’

Then, let’s admit that you cannot solve this problem by trying to
force feed down from the top. You've got to start with preschool
education. You have got to deal with prenatal education. You've
got to deal with the comnonents of the problem that are the causa-
tive factors.

If you come in with a front-end problem, as I said earlier, with
good preschool education and things like adequate nutrition, even
child care, ought to be in learning centers, by the way. If you do
those sorts of things, then you have got a long-term solution to go
with the short-term redeployment of resources that have not been
given skills but can be now.

Chairman HAwWKINS. Mr. Poshard?

Mr. PosHARD. Thank you, M~ Chairman. I have spent fifteen
years as a classroom teacher and high school administrator. I spent
the last five years in a secondary and elementa1, education com-
mittee in the Illinois State Senate, the last two years as a part of
that committee helping to rewrite the Chicago School Reform Bill.
M{ wife has been an elementary teacher for 17 years.

do not say that by way of feeling that I have gained any special
insight into educaticn, except that I have had a Iot of practical ex-
perience in our family in dealing with it. Throughout my career in
education, the one t}‘;ing that keeps coming back—and I Jdo not
know how we ever deal with it, I honestly don’t, because I know
there are ways that we can bring accountability to the teaching
profession.

I know there are ways that we can make more cost efficient use
of our resources, material, building, all other kinds -f r sources,
but how do you bring about parental accountability?

We tend to put all these things in the inner city and associate
them with minorities, all right?

Senator Brock. It’s not.

Mr. Posuarp. No, it is not anymore a problem there than it is
anywhere else. But, how do we, when m;’ wife, as a third grade ele-
mentary teacher, and she sends home a total of 73 slips during the
year to indicate to the parents thet their child is failing in this one
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particular area and they need to come in for a parental conference
to help get the child up to par.

Cver the course of the entire year, eleven of 73 parents show p
for a conversation with their child’s teacher. How are you ever
going to change the system if Kgu have got a whole generation of
parents here who do not are about the education of their children.

So help me, that is th.  ith. I am not exaggerating the problem
here. We cannot get parents to get involved It even sitting down
with their children and going over the homework. Now, I have
taught with and trained some of the best teachers I know, who end
up getting burned st in a matter of four years and getting out of
education altogether because they cannot get anybody at home to
deal with the children.

They are good teachers. They do not go home when the bell rings
at the end of the day. They have a good work ethic. They stay
there. They write their goals and objectives and they are ready for
the next day, but they can’t even talk to the kid’s parent. The kid
comes to school with every problem in the world.

Is there a way we can do anything at the Federal level or even
the state level, at which I could talk to some of my colleagues, to
bring about any parental accountability? That, in my mind, is
where we jusi throw up our hands and quit. It is probably the most
sign;{ficant thing of all, ir terms of ever getting our kids back on
track.

Senator Brock. I think it may be the most significant. I think
every study I have ever seen says that parental involvement is the
most single important factor in the child’s performance in school.

There was one study I saw last fall that ran a direct track. You
could run i{wo paralle! lines end put one of them on top of the
other. The number of times a parent talks to a child, talk 8
child, per week, and it tracks degrees that tkat child has in » i
It has nothing to do with their IQ, their intelligence, their hard
work or anything else. The nur.ber of times they talked to their
parents nad more to do with it than any other single predictive
factor. That's an incredibie thing.

I am not sure that there is ¢ singlc reason as to why, but I do
think that a Jot of parents twenty-odd years ago got the idea that it
didn’t matter. They were told that they were so dumb that they did
not have a 1ight to interfere with the school system.

In the "%, we told vhe parents, “Co away. We don’t need yor ”
These wondesful people that took over the school system i1, those
days, with t'ie rew ideas of ~ven classrooms and no homework and
Jdiscipline and everything eise. They said, “Get out of here, parents.
You are old {ashioned and you ar. .crewing around with these kids
and we know more than you do

The parents, after awhi 3, finally got the message. We also told
ther, “It dozsn’t matter whether you comment or not. You do not
have any vorce in what we are doing.” Parents can’t complain
about teztbooks that are a sloppy and stupid bunch of pap.

They are criticized for being book burners if they do that. Some
of them are, unfortunately, but the others are legitimate. It doesn’t
matter. In either case, they are not allowed to participate.

I am not sure that there is a simple answer. I do think that some
things vsould help get the parent back involved and that is why I

.
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thought the choice at least ought to be tried, because it forces the
1;;arint to have some say in the thing. Maybe that will draw them
ack.

When you want to get parents involved, tell them that the high
school footbal! team is going to win or lose, then they get involved,
or tell them that their kid cannot play, then they get involved.

Maybe the way to do it is to do what Texas has done and say,
“No pass, no play.” I like that. Maybe we ought to do away with a
lo. of the emphasis on athletics and put it on academic athletics,
and start recognizing or rewarding parents that get involved and
kids that do well, not the ones that can jump higher in a high jump
contest but those who can perform better in an academic contest.

Chairman Hawxins. Mr. Owens?

Mr. OweNs. Mr. Chairman, I have no questions.

Chairman Hawkins. Well, I guess that exhausts the list, Bill.
You are a very exciting witness. I never thought such a simple
little bill, H.R. 2225 would invoke such wide ranging discussion. We
certainly appreciate it.

Senator Brock. You have excited our imaginations, Mr. Chair-
man.

Chairman Hawkins. We appreciate what you are doing and you
and I are going tc have to get together and discuss a few things.

Senator Brock. I'd love to.

Chairman HAwkiNs. It is a deep admiration and respect “~r what
you are doing, Bill.

Senator Brock. Thank you, Mr. Chairman.

Chairman Hawkins. Thank you.

Senator Brock. Thanh you for letting me come back and see you.

Chairman Hawkins. We have a distinguished Member of the
House who is here who has asked for a brief statement. I would
like at this time to call on Representative Bustamante.

STATEMENT OF HON. ALBERT G. BUSTAMANTE, A
REPRESENTATIVE IN CONGRESS FROM THE ST.A\TE OF TEXAS

Mr. BusTAMANTE. Thank you, Mr. Chairman, and I will be very,
very brief both for you and, of course, our colleagues. Let me an-
nounce that I am pleased to be an original co-sponsor and I am
here to support H.R. 2235 and ask unanimous consent to revise and
extend my remarks.

Chairman Hawkins. Without objection, so ordered.

Mr. BustaMANTE. That is the end of my speech, but I will be
happy to answer any questions if you want to know why I am in
support of H.R. 2235.

[The prepared statement of Hon. Albert G. Bustamante follows:]
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TESTIMONY BEFORE THE HOUSE EDUCATION AND LABOR COMMITTEE
ALBERT G. BUSTAMANTE

2175 RAYBURN H.O.B.

WEDNESDAY JUNE 15, 1989

TODAY, THE NUMBER OF COLLEGE STUDENTS STUDENTS RECEIVING
DEGREES IN THE FIEL"S OF SCIENCE AND MATH HAS DECREASED BY 26
PERCENT OVER THE 2AST TEN YEARS, AND OVER ONE-THIRD OF ALL
DOCTORAL DEGREES 1IN SCIENCE, AND MORE THAN HALF OF ALL
ENGINEERING DOCTORAL DEGREES NOW GO TO FOKEIGN STUDENTS
STUDYING IN THE UNITED STATES. BUT UNFORTUNAT:LLY, MINORITIES
IN THIS COUNTRY HAVE BEEN UNABLE TO AVAIL THEMSELVES OF A
COLLEGE EDUCATION. THIS IS EVINCED BY THE DISTURBINGLY HIGH
DROPOUT RATES AMONG HISPANIC AND BLACK HIGH SCHOOL STUDENTS.
IF THIS TREND CONTINUES, WE WILL BE HARD PRESSED TO GEAR
OURSELVES READY TO RECONQUER THE WORLD MARKETPLACE.

ESPECIALLY DISTRESSING IS THE ACADEMIC UNDERACHIEVEMENT OF
HISPANIC AMERICANS. GIVEN THE OVERALL YOUTH OF THIS ETHNIC
GROUP, HISPANICS REPRESENT A LARGE PORTION OF OUR NATION'S
FUTURE WORKFORCE. WE NEED HISPANIC AMERICANS TO REACH THEIR
.FULL POTENTIAL, BECAUSE WE ARE COUNTING ON THEM TO FILL JOBS
VACATED BY A GENERATION OF NONMINORITY EMPLOYEES, WHO ARE
FAST 4PPROACHING RETIREMENT AGE. IF HISPANICS ARE TO REACH
THEIR FULL POTENTIAL WE MUST ENSURS THAT THEY ARE BETTER
REPRESENTED IN ALL ACADEMIC FIELDS.

TO ADDRESS THIS PROBLEM, I CONVENED -- AS CHAIRMAN OF THE
CONGRESSIONAL HISPANIC CAUCUS -- A NATIONAL FORUM HERE IN
WASHINGTON, D.C. ON THE STATUS OF HISPANICS IN HIGHER
EDUCATION. AFTER SPENDING A FULL DAY TALKING WITH VARIOUS
EXPERTS IN THE FIELD, I BECAME CONVINCED THAT THE FEDERAL
GOVERNMENT NEEDS TO ASSIST THOSE INSTITUTIONS THAT HAVE A
SPECIAL COMMITTMENT TO HIGHER EDUCATIONK. AFTER REQUESTINC
THE CONGRESSIONAL RESEARCH SERVICE TO CONDUCT A STUDY OF THE
ISSUE, I HAVE DRAFTED PRELIMINARY LEGISLATION TO ESTABLISH A
FEDERALLY ASSISTED NETWORK OF TWO-YEAR AND FOUR-YEAR COLLEGES
AND UNIVERSITIES WHICH ENROLL SUBSTANTIAL NUMBERS OF HISPANIC
STUDENTS. HISPANICS, AS I HAVE ALREADY NOTED, ARE BECOMING A
STEADILY INCREASING SEGMENT OF THE GENERAL POPULATION, AND
EDUCATION IS PROBABLY ONE OF THE MOST IMPORTANT CONCERNS OF
THIS GROUP OF AMERICANS.

UNFORTUNATELY, THE RATE OF HIGHER EDUCATION ENROLLMENT BY
HISPANIC HIGH SCHCOL GRADUATES HAS DECLINED OVER THE PAST
DECADE, AND THE RATE AT WHICH HISPANIC CHILDREN DROP OUT OF
ELERENTARY AND SECONDARY SCHOOL IS HIGHER THAN THE NATIONAL
AVERAGE. UNLESS WE ENHANCE THE ABILITY OF SCHOOLS TO RECRUIT
AND RETAIN HISPANIC STUDENTS, THIS DISCREPANCY WILL HAVE A
MAJOR NEGATIVE IMPACT ON OUR COMMUNITY AND NATION'S ECONOMIC
HEALTH. INSTITUTI"NS OF HIGHER EDUCATION  THAT ENROLL
SUBSTANTIAL NUMBERS OF HISPANICS STUDENTS ARE IN A POSITION
TO HELP IMPROVE THE MOVEMENT OF THSE STUDENTS THROUGH THE




O

ERIC

Aruitoxt provided by Eic:

EDUCATIONAL PIPELINE.

THIS TASK IS MADE EASIER BY THE FACT THAT HISPANIC COLLEGE
AND UNIVERSITY STUDENTS ARE CONCENTRATED AT A  RELATIVELY
SMALL NUMBER OF INSTITUTIONS. IN FACT, IT IS IMPORTANT TO
NOTE THAT LESS THAN 80 SCHOOLS ACCOUNT FOR OVER 50 PERCENT OF
THE TOTAL HISPANIC ENROLLMENT NATIONWIDE. THAT'S WHY I aAM
ESPECIALLY PLEASED BY THE INCLUSION OF THIS PROVISION IN H.R.
2235, WHICH WILL STATUTORILY DEFINES AN HISPANIC-SERVING
INSTITUTION OF HIGHER EDUCATION AS ANY DULY ACCREDITED
TWO-YEAR AND FOUK-YEAR NONPROFIT INSTITUTION OF HIGHER
EDUCATION THAT HAS AT LEAST 25 PERCENT HISPANIC STUDENTS. I
BELIEVE TEIS PROVISIOK IS REFLECTIVE OF THE BILL'S OVERALL
SENSITIVITY TO THE EDUCATIONAL NEEDS OF ALL AMERICANS. I
APPLAUD YOUR LEADERSHIP MR. CHAIRMAN IN INTRODUCING THIS
LEGISLATION AND I STAND BEHIND YOU IN PUSHING FOR ITS PASSAGE
IN THE 101ST CONGRESS.
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Chairman HAwkins. Thank you. I understand that you do have
some concerns that you wish to express. We will be very glad to
receive them. I think I know of some of those concerns. At the staff
level, I think we have already started to express the concern, and I
assume that you are somewhat, if not the official representative
this morning for the Hispanic Caucus, as well.

Mr. BusSTAMANTE. Yes, sir.

Chairman Hawkins. We will be obviously very much concerned
with working with you throvghout.

Mr. MarTiNeZ. Mr. Chairman?

Chairr- \u HAWKINs. Mr. Martinez?

Mr. MarTINgz. If I might, Mr. Bustama~ite, one of the things
that—well, one of the questions that erises and one of your big con-
cerns has always been for the advancement of Hispanics in educa-
tion.

I understand that you have an amendment to the bill that would
at least improve that to a degree from where it is now, or give a
consideration where consideration has never been given before.

The question that arises in some people’s minds is: Why? See,
Hispanics do not traditionally have Hispanic universities or col-
leges and they never have. There is one based in San Francisco
which is still trying, I think, to get accreditation. If they did, it is
just receitly. They really do not have an established campus, but
they lease out o1 use other college campus facilities.

If we really go back in the history of the difficult time that His-
panics have had in institutions where primarily there are Hispanic
populations, then let me clarify one thing first. The only real His-
panic colleges and universities that exist in the United States—not
really in the United States, but where United States citizens
attend—are really in Puerto Rico where there obviously is no dis-
crimination because Puerto Rico is a commonwealth whose popula-
tion is comprised almost solely of Hispanics, so there would not be
that discrimination there.

In the mainland of the United States, even where there are ma-
Jority populations of Hispanics in universities, there has been dis-
crimination, more subtle than it has even against blacks. In many
instances, the Hispanics traditionally have been given crumbs. In
fact, minorities have been given crumbs and told to fight for those.

I do not think that is a situation we really want to get into. We
want to get a fair share of the pie, not just crumbs. The problem
arises that many personal experiences have not been enunciated.

Let me asit you at this time, because I know your personal expe-
rience is one that is reflective of many Hispanics who aspire to
higher education, who aspire to greater things. Would you please
share that with us?

Mr. BusTAMANTE. Thank you so much, Mr. Martinez. Let me say
that you are correct. The barriers, of course, are not only in dis-
crimination but also, of course, economics. That has been one of the
toughest areas for us as an ethnic group in the United States.

I grew up in an area of south Texas where most of us were mi-
grant workers. I was the oldest of eleven children. In my eighth
grade class, there were 31 of us. When I graduated, there was only
13 of us. Things have not changed in the last thirty some odd
years. They remain almost basically the same.
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The drop-out rate is between forty and fifty percent in many of
these areas. It is very tough for young Hispanics to go to college.
Where do we go? We go to the junior college; that’s where we begin
and then we have got to work our way through to the four year
universities,

If we do not have that hundred dollars or three hundred dollars,
we do not get in there, because we don’t have enough money to pay
the tuition. Mr. Chairman, I don’t want to prolong this, but let me
just give you an example.

When I was going to school, I went under the GI Bill. Every se-
mester when I had to pay that college tuition, which was $84, I had
a very tough time. I had to go borrow money, whether it was from
loan sharks, whether it was from the college that could provide us
with a fifty or hundred dollar loan.

I had to drop out my junior year and go work in Oregon, where
we used to migrate every year from south Texas to Oregon. It was
just a tremendous burden, a tremendous chore for me to just get by
the school year.

I dropped out my junior year. I came back thinking that I had
enm:ﬁh money to finish my last year. I almost dropped out in the
middle of the semester because I didn’t have the hundred dollars to

repay the college loan and I needed 384 to pay my tuition and $35
for the rent.

Guess who loaned me the money to finish my last nine hours of
rollege credit? The school janitor, who was a drinking friend of

ine, sometimes on weekends, he loaned me $250 so that I could
..aish my last semester of college at Sul Ross State University,
which 15 about fifty percent minority, Hispanic Americans.

There were a lot of other young people who were not as lucky as
I was and maybe not as aggressive as I was, a lot of young people
who did not have that opportunity. That is why I support H.R. 2235
simply because it provides some of this incentive, provides some of
the assistance that people need.

It is a very tough road. Many of our young people do not get that
opportunity that I got. Many of them do not E:ve that janitor that
can co-sign a note for them for $250 or three hundred dollars.

So, yes, we do have tremendous problems. They are still with us
very much today. This is the reason that I have added language to
the bill or made an amendment to the bill, so that we can give
other young people an opportunity.

Mr. MArTINEZ. Thank you.

Mr. BustaAMANTE. Thank you, Mr. Chairman.

Chairman Hawkins. I appreciate it and we certainly appreciate
what you are doing in support oi' the bill, too.

Mr. BustaMANTE. Thank you, 8o much.

Chairman Hawxkins. Thank you.

The Chair is going to ask that the next panel be called to the
table now. Dr. Norwood, I ask you to join with this panel. We will
address our questions first to you, but it seems to work out better
when they understand that there are other members on a panel
that they also can ask questions of.

Dr. Norwood, Commissioner, Bureau of Labor Statistics, will
these witnesses be seated at the witness table, Dr. Vijaya Melnick,
Center of Applied Research and Urban Policy, the University of
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the District of Columbia; Mr. William B, Johnston, project director,
Hudson Institute; and, Dr. Sue Berryman, Director, Institute of
Education and the Economy, Teachers College, Columbia Universi-
ty. We are please{ to have you.

Dr. Norwood, we will ask you to lead off. I would hope ¢hat if the
Members have some questions, you will entertain a few of them.
My understanding is that you are familiar with most of the ques-
tions, Dr. Norwood, we intend to ask you. Because we are running
late and because I know that you probably have other business, we
regret having kept you so long.

I will ask permission that after your general statement, that the
questions the Chair would have asked you be submitted to you and
that you may respond to them in writing at the earliest conven-
ience. If that is satisfactory with you, we will not have to keep you
around here all the morning.

a general statement, you know generally what we are con-
cerned about. We are concerned about the development of data con-
cerning the workforce and the problems that may be involved in
your being able to do it from a professional point of view with lim-
ited resources and so forth.

So, if you can give us some general idea about the advisabilit of
the proposal in tile proposal to try to develop an independent data
base that would be reliably depended on by all, including the em-
ployers, public officials and so forth. I think that is generally what
we want you tc deal with.

STATEMENTS OF DR. JANET NORWOOD, CGMMISSIONER, BUREAU
OF LABOR STATISTICS; SUE E. SERRYMAN, PH.D., DIRECTOR,
INSTITUTE ON EDUCATION 2 THE ECONOMY, TEACHERS
COLLEGE, COLUMBIA UNIVERSITY; VIJAYA L. MELNICK, PH.D.,
DIRECTOR, CENTER OF APPLIED RESEARCH AND URBAN
POLICY, UNIVERSITY OF THE DISTRICT OF COLUMBIA; AND
WILLIAM B. JOHNSTON, PROJECT DIRECTOR, HUDSON INST:-
TUTE

Ms. Norwoob. Thank you ve much, Mr. Chairman. In the in-
teres*~ of time, let me very briefly summarize some of the points in
my stuteme.it.

First, let me say that it is always a very great pleasure to discuss
labor market issues with you, and I am pleased to have this oppor-
tunity and also to follow a man for whom I have tremendous admi-
ration.

Let me first say that, in m statement, I have tried first to clear
up a rather common misun erstanding about the size of the new
entrants into the labor force. I won't go into that here except to
say that we expect the labor force will be increasing in size, more
slowly, of course, than in the past, but nevertheless, there will be
an increase.

There will also be a need for replacements for ple who leave
for retirement nr for some other purpose, and we do anticipate that
white males will be continuing to retire at a much greater rafe
than minorities will be and, therefore, some of the more commonly
used figures—in Particular, the nine percent increase in white
males—is not really correct.
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The distinction between these numbers—that is, the total
amount of entrants and the net change—is really tremendously im-
portant because the demographic distribution of the total number
of people entering the lahor force by race, sex and Hispanic origin,
is really much different from the demographic composition of the
net change.

For example, black and Hispanic men and women combined will
amount for about one-quarter of the new entrants, but as a propor-
tion of the net labor force growth over the peried, they will account
for nearly one-half.

On the other hand, white males will account for almost one-third
of the total entrants, but only for nine percent; about nine percent,
of the net labor force increase. That is because many more white
men than minority workers will leave the labor force over the next
decade.

We _hould not under estimate the difficulties minorities face.
Larger numbers of new minority workers will need to find jobs and
theii probiems will need to be addressed.

The Bureau of Labor Statistics’ occupational projections antici-
pate that three of the nine major occupational groups comprising
our occupational structure will have grea‘er than average growth
between now and the year 2000.

Historically, these three groups—executive and adm. aistrative/
managerial workers, professional workers and technicians and re-
lated support workers—have required considerable training and
have also had above average earnings.

Unfortunately, blacks and Hispanics now make up a relatively
small share of employment in these occupations that are expected
to be fast growing. They are over represented in the slower grow-
ing, lower paying occupations.

It is important to recognize, as Secretary Brock clearly pointed
out, that the occupations projected to have the most rapid growth
have also had the highest educational requirements.

Now, I would like to point out that good employment opportuni-
ties will not be entirely limited to the occupations requiring formal
education and training. Only about a quarter of all workers are
now employed in these occupations and my statement goes on to
discuss some of that.

But even those workers will have to be trained on the job by em-
ployers and will require skills in reading, in particular, and mathe-
matics. Of course, many other issues also have a bearing on the
success or the failire of minority workers to compete successfully
inlfhe labor market Most of them are difficult .» measure statisti-
cally.

It is far easier to recognize the need for statistical information
than it is to develop it. For example, the Bureau of Labor Statistics
has been developing occupational projections for more than four
decades, but the projections of the overall labor force are much
more accurate than for the individual groups within it.

This is the case in all data series and it is not unique to BLS pro-
grams. The general thrust for faster growth of the highest skilled
occupational groups is likely to be much more accurate than the
numerical profections for individual occupations. National data are
easier to develop and tend to be much more accurate than data for
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individual states, and the data for small areas are subject to even
greater error.

Now, while we have, I believe, one of the most advanced data
systems in the world, there is always something about the labor
market about which we would like to know more. Career ladders
and occupational entry patterns are really not very well under-
stood.

Our occupational structure is detailed and complex and there is
considerable evidence that the definitions of occupations frequently
change, and I believe, by the way, that that is going to change
much more in the future than it has in the past.

Even defining an individual labor market area is time consuming
and can be difficult, especially when looked at occupation by occu-
pation. We have a more extensive occupational wage data collec-
tion program than most other advanced countries of the world but
our knowledge of occupational w;lje and benefit practices is limited
at this point to broad occupation groups at the national level and
a detailed analysis for a very small number of occupations in even
smaller numbers of areas.

Indeed, the detailed occupational data for local areas with com-
parable demographic distributions needed for in-depth analysis are
only available every ten years when decennial census data have
been collected.

The further we move through the decade after a census, the
more unrelinble the data, since our population is mobile and our
labor market is rapidly changing,

Mr. Chairmen, I believe, as I am sure you and other members of
the committee do, that every citizen of this country must have an
equal opportunity to benefit from the jobs that our economy can
provide. I can assure you that we . t the Bureau of Labor Statistics
will do all that we can to provide the country with labor market
information that can help to enhance that goal.

Thank you, very much.

[The prepared statement of Dr. Janet L. Norwood follows:]
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STATEMENT OF
DR. JANET L. NORWOOD
COMMISSIONZR
BUREAU OF LABOR STATISTICS
BEFORE THE
COMMITTEE ON EDUCATION AND LABOR
UNITED STATES HOUSE OF REPRESENTATIVES

June 15, 1989
Mr. chairman and Members of the Comhittee:

I am pleased to be here this norning to offer some
comments on the issues being considered by the Committee.
My remarks will be based on the Bureau of Labor Statistics
(BLS) program which projects labor force demographics and
Occupational employment demand to the year 2000. This work
is a part of the biennial BLS analysis of future trends in
the economy. I would also like to review some of the data
limjtations that impede a comprehensive analysis of the

issues of concern here today.

Let me begin by clearing up what has become a common
but incorrect interpretation of the statistics used to
describe the demographic composition of new entrants to the
labor force through the year 2000. BLS estimates (in the
middle scenario of three alternative sets of projections)
that the labor force will reach 138.8 million in 2000, 20.9
million more than in 1986, the base year of our latest set
of projections. The data commonly but incorrectly used to

describe the demographic composition of entrants over the
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1986-2000 period are bas.d only on this change of
approximately 21 million. But, in addition to this increase
in the size of the labor force, we estiwate that 28.3
million workers will enter the labor force to replace
workers whn retire or leave the labhor rorce for other
reasons. The total number of entrants over the period,
therefore, will be much larger than 21 million. In fact, we
estimate that when the number of those needed to réplnce
those who leave he labor force is added, the total number
of entrants will number about 49.2 million.

The distinction between the total number of entrants
and the net addition to the labor force is important because
the demographic distribution of the total number of entrants
by race, sex, and Hispanic origin is much different from the
demographic composition of the pet change of 21 million.

The two concepts are different and must not be mistaken for
one another. For example, black and Hispanic men and women
combined will account for about one quarter (27.4 percent)
of the new entrants, but as a proportion of the net labor
force growth over the period, they will account for nearly
one half (44.5 percent). On the other hand, white males
{not including Hispanics) will account for almost one third
(32.1 percent) of the total entrants batween 1986 and 2000,
but only for 9.2 percent of the net labor force increase.

This is because many more white men than minority workers
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will leave the labor force over the next decade. 1In fact,
the BLS estimates that white males will comnrise about half
of those expected to leave the labor force from 1986 to

2000,

The use of total labor force entrants rather than the
net addition to the labor force reduces the estimated
pr: ~rtion of new minority workers, many of whom often
experience difficultier in the labor market. However, we
should not underestimate the difficulties minorities face.
Larger numbers of new minority workers will need to find
Jobs, and their problems will need to be .ddressed. The
concern is that many of these new workers may not have the
education and skills that will be required for the kinds of

iobs that are expected to be available.

The BLS occupational projections serve to highlight
this concern. We anti. pate that 3 of the 9 major
occupational grecups comprising our sccupational structure
will have greater than average growth. Historically, these
3 groups -- executive, administrative, and managerial
workers; professional workers; and technicians and related
support workers -- have required considerable training and
have also had above average earnings. Jnfortunately, blacks
and dispanics now make up a relatively small share of

.employment in these occupations that are expected to be fast
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growing. And they are overrepresented in the slower-
growing, lowcr-~paying occupations.

It is important to recognize that the occupations
projected to have the mos% rapid growth have also had the
highest educational requirements. These occupational groups
have the smallest proportion of workers with less than a
high school education and the highest proportion with a
college education or beyond. oOur black and Hispanic
population, however, have a much greater prcportion of
workers with less than 4 years of high school (22.7 and 39.0
percer® respectively) than the white population (15.8
percent). A much smaller prcportion of blacks and Hispanics
than of whites have completed &« years or more of college.
(The proportions are 14.3, 11.5, and 23.9 respectively). It
is quite clear from these data that for some minority
workers, lack of educational attainment can be a serious
impediment to successfully competing for the most desirable
jobs.

I should point out, of course, that good emplovment
opportunities will not be entirely limited to the
occupetions requiring formal education and training. oOnly
about one-fourth of all workers are now employed in these
occupations. The construction trades, xetalworking crafts,

repairers, sales Jons, protective service ozcupations in
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State and local governments, to name just a few, should have
favorable job prospects. But many workers in these
occupations, and others like them, are trained on the job by
employers. Workers who do not have a good basic education,
including language and mathematic skills, often do not
qalify to enter employer training. A major issue we face
for the remainder of this century, I believe, is incrsasing
the educational and skill levels of labor force entrants who
in the past may not have had the educational background

required for the next century’s jobs.

0f course, many other issues also have a bearing on the
success or fallure of minority workers to compete
successfully in the labor market. Most of them are

difficult to measure statistically.

As you know, it is far easier to recognize the need for
statistical information than it is to develop it. For
example, the BLS has been developing occupational
projections for 4 decades, but the projecticns of the
overall lapbor force are much more accurate than for the
individusl gronps within it. This is the case in all data
series, and is nov unique to BLS'’s programs. The general
thrust for faster growth of the highest skilled occupational

groups is likely to be more accurate than the numerical

projactions for individual occupations. National data are
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eagier to develop and tsnd to be much more accurate tran
data for individual States. And the data for small areas

are subject to even greater error.

Let me say that while we have one of the most advanced
data systems in the world, there is always something about
the labor market about which we want to know more. Career
ladders and occupational entry patterns are not well
understood. our occupational structure is detailed and
complex, and there is considerable evidence that the
definitions of occupaticns frequently change. Even defining 5‘
an individual labor market area is difficult and time
consuming, especially when looked at occupation by
occupation. We have a more extensive occupational wage data
collection program than must other advanced countries of the
world, but our knowledge of occupa: ional wage and benefit
prac._lces is limited to broad occupational groups at the
national level and to detailed analysis for a very small
number of occupations in au even smaller number of areas.
Indeed the detaiied occupational data for local areas with
comparable demographic distributions needel for in-depth
analysis are only available every 10 years when decennial
census data have been collected. And the further we move
through the decade after a Census, the more unreliable the
data since our population is mobile and our labor market is

rapidly changing.
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Mr. Chairman, I believe, as I know you io, that every
citizen of this country must have equal opportunrity to
benefit from the jobs that our economy can provide. I can
assure you that we at the Bureau of Labor Statistics are
dot e all that we can to provide the ccuntry with labor

market information that can help to enhance that goal.
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Mr. MaxTiNEz. Thank you, Commissioner Norwood.

Let me state earlier, as the Chairman had earlier, that in order
to expedite your time as well as the committee’s time, that we
might ask the members if thev have any qrestions of Ms. Norwood
that they submit them in writing.

If they feel an urgency o ask a question now, I certainly will
allow it. Is there anyone who does not feel they can submit their
questions in writing?

[Mo response.]

Chairman Pawxkins. If not, thank ycu very much, Commissioner
Norwood, for being here today and giving us your excellent testi-
mony.

Ms. Norwoob. Thank you, very much.

Mr. MARTINEZ. In order to preserve time for the next witness, we
will call Sue E. Berryman, Ph.D., Director, Institute on Education
and the Economy, Teachers College, Columbia University, as our
next witness.

Ms. BERRYMAN. Thank you very .nuch, Mr. Chairman and mem-
bers of the House Committee on Education and Labor. I appreciate
the opportunity to testify before you today on this bill.

Let me compliment the committee on an imaginative bill. One of
its strengths I think is that it bridges several of the executive agen-
cies that need to be involved in any realistic attack on the nation’s
human capital problems—and 1 agree with Secretary Brock that it
is in a crisis situation, in particular, the Departments of Education
and Labor.

Issues of human capital and productivity cut across schools and
the workplace, across students and workers. However, traditional-
ly, the Department of Education restricts its vision to the schools,
the Department of Labor to the labor force and to second chance
prfl)%rams required by failures in standard education programs.

a1is balkanization shows up in vocabulary, policy and programs,
helping to sustain disjunctures between our educational and train.
ing institutions and labor markets.

I want to comment very quickly. I think probably, given the
nature of the time situation, I wil{comment Jjust on three of the
four issues. You have a discussion of the fourth one in the testimo-
ny that I submitted.

The first I want to talk about are the human capital problems
that this bill is designed to alleviate. The second is dimensions of
the problems that we face i1 integrating women and minoriti s
into the scientific, engineer'ng and technological occupations. The
third that I want to talk about this morning is the necessity for
major structural changes in our educational and training system if
we are going to be able to make progress with either of the first
two problems.

H.KR. 2235 reflects an accurate understanding of a human capital
crisis that our economv faces. It appreciates the ominous economic
future facing those rak groups that are not well equipped educa-
tionally to negotiate *he major changes that are now occurring in
labor markets.

Minorities contribute disproportionately to these subgroups as, in
certain occupations, do women. Based on our and others’ research,
the Institute sees these very harsh human capital realities first, a
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century-long increase in skill requirements has accelerated during
the last decade.

For example, in 1900 about thirty percent of the labor force
worked as agricultural or noun-farm laborers. About ten percent
were employed in either professional, technical or managerial occu-
pations. By 1980, these percentages had roughly reversed with six
percent working as laborers and 26 percent as professionals, techni-
cians or managers.

Industry case studies conducted by our researchers suggest accel-
erating increases in skill requirements during the 1980s. Although

‘ not all jobs are restructuring, a major story of these studies is the
restructuring especially of lower skill work in ways that blur tradi-
tional distinctions between lower and higher skilled jobs.

Perhaps the most profound educatioi. 1 implication of computers
in the workplace is that they replace learning based on visual ob-
servation with learning acquired primarily through symbols,
whether verbal or mathematical.

I give you a couple of examples in my testimony about textiles
and about machinists, both of which show how literacy require-
ments have shot up and show why they’ve shot up.

Secondly, growth in world trade is eliminating lower skilled jobs
in the United States. The rapid shifts in trade patterns since 1979
have dramatically increased demands for skilied workers and
eliminated many well-paid jobs for uneducated workers, particular-
ly among non-white workers.

Trade patterns in 1984 showed job losses were concentrated in
low and medium wage manufacturing while job gains were concen-
trated in high wage manufacturing, transportation and transac-
tional activities such as finance.

Third, better educated workers are key to managing the techno-
logical change {hat increases productivity and economic growth.
Our research shows that when technological innovation speeds the
rate of change, employers hire people with more education.

More educated workers appear better able to deal not only with
the technology itself, but also with the unstable environment cre-
ated by rapid technological change. Thus, in high productivity
growth industries, the average educational attainment of employ-
ees increases and more educated workers become key to productivi-
ty growth.

Fourth, falling numbers of new qualified workers will reduce em-
ployers’ hiring choices and increase the need to retrain experienced
workers includiag those with whom employers have had little
training experience and unclear training success, particularly oldar
workers £~ d workers with less education.

Fifth, there is an uminous evolution of a dual labor market. The
economic future for unskilled labor is one of shrinking opportuni-
ties and increasing poverty. For skilled labor, it is one of rising in-
comes and expanding choices, and that is just a central fact that
we he-e to face.

Although discrimination, whether based on race, ethnicity,
gender, age or handicap, is still alive and well ix labor markets,
the power of discrimination to box or trap individuals in bad jobs,
regardless of their capabilities, has waned over the Jast quarter of
1 century.
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Increasingly, jobs are becoming dead end because people lack the
human capital to get out of them. They lack the education to enter
markets. If they get into markets, they lack the education re%uired
for promotion or for being selected for retraining as their jobs are
restructured.

Please don’t think that employers are going to get us out of this
problem. Employer-sponsored training traditionally einforces,
rather than reduces, the differences in educational attainment
among employees.

Well educated people are not only the most likely to find employ-
ment, but also the most likely to receive training from their em-
;I)’l}(‘)yers. Once trained, their greater productivity earns them more.

ey switch jobs less frequently and they are rarely unemployed.

If they change jobs, they find another more easily and are more
likely to receive further training from their new employers. Those
that start their careers lacking academic and problem solving skills
fall further and further behind.

In the interests of time, I will just make one quick comment on
the issues integrating women and minorities into mathematical,
scientific and engineering occupations. I point out in my testimony
there are two major issues you need to consider.

One is the timing of interventions. The second is that there are
very substantial variations betvieen women and minorities and
among minorities in the etiology of and plausible solutions for un-
derrepresentation in these occupations.

I do think the bill is right on target in terms of thinking about
timing. You do talk about targeting some of this effort before and
during high scihool and the data are very clear that if you are con-
cerned about increasing the pool, as opposed to holding on to the
ones you've got, this is where you’ve got to intervene.

It is over by the time the kids are out of high school because of
the stacked sequence of mathematical requirements. Let me very
quickly go to the issue of restructuring the education and training
system. I really want to support what Secretary Brock said.

The economic challenge to our education and training system is
to increase the human capital of all of its clients but especially of
those outside the economic mainstream. The primary and second-
arybleducation system is the central arena for solving workforce
problems.

Public policy must reflect this fundamental and inescapable fact;
however, as the educational implications of the restructuring of the
American economy and our changing demography become clearer,
the stunning inadequacy of many educational reforms emerges.

What we are learning at our Institute argues for changes in
what we teach, to whom we teach it, when we teach it, how we
teach it and who teaches it. The issues raised here really pose for-
midable invention, research, development, evaluation changes in
areas such as curriculum and associated textbook and software ma-
terials, the preparation of teachers, concepts of measurements of
accountability and school structure.

Don’t kid yourself that working on one of these is going te do it.
We have got to work on them aﬁ, simultaneously and we have to

invest something in our research and development infrastructure.
We are bleeding to death from that point of view.
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You cannot ask a little school—we talked about a little school in
a town of 1500 They can’t do this. This is the natural Federal role.
I would like to thank you very much for your time, and I appre-
ciate your putting me forward. I am running a conference today
and I very much appreciate your time. If you have any questions,
Jjust send them up there to Columbia and I will get back to you im-
mediately.
Thank you.
[The prepared stateinent of Dr. Sue E. Berryman follows:]
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TESTIMONY BEFORE THE U.S. HOUSE OF REPRESENTATIVES
COMMITTEE ON EDUCATION AND LABOR ON H.R. 223§

Rayburn House Office Suiiding, June 14, 1989

Dr, Sue E. Berryman
Director, Institute on Education and the Economy
Teachers College, Columbia University
New York, New York

Let me complement the House “ommittee on Education and Labor on an
imaginative bill. One of its strengths is that it bridges severi of the executive agencies
that need to be involved in any realistic attack on the nation's human capital problems--in
particular, the Departments of Education and Labor. Issues of human capital and
productivity cut across schools and the workplace, students and workers. However,
traditionally, the Departraent of Education restricts its vision to the schools; the Department
ofLabor,tothelaborfomcandto"secondchance"prognmsxequimdby&ilumin
standard education programs. This balkanization shows up in vocabulary, policy, and
program, helping to sustain disjunctures between our educationz: and training institutions
and labor markets.

I want to comment on four issues: (1) the human capital problems that H.R.2235 is
designed to alleviate; (2) dimensions of the problems that we face in integrating women
and minorities into scientific, engineering, and technological fields; (3) the necessity for
major structural changes in our educational and training system f we are to make
significant progress with either (1) or (2); and (4) a few comments on H.R. 2235 itself.

HUMAN CAPITAL REALITIES

HR. wSmﬂmmwcmmundamndingofthehumancapimuisismtom
economy faces. It sppreciates the ominous economic future facing those subgroups who are
not well equipped educationally to negotiate the major changes that are now occurring in
labor markets. Minorities contribute disproportionately to these subgruups, as, in certain
occupations, do women.

Based on our and others’ research, the Institute sees these harsh human capital
realities.

A Century-Long Increase in Skill Requirements Has Accelerated During the Last
Decade

Historically, technological innovasion has increased the relative importance of higher-
skill occupations. In 1900 about 30 percent of the labor force worked as agricultural or
non-farm iaborers; about 10 percent, in cither professional, technical, or managerial
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occupations. By 1980 these percentages had roughly reversed, with 6 percent working as
laborers and 26 percent as professionals, technicians, or managers.

The military occupational structure shows Similar upward shifts in skill requirements.

In the forty years between 1945 and 1985, the sba-e of the enlisted force in white collar
occupations increased from 28 to 47 percent, a shift ,~marily attributable to an increase in
technical personnel from 13 to 29 percent. The shere of the enlisted force in blue collar
occupations declined from 72 to 53 parcent.

Industry case studies ronducted by our researchers suggest accelerating increases in
skill requm.ments during the 1980s. Althoug* not all jobs are mtrucmnng, a major story
of these studies is the restructuring especially of lower skill work in ways that.blur
traditional distinctions between lower and higher skill jobs. Perhaps the most profound
educational implicauon of computers in the workplace is that they replace learning based
on visual observaticn with learning acquired primarily through symbols, whether verbal
or mathematical.

For example, in textiles, semi-literate oprrators used to be able to move into
technician jobs because they could literally see how textile machines functioned. Today
most machines have microprocessors and other electronic components that are not
observable. To understand, diagnose, and fix the new machines, technicians now have to
be able to represent their structures and processes symbolically in their heads by decoding
complicated manuals, diagrams, and updates provideC by the manufacturers. Literacy
requirements have accordingly shot up.

In machining, computerized numerical control (CNC) machines radically alter the
processes of set-up, control, and operation, replacing manual set-up and control with set-up
by symbolic command. What is important about systems such as these is that they depart
in significant ways from the traditional systems of knowledge that reflect accumulzted
production wisdom. They arc content-free, formal, closed conceptual systems that have
many of the characteristics of "school” subjects, such as mather ‘cs or grammar.
Individuals who have elected traditional machining were usually, wiile in school, not
thought to have to function within such systems. Now they do.

Growth in World Trade Is Eiminating Lower-Skill Jobs in the United Stales

Chances in American trading advantages create employment problems. The new
jobs in industries competing successfully arc not always open to the people losing jobs as
a result of increased imports. The rapid shifts in trade patterns since 1979 have
dramatically increased demands for skilied workers and eliminated many weil-paid jobs for
uneducated workers--particularly among non-white workers. Trade patterns in 1984 show
that job losses were concentrated in low- and medium-wage manufacturing, while job gains
were concentrated in high-wage manufacturing, transportation, and transactional activities,
including finance. Tiade has displaced jobs requiring little education and created jobs that
require higher education and skill levels.
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Better-Educated Workers Are Key to Managing the Technological Change That
Increases Productivity and Economic Growth

Our research shows that when technological innovation speeds the rate of change,
smployers hire people with more education. More educated workers appear better able to
deal not only with the technology itself, but also with the unstable environment created by
rapid technological change. Thus, in high-productivity-growth industnes the average
educational attainment of employees increases, and more educated workers become key to
productivity growth,

Falling Numbers of New Qualified Workers Wil Reduce Employers’ Hiring Choices
and Increase the Need to Retrain Experienced Workers, Including Those with Whom
Employers Have Had Little Training Experience and Unclear Training Success

Since World War 11, employers have met their need for more human capital by
replacing each retiring generation of workers with a larger and better-trained generation of
workers. But today the cohorts of new entrants are smaller, and a larger percentage of
cach cohort is coming from families with poor education. Fewer qualified new workers
means that employers have fewer qualified applicants for each job, making it more difficult
to match the increasingly complex demands of jobs with the skills of ~pplicants. One
employer option for obtaining the skills that they need is to retrain the experienced labor
force—including classes of workers with whora employers have had little training
experience and unclear maining success, such as older workers and the less educated.

There Is an Ominous Evolution of a Dual Labor Market

The growing demand for skills, employers’ reliance on well-educated workers to
integrate new technologies into the firm, and the country’s demography raise the prospect
that economic growth will be constrained by a lack of well-educated and trained
employees. More ominously, a dual labor market is evolving. The economic future for
unskilled labor is one of shrinking opportunities and increasing poverty; for skilled labor, it
is one of rising incomes and expanding choices.

-Although discrimination--whether based on race, ethnicity, gender, age, or handicap--
usnﬂlhveandwellmhbormarkets.thcpowerofd:scmmnmonto"b)x or “trap"
individuals in bad jobs, regardless of their capabilities, has waned over the last quarter
century. Increasingly, jobs are becoming "dead end” because people lack the human capital
to get out of them. They lack the education to enter markets. If they get into markets,
they Iack the education required for promotion or for being selected for retraining as their
jobs are restructured.

Traditionally, employer-sponsored training reinforces rather than reduces the
differences in eduvational attainment among employees. Well-educated people are not only
the most likely to find employment, but also the most likely to receive trainit.g from their
caployers. Once tained, their greater productivity exmas them more, they switch jobs luss
frequently, and they are rarely unemployed. If they change jobs, they find another more
easily and are more likely to receive further training from their new employers. Those that
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INTEGRATING MATHEMATICAL, SCIENTIFIC, ENGINEERING, AND
OTHER TECHNICAL OCCUPATIONS

The underrepresentation of women, blacks, Hispanics, and Native Americans smong
the quantitatively-based degrees and occupations is well-documented. Efforts to reduce this
problem, sucin as HLR. 2235, need! 10 reflect two realities: (i) the timing of interventions;
M(Z)vuitﬁoubetweenwommdminaiﬁeundnmonguﬁnui&uintbeeﬁobgyof
and pausible solutions for undemrepresentation in these occupations.

TIMING

To increase a subgroup’s representation in these fields, policymakers can either y
winuusetbepwp'sshmoftbeiniﬁdmﬂ:emﬁalmd&.ienﬁﬂcnlmpoolauyw
reduce attrition along the educational pipeline. In either case, timing is critical.

Thescimﬁﬁdquanﬁnﬁvemlempoolﬁmappmindmmysdaod.ud&ﬁmd
by mathematical or scientific carcer inserests. As cohorts move through school, it is
defined increasingly by higher mathematical achievements, The evidence shows that the
scienﬁﬁdmxhemﬁcalnlempool,uthusdeﬁned,wmmﬁywatma
lppunwm:hitsmnximumsinpﬁc.nopndeﬁmdmbceqmdydecumindu
mnmmmmmmmmmwmmmmwm
high:chooLmiptﬁoumntbepoolcou&awwmdmin;um9mmughlz
HWBVC!‘, fier high school migmatios 08 JO4 L

hmmmwuqm“mmwmmmummomw
schoqlwﬂl;uueritdmingcoﬂepcr is close t0 zero. This irreversibili
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These results have two major policy implications. First, strategies to increase the
siuoftbelnlﬂdldenﬁﬁdmaﬂnmdcdpodofnﬁmiﬁumdwomﬁmddbenmm
before and during high school, HR. 2235 is right on target here. (See Section 6(f)(2)(3).)
Swond.mwﬁuwdeauuamiﬂmfmdnpoolmbem.mdumypoimin&e

post: ing
outofthehighxhoohwhomplmwp\mqmdnﬁvdy-bueddemmdcmm
is very small. ltcouubenguedthueulmingd)epoolshouldbethempﬁaity. In
mismc,momeesneedtoooncenmwdond)ecompulsuylmhofschooL
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SUBGROUP VARIATIONS

Subgroups vary in the etiology of ‘heir underrepresentation among quantitively-based
degrees and careers. Accordingly, solutions should vary.

Women and minorities differ more in etiology than minority groups diffs: umong
themselves. For example, an accumulating literature indicates that girls’ occupational
expectations depend on how they expert to allocate their time between the labor force and
the home during adulthood. Girls ‘who expect miore labor force participation have
occupational goals that approximate thise of their male counterparts. They are more apt to
choose traditionally male occupations and ones that require systematic educational
investments, such as the elective high school mathematics sequence. Ironically, the high
school tradition of offering more advanced mathematics as electives interacts with young
women’s adult expectations for themselves to let those with more traditional expectations to
forego those electives. They thus foreclose subsequent quantitatively-based options for
themselves. Removing choice during high school would preserve it after high school.

Poverty has well documented consequences for children’s school achievement,
poverty being not just a matter of eccnomic hardship o poor nutrition, but also reflective
of family patterns that affect children’s involvement with and success in school. Socio-
economic class is the initial cause of minority underrepreser ion in quantitatively-based
fields, and public resources, as embodied in education. scholarships, and other instruments,
become key to buffering against the effects of class. However, how we organize and use
public resources to help these children, as in the public schools, too often ompounds,
rather than buffering against, these effects.

RESTRUCTURING THE EDUCATION AND TRAINING SYSTEM:
NECESSARY, IF NOT SUFFICIENT

The economic challenge to our education and training system is to increase the
human capital of all of its clients, but especially of those cutside the economic mainstream.
The primary and secondary education system is the central arena for solving workforce
problems. Public policy must reflect this fundamental and inescapable fact. However, as
the educational implications of the restructuring Aaetican econcmy and our changing
demography become clearer, the stunning inadequacy of many educational reforms cmerges.

Those reforms 1hat are targeted at improving students’ academic skills are clearly
appropriate.  However, documented changes in the nature and structure of work and
advances in cognitive science argue for fundamental chenges that go well beyond
increcsing "basic” skills. States and local school districts have put enormous encrgy into
improving the "basics”. However, we have known for several years that: (1) employers
require more than the basics; (2) many --although hardly all-students can handle the
basics; (3) most students cannot handle the more complex information-procescing problems
that non-school settings typically pose; and (4) the frequent "drill-and-practice” methods of
teaching the basics create or increase leamning problems. In other words, the “basics” are
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not the most serious literacy problem, and how we teach the basics interferes with solving
the more serious pcoblems,

What we have leamed argues for changes in what we teach, {9 whom we teach it,
' when we teach it, how we teach it, and who teaches it.  The issues raised here pose
formidable invention, research, development, and evaluation challenges in areas such as
curriculum and associated textbook and software materials, pedagogy, the prepuration of
teachers, concepts and measures of iccountability, and school structure, At this point
changes of this magnitude seem our one best hope of deeply involving those for whom
school, as crrrently and traditionally structured, promises failure,

Despite the rhetoric, our post-secondary education and training programs--JTPA,
community coileges, adult literacy programs, corporate training—-do mut seem to differ
substantially in their curricular or pedagogic strategies from our elementary and secondary
schools. Armerican experiences with slementary and secondary schools strongly structure
what we think "school” or "education” should look like. Thus, we scem © reflexively
borrow the elsmentary and secondary model to structure even "second chance” and other
non-traditional training programs for those students who failed in the clementary and
secondary system.

COMMENT ON H.R. 2235

AltboughlwunotukedtocommentonHR.MSitself.lwouldliketomgism
a concern about Section 3 (Employer Reports). These :eports require sophisticated
cmployer personnel records. The Institute's experience in working with employer records
is that many employers, even many large employers, keep v~y primitive personnel records.
Thosethnmeydokeepmoﬁennocheptinawayihn._.‘owsthetabuuﬁonsmquhedby
HR. 2233. If legally required to sulvnit these reports, caployers will give the government
numbers, and, over tims, the legal pressures will probably force employers to improve
these numbers. However, the quality of these data, especially in the carly years, will be
very suspect.
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Mr. MarmiNez. Thank you very much, Dr. Berryman, for your
excellent testimony and we :nderstand your problem with the con- |
ference.

Ms. BERRYMAN. Thank you. I just remembered I have two hats
this morning. I was asked to submit in testimony the testimony of
Constance Citro, Dr. Citro, who was invited to speak today.

She was the study director of a National Academy of Science
panel on which I served, and this was to really rethink the whole
National Science Foundation data base on scientists and engineers.

I want to submit that testimony and say that these again are the
changes in these data systems that . see the National Science
Foundation vigorously starting to pursue are key to getting the in-
formation data base that you people need to back up H.R. 2235.

Thank you, very much.

[The prepared statement of Constance F. Citro follows:]

"\Z
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Statement of
Constance F. Citro
Study Director, Panel to Evaluate the NSF
Sclentific and Technical Personnel Data System
Committee on Natioral Scatistics
National Retearch Council
before the
Comuittee on Education and Labor
U.S. House of Representatives

Washington, D.C.
June 14, 1989

Mr. Chairman, thank you for the invitation to testify before the
ccmmittee as it considers the numbers and qualifications of new entrants to
the labor force in the coming dec=Zdes--a of matter critice? importance for
the nation’s ability to maintain a healthy economy in the face of rapid
technological charge and strong competition from abroad. Xy testizony {s on
behalf of a panel of the Committee on National Statistice of the National
Research Council that was asked by the National Science Foundation to
evaluate the quality and utility of the data system maintained by NSF abtout
a key component of our workforce--namely those people working or qualifled
to work as scientists and engineers. I served as the panel’s principal
staff officer. The panel recently issued & comprehensive report, entitled
Surveving the Nation's Scienrists and Engineers: A Data System for the
19903. I have actached the summary of the report to my written statement

and request that both be enterad into the record.

As the report notes, scientists and #ngineers have been and continue to
be critical to both the economic development of the United States and the
rapid pace of <echnological change characteristic of American society.

1
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Their impact undoubtedly outweighs their small numbers in the total iabor
force, since they are responsibls for the research and development that
results in the scientific discoveries and technological {nnovations that

spur further economic growth.

For almost 40 years, the Nat: al Science Foundation has had the
responsibility with'a the federal government to provide detailed information
about the nation's scientists and engineers--including data about the
contribution of women, minorities, and immigrants to the science and
engineering supply pool. To carry out its mandate, NSF currently operates
the Scientific and Techknical Personnel Data System. The core of the system
13 a data base on {ndividuals who were s:lected from the 1980 decennial
census on the basis of their occupation and educational attainment. These
people were surveyed first in 1982 in the NSF Postcensal Survey and are
being resurveyed at two- to three-year interwals. The information for
experienced workers is supplemented regularly with data on recent recipients
of bachelor's and mas 's degrees in science and engineering fields. Other
NSF-sponsored surveys provide detailed jnformation about holders of

doctorates in these ficlds

With the approach of the 1990 census and the consequent need to draw a
«ww core sample of scientist and engineers, NSF asked the panel to consider
the best design for the deta system in 1990. NSF sought advice {rom the
panel on & range of technical {ssues, including approp. iate sampling frames,
sample sizes s1d s ratification for the component surveys, overational

proceduves to jmprove data quality, ete.

e
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To formulate recommendations for the future, the panel had to throughly
understand the current data system and its strength and weaknesses. 1In {ts
review, the panel {dentified a number of problems with the NSF estimates.
One problem concerns the basic concepts that are used to define who {s a
scientist or engineer. NSF has sought over the decades to provide a gingle
set of egtimates that take {nto account several criteria and that encompass
a broad supply pool. The current system uses a computer algorithm to screen
survey respondents on the basis of occupation, academic training, and
professional gelf-identification. Roughly spmaking, respondents are
classified in a science or engineering field if they me«t two of three .
criteria for the field. (Generally, they m. st also have a bachelor's or
higher degree.) The NSF estimates resulting from application of the
algoritha include most people who are currently working as gscientists or
engineers, although not those who lack relevant training or p.ior
experience. They also include many, but not all, people who, while employed
in other fiolds (including management), have academic degrees in science and

engineering subjects and could be expected to respond to increased demand.

NSF’'s gcals of providing a broad base set of estimates are reasonable
ones. However, upon closer scrutiny, the categorization of the science and
engineering population produced by the algorithm {s very problematiz. The
algoritha turns out to be inordinately complex and {nconsistent {n its
application of the tws-out-of-three criteria across science and engineering
fields. Hence, the resulting estimaces are unclear and likely to be
misapplied. The NSF estimetes are also not comparable to estimates produced
by other data systems, and the differences are not readily explained. For

example, NSF estimates of growth rates in the science and engineering
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population in the 1980s are almost double those estimated from data of the
Bureau of Labor Statistics. Finally, che'use of a singl: estimate for each
fleld inhibits analysis directed to understanding scier.e and engineering
labor markets, in which the need {s to analyze the components of supply,

distinguishing among current workers, people with high probabilities, and

people with low prohabilities of entering or reentering the field.

The design and operation of the component surveys i{r the NSF system also
cause problems for the estimate. There are gaps in coverage of the
populacion that have increased over the decade--specifically, the system
does not track new entrants into science and engineering fro; other academic
backgrounds or {mmigrants trained abroad. In addition, tnere are problems
steming from high nonresponse rates, poorly measured {items, and other
sources of biases in the estimates. The estimates are also affected by a
problematic sample design for the core 1982 Po<“censal Survey that resulted
from budget limitations combined with the need for data on both pecple
currently employed in science and engineering and people with the kinds of
training and experience that m~ke then part of the supply pool. Very lerge
differences in sample weights in this survey resulted in estimates with very
high sanpling errors Ways were found to reduce the sampling errors but at
the cost of {ntroducing unknown but likely substantial biases. Compounding
th~ problems with the design and operation of the NSF surveys has been an
insufficlency of resources available for quality control and improvement of

the data system.

.‘}
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The pansl recognized that it i{s a difficult Job to design a cost-
effective syatem to track sclentists and engineers over time. Not only ia
the population very small relative to the total workforce and even relative
to the college-educated workforce, but the population experiences inflows
and outflows that are not easy to monitor. Moreover, the accurate
classification of workers by their occupation presents difficult measurement
problems. Nonetheless, the panel believes that these problems can and

should be addressed and that reasonable solutlons can be found.

The panel developed an extensive series of recommendationa for the
design and operation of the NST science and engineering personnel data
system in the 1990s. A key recommencation i{s that NSF drop 1its current
definition of .clentists and engineers. Instead, NSF should provide data
swnndy&rwwhwhamcwumwemhwdusdmunsmd
enginsera, sven if they were trainad in other filelds, so'chat the
composition and experience of the current workforce can be analyzed. NSF
should also provide data separately for people with degrees {n science and
engineering subjects, even if they are occupied :lsevhere, so that the
career paths of vrained personnel, the extent to which society realizes a
return on the investment in their education, and the adequacy of the supply
pipeline can be studied. :n each case, NSF definitions should be comparable
at aggregate level: with standard federal classifications, such as the

Standard Occupational Claece’tication

To further i{mprove the quality and utility of data on the science and
engineering component of the workforce, the panel recommended that content

items be added to the NSF surveys to provide more detail about the kinds of

5
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work that scientiscs and engineers do, their career paths, and the.-
productivity. NSF should also improve its survey operations and expand its
program of data dissemination and working with the user community. In order
to achieve the necessary levels of data quality and relevance, the panel
conicluded that NSF requires additional resources for the data system,

compu~ed on a per-case cost basis

An {mpertant theme running through the panel’'s recommendations {s the
need for NSF to monitor the operation of the data systeca on a continuing
basis. The panel recommended that NSF devote a significant fraction of the
resources for the system to research an¢ evaluation activities directed to
understanding and improving its estimates of sclentists and engineers. The
panel further recommended that, toward the end of the 1990s, NSF conduct a
thorough, zero-based evaluation of the redesigned system to determine what
additional changes need be made to it in the following decade. In this way,
NSF will continue Lts tradition of review nd evaluation devoted to
{mproving the usefulness of its i{nformation on science and engineering

personnel resources.

The p-nel {s very excited about the prospect of having a data system “n
the 1990s that will meet high standards of quality end utility and greatly
increase nur ability to understand the scarce vital resource that {is
reprecented by our nation’s scientists and engineers. The members are also
e«cited about the prospect that the data produced by NSF will be comparable
with data produced by other agencies and can both enhance and be enh-nced by
other data sets. The panel has urged I' ' to give high priority to

implementing {ts recommendations and to seeking the necessary funding for
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the system. Panel members recently met with the NSF staff responsible for
operating the data system and were very encouraged by their positive
response to the report and recommendations The panel {s confident that,
with the proposed changes, the science and engineering personnel data system
will provide a rich storehouse of information for improved research and

policy analysis and for mors effective planning hy the public and private sectors.

Aruitoxt provided by Eic:




73

Surveying the Nation's Scientists and Engineers:
A Data System for the 1990s

Consta~ze F. Citro and Graham Kalton, Editors

Panel to Study the NSF Scientific and Technical
Personnel Data System

Committee on National Statistics
Commission on Behavioral and Sociai Sciences
and Education
National Researck Council

National Academy Press
Washington, D.C. 1989
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NOTICE: The project that is the subject of this report was approved by the

Governing Board of the National Research Council, whose members are drawn from the
councils of the National Academv of Sciences, the National Academy of Engincering,
and the Institute of Medicine. The members of the committee responsible for the

' epori were chosen for their special competences and with regard for appropriate
balance.

This report has been reviewed by a group other than the authors according to
procedures anproved oy a Report Review Committee consisting of members of the
National Academy of Sciences, the National Academy of Engineering, and the Institute
of Medicine.

The National Academy of Sciences is a private, nonprofit, self-perpetuating society of
distinguished scholars engaged in scientific and engincering research, dedicated to the
furtherance of science and technology and to their use for the general welfare. Upon
the authority of the charter granted to it by the Congress in 1863, the Acadery has

a mandate that requires it to advise the federal government on scientific and
technica! matters. Dr. Frank Press is president of the National Academy of Sciences.

The National Academy of Engineering was established 1n 1964, under the charter of
the National Academy of Sciences, as a parallel organization of outstanding engineers.
It is autonomous in its administration and in the selection of its memoars, sharing
with the National Academy of Sciences the responsibili*y for advising the federal
government. The National Academy of Engineering also sponsors engineering programs
aimed at mecting nationa! needs, encourages education and research, and recognizes
the superior achievements of engineers. Dr. Robert M. White is president of the
National Academy of Engineering.

The Institute of Medicine was established in 1970 by the National Academy of
Sciences to secure the services of eminent members of appropriate professions 1n the
examiration of policy matters pertaining to the health of the public. The Institute
acts under the responsibility given to the Natioral Academy of Sciences by its
congressional charter to be an adviser to the fedsral governraent and, upon jits own
initiative, to identify issues of med.cal care, res:arch, and education. Dr. Samuel O.
Thier is president of the Institute of Medicine

The National Research Council was organized by the National Academy of Sciences
in 1916 to associate the broad community of science and technology with the
Academy’s purposes of furthering knowledge and advising the federal government.
Functioning in accordrnce with general policies determined by the Academy, the
Council has become the principal operating agency of both the National Academy of
Sciences and the National Academy of Engincering in providing services to the
government, the public, and the scientific and engincering communities. The Council
is administered jointly by both Academies and the Institute of Medicine. Dr. Frana
Press and Dr. Robert M. White are chairman and vice chairman, respectively, of the
National Research Council.

This project was supported by funds from the National Science Fouodatios.
Available from:
Committce on N-tional Statistics
National Research Council

2101 Constitution Avenue, N.W.
Washington, D.C. 20418
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Summary

Scicatists and engineers have been criti~] to both the economic development of the
United States and the rapid pace of tec. 10logical change characteristic of American
society. Their impact undoubtedly outweighs their small numbers in the total labor
force, since they arc responsible for the research and development that results in the
scieatific discoveries and technological ianovations that spur further cconomic growth.
It can be argued that scientists and engincers will prove zven more critical to the
continued social aad economic development of the country as it confronts the
challenges of the future.

In recent years, policy makers, planaers, and researchers have been asking many
more questions with greater urgency about the nation's scientific and engineering
personnel. Seme questions arc basic ones about aumbers and characteristics: How
many are in each specialty? What proportions are women and minorities? Other
questions probe more Jdeeply into issues of supply: How many scientists and engineers
arc leaving and how many are remaining in the field? Are sufficient numbers
graduating from the colleges and univecisities? What role will foreign-bora graduates
play in the technologicsl deveiopment of the United States? What is the impact of
goverament programs, such as fellowships and support for basi~ research, on the
adcquacy of supply? Othes anestions concern the effective utilization of scientists
and engincers in the work force: How casy is it for them to meve from one field to
another in response to changing demand? Can they successfully move between civilian
and defense-related work? How well are their skills being used by the organizations
in which they work? Answers to all these questions are nceded for effective planning
and policy development in both the public and the private sectors.

THE ROLE OF NSF IN PROVIDING INFORMATION

For almost 40 years, the National Science Foundation (NSF) has had ths responsibility
within the federal government to provide information about the nation's scientists and
engineers. To carry out its mandate, the NSF Division of Science Resources Studies
(SRS) currently operates the Scizntific and Technical Personnel Data System (STPDS).
The core of the syster is a data basc on individuals who were selected from the 1980
decennial census on the basis of their occupation and educational attainment. These
people were surveyed first in 1982 in the NSF Postcenssl Survey and are being
resurveyed at two- to threesyear intervals in the NSF Expericaced Sample Survey.

The information for experienced workers is supplemented regularly with data from the
NSF New Entraats Surveys of receat recipients of bachelor's and master's degrees in
science and cogincering fields. Additional information about holders of doctorates in
these fields is obtained from complete annual censuses of new rec’ Lients of Ph.D.s--
the Survey of Earned Doctorates--and from « panel survey of a sample of working-
age doctorate holders who are followed up every two years—-the Survey of Dociorate
Recipients,
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REASSESSING THE NSF SYSTEM'S GO.2L3 AND DESIGN

The NSF Science Resources Studies Division expects to draw 2 new sample of
experivnced scientists and engineers from the 1930 ‘ecennial censve to form the core
of its personnel data system for the 1990s. The nced to refrcsh the sample of fers the
apportunity to examine the design and operation of the STPDS and its components and
to determine changes that could improve the system. Hencs, in 1986 the Szisnce
Resources Studies Division asked the Coinmittee on National Statie:'~e - r3_ v 2e g
studv paael of sxperts 10 make recemmendations and provide design spe: “ications for
the L °DS in he 19903,

The Committee on National Statistics appointed the Panel to Study the NOF
Scientific and Technical Personnel Data System, which first met ia January 1987. The
original chsrge to the study vanel was to focus on the technical cho racteristics of the
STPDS--such s the numb and frequency of surveys, approa.mate sample sizes
needed to provide estimates ror subgroups of policy interest and procedures for
improving the quality or data items.

To formulate our recommendations, the panel fouud it necessary to address &
broader set of issues than those listed in the charge. In reviewing the current data
system, we raised questions about the users of the data and their goal for use of the
information, a.ut the definition of scientists and cngincers app**-d b the system and
how it relates to user needs, and about the informational contr . rovided by the
system and its quality and 1.levance to user needs. In cone’ ng t..c desifin of the
data system for the 1990s, we ssked such questions as whether there is & need for &
national data system on scientists and engineers in the 1990s and beyond, whether
NSF is the best locus for such 2 data system, and what purposes idcally such s
system would serve end what populstion it would cover. Considering the reslity of
resource constraints, we further asked where trade-offs must be made in the
oujectives and design of the jystem. Finully, we asked what operatioual changes NSF
nceds 0 implement to achieve and maintain & higk degree of quality, utility, and
acce3sibility of the deta.

Below 'we summarize our answers to :° :se quesuons We first review perhaps the
most important and vexing issue that confrorted us in evalusting the system and
determmmg how it should be improved for the future: defining the science and
engineering population. We then summarize our evaluation of the current system and
our recommendations for its design and operation in the 1990«

PERSPECTIVES ON SCIENTISTS AND ENGINEERS

The issue of defining the target population for the NSF personnel dats system
cor 'erns not onl* which fields--such as chemistry, socxology. electrical
engineering--to include, but, more imperiant, what criteria to use to define who falls
within the boundaries of those fields. There are many perspectives on the question of
who is 2 scientist or an engineer.

Many users, such as peisonnel planners 2ad labor market analysts, operate from
an employment perspe.  ~, from which occupation or work activity is the primary

means of defining scier and engine¢rs. People included in science and
engineering fields on th. of occupation may vary widely in educational
background (some may nou colle_. degrees), previous work experience, and the
level and type of work act. erformed. Many other users, such as educators and
researchers concerned with ¢ sply, utiiization, and career paths of trained

pcrsonnel. operate from an ed. on perspecuvc. from which fic.d of scademic degr~=
is the pnmnry means of definin  he science and engineering populution. People
included in scicace and engincering fields on the basis of theii academic training may
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vary widely in thewr work experience--some may work in occLpations outside science
and cngincering, and some may never enter the work force at ali.

Still other users want to cmploy a combination of occupational and educs “~qal
criteria or to introduce other criteria into the definition of the science and
engineccring population--criteria such as Professional association membership,
professional certificaiion or licensure, years of work cxperience, and scif-identificatio
with science or engincering. The National Science Foundation itsclf has sought over
the drcades to provide cstimates cf the numbers and characteristics of scientists and
engineers based on a single definition for each field that takes into account several
criteria. The current system uses a computer alg rithm to screen respondents as
scicntists or engir ers on the basis of occupation, academic training, and professional
sclf-identification. Roughly speaking, respondents are classified in a science or
engincering ficld if they meet two of three criteria for the field. (Generally, they
must also have 2 bachelor’s or higher degree.)

The NSF concept of the science and engincering population is broader than that
of just current job holders; it includes people who, sithough not currently cemployed
as scientists or cngincers, can be considered as part of the supply pool on the basis
of their training and experience. The concept als) includes trained scientists and
engincers who are working in management or administrative positions. The concept
cxcludes those who are currently employed in science or engincering if they do not
also have related training or prior expericnce.

Each of these perspectives on scientists and cogineers has different implications
for the cost-effestive design of s national tata system and the user needs that it can
best serve. At the teginniog of the decade, the census affords the opportunity to
obtain information about the full range of scientists and engincers, including people
employed in science and engincering work and ~cople trained in science and
engincering ficlds. Thercafter, it is relatively casy to sample new graduates in
science and cnginceriag at reasonable cost but hard to represent adequately the small
proportion of pcople in the labor force who enter science and | .zering employment
from other ficlds of training. It is also the case that an occupation focus encounters
measurement problems related to the difficulty in accurately classifying the work that
people do. However, an education focus alone r.verlooks the contributions to science
and cngincering of people with other backgrounds and, conversery. iacludes many
people who never use their training.

NSF currently makes a valiant attempt via the sereening algorithm to construct a
single definition of cach category of scientists and engincers based on multiple
criteria. However, this approach has not provided a satis.a.’ory solation vo the need
for data to serve different perspectives. The estimates res Iting from the application
of the algorithm turn out to be ambiguous, subject to misi.terpretation by users, and
very difficult to relate to estimates produced by other data systems.

EVALUATION OF THE CURRJ.NT SYSTEM

We thoroughly investigated the overall quality of the current data system and the
extent to which it is actually 1 calizing jts potential to support detailed anzlysis of the
Dnation’s science and enginacring personnel resources. From our review, we conclude
that weaknesses in the system greatly impair the value of the information for the
purposes 1t is intended to serve.

A major weakness concerns the b-sic concepts that arc used to define who is a
scicntist or an engincer. We became acutely uncomfortable with the categorization of
the population produced by the screening algorithm. Closer investiga.ion determined
that the algorithm is inordinatcly cotaplox and iaconsistent in its application of the
twe-out-of-three criteria across science and engincering ficlds. Henze, the resulting
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estimates arc urclear and hikely to be misapplicd. For example, the NSF estimate of
employed chemists is not, as onc might expect, the number of persons working in
chemistry. In fact, th: estimate includ:s most--but not all--working chemists plus
some persons with degrees in chemistry who are employed in management or some
other totally unrelated field.

The NSF estimates are alsc not comparable to estimates produced by other data
systeme, and the differences are not readily explained. For examnle, it is hard to
know what to make of the fact that the NSF estimate of the total science and
engincering population in 197 ° 15 almost twice the Bureau of Labor Statistics (BLS)
estimate of employed scientist. and engineery, but only three-fifths of the Census
Bureau estimate «f persons with their highest degree in a science or engineering field.
In addition, NSF estimates of growth rates in the science and zngineering population
in the 1980s arc almost double those estimated from BLS data. We are greatly
troubled by these differences, which we belicve result from methodological problems
in the NSF surveys, as well as from the conzeptual differences between the NSF
algorithm and the delinitions used in other data systems.

Finally, the use of a single estimate t=¢ each ficld inhibits analysis directed to
understanding science and engineering labor markets, in which the need is to analyze
the coniponents of supply. In short, the NSF estimates produced by the algorithm are
at best only generally informative to users and at worst misleading.

Other weaknesses stem f1'm the design and operation of the surveys in the NSF
system. First, there are gaps in coverage. which were minor in the 1982 Postcensal
Survey but have grown over the decade. The surv 3 are not able to represent
scientists and engineers who received their degrees abroad and came to the United
States after 1980. Moreover, cost considerations dictated that the New Entrants
Surveys be limited to people with science and engincering degrees, even though the
population concept embedded in the algorithm explicitly includes people who enter
science and engincering employment from other backgrounds.

Second, the three variables used in the algorithm are pot consistsntly measured
across the surveys, and the iiey cencept of occupation is poorly measured. In
particular, the New Entrants Surveys and the Survey of Doctorate Recipients measure
occupation in @ way that disposes respondeats to indicate their ficld of training
rather than the kind of work they do. Hence, it is likely that NSF overestimates the
propensity of new graduates to enter science and engineering employment. We belicve
tiat other aspects of the surveys aiso contribuie an upward bias to the estimates.

Third, nonresponse to the surveys is high. To the extent that the characteristics
>f nonrespondents differ importantly from those of respondents, clements of bias are
introduced into the estimates for which weighting adjustments can only partially
compensate.

Finaliy, budget limitations combined with the need for dasa on both people
currently employed ia science and engineering and people with the kinds of training
and experience thet make them part of the supply pool led to a flawed samiple design
for the 1982 Postcensal Survey. The design greatly oversampled college graduates
with an occupation related to science and engincering in 1980 and greadly
undersampled all other graduates; however, in 1982 and subsequent years significant
number of tae Istter were classified by the algorithm as scientists or engineers. The
very lar~¢ differences in sample weights resuited in estimates with very high -  pling
errors. Ways were found to reduce the sampliag error but at the cost of introaucing
v 1known but likely substantial biases.

The problems with the design and operation of the NSF surveys have been
compounded by the lack of resources devoted to quality control und improvemen:®.
NSF has not had in place adequate programs to monitor the quality of its data,
evaluate the problems that have surfaced, test alternative ways of handling these
problems, or implement solutions.
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Ia addition to these conceptual, design, and opcrational problems, the current NSF
system suffers impediments to data access and use. Although the SRS staff are very
responsive to requests from individual users for information, the data have not proved
readily accessible to the research cummunity. Because of concerns with protecting
confideatizlity, no public use microdata filcs have ever been developed for the Survey
of Doctorate Recipien*~. The microdata files containing individual responses to the
other surveys are large :nd complex. The documentation docs not completely describe
important aspects of the data, and there are no seminars or other programs to inform
and train potentizl users. Morcover, the content of the surveys is quite limited for
analysis purposcs, lacking variables that would permit intensive study of the factors
that influence the work experiences, carcer paths, and productivity of scieatists and
engincers. The resut is that, while there are many users o the NSF estimates to
satisfy spccific ini .mation nceds, there are few users who work with the data base
to conduct the kind of in-depth analyses that support policy planning, add to basic
knowledge, and provide the feedback that is essent’al for maintaining and improving
data quality.

THE NEED FOR DATA ON SCIENTISTS AND ENGINEERS IN THE 1990s

<learl,, major changes are required if the NSF system is to prove an adequate
resource fo- understanding the nation's supply of scientists and sngincers in the
futurz. A fundamental question is whether the information nceds of the 1990s and
bes ond justify contiruing a national dcta system ond allocating the resources that will
be required tc maintain it at a high level of quality and relevance.

We believe that the answer to this question is clearly yes. Early i its
dcliberations, the study pancl identificd a long list of nceds for comprehensive data
on science and engincering personncl. A common theme that emerged from our
discussions with users was the unusual importance of scientists xnd engineers to the
~2tion's continued prod-ctivity and economic growth and herce the nced to be
unusually concerned with labor market conditions for this group. The federal
government historically has demoastrated concern with ensuring an adequate supply of
qualificd scientists and engincers through programs to support cducation in these
ficlds and to help new graduates get started in their carcers. Hence, an overriding
justification for a national data system on scicntists and engiucers is to provide
information to ,hc Congress, the National Science Foundation, and other fede:
agencices to flag emerging problems in the supply and utilization of qualified s .ists
and engincers
and to help design and cvaluate cost-effective government programs in this area.

A national data system can also be invaluable to researchers, including labor
economists, saciologists of science, and cducators, who require information that will
support detailsd analysis of the operations of the science and engincering education
pipeline and labor markets. Finally, a national data system can help many other users
who require information on scientists and engincers for planning s~d evaluation
purposes, such as firms invclved in technological work and professional associations.
Properly designed and adcguasely funded, a nations! data system can best mect the
nceds of users for data that permit comparative analysis across science and
engineering ficlds and gcross time, data that are sufficiently detailed to address a
broad range of issues and concerns, and data that are of high quality.

We believe that it is vitally important to continue a national data system on
scicntists and enginesrs through the 1990s. The nation's ability to maintain a healthy
and compe’itive economy in the face of rapid technological change and fierce
international competition and at the same time to meet pressing social nceds in
education, health care, and other ficlds requires effective development azd utilization
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of its science and engincering personnel resources. Co:rcspondinsly._thc pation
requires a comprehensive, healthy, and flexible science and engincering personnel data
system.

THE LOCUS FOR THE DATA SYSTEM

Although the current NSF Scientific and Technical Personnel Data System was
intended to serve many of the user needs that we have outlined, i has fallen short of
its goals because of the many problems and limitations reviewed above. Inour view,
an important reason for these problems 1s trat during che decade of the 1980s NSF
has failed to invest sufficient resources 1n the system and in the staff who operate it.

The basic mission of NSF is to support scientific research through grant
programs. For much of its existence, NSF has also sponsore programs to improve
science and engineering education and to enhance the supply of qualified scientists
and engincers. However, NSF is not a statistical agency, and it appears that the
agency has aot fully realized all that is required to maintain a statistical program.

To consistently provide high- quality, useful data, resources must be allocated not

only to data collection and processing opcrations as such, but also to quality control

of all operations, cuntinuing evaluation and experimentation to understand and improve
the data, and active involvement with users. All these activities need to be managed

by staff who are abreast of the state of the art in survey methodology and whose

work is valued and supportzd by the catire organization.

We considered the option of recommending that the data system be turned over to
another agency that has a clear statistical mission and a tradition of devoting
resources to data and staff quality. However, only NSF has the needed focus on
scientists and engincers, inciuding a concern with both their educational development
and subsequent utilization in the work force. Among federal agencies, NSF has tne
most direct stake in high quality information on the science and engincering
population for its own program planning and for providing input on broader issues of
science policy for the nation.

Accordingly, we conclude that, since NSF is the lead agency within the federal
government for developing science policy aad funding basic scientific rescarch, NSF
should continuc to be the lead agency within ihe federal government for providing
comprehensive data on the science and engineering personacl resources of the nation.
In order to develop and maintain a personnet data system that will adequately meet
the needs of the 1990s and beyond, it is vitally important that NSF undertake to
provide the necessary budget and staff resources and institutional support
(Recommendation 5.1).

Of course, other agencies will continue to collect data in support of their own
missions that pertain to scientists and engineers. These duta can be very important
for helping ;0 evaluate the quality of the NSF information and permitting comparisons
with otlier popu...tion groups. In order to enhance dats compar.bility and utility and
reduce duplication of effort and costs, ws behieve that NSF should play the lead role
in coordinating federal data programs on scicntists and enginzers. Working within the
framework of established federal classificatio  shemes, such as the Standard
Occupational Classification, NSF should encourage standardization v Key questionnaire
items and classification variables for science and engineering personnel across agencies
(Recommendation 5.2).
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A DATA SYSTEM FOR THE 1990s

From our review of the fundamental issucs involving the system, in additioz to the
technical 1ssues raised by NSF, we developed specific recommendations for the design
of the INSF science and engineering personnet ¢ata system for the 1990s. Qur design
includes many elements that are similar to the current system but also reflects
important conceptual and operational differences.

Priority Goals for the System

Currently, the primary goal of the NSF data system is to provide basic information on
the characteristics of scicnce and eng-neering personnel in order to sL,.port the
planning processes of government, academic, and business institutions. In the 1990s,
the data system should continue to serve this goal. Specifically, the system should
support the preparation of regular profiles of the characterisiics of scicntists and
engineers, including their numters, employment patterns, qualifications, utilization, and
Cemographics, and support the preparation of special analyses that illum’ ate rpecific
policy issues and characteristics of science and engincering personnel in greater depth.
In the 1990s, the data system should also serve other ‘mportant goals to which
NSF does not currently accord high »riority. Specifically, the system should provide a
data base for improved analysis of reievant labor markets that can pinpoint trouble
spots and provide early warnings of future problems and for basic innovative research
on scientists and engineers and the science and engineering education pipeline. We
believe that the research and analysis capability of the data base must be
strengthened in order to maximize the return on the dollars invested in data
collection (Recommendation 5.3).

Coverage and Content of the Data Sysiem

With regard to coverage of the scisnce and engineering popuht_ion‘ we argue that NSF
should provide information about the full range of people who can be considered as
part of the science and engincering supply. NSF should furnish information on the
populatica of college graduztes in science and engincering fields, not all of whom
have related work experience. NSF should also furnish information on the population
of employed scientists and engineers, not all of whom were trained in science and
engineering ficlds. We urge NSF to dis~rd the screening algorithm for defining the
science and engineering population. Instead, NSF should employ standard occupational
and degree ficld definitions. Within the framework of standard classification schemes,
NSF stiould develop more richly detailed categorizations of subgroups of scientists and
engincers (Recommendation 5.4). Ia addition, NSF should include other variables in
the data system that give users the flexibility to define subpopulatio s to suit their
own iesearch interests and needs.

Cenerally, NSF should increase the resesrch utility of :ne science and engineering
personncl data base by enriching the content of its surveys. NSF should assign
priority to new or modified content that will provide greater understanding od: (1)
the kinds of work that scieutists and engincers do and how their work is changing in
response to changes ir. technology, organizational structure, and other factors; (2) the
career puths that they follow and the factors that influence key transitions, including
initial entry into the labor force, mobility across fields and sectors, and retirement;
and (3) the productivity that they achieve and how their accomplishments relate to
characteristics of their training, curcer moves, and work environment (Recommendation
5.5).
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In order to accommedate these priorsty information necds in the most
cost-effective manner, we encourage NSF to consider the Survey system model 1n
which some items are asked repcatedly and others are asked less frecuently or only of
particular subpopulations. In addition to mail surveys, NSF should b prepared on 2
small-scale basis to use other modes of data collection, such as telephene or personat
interviewing, to obtain particu'arly detailed responses.

Basic Design Features

We devoted substantial attention to the design of the major surveys that NSF
sponsors directly as part of the data system--the surveys (hat in the 1990s will be
anslogous to the 1982 Postcensal Survey, the Expericaced Sample Survey, the New
Entrants Surveys, and the Survey of Doctorate Recipients. We also considered ways
for NSF to obtain additional information from other federal sources to evaluate and
sugment its own survev {ata. Our recommendations soeak to the basic design festures
of the NSF surveys; the cext discusses sampling strategies in detail bo. for the total
population and for key subgroups of policy interest.

We rccommend that NSF field a large Postcensal Survey in 1992 that provides
in-depth coverage of college graduates with training or employment in science and
enginecering (Recommendation 5.6). The design that we propose, in order to avoid the
statistical problems that were encountered 1r the 1932 Postcensal Survey, will proside
a rich sample not only of the science and engineering population but aiso of other
college graduates. We urge NSF to use these data for comparative studies and to
enlist the support of other agencies for what should be a ve y useful and
comprehensive survey of the US. college graduate population.

Over the course of the decade, NSF should conduct a Panel Survey that
periodically tracks the science and engineceriig graduates identified in the Postcensal
Survey together with new graduates who earn bachelor’s nd master’s degrees in
science and engineering each year during the decade. We slso recommend that NSF
track the employed scientists and engineers identified in the 1992 Postceusal Survey
whose degrees wore in other ficlds. Adding this group to the NSF Panel Survey will
permit following che career paths of the cohort of graduates who were employed as
scicntists aad engincers at the time of the 1992 Postcenrsl Survey (Recommendation
5.7).

The new graduates that the NSF Panel Survey will include based on college and
university records represent s highly mobile population that can be gdifficuit to trace.
In order to improve response, we recor'mend that NSF annually query samples of
seniors and master's candidates at institutions of higher education who are majoring
in science or eagineering 10 ascertain how to reach them after graduation. We note
that the National Center for Education Statistics (NCES) also conducts surveys of
recent college graduates. In the '990s NCES plans to draw samples every three years
of prospective and new graduates to fcllow up for & period of time after graduation.
In order to conserve resources and reduce burden on higher education institutions,
NSF and NCES should coordinate procedures fur rawing samples of prospective
coliege graduates. However, the two agencies should not combine their panel surveys
of new graduates, which serve different purposes and focus on different fields of
trzining. Key questionnaire items, such as occupation, should be comparable in order
to permit each ageacy to evaluate and supplement its own data with data from the
other agency (Recoramendations 5.7 and 6.1).

NSF should also contiauc to support the ongoing Survey of Doctorate Recipients
and employ it as the major source of information on science and engincering
perconnel trained to the doctoral level. The SDR should be modified in several ways,
specifically, in the areas of coverage, survey scheduling, sample design, and wording
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of key questionnaire items, in order to improve comparability of the SDR data with
other data in the NSF system (Recommendations 5.8 and 6.2). .

Under this design, NSF's surveys will provide a rich set of information for large
and analytically important components of the science and engineering population. The
survey systum itseif will not provide updated information after 1992 on two significant
groups of new entrants to the science and engineering pool during the decade--those
graduates who enter science and engineering occupations from other academic ficlds
and those graduates t.ained abroad who move to the United States. The survey
system will also not provide information on scientists and engineers who lack a
bachelor’s degree. While recognizing the importance of information for these groups,
we argue that 1t is simply not cost-effective for NSF to try to track them--very large
samples of the U.S. labor force would be: required in order to provide sufficient cases
for analysis, given the small proportior. who would turn out to be scientists and
engineers.

To the extent possible during the decade, NSF ¢hou!d use other federal data
sources to obtain information on components of the science and eagineering population
that are not covered ia the NSF survey syste:a and to evaluate NSF's survey-based
estimates (Recommendation 5.9). Changes in the NSF su-veys to conform to standard
federal classification schemes shouid facilitate effective vse by NSF ox other agencies’
data. Convcrsely, there are impertant changes in other federal surveys that would be
very helpful in this regard. Because or the importance of degree field in defining the
science and enginecring population, we urge that a supplement be added to the
Current Population Survey that asks respondents for major field of bachelor's and
highe- degrees. NSF should work for the adoption of this recommendation by the
Bure .u of Labor Statistics and the Ce1sus Bureau (Recommendation 5.10). We also
support NSF’s currently planned research program to construct estimates of
immigraticn and emigration of scientists and engineers and develop ways of
incorporating such estimates into the personnel dats system (Recommendation 5.11).

We argue strongly that NSF aceds to think of the date Syite™ as an integral
whole in which all parts must work smoothly for success. In order to serve the
information needs of the 1990s, we believe that *he system r ust provide both basic
information on science and engincering personnel and Getailk ' information oc topics
und subgrcupe of key analytic and policy interest. The system must also *aclude
regular and ir.iginative use of other federal data sources for evaluation .. _d4
supplementation purposcs, The plan for the 1990s skould be Jeveloped with the
expectazion that all of these elements will receive adequate funding and support
(Recommendation 5.12).

Improving Survey Operations and Increasing Data Use

No matter how well deuigned, a data system is ultimately only as good as the care
with which the design is implemented and the component surveys are operated. The
experience of American industry in recent years attests to the need for devoting a
continuing stream of resources to maintenance and improvement of productisn and
distribution systems and to the cost-cffectiveness of building quality assurance into
every component of a system, rather than relying on post-hoc inspection and
sorrection techniques. Similarly, w  stress the importance of building quality into
every step of NSF’s survey operatioas from sample and questionnaire design through
data preparation and dissemination.

We recomm.nd that NSF construct a qralit; profile for its personnel surveys that
will guide the de elnpment of an effective system to monitor and maintain data
quality and suggest research to learn more about sources of error in the data. We
urge NSF to take advantage of the experience of other federal statistical agencies
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with quality control programs and to keep abreast of techniques that federal agencies
and private survey research centers use for improving quality, particularly of data
from continuing panel surveys. We belicve it is critical for NSF to devote a
significant portion of i.s budget for the personnel data system each year to quality
review and improvement activities. Should budget constraints arise that necessitate
trade-of fs for the system a, a whole, NSF should choose options that minimize total
error in the data, taking into account not only sampling v-riability but also
nonsampling error from sources such az nonresponse. Finally, we urge NSF to adopt
the best survey practice for its science and engincering personnel surveys in the
following areas (many specific suggestions are cited in the text): questionnaire design
and cvaluation, procedures for obtaining high levels of response, both thruugh initial
contact and follow-up, and procedures for data preparation including developing
appropriate weights, impuving missing values, and editing the data for consistency
(Recommendations 7.1 through 7.6).

In order to maintain & first-rate survey operation, it is essential to invest in the
survey stafc. NSF should provide resources for staff training in survey methodolugy
and for SRS staff to attend conferew ces, short courses, ana other venues of
continuing education. NSF should also provide resources for the st2ff to develop
firsthand knowledge, through field visits and other means, of the wide ranse of
scientists and cagineers whose characteristics the personnel surveys are intended to
measure. We believe that it is vitally important for NSF to make the personnel
microdata a~sessible to the SRS staff and to provide resources for them to use the
data for anaiytical studies, particularly those that relate to data quality and
methodology, and ‘o present their findings at professional meetings and in professional
journals. It would be beneficial as well for NSF 20 include resources in its survey
contracts for contractors te propose and carry out research related to understanding
and improving data quality (Recommendations 7.7 through 7.9).

No matter how clegant the design and well-executed the operations, it js also the
case that a data system is valuable only to the extent that the information js used.
Although obvious, the point cannot be stressed enongh that the existence of an active
user community js essential to the continued heslth and visbility of a data system.
To nurture such & community, statistical agencies must put resources into active
dissemination programs, ~*rivicg to design data products that serve user needs,
dixeeminate these nrodue . v widely as possible, and encourage use of the data by
researchers and policy analysts. NSF has historically showe commendable concern for
dissemination of its data to users. However, we argue that the agency needs to
expand its efforts in this direction,

NSF should plan an extensive publication program for the personnel data,
including periodic reports that furnisia updated information on the characteristics of
scientists and enginsers and special reports that from time to time highlight topics
anG subgroups of particular interest. We encourage NSF to plen a particularly
extensive publication program for the 1992 Postcensal Survey (Recommendation 8.1).
This survey will be tae first comprehensive look in & decade at the entire population
of scientists and engincers, including persons cither trained or working in science und
engincering ficlds. The survey will also provide data for comparative analysis with
other subgroups of the college graduate population.

From the continuing Panel Survey, we encourage NSF to publish profiles of
college graduates with science and engincering degrees that separately identify
important subgroups to permit users to apply a nerrow or brosd definition of the
population as suits their needs. Two basic tabulation series would be useful, one that
focuses on the curi=nt employment situation and other characteristics of people with
degrees in particulay science and engincering fields, and another that focuses on the
cducational background, work activitics, and other characteristics of sciense and
engincering graduates who are employed in particular science and engincering
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occupations. Publications about the cohort of employed scientists and engineers
(including people trained in other fields) identified in the 1992 Postcensal Survey aand
about new graduates in science and sngincering fields should also be produced
(Recommendation 8.2). In determining the categorization Jf degree field, occupation,
and otaer varisbles in NSF published tabulations, yser needs for more information
must be balanced against considerations of sampling error. NSF should set standards
for the minimum size field for which estimates will be published based on the error
properties of its surveys. Conversely, NSF should seck meaningful 'vays to proviae
sdditional detail for larger science and engincering fields (Recommendation 8.3).

In addition to publications, NSF shoula provide a variety of computer-readable
products from the personnel data system. The spectrum of products should serve the
needs of the entire user community, ranging from those users who require a few
specific numbers to those users who are engagee in extensive analysis
(Recommendation 8.4). For research purposes. we cannot stress too strongly the need
for microdata files that permit in-depth cag innovative analyses with the data. NSF
should implement the recommendations that the Committee on National Statistics
develops from it~ recer® ef fort to seck wa,s to improve research access to the
microdats from tue Survey of Doctorate Recipients while protecting the confidentiality
of individual replies (Recommendation 8.5).

For all of its data products, NSF should provide complete documentation, including
& comprehensive user’s guide to accompany microdata files. Data file documentation
and technical notes included in publications should emphasize the nature and likely
magnitude of the errors in the data (Recommendation 8.6). NSF should also actively
publicize the availability of microdata files and other products from the personnel
surveys and ercoursge and provide support to rr.scorchers for innovative studiey of
science and engineering personnel (Recommendations 8.7 and 8.2). In this regard, we
urge NSF to establish a grants program to fund research projects that use the
personncl microdr.ea files. Finally, we recommend that NSF actively solicit feedback
from its users or. the design, coment, and quality of the data system and on the
content and fczmat of data products. NSF should consider for this purpose
establishing a user pancl to provide input on a regular basis (Recommendation 8.9).

Implementing the New Design

Although the report provides specific design proposals for consideration by NSF, there
is clearly still a great deal of work that needs to be accomplished before final
decisions are reached on the scope of the personnel daia system for the 1990s. We
urge NSF 10 establish im:acdiately & process for reaching those decisions and for
informing the user community of the impending changes in the system. The process
should include carrying out priority research and analvsis projects whose results are
needed to inform the design; establishing a group of technical experts to assist NSF
staff in reaching final design decisions and monitoring the operati~a of the system in
the 1990s; and communicating with users to obtain their input and prepare them to
take full advantage of the data in the decade ahead (Recommendation 6.3).

Although we believe that our proposed redesign 0. the NSF personnel dats system
of fers many advantages, we recognize fully that the design, like all designs, reflects
trade-offs and hard choices among objectives, . ot all of which can be achieved. We
also recognize that unanticipated problems may sarise with th . design upon
implementation. Toward the ¢nd of the 1990s, NSF should conduct & thorough,
zero-based evaluation to determine what changes should be made to the system in the
0 ;xt decade. The evaluation should include a review of the goals of the system and
the extent to which the data content is serving those goals (Recommendation 6.4). la
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this way, NSF w.’l continue its tradition of review and evaluation devoted to
improving the uset uiness of its informatior on scientists and enginecers.

Resource Requirements for the Sysiem tn the 1990s

It scems clear thet the improvements we recommend for the 1990s will result in
increasing the unit or per-case costs of the data system. We are alert to the need to
avoid unnecessary costs in tiie operation of the system and to make the most
effective use of budget and staff resources. Our detailed recommsndations for the
design and operation of the system take account of cost considerations. Ia particular,
we urge NSF to follow a conservative 2pproach in allocating resources to increased
sample size that may be nceded for rehable estimates of small subgroups of the
population. We arguc that it is not cost-effective for NSF to try to pravide estimates
for every small subgroup of scientists and engineers that appears to have policy
interest.

Nonetheless, we are convinced that NSF must be prepared to allocate additional
resourcs to the personnel data system to provide the coverage, content, and data
quality that the user community, including NSF itself, requires. We urge NSF, along
with the policy and research communities, to recognize the benefits of making a fresh
start, through implementing the substantive and operational changes that we
recommend. We believe that the resulting data sy.tem will provide a rich storchouse
of information for improved research and policy analysis and for more effective
planning by government, academia, and business. The system should prove a valuable
tool to heip the nation grapple with issues concerning its science and engincering
resources in the coming decade. We call on the Na‘ional Sc.*ace Foundation to
accord high priority to implementation of the recommendations in this report.
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Mr. MARTINEZ. Thank you again, Dr. Berryman. If there are no
objections to the submittal of that testimon , 80 ordered.

Our next witness is Dr. Vijaya L. Melnicl{, Director of the Center
of Applied Research and Urban Policy of the University of the Dis-
trict of Columbia.

Ms. MELNICK. Mr. Chairman and members of the committee, it is
my distinct privilege to appear before you and to offer comments
on the issues related to Workforce 2090. Even though my appear-
ance today is as a public citizen, I have drawn heavily from my
professional and personal «xperience in providing this testimony
which includes being a professor of biology and director of research
centers, as well as serving as a visiting scientist in several national
research laboratories.

However, most pertinent to this hearing is the experience I bring
from my work as a faculty member at the University of the Dis-
trict of Columbia. As you know, Mr. Chairman, the students we
serve come largely from minority and economically disadvantaged
backgrounds.

They have demorstrated to me in the most incontrovertible fash-
ion that given the right direction, stimulus and opportunity, they
are capable of competing with the best and the brightest any.where.

My duties at the university have included advising and prepar-
ing students for graduate and professional education and we now
have scientists, physicians and lawyers and dentists, veterinarians
and others who have gone on. These are all first generation college
students and have performed in a stellar fashion in their profes-
sions.

The students have gone to all the major universities in the coun-
try including Stanford, Harvard, the University of Pittsburgh, Car-
negie Mellon, et cetera. It is this deep belief, brought about by a
demonstration on the part of my students, who show that given an
opportunity, they can rise to any challenge, that gives me the con-
fidence, the energy and the courage, to say to you, Mr. Chairman,
that Aruerica will do well now and in the future if we make sure to
invest in our most valuable resource, our people.

We have a tendency to concentrate on the negative, but I think
that if we put the right investment, we are capable of making the
best of what we have, and that is cur people.

The global leadership, powcr and prosperity that America has
enjoyed in the past and hopes to continue into the future will
largely depend upon how successtul we are in reordering our na-
tional investment strategies and priorities.

National security is indeed a high priority but how we assure
that will depend on the way we decide what the major ingredients
are that contribute to make a nation secure. America has an envia-
ble position among the great nations of the world. -

It stands almost alone in that it cannot be defined in terms of
religion, race, language, ethnic origin or ancestry. Instead, we
define ourselves by the vision we call the American dream, the
dream that welcomes &1l who share its ideals to participate and to
prosper.

For many, that drean: is not yet 1 reality. We must therefore
strive for opportunities .o make it possible for all. The way we do
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that will be shaped by the profound demographic and economic
changes we have experienced over the last two decades.

The technological arena has forced changes in the workplace re-
quirement. Mcdern technological society and the workplace need
people with solid reading and math capabilities. Computers have
become cornmonplace and automation has changed employment
patterns. New jobs require higher skills and educational qualifica-
tions.

More than ever, we have become part of the global economy.
Changes occurring on far away shores have had a direct effect on
the American wage earner. These changes w:ll continue to have an
ever increasing effect on the political, social and economic future of
this country—indeed, its very survival.

In my written testimon)y, I examine in some detail the changes
in the demographic trends and what it means to our future. In
brief, women, nonwhites and immigrants will make up more than
five-sixths of the new entrants to the workforce between now and
the year 2000. Today, they make up only half of that workforce.

The most challenging task before us is to appropriately educate
and train young workforce entrants to meet future demands. Cur-
rent workers will also have to be retrained. Estimates are that in
the next 12 years, 21 million new workers and thirty miliion cur-
rent workers will have to be trained or retrained.

In 1986, for example, there were less than ten percent black and
Hispanic natural scientists. Between now and the year 2000, the
percentage of change of demand for this area is projected to be 46
percent.

Most minority workers are stuck in occupations with no growth
prospects or jobs projected t disappear. Let us look at demograph-
ics in another way. A child born in 1981 will be a collego freshman
in the year 2000. The question we have to ask is: Will these chil-
dren be ready for college? What do we know about these children?

We know that one in four lives in poverty. One in eight is identi-
fied as having a physical or emotional handicap. One in twelve
does not speak much English and that proportion might get higher.
One in two will spend at least part of his life in a one-parent home.
One in three is black, Hispanic, Asian or Native American and
only one in three is a white, non-Hispanic male.

Let me focus for what time I have on the specific problem of sci-
ence and engineering, since most of the projected job growth areas
will demand these backgrounds. Blacks account for 12 percent of
the American population but only two percent of all employed sci-
entists and engineers are black.

They earn four percent of the baccalaureates and one percent of
the Ph.D.s in science and engineering. In 1986, for example, only 89
blacks who were U.S. citizens earned their Ph.D.s in science and 14
in engineering.

Hispanics comprise nine percent of the U.S. population and is
the fastest growing minority group. They account for two percent
of all employed scientists and engineers. They hold two percent of
the bachelor’s degrees and one percent of the Ph.D.s in science and
engineering.

The statistics on American Indians are even more dismal.
Women, who account for 51 percent of the total U.S. population
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and 45 percent of the nation’s workforce, comprise eleven percent
of all employed scientists and engineers.

A major reason that blacks and Hispanics give for not pursuing
higher education is lack of financial support. In addition, perform-
ance on standardized tests, low college grades, institutional require-
ment practices, and improper counseling also have an impact on
their access to and retention in higher education.

At the master’s degree level, blacks chose quantitatively based
majors at roughly two-fifths of the national average. Whites and
Native Americans at national average, Hispanics about four-fifths
of the national average and Asian Americans, approximately twice
the national average.

At the doctoral level, only thirty percent of the Ph.D.s earned by
U.S. citizens were in quantitatively based fields. In this case,
whites earned Ph.D.s at equal the national average, Asian Ameri-
cans at twice the national average, Hispanics and Native Ameri-
cans at two-thirds, and blacks at one-third of the national average.

A major problem confronting this nation and more acutely mi-
norities, is that most of the graduate degrees that are earned are in
disciplines that are related to low growth rather than high growth
industries.

If we are to preserve the competitive edge of the United States in
the world economy, we must make major steps to improve and en-
hance our scientific and technologica{ talent pool, which means
that we have to increase those students going on into the quantita-
tive sciences.

Especially acute is the under representation of women and mi-
norities in these areas. In light of the demographic data that these
groups will account for the majority of the future workforce, it is
imperative that we develop a national strategy to attract, involve
and develop this potential l‘;uman resource.

It is not a matter of affirmative action, but rather, it must be
seen as an action for the nation’s survival. It is exactly for this
reason that these hearings and the initiatives taken by you, Mr.
Chairman, along with cther members, becomes so very crucial.

The Congress of the United States must take the leadership in
making sure that the American dream is withip the reach of all
our citizens. The only way we can achieve that is by ensuring that
v'e have a competent and educated workforce, a job market that is
not only competitive but fair.

A system must be put into place t¢ monitor ang collect the data '
on the marketplace cﬁanges and make it available to all concerned.

Mr. Chairman, I commend the bill, the Workforce 2000 Employ-
ment Readiness Act of 1989 introduced under your august and
astute leadership, for it provides the kind of comprehensive ap-
proach that combines preparedness through quality education, fair-
ness in employment and needed improvement in monitoring work-
force changes and providing timely action.

The biil squarely meets the challenge of developing the untapped
and unactuglized Kuman potential, particularly among wornen and

minorities, and provides this nation with the needed resources to
stay competitive in the world economy.

In summary, Mr. Chairman, the investment we make in our chil-
dren so that they will be healthy, well educated and motivated to
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become the leaders of tomorrow, is an investment that this nation
cannot afford not to make.

The neglected investment in developing the untapped minority
pool so that they can fully contribute towards building this nation
is an investment we can ill afford to ignore. The investment in
women, who will become a major sector of tomorrow’s workforce,
by providing them with the needed support and opportunities to
become full partners in tomorrow’s economy, is an investment
which has no viable alternative.

These investments will no doubt be costly, but not to make them
will be far costlier. Let us hope that these hearings, above all else,
shall serve to further the cause of our democratic ideals upon
which rests the security and well being of this nation.

Let these initiatives demonstrate to the world that we are proud
of the rich and colorful threads that weave the enduring and dy-
namic tapestries of our society, for these provocative patterns por-
tray our combined resolve and strength to overcome all threats
that challenge our national fabric.

Taking needed action, as you have, is our passport into the 21st
century. It will be our affirmation to preserve our strength, creativ-
ity and leadership. Only that will prepare us as a nation to take on
the challenges that lie before us and carry the promise of the
Ameri.an dream into the 21st century.

Thank you, Mr. Chairman.
[The prepared statement of Dr. Vijaya L. Melnick follows:]
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Mr. chairman and members of the Committee, it is my distinct
privilege to appear before you and to offer my comments on the
issues related to "Workforce 2000" and what we as a nation must
do to prepare ourselves fovr the 2lst Century. I thank you for
this opvortunity.

My name is Vijaya Melnick and even though my appearance
today is as a public citizen I have drawn heavily from my
professional and personal experience in providing this testimony.
My experience inciudes being a professor of biology, director of
an applied research center, associate director of an immunology
center at a medical school, a scientific investigator, vice chair
of the NAFEO science and technology advisory committee, visiting
scientist at the Oak Ridge National Laboratory and the Lawrence
Livermore Laboratory of the University of California, member of
the Muskie Commission that has had a long standing incerest in
child health and development at an international level, and
serving as a special assistant tor policy and bioethics at the
National Institutes of Health.

However, most pertinent to these hearings is the experience
I bring from my work, as a faculty member, at the University of
the District of Columbia (UDC}.

As you very well know Mr. Chairman, UDC is the public urban
land grant university »f the District of Columbia. The students
we serve come from minority and often econcmically disadvantaged
backgrounds.

My work at UDC, over the last several years, has been most
fulfilling because it has demonstrated to me in the most
inconcrovertibie fashion, that given the right direction,
stimulus and opportunity our students are capable of competing,
with the best and the brightest, anywhere. Among my duties at
the University are that of advising and preparing premedical
sciences students. And I can now boast that we have over fifty,
first generatica, college graduates who have gone on to become
scientists, physicians, lawyers, dentists, veterinarians and
other professionals. Last vyear for example, one of my student
rescarch assistants was accepted to Stanford Graduate School witl:
full scholarship to do a doctorate in neurobiology. Another went
to Carnegie-Mellon and University of Pittsburgh with full
scholarship to do a combined program of Ph.D. in economics and
J.D. Our alumni are spread far and wide. The head of the Dental
Services for the U.S. Army base in Stuttgartt, for example, is
one of our alumnus. Another 1is conducting fundamental AIDS
research at the Rational Cancer Institute. The list goes or. It
is this deep belief brought about by a demonstration on the part
of my students who showed that, givea an opportunity, they can
rise to any challenge, that gives me the confidence, the energy
and the courage to say to you Mr. Chairman that America will do
well now and in the future if we make sure to invest in our most
valuable resource - our jeople.

39
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Today we stand in the twilight of the 2Jth Century and at
the threshold of the 21st Century. It is a crucial time for
taking stock and to prepare for the future. How we do 1t will
decide, what we want for this nation and, where its place will be
among the world community of nations.

A number of reports bhave already appeared, projecting the
future and predicting a range of consequences, depending upon how
we respond to the winds of change rhat are sweeping this nation.

Scholars and crystal gazers alike warn us that 1f we, as a
nation, do not want to commence our "ride into the sunset," along
with that of the 20th Century, then we have some serious thinking
and work ahead of us. Fundamental change is required in the way
we look at ourselves, in the way we plan to compete in the new
economy, in the way we plan to preserve and invest in our
resources, most significantly and relevant to this discussion, in
our most valuable asset - the human capital.

The global leadershiv, power and prosperity that America has
er joyed in the past and hopes to continue into the future waill
largely depend wupon how successful we are in reordering our
national investment strategies and priorities. National security
is indeed a high priority - but how we assure that will depend
upon the way we decide what the major ingredients are, that
coi tribute to make a nation secure. One thing we do know - we
will not get there by being the best "defended” slum on earth.

America has an enviable position among the great nations of
the world =~ it stands almost alone in that it cannot be defined
in terms of religion, race, language, ethnic origin or ancestry.
Instead we define ourselves by the vision, that 1s spoken of as,
the "American Dream" - a dream that welcomes all who share 1its
ideals to participate and to prosper.

We must treasure that ideal. We know that for many that
dream is not <3t a reality. We must therefore straive for
opportunities to make it possible for all. We must hold thas
nation to its promise and to its destin/.

It is against this backdrop c¢hat we must examine the
demographic imperative 1in America's role i, the 21st century.
The United Status has been experiencing profound demographic and
economic changes over the last two decades.

As the baby boom generation reached maturity more women
entered the work force. During the same time there was a large
influx of immigrants into the United States - most of them from
Latin Americar and South East Asian countries. Duraing this time,
we experienced an increase in foreign trade, followed by a large
trade deficit. We saw more and more foreign manufactured goods
entering the U.s$. triggering in turn, the demise of industries at
home that manufactured similar goods.
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Computers became common place and automation changed
employment patterns. New jobs required higher skills and
educational qualifications. More than ever, we became part of
the global econony. Changes occurring on rar away shores have
had a direct effect on the American wage earrer.

These changes are so p.o.ound that they have begun to
assert, and will continue to have, an ever increasing effect on
the political , social and economic future of this country
including, its very survival.

Let us examine, in some detail, the changes in the
demographic trends and what it means to our future.

At the end of World War II White men constitute almost two
thirds of the lakor force. They comprised over one half of the
labor force up until the early 1980's. Beyond the obvious
advantage accrued to them by their overwhelming rumbers in the
work force, Wwhite men also had the greatest freedom to pursue
educational and job opportunities during the post-war era.

Latest available statistics show that in 1985 the labor
force was comprised of the following:

47% - U.S. bnrn white male

36% - " " " female

5% - U.S. born non white male
5¢ - " " " female
4% - immigrant male

3z - " female

But if we look at new entrants to the labor force between
1985 - 2000 we find, that is projected to be:

15% - U.S. boin white male

42% - " " " female

7% - U.S. born non White male
13% - " " female
13% - immigrant male

10% - " female

These demographic changes jindicate that the new workers
entering the work force between now and the year 2000 will be
very different from those reflected in today's work force.

In otfier words, this means that women, non Whites and
irmigrants will make up more than 5/6 of the new entrants to the
work force between now and the year 2000. Today they make up
only half of the work force.

According to the Bureau of Labor Statistics, job growth is
projected to occur in sectors that require specific skills. The
modern technological sgociety and the work place need people with
sclid reading and math capabilities.
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The Labor Depar:ment has devised a method for measuring on a
scale of 1 to 6 the levels of reading, writing and vocabulary
needed to perform a wide range of jobs. ‘'The Hudson Institute, a
conservative #hink tank, matched the new jobs that the economy
w1ll create against these scales. They found trat new workers
with limited verbal and writing skills (Levels 1 and 2) will be
able to compete for less than 40% of the new jobs.

Most new jobs will require solid reading and writing skills.
In retail sales, for example, the employees will have to write up
orders, compute price lists and read catalogs. But only 22% of
the new workers, 1t is estimated, will be able te function at
this level.

Level 4 and above, will require more than a high school
education. ability to read journals/manuals, /rite reports and
understand specialized terminology. Examples range frcm hursing
to management jobs. O©Only 5% of new employees will be able to do
this.

The most challenginy task before us is to appropriately
educate and train the young work force entrants. To meet future
demands, current workers would also have to be retrained.
Estimates are that in the next 12 years 21 million new workers,
and 30 million current workc-s, would have to be trained or
retrained.

Coupled with this is the decline of the number of 21 - 25
year olds. Larger proporticn of the new workers will be
immigrants and minorities who currently have less education and
fewer skills. Very few, among these groups, currently hold jobs
in the growth industraies. For example, in 1986 there were less
than 10% Black and Hispanic natural scientists. Between now and
the year 2000 the percent change in demand for this area,
according to the Hudson Institute, will be 46%.

3 Change in Demand
(Hudson Inst. Estimates)

Blacks/Hispanics 1986 1985 - 2000
Natural Sc.entists 10% 46%
Technicians 11% 38%
Engineers/Architects 7% 32%
Marketing/sales 10% 30%

Most minority workers are stuck in occupations with no
growtli, or those projected to disappear, e.g. assemblers, machine
operators, laborers etc.
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Let us 1look at this in anothe. way. A child horn in 1981
will be a college freshman in the year 2000. The question we
have to ask is, will these children be ready for college? What
do we know about tnese children? We Kknow that:

1l in 4 live in poverty

1l in 8 is identified as having a physical o: emotional
handicap

1 in 12 does not speak much english and that proportion
might get higher.

1 in 2 will spend at least part of their life in a one
parent home.

1 in 3 is Black, Hispanic, Asian or native American

and only, 1 in 3 is a White non Hispanic male.

People over the age of 85 constitute the fastest growing
grcup of Americans. In 1900 the U.S. had 8 children for every
elcerly person, today it is down %o two to one.

A society that has 8 children per elderly person compared to
2 children/elderly person makes a big difference, especially in
how the tax revenues are spent for its educational system and
other public services. Remember, older people vote and children
dor't.

Minorities constitute «che majority of schcol enrollments in
the nations Z3 1largest cities. In 1988 the overall school
porilaticn was about 30% minority and 70% White. By the year
202) the most conservative estimate is that it will be about 53%
wWh>.te and 47% minority.

Let us now focus specifically on science and engineering
sirce most of the projected "job growth areas" will demand this
background. Blacks account for 1?% of the Ame.ican pcpulation
but only 2% ¢ all employed scient.sts and engineers are Black.
They earn 4% of the Baccalaureates and 1% of the Ph.D.s in
scirence and engineering. In 1%u8, for example, only 89 Blacks
whe are U.S. citizens earned the Ph.D. in science and 14 in
engiaeering.

Hispanics comprise 9% of the U.S. population and is the
fastest grow-ng minority group. They account for 2% of all
emr.oyed scie=tists and engineers. They hold 2% of the Bachelors
degrees and 1% of the Ph.D.s in science and engineering.

Americar Indians make up 0.6% of the U.S. population and
0.7% of all employed scientists .nd engineers. They hold 0.3% of
all bachelo-= degrees and 0.16% of all Ph.JO.s in science and
eng-neering.
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Women are now 51% of the total U.S. population and 45% of
the nation's work force. They comprise 1l1l% of all employed
scientists and engineers. In 1986, they earned 30% of all
bachelors degrees in science and engineering, 34% of the Ph.D.s
in life sciences, 16% of the Ph.D.s in physical sciences and 7%
in engineering.

The ~Federal government is the 1leader 1in the nation's
research and development enterprise. “The Task Force on Women,
Minorities and the Handicapped 1in Science and Technology" found
in 1ts report of 1988 that, "Federal agencies have neither
recognized nor begun to address the demographic issues that will
affect the conduct of research and development in the 21st
century. Until now the role of minorities, wcmen and pecple with
disabirlities in science and technology has been widely seen only
as an equity issue, not as the Key to future national security
and econumic competitiveness."

The task force fourd that only one Federal Acency, the
National Science Foundation, which represents 3% of the 1987
to-al Federal Research and Develcpment Budget - ($60 Billion)
keeps data to monitor 1Lhe denographic characteristics of those
wh< receive 1ts grants. These statistics show that in 1987, 93%
of all NSF dollars were awarded to men and 6% to women. It also
showed that 88% of all NSF dollars went to whites, 0.7 to Blacks,
0.8 to Hispanics, 4% to Asian-Americans, 0.1% to 2merican Indians
and 6% to others (mcst of these 6% are probably White).

In a report on success 9% Blacks and Hispanics in the United
States Graduate and Professional Education, Thomas (1986) pointed
out that a major reason that Blacks and Hispanics give for not
pursuing higher education 1s lack of financial support. In
adsition, performance on standardized tests, lower college
grades, institutional recruitment practices, and improper
cecunselling also have an impact on the access and retention of
minorities in graduate ana professional education. wWhen
participation of minorities in science and engineering
disciplines are examined, the numbers are even more dismal.
Berryman (1985) pointed out that at the Master's degree level
Blacks chose quantitatively based majors at roughly 2/5 of the
nationdal average; Whites and Native Americans at national
average, Hispanics at about 4/5 and Asian Arrricans at
aprroximately twice the national average. This correlates with
the data that approximately 50% of the Asian Americans earned
their Master's degree 1n Engineering, Blacks and Hispanics earned
most of their Master's degrees 1. Social Science and Psychology,
anc native Amer: .ans in Life Sciences or Psychology (NSF 1988).

At the doctoral level only 30% of the Ph.D.s earned by U.S.
ci-izens were in quantitatively based fields. In this case,
Wh-tes earned Ph.D.s at equal the national average; Asian
Arericans at :wice the national average; Hispanics and Native
Americans at 2/3, and Blacks 1/3 the national average.
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It is estimated that even to achieve parity ‘ith whites
(which record 1s not all that good) in science, the percentage of
Black doctorates would have to increase tenfold.

What this indicates is that a major problem confronting the
nation, and more acutely minorities, is that most of the
graduate degrees that are earned are in disciplines that are
related to "low growth" rather than "high growth" jindustries.

Let us now examine some of the special concerns that pertain
to women entering the work force. Today 50% of all married women
with infants are in the work force. This is over a 100% increase
since 1970. 54% of all married women with children under 6 are
in the work force. An increase of over 80% since 1970. In 1985,
68% of female single parents worked.

Child care costs now consume 10% of the average family's
income and 20% cf the incomes of poor families. Estimated annual
child care expenditures by U. S. families are about $11.5
billion.

In 1995, 73% of all children will have mothers in the work
force. 4 out of 5 children, between the ages of 7 and 18 are
expected to.have working mothers. 1In 1985, nearly half of the
uninsured children 18, or under, lived in single parent, usually
female headed, families.

If we are to preserve the competitive edge of the United
States in the world economy, we must take major steps to improve
and enhaace our scientific and technological talent pool.
Current trends in education show a decline of majors in the
quantitative sciences. All labor force projections indicate that
basic knowledge in science and mathematics will be a requirement
tor the work force of tomorrow.

Especially acute is the under representation of women and
minorities in science and engineering. In light of the
demographic data chat these groups will account for majority »f
the future work force, it is imperative that we develop nationa.
strategies to attract, involve and develop this potential human
resource. Encouraging women and minorities to participate in
science and engineering can no longer be regarded d&s a matter of
affirmative action, but it must be seen as an action for national
survival,

White males are a rapidly decreasing proportion of our
population and therefore canrot shoulder the responsibilities in
the work force to the degree that they did in the past. Women
and minorities must be prepared to move in ®nd take their
rightful place, they must work shoulder to shoulder, along with
others, tuv Kkeep this nation flcurishinyg and in tle fore front of
world economy.

O

105

"




[E

RIC

Aruitoxt provided by Eic:

101

This nation cannot hore to achieve economic growth or
mafitain the competitive edge in the world market w? thout
reexamining and Strengthening the country's educational system.
As noted in a recent report on Federalism and Education (19853),
issued by the Education Commission of the States and the
Institute for Educational Leadership, "The vunited States is
dangerously close to becoming a divided, if not polarized,
society. Demographic and economic changes have overwhelmed the
ability of current structures to.cope., Education divides those
who will have opportunities from those who will not.,. Americans
want a better education for their children and youth, but there
is no general national recognition of the stakes facing society,
of the efrfort nesded or of the heightened talents that must be
encouraged in all students."

It is exactly for this reason that these Hearings, and the
initiatives taken by you Mr., Chairman, along with other members,
become so very crucial. The Congress of the United sStates must
take the leadership in making sure that the American dream is for
all our citizens, The only way we can achieve that is by
insuring that we have:

* a competent ancd educated work force

* a job market that is not only competitive but fair
(because to attract the best and the brightest from
every milieu into the work force an assurance of
fairness and belief in that process becomes an imperative)

* a system to monitor and collect the data on the market
Place changes and requirements and make it available to
all concerned so that informed and appropriate decisions
can be made.

For this reason, Mr. Chairman, I commend the biil
"Workforce 2000 Employment Readiness Act of 1989' introduced
under your. august and astute leadership. For it provides the
kind of comprehensive approach that combines

* preparedness through quality education

* fairness in employment, and

* a.needed improvement on monitering changes and
providing timely information.

In summary, the investment we make _in our children so that
they will be healthy, well educated and motivated to become the
leaders of tomorrow - is an investment that this nation cannot
afford not to make.

The neglect of investment in developing the untaprzd

.minority pool, so that they can fully contribute towards builulng

this nation, is an investment we can ill afford,
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The investment in women who will become a major aector of
tomorrow's work force by providing them wiih needed support and
opportunities to become full partners in tomorrow's economy is an
investment which has no viable alternative.

These investments will no doubt be costly - but not to make
them will be far costlier for the nation and its citizens.

The problems before us are indeed serious and complex. But
we as a nation have always risen to the occasion when national
security and national survival are at stake. what we face is
nothing less.

Taking needed action is our passport into the 21st century.
It will be our aftirmation to preserve our ctrength, creativity
and leadership. Only that will prepare us, as a nation, to take
on the challenges that lie before us and carry the promise of the
Amecican dream into the 21st century.
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Chairman Hawkins. Thank you, Dr. Melnick.

The next witness on the panel is Dr. William B. Johnston,
Project Director, the Hudson Institute. We welcome you, Mr. John-
ston.

Mr. JoHNsTON. Thank you, Mr. Chairman. I would like to iust
use the brief time this morning to extend my remarks in two areas.
A number of questions were asked this orning concerning what is
the Federal role in this vast education system that we all recognize
needs change.

1 want to suggest *wo things that seem to me to be fundamental-
ly important. The first one concerns the point that Bill Brock made
about measurement. I think that we cannot have a system based
on choice.

We would be unwise to invest any substantial amount of new re-
sources in this system if we cannot agree on a system for measur-
ing k1ts outputs, particularly the way it is preparing people for
work.

What I am specifically suggesting is that I think we need to
move toward some sort of universally administered nationsl test
which judges readiness for work. I recognize that there are tremen-
dous political difficulties in developing such a test, in having it ad-
ministered across the country.

But, I think if we do not have such a standard, if we continue
simply to have this array of teaching styles and array of outcomes,
if we cannot agree on one set of economic outcomes that we want
this system to produce, then we cannot realistically expect gradual-
ly to ur hrove that system.

The adage in business is: What gets measured gets done. I think
that adage has to be applied to the education system as it relates to
preparation for work.

Obviously, of course, there are many other things that the school
sgstems are responsible for in addition to this one, but this is the
thing that matters in terms of our competitiveness. This is the area
in which we fall down.

Many of the questions of standards are subtle ones. It is not
simply multiple choice, ability to answer math questions, to par
sentences. It 1s the ability to communicate. It is the ability to solve
problems, which every survey of employers rates very highly.

I believe the Federal Government has the responsibility for de-
veloping such a test and ror encouraging its distribution across the
country and its use.

The second point tkat I would like to make concerns extending
the reach of education outside of the formal education system.
Again, Secretary Brock made the point that 75 to 85 percent of all
the people who are going to be working in the year 2000 are in the
workplace today.

I7any of those, as we have recently found, lack basic skills to
adapt to new jobs, cannot adapt to new technologies as they are
employed in the workplace and are performing less than adequate-
ly in their existing jobs, much less advancing within their organiza-
tions.

We need to develop a set of mechanisms for the constant invest-
ment in those workers. Many of them work for small employers
who are ill equipped to provide consistent training programs, sub-
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stantial educalienal opportunities, that are sometimes available ir.
larger corporations.

1 think there is a role here for the development, in particular, of
a set of “course-wear.” I use that term by way of introducing it for
explanation that as we have the potential, the uses of technology
today, to develop courses that eneble students to learn at work, to
learn at home, to employ the technologies that range from comput-
ers to interactive video discs.

We have those technologies. We have not yet invested in the de-
velopment of software thut makes those tuchrologies truly avail-
able across the country.

This is an area in which a relatively small number of Federal
dollars could create an enormous wave of potential productivity en-
hancing and education enhancing software available to people in
the workplace, in the home and in many other avenues that they
could choose.

So, those are the two extensions of my remarks. I will be happy

to answer any questions that relate to my printed remarks or
these.

Thank you.
[The prepared statement of Dr. William B. Johnston follows:]
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WORKFORCE 2000

THE OPPORTUNITIES POR THE FUTURE

MR. CHAIRMAN. It is a pleasure and an honor to appear before you and
the Committee this morning, to discuss the issues ralsed by the Workforce
2000 report. This hearing underscores - important polnt about the
study: while it was focused on future trends, many of these demographic
and gconomic realities are already here. The policy cholces Implied by
some of these trends are high priorities for this Congress as well as for
future policymakerc.

One of the most Important findings of the Workforce 2000 study
concerns the potential mismatch between the workers who are entering ihe
labor force and the jJobs that are belng created in our economy. Let me
summarize the most important facts concerning this mismatch.

To begin with the demographics, five trends will be most Important:

[ The population and the workforce will grow more siowly than at

any time since the 1930s: Poplation growth, which was climbing at

almost 1.9 percent per year in the 1960s, will slnmp to only 0.7

percent paer year by 2000; the labor force, which exploded by 2.9
percent per year in the 1970s, will be expanding by only 1 percent
annually In the 1990s. These slow growth rates will tend to limit the

rate at which the economy can expand, and may also tighten labor
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markets and force employers to use more capital-intensive production

systems.

o The average age of the population and the workforce will rlse,
and the pool of young workers entering the lator market will shrink:

As the baby bcom ages, and the baby bust enters the workforce, the

average age of the workforce will climb from 36 today to 89 by the
year 2000. The number of young workers age 16-24 will drop by almost
2 million, or 8 percent. This decline In young people in the labor
force wili have both positive and negative Impacts. On the one hand,
the older workforce will be more experienced, stable, and reliable.

The reverse side of this stabllity will be a 'ewer level o.

adaptabllity. Older workers, for example, are less llkely to move, to
change occupatlons, or to undertake retralning than younger ones.
Companies that have grown by adding large numbers of flexible,
lower-pald young workers will find such workers In short supply in the
1990s.

(] More women will enter the workforce: /lmost two-thirds of the

rew entrants into the workforce between now and the year 2000 will be
women, and 61 percent of all women of vorking age are expected to have
Jobs by the year 2000. Women will still be ccncentrated in Jobs that
pay less than men's Jobs, but they will be raplo entering many

higher-paying professional and technlcal fields. In response to the
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continued feminization of work, demands for day care and for more time
off from work for pregnancy leave and“chlld-rearlng duties will -
certainly Increase, as willl interest in part-time, flexible, and
stay-at~home Jobs,

[ Minorities will be a jarger share of new entrants into the labor
force: Non-whites will make up 29 percent of the new entrants into
the labor force between now and the year 2000, twice thelr current
share of the workforce. Although this large share of a more slowly
growing workforce might be expected to improve the opportunities for
these workers, the iimited educational preparation of many minoritiec
from urban areas may limit their opportunities.
0 Immigrants wil] represent the larges” share of the increase in
the Dopulation and_the workforce since the first World War:

Even with

the new immigration law, approximately 600,000 legal and illegal
immigrants are prolected to enter the United States annually

throughout the balance of the century. Two-thirds cr more of

immigrants of working age are likely to Join the labor force. In the
South and West where these workers are concentrated, they are lilely
to reshape local economies dramatically, promoting faster economic

growth and looser labor markets.

In combination, these demographic changes will mean that the new
workers entering the workforce between now and the year 2000 will be much

different from those who people it today. Non-whites, womea, and

immigrants will make up more than flve-sixths of the net additions to the
workforce between now and the year 2000, though they make up only about

half of it today.
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1985 Labor Porce Net New Workers, 1985-2000

Total 116,461,000 25,000,000
Native White Men 7% 16%
Native White Women 36% 42%
Native Non-white Men 5% 7%
Native Non-white Women 5% 13%
Immigrant Men 4% 13%
Immigrant Women 3% 9%

Source: Hudson Institute
Juxtaposed with these changes in the composition of the workforce will
be rapld changes In the nature of the job market. The fastest growing
Jobs wiil be ln- professional, technical, and sales fields requiring the
highest education and skii} levels. Of the fastest growing lab
categories, all but one, service occupations, require more than the medlan
level of education for all jobs. Of those growing more slowly than
average, not one requires more than the medlan education. (See Table 1)
Ranking joba according to skills, rather than education, lllustrates
the rising requirewments even more dramatically. When Jobs are given
numerical ra.dnga according to the math, language, and reasoning skills
they require, only twenty seven percent of all new jobs fall into the
lowest two skill categories, while 40 percent of current jobs require
these limited skills. By contrast, 41 percent of new jobs are in the
three highest skiil groups, compared to only 24 percent of current Jobs.

(See Table 2)
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Table 1

The Fastest Growing Jobs Require the Most Education

Fast Growing Jobs

(Ranked By Growth Rate)

Occupation Hediran Education
Lawyers 18+
Natural Scientists 16.8
Health-Diagnosing 18.1
Technicians 14.3
Other Professionals 16.4
Engineers 16.5
Social Scientaists N.A.
Writers/Artists N.A.
Harketing and Sales 12.9
Nanagement 14.9
Services 12.4
Teachers 17.2
All Fast Growing Jobs 14.3

Source:

Slowly Growing Or Declining

{Ranked By Growth Rate)

Occupaty n Hedian Education
Hechanics/Repairers 12.5
Administrative 12.8
Construction 12.5
Transport 12.4

Plant and Systenm Workers N.A
Laborers, Helpers 12.2
Precision Production 12.5
Blue Collar Supervisors N.A.
Hand Workers 12.5
Hachine Setter/Operativesl2.3
Farmers 12.3

Hiners N.A.

All Slow Growing Jobs 12.6

U.f. Bureau of the Cengus, Current Population Survey,

Harch, 1985; Hudson Institute Projections.
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Table 2
FAST GROWING JOBS REQUIRE MORE LANGUAGE, MATH, AND REASONING SKILLS

Current Jobs Fast Growing Slowly Growing Deciining

GED Language 3.1 3.8 2.7 1.9
GED Math 2.6 3.1 2.8 1.6
GED Reasoning 3.6 4.2 3.2 2.6

Source: Hudson Inst.tute
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The Implications of the Changlng Occupational Structure

This rapld increase In the skills required for new jobs In the economy
must be put In the context of the competence of the new workers entering
the workforce. The evidence suggests that many milllons of these new
workers lack even the basic skills essentlal for employment. For example,
the recent Natlonal Assessment of Educational Progress undertaken by the
US. Department of Education (NAEP) found that among 21-~25 year olds:

== only about three-fifths cf whites, two-fifths of Hispanlcs, and a

quarter of blacks could locate Information In a news article or
an almanac;

== only a quarter of whites, 7 percent of Hispanlcs, and 3 ;ercent

of blacks could decipher a bus ‘chedule;

== only 44 percént of whites, 20 percent of Hispanics, and 8 percent

of blacks could correctly determine the change they were due from
the purchase of a two-item restaurant meal.

The forces that are shaping the U.S economy will make it increasingly
difficult for young Americans such as these to succeed in the Job market.
In particular, as change accelerates and more training is needed, many
workers will need advanced skills simply to glve them access to useful Job
trainlng. Por example, assembly line workers In many manufacturing plants
are learning statistical process control, a system that Is beyond the
reach of those without a solid grounding in mathematics.

As the U.S. economy becomes Increasingly integrated with the world

economy, the abllity of the U.S. government or American unlons to

’
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insulate workers without skills from competition with unskilled workers
In other countries will decline. A decade ago, it was possible to pay
unskllled Janitors in automoblle plants $12 per hour, b cause they
worked In unionized, high productivity plants in a wealthy economy.
The economy of the future will not produce or sustain such high-wage
low-skill Jobs.

During the 1989-2000 perlod, the good fortune to be born in or to
immigrate to the United States will make less difference than the luck
or jaitiative to be well-educated and well-trained. Por individuals,
the good Jobs of the future will belong to those who have skills that
enable them to be productive in a high-sklll, service economy. For the
nation, the success with which the workforce is prepared for
high-skilled Jobs will be an essential ingredient In malntalning a
high-productivity, high-wage economy.

The changes ahead In the Job market will . ject different groups in
the soclety in different ways. While young whites may find their Jobs
prospects improving, for black men and Hispanics the Job market will be
particularly difficult. In contrast to their rising share of the new
entrants into the labor force, black men will hold a declining fraction
of all Jobs if they simply retain existing shares of varlous
occupations. Black women, on the other hand, will hold a rising

traction of all Jobs, but this increase will be less than needed to

offset their growing snare of the workforce. (See Table 3)
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Table 3

BLACK MEN AND HISPANICS FACE THE GREATEST DIFFICULTIES
IN THE EMERGING JOB MARKET

Group Share of ipplied Share of Share of
Current Jobs New_Jobs Labor Force Growth
{1985-2000)

Total 107,160,000 23,770,000 25,400,000
Women 45.0% 50.5% 64.1%
Blacks 9.9% 9.5% 19.7%

Black Men  4.9% 3.8% 7.7%
Black Women 5.1% 5.6% 12.0%
Hispanics 6.4% 5.0% 22.0%
Ages 16-24 19.1% 17.9% ~9.6%
25-44 51.6% 53.0% 44.8%
45+ 29.3% 29.1% 64.8%

Source: Hudson Institute Projectionms.
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The Edycational chalienge

These stark facts about the future Imply an enormous educatlonal
challenge What guldeposts should we use to restructure our systems to
meet this test? Three principles stand out:

o Focus on the least successful half of the population aud the

workforce, youths w* \ traditionally have not gone on to college or

in mary cases even graduated from high school. Arguably, the

natlon does a reasonably effective job with its most educated 50

percent; it Is among the dropouts and poorly educated high school
graduates that we fall down. The job market of the future will
demand that all young people reach much higher levels of cempetence
if they are to contribute to our economy and support themselves and
their children.

[} Educate everyone as though he or she were going to college,

even though not all will. The minimum competence needed to hold

a good job In our soclety Is Increasing. The systems that channel
children into "academic” and "vocational” tracks (with vocational
tracks reserved for slower learners) are anachronisms that should
be abandonned. True vocational preparation at the high school
level means Intensive understanding of “academic” subjects. To be
productive In the information-intensive, service orlented economy
of the future, everyone must at least graduate with the edulvalent
of a college preparatory English, mathematizs, sclence, and
communications skills. We should consider de-eloping natlonal
curricula and measurement tools to insure that these new, higher

standards are belng met.
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[ Move education into the workplace, and get employers Involved

¥ith the schools. Employe:s themselves need to undertake many new
kinds of educational efforts to upgrade their current employees.
Using modern technology such as interactive videodisks, employers
need to be prepared to provide the skill trainlng and basic
education that the schools have not supplied. At the same time,
employers need to become more involved In the management,
measurement and organization of schools, to ensure that ti.e schools

are being run competently and effectively.

In the end there is no singie or simple answer to the educational
challenge we face. Enormous efforts will be needed over decades to
close the gap between the types of skills needed by our economy, and
the competencies of the workers who are entering our workforce.
Fundamentally we must take the buslness of educatlon more serlously
than we have previously, because our future success as a natlon depends

on it.
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Chairman HAwkiNs. Thank you, Mr. Johnston.

I am having a copy of the School Improvement Act, which was
passed in 1988, reprinted and I would ask permission to have that
included in the record, because it relates to the development by the
Secretary of Education of a measurement test, or what is called an
evaluation standard.

It is in the law and several references have been made to it. I
just wanted to indicate that in prior hearings, we were asked to do
this. The committee has responded. It is in the law and it is section
1435 of Public Law 100-297.

I certainly agree with you and with Mr. Brock in calling for such
development of standards by which we can measure. I Just wanted
to call attention to the fact that it is in the law and we would hope
that it is implemented by the Secretary and that it proceeds to
either use the current test that is in use, Title I Evaluation and
Reporting System or we would hope refine it and develop a new
test.

[The information follows:]
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PUBLIC LAW 100-297—APR. 78, 1988 102 STAT. 191

“(c) JupictaL Appeals.—Upon the filing of such petition, the court
shall have jurisdiction to affirm the action of the Secretary or to set
+ it aside, in whole or in The judgment of the court shall be
l gubject to review by the upreme Court of the United States upon
certiorari of certification as provided in section 1254 of title 28,
tUnited States Code.

18 ¥VALUATION. o \

‘(a) NATIONAL STANDARDS.—In consultation with State and local
ucational agencies (including members of State and local boards of
ucation and parent representatives), the Secretary shall develop \
ational standards for local evaluation of programs under this ’
apter. In developing such standards, t.ie Secretary may use the i
itle I Evaluation and Reporting System designed and implemented } .
nder title I of this Act, as in effect prior to the date of the .

entary and Secondary School Improvement Amendments of 1988
the model. The Secre%y shall provide advance notification to
te and local educational agencies of the requirements of such
ational standards of evaluations.
“(b) Rxrorts.—The Seczetary shall submit a comprehensive and
etailed rerort concerning State and local evaluation resulis .
ected under sections 1019, 1107, 1202(aX6), and 1242(d) to .
the appropriate committees of the Congress on a biennial basis. °

" 436 O
4 TRATION.

3 “(a) Poucy MaNuaL—The Secretary shall, not later than 6
fmonths after the publication of final regulations with respect to this
lchapter, prepare and distribute to State educational agencies, State
Jagencies operating programs under part D, and | educational
+3gencies, and s make availabl2 to parents and other interested
Qindividua}“si organizations, and agencies, & policy manual for this
pter

*(1) assist such agencies in (A) preparing applications for
¢« program funds under this chapter, (B) meentfng e applicable
program requirements under this chapter, and (C) e cing
the quality, increasing the depth, or broadening the scope of
activities for programs under this chapter;

*(2) assist State educational agencies in achieving proper and
» efficient administration of programs funded under this chapter;

*(3) assist parents to become involved in the planning for, and
implementation and evaluation of, programs ard projects under
this chapter; and

*(4) ensure that officers and employees of the Department of
Education, including officers and employees of the Secreta

- and officers and employees of such Department charged wit
auditing programs carried on under this chapter, uniformly
interpret, apply, and enforce requirements under this chapter
throughout the United States. .

“(b) CoNTENTS OF Poricy MANUAL.—The policy manual shall, with
Tespect to programs carried out under this chapter, contain descrip-
tions, statements, procedural and substantive rules, opinions, policy

tements and interpretations and indices to and amendments of
the foregoing, and in particular, whether or not such items are
required under section 552 of title 5, United States Code to be

T e~
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Chairman Hawxkins. Let me yie'd at this time to Mr. Martinez.

Mr. MARTINEZ. Mr. Chairman, thank you. I am going to ask this
question. You did cover it in your written testimony, Dr. Melnick,
and I maybe will ask both of fyou to respond to it.

One of the things that I feel is very important is the need for
actually reforming our present data collection procedures especial-
ly for use to target labor market training and civil rights enforce-
ment and meaningful integration of our workforce.

Like I say, you did address it in your written testimony and
skipped over it when you presented your testimony. But 1 think
those demographics that you give in your written testimony are
very meaningful and they have a definite place in the debate, so I
would like you to refer to that.

Then, maybe Mr. Johnston can comment also on the need for it.

Ms. MELNICK. All right. It is true, Mr. Martinez, that I have done
that. It is extremely important for us to have the kind of monitor-
ing that looks at marketplace changes so that we are able to pre-
pare flexible students with flexible capabilities, rather than very
narrow specialties, because the marketplace changes become not
very predictable from one five year term to the next.

, for example, if we prepare aeronautical scientists and we find
out that NASA is going to cut down their budget, the employment
for those scientists or enﬁineers becomes much lower.

ere we have capabilities of flexibility in those students, I
think that we have to go back more with a comprehensive educa-
tion base so that students are capable of picking up technical skills
as they are confronted with those changes.

It involves basic changes in the curriculum, in the approach and
in the monitoring of the workplace so that we can corabine this
and dovetail the data collection system along with the preparation
and the placements and retraining of the students an employees
that becowne very important.

Particularly important are the factors that involve both minori-
ties and women, becaus? these changes have not really permeated
into those areas which largely train minorities and women stu-
dents or employees, future employees.

I think it is for this fact that the position that the Chairman has
taken in the bill becomes extremely important. There should be a
training and moniboringopossibility and data collection, and provid-
ing that information both with those institutions that prepare
future employees as well ag those institutions that emplr - them

ome extremely important.

If we do not use this future resource that we already have in our
couniry—minorities and women which are going to be the majority
of the future workforce, percentafc wise—I think that we are
really missing the boat on our deve opment into the next century.

Mr. MarTINEZ. Mr. Johnston, in responding, I'd like you to
maybe respond, also, if you do feel that this is impertant, how im-
I)ortant these two policy goals are. One, the accurate assessment of
abor market demographics and the civil rights attainment in the
private sector.

Mr. JounsToN. The question concerns the data collection regard-
ing that, as I understand it.

Mr. MARTINEZ. Yes.
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Mr. JounstoN. I think it is important that we continue to collect
that data and that we extend its use and usefulness. I would cau-
tion that in terms of projections, as it relates, for example, to occu-
pational and skill requirements in the future, that the point made
by the Commissioner of Labor Statistics is a very sound one.

In these projections, the further out ycu go and the more de-
tailed you make them, the weaker they are and the more unsound
guidance you can get as it relates to what you are preparing people
to do.

I would simply underscore that point and argue that we need to
make good use of the data that we are collecting; whether it can be
extended in ways that are going to be fundamentally more useful
than the data we have today, I'm not sure.

Mr. MARTINEZ. Thank you, Mr. Chairman.

Chairman Hawkins. Mr. Hayes?

Mr. Haves. Just one question. I do not seem to have available--I
do notf know if they made it available, Mr. Johnston’s written state-
ment?

Mr. JounsToN. I do have a written statement. It was over on the
table. I will bring you onz.

Mr. Haves. I would lke to have one. That’s all, Mr. Chairman.

Chairman HAwkINs. Mr. Sawyer?

Mr. SawyER. Thank you, Mr. Chairman. Mr. Johnston, let me
ask you, not today but as soon as you have an opportunity, if you
have specific arenas in which you would like to see the follow-on
work of the ™ind of data collection that is done, particularly
through the cen s, that would be useful in the very near term.

I chair the subcommittee that oversees the work of the Census
Bureau, not only preparing for the decennial census, but the way
in which we use that data throughout the decade. In many ways,
particularly those in which we are discussing today, that follow-on
work i8 even more exciting and more demanding and more compel-
ling in terms of its effect for far more than the next ten years,
than the work that we do in preparing for next year.

I would appreciate that very much. Thank you, sir.

Mr. Jounston. I will provide that.

Chairman Hawkins. Thank you. May I again thank the wit-
nesses. You have been very helpful and we certainly appreciate
your continuing interest in the work of the committee.

Mr. JouNsToN. Thank you, Mr. Chairman.

Ms. MeLnick. Thank you.

Chairman HawkiNs. The next panel will consist of Mr. Wesley
McClure, President, Virginia State University; Mr. Keith Geiger,
Vice President, National Education Association; Mr, Robert Atwell,
President of the American Council on Education; and, I under-
stand, our distinguished colleague, Mr. De La Garza is here to in-
troduce the last witness, Dr. Nevarez.

Mr. De La Garza, let us call on you to ‘ntroduce your distin-
guish. d friend and the final witness on this panel. .

Mr. DE La GArzA. Thank you, very much, Mr. Chairman and dis-
tinguished members and colleagues. I appreciate the opportunity to
introduce Dr. Mike Nevarez, the Presider.t of Pan American Uni-
versity in my district.
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Mr. Chairman, Dr. Nevarez comes with excellent credentials in
education and everything related to your study, the Workforce
2000, and I commend him on his expertise. I have not consulted
with him but I am sure he will be happy to continue corroborating
with yo- and working with you as you proceed in this endeavor.

Let e just say, also, Mr. Chairman, that Dr. Nevarez has a
timeframe schedule of a 2:0¢ o’clock plane back to Texas. Very
briefly, from my vantage point, the credentials of Dr. Nevarez
impact on all aspects of education and labor, but primarily upon
the Hispanics, inore Mexican-American, in our area.

Reading a report from the University of UCLA which shows that
Hispanics will be 48 percent if nov fifty percent of the population of
California by the year 2010, and a major proportion of the United
States, and this study out of the Chicano Studies Division of UCLA
by Professor Valtista, shows that Hispanics are two percent of law-
yers and two percent of doctors and engineers and so on, and
nlinety percent of farm workers and eighty percent of service em-
ployees.

If this is not reversed by the year 2010 in California, then they
will remain the low wage earners, but the high wage earners of
today will be the retirees of then and there will not be the neces-
sary income just to maintain the retirees.

know what you are looking at and what we are looking at and I
come here to commend to you very highly Dr. Mike Nevarez, a dis-
ting‘t:iished educator from my area of whom we are extremely
proud.

With your permission, Mr. Chairman, I—and I think you do,
too—have a meeting at 12:30. If I might be excused?

Chairman Hawxkins. We certainly excuse you, Mr. De La Garza,
because it involves the CThairman of the committee meeting with
the Speaker an it is most important that we get the new Speaker
off on the right foot.

Mr. De La Garza has never refrained from offering advice to our

leadership and I am sure that his advice is needed now more than
ever.

Mr. MARTINEZ. Mr. Chairmen?

Chairman Hawgkins. Yes?

Mr. MARTINEZ. Mr. De La Garza offers advice to everyone, but
call your office. They want you to call them.

Mr. DE LA GARzA. Thank you, very much.

Chairman Hawxkins. Thank you. Dr. Nevarez, if you have a time

problem, suppose we hear from you and then we will excuse you
after your testimony.

STATEMENT OF MIGUEL A, NEVAREZ, PH.D., PRESIDENT, PAN
AMERICAN UNIVERSITY

Mr. NEvAREz. Thank you, M=. Chairman and distinguished mem-
bers of the committee. On behalf of my colleagues in HACU, the
Hispanic Association of Colleges and Universities, and on behalf of
the people of the Rio Grande Valley of Texas, I thank you for your
interest.

Indeed, I have two reasons for being here today. As a university
president, I am interested in the educational provisions of H.R.
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2235. As a native of the Rio Grande Valley of Texas, I am interest-
ed in seeing that the nation takes action towards meeting the six
challenges that are identified in the Workforce 2000 report.

I am especially interested in the last two challenges, integrating
black and Hispanic workers fully into the economy and improving
the education and skills of all workers.

I have the pleasure of serving as President of Pan American Uni-
versity soon to become the Urniversity of Texas Pan American. At
Pan American, we enjoy the distinction of serving the largest en-
rollment of Hispanic students of any four-year university in the
continental U.S.

About eighty percent of our 12,700 students are Mexican Ameri-
cans. Most represent the first generation of their families to attend
college. Our typical graduate breaks the sad cycle of low income
and unemployment that unfortunately is so common in our area.

I ask you to take note of that fact because my region, the Rio
Grande Valley of Texas, has the highest unemployment and the
lowest per capita income in the nation. The Commerce Department
predicts that we will continue to hold that dubious distinction in
the year 2000.

At the same time, we are also one of the fastest growing regions
in the nation. That is why H.R. 2235 is important to us and why
education is important to us. At Pan American University, we open
th.e(ai door to employment and to income. H.R. 2235 will open it even
wider.

Pan American University and other members of HACU can be
the tools that you can use to meet the challenges of the Workforce
2000. We, the members of HACU, support the educational provi-
sions of the resolutions.

Why? Because 2235 would enable you to direct resources to the
greatest challenges and opportunities. In particular, we support
your definition of an Hispanic-served institution of 25 percent en-
rollment, which is the standard for membershi}. in HACU. We sup-
port your plans for a scholarship program in Section 5, your provi-
sion for grants to colleges and universities in Section 6, and just
the general principle underlying the resolution that we must act
now to do a better job of integrating blacks and Hispanics into the
workforce.

The demographic realities of the Rio Grande Valley are a nation-
al problem, but at the same time, they are a nationa! opportunity.
The Workforce 2000 warns us of the consequences of neglect. Every
year, the problem will grow larger. It is conceivable that if we do
not reverse the current trend, they will eventually rent the social
and economic fabrics of our nation.

One disturbing trend is the declining rate of participation of
blacks and Hispanics in higher education. The National Center for
Educational Statistics tells us that the percentage of Hispanic high
school graduates going to college has dropped by nine percent to 44
percent in the last ten years.

Of course, you know that more than forty percent of the Hispan-
ic youngste.s never make it to high school graduation. Today, in
the Rio Grande Valley, we have over 200,000 children in the public
school classrooms, K to 12. Ninets -five percent are Hispanic. Thac
is the largest concentration of Hispanic schcol children in the
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state, more than in Houston, more than in El Paso, in San Anto-
nio, more than double the number you will find even in the Dallas-
Ft. Worth areas combined.

Now, most of those school children are eage: for a postsecondary
education. They fully believe they can make it and virtually all of
them want to succeed in education and in the workforce. Our
public service message of “Stay in school and be all that you can
be” is working. Now we must just follow up.

The State of Texas has realized that it must put its programs
where they will do the most good. As a result, the Texas Legisla-
ture has merged Pan American University into the University of
Texas system. W= have commitments that will permit us to develop
or to add thirty new programs over the next five years, including
engineering and a doctoral program in international business.

Perhaps your Resolution 2235 will be the vehicle that moves
young people into this new degree program. Some of you may be
familiar with a great comedian and film star of Mexico, Cantinflas.
Cantinflas is a kind of Mexican Charlie Chaplin. I'll never forget
one of his lines, and it seems to be pertinent here: “I don’t want
you to give it to me. Just put me where I can reach it.”

Two hundred years ago, our nation began to build, with Federal
help, a great university system in the northwestern United States
to help meet the challenges and opportunities of the European im-
migration.

Perhaps we can stimulate a similar remas.. ‘o today’s immigra-
tion to the southwestern United States from Mexico and our neigh-
bors to the south. I appreciate this opportunity to appear before
you on behalf of HACU‘,) who represents the colleges and universi-
ties with the largest enrollment.

Thank you, Mr. Chairman.

[The prepared statement of Miguel A. Nevarez, Ph.D,, follows:]
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Written Testimony Submitted
for the Record
to the Cominittee on Education and Labor
U.S. House of Representatives
June 14, 1989
by Dr. Miguel A. Nevirez
President
Pan American University

Re. H.R, 2235
“The Workforce 2000 Emp'oyment Readiness Act
of 1589”

Introduction

¢ The Rio Grande Valley of South Texas
has the lowest per capita income in the United
States. The Commerce Department forecasts that in
the year 2000 we will continue to hold that dubious
distinction.

¢ Shortly after the year 2000, Texas witl be a
“minority majority” state. Yet, if present trends
continue, blacks and Hispanic: will be dramaticaily
underrepresented in management and leadership
positions in business, government, and education.

Knowiny, these facts, and doing little or
nothing about them, is like getting on an airplane to
adestination we don’t want to go.

Isubmit this testimony on behalf of my
colleagues in the Hispanic Association of Colleges
and Universities in support of the educational
provisicas of House Resolution 2235 — “The
Workforce 2000 Employment Readiness Act of
1989.” We believe the Resolution takes affirmative
steps toward meeting at least two of the goals in the
Workforce 2000 report.

The report, Workforce 2000: Work and Workers
for the 21st Century, produced for the Departnient of
Labor by the Hudson Institute, eloquently de-
scribes the challenges before us and suggests six
goals inresponse.
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* Stimulating World Growth

* Improving Productivity in Service
Industries

¢ Improving the Dynamism of an Aging
Workforce

¢ Recondiling the Needs of Women, Work
and Families

e Integrating Blacks and Hispanics Fully
into the Workforce

* Improving Workers’ Education and Skills

Increasing Minorities in the Wotkforce/Improv-
ing Workers’ Education and Skills

House Resolution 2235 addresses the last
two goals of the Workforce 2000 report.

We have the opportunity today to make
progress toward those goals and to lessen the
problems of tomorrow. If we fail to act, the prob-
lems could damage the social and economic fabnc
of this nation.

We know that more than 40 percent of our
black and Hispanic students dropout out of our
public school systems before graduating from high
school. .

Of those who do graduate, the proportion
going on to college has actually decreased in the
last ten years.

In the Rio Grande Valley of Texas today, we
have 200,000 school children in our public school
classrooms K through 12. Ninety five percent are
Hispanic. That is the largest concentration of His-
panic school chiidren that you will find in Texas,
larger than in Houston, than in San Antonio, than
in E1 Paso, more than twice the number you will
find in Dallas and Fort Worth combined.

Those school children represent a .aational
opportunity.

There is no shortage of minority public
school children today who are ready and willing to
prepare to be your managers and leaders of tomor-
row.

What must we do?

Invest more in education. And create oppor-
tunuties where blacks and Hispanics live. House
Resolution 2235 would do that.

"We have the

opportunity
today to make
progress toward
those goals and to
lessen the
problems of
tomorrow. "
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Hacu ' "There is no
The Hispanic Assodation of Colleges and Sh orta g eo f "

Universities is a collaborative effort of colleges anc
universities whose enrollments are at least 25 per- : :
cent Hispanic. . mlnonty
As a member of HACU and a university pUbliC SChOOl

president, I am interested in the educational provi-

sions of HR 2235. As a native of the Rio Grande 3

Vulley of Texas, I am inturested in seeing that this Chlldren tOday

nation take action toward meeting the six challenges

that are identified in the Workforce 2000 report. Who are read
At Pan American, we serve the largest enroll- an d willing to

ment of Hispanic students of any four-year univer-

sity in the continental United States. About 80 o
percent of our 12,700 students on our campuses in Pr“pare to be

Edinburg and Brownsville are Mexican American. y()ur manag ers

Most represent the first generation of their families

to attend college. Our typical graduates break the an d l e ade r's Of

cycle of low income and unemployment that unfor-
tunately is so common to our area. "
That is why HR 2235 is important to us and tomorr ow.
why education is so important. At Pan American
University, we open the door to employment and to
income. HR 2235 would open it even wider.
It is not uncomumon for our graduates, on
their first jobs out of college, to triple their annual
income compared to their parents.
Ninety-six percent of our students come from
the immediate area — they are commuter students
—and more than half of those who go on to college
from the Rio Grande Valley attend Pan Amencan.
The same dynamics are at work at many
HACU institutions.
We - the members of HACU - support the
provisions of HR 2235 that would enable you to
direct resources tu the greatest educational chal-
lenges ana opportunities.

In particular, we support:

* Your definitio.1 of Hispanic-serving institutions
(25 percent of enroliment - which is the standard for
membership in HACU).

* Your plans for scholai ship programs in Section 5.
* Your provision for grants to colleges and univer-
sities in Section 6.
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* And the general principle underlying the resolu-
tion that we must 2ct now to do a better job of
integrating blacks and Hispanics into the
workforce.

Perhaps through concerted acts, such as HR
2235, by the federal government and through
complementary action by the states, we can reach
these goals.

The State of Texas, for example, has realized
that it must put its programs where they will do the
most good. The Legislature has merged Pan
Ame=-an University into The University of Texas
System, and we have commitments from the UT
System and the Texas Higher Education Coordinat-
ing Board that will permit us to add 30 new degree
programs over the next five years, i.acluding engi-
neering and a doctoral program in international
business.

Perhaps _ sur Resolution 2235 will be the
vehicle that moves young people into those new
degree programs.

We in HACU stand ready to work with state
and federal governments, private foundations, the
business community, and interested citizens to

improve the quality of life for all in the years ahead.

-END-

"Invest more
in education.
And create
opportunities
where blacks and
Hispanics live."
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Chairman Hawkins. Thank you, Dr. Nevarez. With the pernm.is-
sion of my other members, we will excuse you at this time.

May I say to you and any of the other witnesses that if the mem-
bers would like to submit to you questions in writing for you to re-
spond to, that we will use that facility in order to expedite and im-
prove, perhaps, the communication between the members and the
witnesses. We will take advantage of it and we certainly appreciate
your appearing before the committee.

Mr. NEvarez. Thank you, Mr. Chairman.

Chairman HAWKINs. I understand that Mr. Geiger has a time
problem.

Mr. Pons. Mr. Geiger had to catch a plane to Utah.

Chairman HawkiNs. We will call on you next, then. Any other
witnesses that do have that time problem, we understand that we
have been a little slow this morning in trying to reach everybody,
but we will try to reach everybody. We will do everything we can
to get you out on time.

STATEMENT OF MICHAEL PONS, GOVERNMENT RELATIONS ANA-
LYST, NATIONAL EDUCATION ASSOCIATION ON BEHALF OF
KEITH GEIGER, VICE PRESIDENT, NATIONAL EDUCATION AS-
SOCIATION

Mr. Pons. Mr. Chairman and members of the committee, I am
Michael Pons, a Government Relations Analyst for the National
Education Associaticn. I appreciate this cpportunity to speak on
Mr. Geiger’s behalf and on behalf of the NEA about education in
the future.

As you know, as we have discussed today, we face a national
crisis, a crisis with far reaching implications for our international
competitiveness, economic well being and the social fabric of our
nation,

Inasmuch as it is a national crisis, it is a human crisis. We are in
danger of watching millions of Americans fall through the cracks,
especially the disadvantaged, homeless and minority children.

The U.S. Department of Labor study, Workforce 2000, under-
scores what the NEA has been saying for years, that changing de-
mographics and changing economic climate, threaten the well
being and future of a generation of Americans, and that public
education is the key to averting that catastrophe.

There is no question that women, minorities and the poor have
been denied the full access to economic and educational opportuni-
ty but the Federal Government must do more than sound the
alarm. It must do more than to develop recognition programs.

Congress must support initiatives that promote excellence and
help equalize opportunity across the nation. We must establish pro-
grams from birth to kindergarten to give youngsters a solid founda-
tion for success. NEA strongly supports ﬁ.R. 3, the Child Develop-
ment and Education Act and we believe that it will be an impor-
tant first step in universal school readiness, especially for disad-
vantaged children. This legislation would expand Head Start, sup-
port school-based child care and expand access to quality child care
programs for infante and toddlers.

134
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In addition, Congress must fully fund successful, existing Federl
education programs, particularly Chapter I, bilingual education
and handicap education and other programs that were reauthor-
ized in the School Improvement Act that was passed last year.

At the same time, we must establish local partnerships to re-
structure the schools in ways that reflect the decentralized, collabo-
rative and innovative setting of tomorrow’s workplace.

The Workforce 2000 report highlights the right problem but fails
to come up with the right answer. The report suggests that the
only path to innovation and improvement is the privatization of
the schools. We have had a lot of discussion today. There has been
a lot of discussion of choice and mechanisms of choice.

NEA strongly believes that an educational structure that relies
on social Darwinism to select winners and losers would further
fragment our scciety and undermine our ability to improve educa-
tional opportunities for those who will make up the labor force in
the next century.

Such NEA initiatives as the Mastery in Learning Program,
learning labs, team approach to better schools and others, are dem-
onstrating every day that the public schools can change, can im-
prove, but we must give our schools and teachers the resources and
the autonomy to continue these efforts.

At the same time, Congress must take steps to prepare under
served and under represented segments of our society for meaning-
ful work while helping to guide qualified persons into careers
where shortages exist.

NEA strongly supports the Workforce 2000 Employment Readi-
ness Act, particularly as it relates to the minority teacher short-
age. At present, only ten percent of the nation’s teaching force is
black, Hispanic, Native American or Asian American while more
than 25 percent of the American students belong to these groups.

The Employment Readiness Act would provide incentives to
women and minorities to encourage them to pursue studies in
areas of national need, such as mathematics, science and education
careers and it would provide grants to strengthening programs for
talented, disadvantaged individuals.

The way our nation responds to the economic challenge before us
will determine the kind of economy and the kind of society our
nation will have tomorrow. We know what we have to do to im-
prove the teaching profession. We know what we need to do to ad-
dress the needs of children at risk. We know what we have to do to
it{xl;l)rove education at every level. It is simply a matter of national
will.

Mr. Chairman, we appreciate your work and the work of this
committee in promoting a better understanding of our nation’s
future needs and we look forward to working with you to translate
that understanding into action.

Thank you.

[The prepared statement of Keith Geiger follows:]
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Mr. Chairman and Members of the Subcommittee:

I am Keith Geiger, vice president of the 1.9 million-member
National Education Association, which represents profer,sional and
support employees in public elementary, secondary, vocational,
and postsecondary schools throughout the nation. I appreciate
this opportunity to speak abo' the future and about the role of
public education in shaping that future.

It is clear that we face a national crisis, a crisis with
far-reaching implications for our international competitiveness,
economic well-being, and the social fabric of our nation. And,
as much as there 18 a naticnal crisis, it is a human crisis. We
are in dai,er of watching millions of Americans fall through the
cracks, especially the disadvantaged, homeless, and minority
children. This year, the U.S. Department of Labor has released a
study, "Workforce 2000," which underscores what we have been
saying for years: that changing demographics and the changing
economic climate threaten the lives and future of a generation of
Americans, and that public educstion is the key to averting that
catastrophe.

Tae "Workforce 2000" re] :t highlights the right problen,
but, unfortunately, it fails to come up with the right answers.

There is no question that in order to maintain our nation's
economic vitality we must concentrate efforts on full
participation of all members of our society. Furthermore, there
is no question that women, minorities, and the economically
disadvantaged have — to a larg: extent — been denied full access

to quality educational opportunities and to thr ob market.
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2
Overcoming that challenge will mean changes in attitudes — an end
to racial and sex discrimination in every institution and
enterprise in the nation — and it will mean changes in the design
and implementation of public education and ancillary services.
Creating a new battery of national achievement tests, as this
latest report recommends, is not going to address the needs of
disadvantaged and minority youth. As the Committee for Economic
Development ctated in 1985, "raising standards for all students
without increased efforts to help those that may not meet those
standards will go only part way in realizing the nation's
¢ ‘'ucational goals. It will leave a significant proportion of our
population underskilled and probably unemployable." Two years
ago, CED called on the nation to embark upon a "third wave" of
education reform "that gives the highest priority to early and
sustained intervention in the lives of disadvantaged students."

Minority children are more likely to be poor, less likely to
have ad juate health care or be properly fed; they are .e
likely to be the children of parents with 1imited educational
attainment, the children of teenage mothers, one-pal ‘nt families;
they are more likely to be exposed to the temptations of Jrugs or
ather chemical dependency problems; they are more likely co be
the victims of violent crimes.

The course of action to achieve our nation's doals in
education, in economic vitality, national security, and social
justice is clear. It will take the cooperative efforts of
federal, state, and local governments, public officials and

private individuals, educators, parents, and the students
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3
themselves. NEA believes the federal government should take an
active leadership role, more than sounding the alarm, more than
developing recognition programs of communities who have been
successful, but providing leadership by supporting initiatives
that work and helping to equalize opportunity across the nation.

Addres .ng the needs of disadvantaged students is the single
most effective'strategy we can employ to meet the growing demand
for a qualified work force and a productive citizenry. We must
establish and support a truly comprehensive range of progrms
that take into account the human, social, and emotional needs of
children.

The most effective dropout prevention strategy is to
establish programs from birth to kindergarten to give youngsters
a solid foundation for success in school and in life. We must
expand programs to assure quality prenatal and neonatal care, as
well as programs to help young parents acquire parenting skills.
Every day almost 1,300 teenage girls give birth. Many of these
chiliren will suffer from malnutrition, inadequate health care,
low self-esteem, and other obstacles to learning and .5 leading
productive lives. At present, only about 16 percent of all
eligible children are served in federally funded Head Start
prcgrams; only about one-half of 1 percent of the eligible
children are ser''ed in comparable state-funded programs.

Quality affordable child care and early childhood education
are importz~t components of an investment strategy that will help

ensure that students are physically, emotionally, socially, and

developmentally prepared to be successful during their critical
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first years of formal education. The time has come for a federal
child care program which provides guidance and ‘sources to state
and local governments, establishes standards, provides assistance
to low-income families, and helps establish or expand child care
facilities. HNEA strongly supports H.R. 3, the Child Development
and Education Act, which would expand Head Start services,
establish and support school-based child care, and expand access
to quality child care programs for infants and toddlers.

Congress must take steps to fully fund successful existing
programs, particularly those at the elementary and secondary
level, including Chapter 1 compensatory education programs for
disadvantaged students, bilingual education, and handicapped
education. At present, only about half of all students eligible
for Chapter 1 are served; only one-sixth of the students reported
by states as being limited English-proficient are scrved in
federal programs: federal funds for handicapped educacion
programg provide only 7 percent of the excess costs ot the
programs. Without exception federal edu:ation programs to
promote quality and equality in education bave lost ground over
the past seven years. NEA believez Congress must demonstrate a
renewed commitrent to these programs and wozk together with state
and local education agencies i.. provide quality educational
opportunities for all students.

Meetiing human needs is an atb.< 'te prerequisite to success
in education. Federal, state, and local progcams v nutrition,
health care, housing, and the prevention of child abuse a-d

neglec* must be expanded and bettetr integrated with ed'.cation

O
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programs in order to break the 2ycle of poverty and despair that
hinder our efforts to improve education and meet the economic
challenges of the future.

Just as mass production is no longer adequate to meet
America's economic needs, mass produced education is no longer
sufficient to prepare our young people for the workplace of
tomorrow. Developments in communication, transportation, and
other technologies have already dramatically transformed the work
place so much that it is a mistake to believe that by simply
adding some “high tech" courses to the curriculum we can
adequately pcepare today's students for tomorrow's world. The
use of computers in education is a good example of a technology
where students and teachers are learning together. In many
cases, students are far ahead of the teachers in both expericice
with computers and imagination about the applications of
computers. Increasingly, technological developments will require
that the primary role of a teacher will te to establish a
structure for exploration, rather than lecture and recitation.

Moreover, it isn't only technological changes that impact
the work place. Increasingly economists are rejecting the
traditional top-down decision-making process of American business
as too slow to adapt to changes in today's marketplace.
Consequently, we must restructure schools to reflect the
decentralized, collaborat®ve, and innovative setting of
tomorrow's workplace.

The top down model for education — patterned after the

industrial model and designed to prepare young people for working
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within that system — is no longer relevant. If we are going to
prepare for the future, we must begin to think in terms of bottom
up processes: involving teachers more in making the essential
decisions that impact the learning process, giving greater
latitude to school districts and individual schools to be
innovative, and engaging students more in their own education.

Admittediy, there are risks involved in this approach.
Giving teachers greater autonomy will require the strongest
assurances that teachers are qualified to use that autonomy
productively. Giving latitude to schools will require
accountability to ensure that their methods are effective and
that all students are well-served. Mzking students responsible
for their own education means setting up a structure that
challenges them to investigate the world, not cutting them loose
to sink or swim.

Ironically, while the "Workforce 2000" report criticizes the

nation's preoccupation with the manufacturing sector of our
economy, the authors of the report talk about the need to improve
numerical productivity in the education sector of our economy, as

if students were so many units of product to be stamped out each

year.

The “Workforce 2000" report suggests that the only path to
improvement is by privatization of the publ'c schools. According
to the report, "...competicion is needed at the elementary and
secondary school level, where the monopoly position of the public
schools has stifled innovztion."” In a conoetitive system —

pitting public against private, employing a laissez faire, sink
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or swim approach to the schools — yould undermine all of the
goals I have just enumerated. It is impossible to help meet
individual needs — particularly as related to coordinating health
and nutrition services — if we fragment resources and programs
into a myriad of competing public and private gystems. It would
be nearly impossible to plan programs and help counsel students
into an appropriate program —-college—preparatory, vocational, or
general education — if one cannot reasonably predict where
students will be from year to year. A public school gystem would
not be able to have the resources to provide diverse, yet
comprehensive, education services in a system where public funds
are freely diverted into private schools. A purely competitive
education system that relies on social Darwinism to select
"winners and losers" would further fragment cur society, lessen
accountability, and ultimately undermine our ability to
accomplish the stated goals of the "Workforce 2000" report: to
improve educational opportunities for Blacks, Hispanics, women,
and others who will make up an increasing spare of the potential
labor force in the next century.

The National Alliance of Buginess recently published a
supplement to Time magazine entitled "The Disappearing Quality of
the U.S. Workforce: What can We Do To Save It?," which states in
part "The restructuring of our educational system must be a
priority on America's agenda. Restructuring includes school~
based management, accountability fo. performance, changes in the

curriculum, and combining education with social services.

1
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Thankfully, the sentiment seems to be waning that education is
solely the problem of those who teach."

At more than 100 different demonstration sites, NEA members
are now at work fashioning innovative approaches to learning and
school strv are. NEA's Mastery in Learning program, Learning
Labs, Team Approach to Better Schools, and other state and lccal
initiatives are demonstrating every day that the schools cuia be
changed, can be improved, and that it isi't necessary to throw
out the baby with the bath water when one talks about education
reform.

One positive approach that would make a genuine contribution
to addressing our nation's future needs is the Workforce 2000
Employment Readiness Act of 1989, H.R. 2235. NEA strongly
supports H.R. 2235, particulariy Secvion S5, the Education
Improvement Pund Scholarship Award Program, and Section 6, Grants
to Education Agencies and Institutions. According to the
National Governors' Association (NGA), current estimates suggest
that only 10 percent of the current teaching force is Black,
Hispanic, Native American, or Asian American, while more than 25
percent of the nation's schoolchildren belong to these groups.
But while the number of minorities who earned bachelor's or
master's degrees between 1975 to 1982 rose by more than 60
percent, the number of bachelor's degrees in education awarded to
minorities decreased by 50 percent. According to the NGA, "The
demand for more minority teachers is clear. Students need
contact with minority teachers t.0 help prepare them to live and

work in an increasingly multiculturzl, multiexhnic society.
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Minority teachers serve as role models of success and scholarship
for minority students. For majority students, minority teachers
accurately reflect the growing diversity among professionals and
authority figures throughout society."

The Employment Readiness Act would help our nation prepare
to address labor needs by targeting financial assistance to women
and minozities and providing incentives for them to pursue
studies in areas of national need, such as mathematics and
science and education careers — teaching, counseling, and
administering.

Under Section S, the Employment ReaGiness Act would provide
grants to institutions of higher education to enable them to
identify and recruit eligible, talented undergraduate and
graduate students from underrepresented racial, ethnic, or gender
groups who demonr*rate financial need.

Under Sectio. 5, the Act would provide grants to state and
local educaticn agencies, vocational education institutions,
institutions of higher learning, and community~baged
drganizations engaged in education and training to help them
provide more effective programs for educationally disadvantaged
and talented individuals who are members of underrepresented
racial, ethnic: and gender groups. Funds may also be used for
teacher education programs. The Act would help establigh and

strengthen programs to identify, recruit, and -prepare qualified

individuals for education professions.

This proposed legislation acknowledges that unless we plan

for the future by establishing programs to identizy national
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needs and addressing future work force demands — both in terms of
rav numbers of available jobs and i.: terms of the requirements of
those positions — our nation's economy will not be sufficiently
dynamic to maintain the quality of life Americans have come to
expect.

In concert with continued federal support for the kind of
educaticn and ancillary programs discussed above, the Workforce
2000 Employment Readiness Act can make a dramatic contribution to
our nation's educatjonal and economic encerprises.

NEA is heartened by the fact that a consensus is emerging
among the business, political, and education communities that the
key to economic competitiveness in this new era lies in a
nation's development of its human capital — its people. Japan,
of course, is the primary example. A small igland nation, Japan
is bereft of natural resources, except one — its people. Japan's
strong economy is based on its investment in developing its human
capiral, in building a highly educated work force. Japan's

accomplishments in the field of educatioa are no ac . .nt; they

are the result of a commitment at the top and at the bottom. The
federal government in Japan demonstrates its commitment through
cotributing considerable resources to education, and Japanese
families place a strong emphasis on the education of their
children, supporting, £ 2plementing, and encouraging their
children to excel.

The United States has a cherice: we can become an economy
based on low-wage, low-skill jobs — with a =mall, highly skilled

elite — struggling to compete with other low-wage, tax haven
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countries, or we can build a competitive U.S. economy based on
highly productive, skilled workers able to utilize and improve
constantly changing technologies. The way our nation responds to
the econcmic challenge before us today will determine the kind of
economy, and the kind of society, our nation will have tomorrow.

I have said for years that I believe we have enough
information to act. We know what we have to do to improve the
teaching profession, we know what we need to do to address the
needs of children at risk we know what we have to do to improve
education at every level, we have a good consensus on what the
appropriate role of federal, state, and local governments ought
to be and what the appropriate role of public school
professionals, parents, and the students ought to be. It's
simply a matter of national will.

Mr. <uairman, NBEA appreciates your work, and the work of
this Committee, in promoting a better understanding of our
nation's future needs. And we look forward to working with you
to translate that understanding into action.

Thank you.
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Chairman HawkiNs. Thank you.
The next witness is Dr. McClure, President, Virginia State Uni-
versity.

STATEMENT OF WESLEY McCLURE, PH.D., PRESIDENT, VIRGINIA
STATE UNIVERSITY

Mr. McCLURE. Thank you, Mr. Chairman and members of the
committee. I, too, am pleased to testify before this committee about
the importance and merit of H.R. 2235, the Workforce 2000 Em-
ployment Readiness Act of 1989. This bill must be supported.

The urgency of the matter arises from disturbing recent events.
Just three days ago, in a Supreme Court split decision in Martin v.
Wilks, the Court once again took a stand that further undermines
the affirmative action decisions and policies that play such a criti-
cal role in combatting the legacy of inequality which minorities
and women have suffered down through the years.

The sweep of ideological sentiment that either dismisses the va-
lidity of the claims and assumptions underlying the spirit and sub-
stance of affirmative action erroneously assumes that the issues to
which affirmative action responded have been resolved, appears to
have captured the judgment and vision of the Court.

Monday’s ruling and the two rulings earlier this year with relat-
ed and similar interpretations, pose serious threats to Congression-
al efforts such as H.R. 2235. This bill, unlike the Court’s recent rul-
ings, is grounded in a historic appreciation of the conditions that
gave rise to the need for several legislative enactments which,
without question, have begun to address the effects of historic dis.
crimination against African Americans, Hispanics and cther mi-
norities.

How ironic that the very judicial decisions that were attended to
address the grievous conditions under which minorities and women
in our society have suffered for generations are now invoked in de-
cision of the rights of the very community that resisted those origi-
nal judgments by the Court, the culpable now claim vulnerability
and victi~ ation.

Now, _re than ever, then, it is critical that you act. I believe
that actions like the one you are proposing here must be followed
by hundreds of others, because the sweep of a decision of the mag-
nitude taken cn Monday of this week can have the effect of knock-
%ng out from ten to twenty such enactments as the one proposed

ere.

Now is the time for Congress to table partisan divisions and fash-
ion a response to the impending difficulties inkorent in the demo-
graphic transformation of the workforce. Such a response must be
shaped in a full appreciation of the factors that explain why it is
that minorities ard women, despite the efforts of the past twenty
years, still fall far below standards of equity and social justice.

By way of footnote, Mr. Chairman, let me say here that I strong-
ly disagree with the proposition advanced by Ms. Norwood that we
must move with great caution in the use of this data and that it is
very, very difficuit to collect accurate and usable data toward the
end being proposed in your legislation.

L2,
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The fact is that we do use the data. We use it very effectively for
the purposes all too often determined by the majority or power
class. It is very, very important that we continue with these pur-
suits and that we apply our judgments toward the proper use of
them.

I come before you as an executive officer of an historically black
university and as a sibling of another. My commitment is not
unlike yours—to make higher education among the more attractive
vehicles available for enhancing the quality of life.

This is possible only if higher education is perceived as successful
and if its outcomes bear witness to the argument that through edu-
cation, individual lives are improved and the life of the community
is enriched.

The intended provisions of H.R. 2235 are similarly directed and
hold great promise for advancing the purposes of higher education
generally and of historically black colleges, particularly.

The following three suggestions address concerns that I do have
about the Act. Number one, the work of the Advisory Council, a
body provided for in section 2(j) of the Act should include specific
language that includes representation from the historically black
colleges and universities.

Number two, since the Act provides for a specific and significant
role by the Department of Labor, the Department of Labor must be
encouraged to look to the historically black colleges and others
having direct relationships with minorities to provide collaborative
training activities.

Three, the view of the conference report that accompanied the
Higher Education Amendments of 1986 regarding the phrase “his-
torically black colleges and universities” ought to be reflected in
the current Act, thus deleting references to “Hispanic-serving insti-
tutions.”

We believe that you ought +o speak very clearly and forcefully to
the need to address the needs of Hispanics in much the same way
that you would to blacks.

To be vague in such an important matter, we think would be to
dilute the very intent and possible force of this legislation.

This Act, with the few modifications suggested, speaks to the
mission of higher education and constitutes an important state-
ment of the Federal Government’s willingness to reassess its
stances, policies that have constrained the boundless possibilities
we educators argue are embodied in the quest for knowledge.

I am going to stop now, Mr. Chairman, but I do appreciate the
opportunity to speak to you and with you.

[The prepared statement of Dr. Wesley McClure follows:]
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Mr. Chairman and members of the Committee:

Thank you fot your invitation to testify at this hearing regarding H.R. 2235, the
Workforce 2000 Employment Readiness Act of 1989. Duc to the lateness of the
inv'iation extended to me to participate in these hearing, I reserve the right to

submit a final copy of my comments for the record.

T am prepared to speak to the general value of the proposed Act, and to call attention
to those features which present opportunities ;or the federal government, in concert
with institutions of higher education, to anticipate and address the changing
demographic character of the American workforce and anticipated transformations
of the arena in which American laborers will be expected to function by the year
2000. Since che Act is neede.” “becaxse experts have predicted that by the Year 2000,
the majority of new entrants : = the labor force will be women and minorities,”
and since the purpose of the 4" is to "create a more competitive and diverse
workforce and to increase & ¢ productivity of American labor in the 21st century,” it
is particularly imnportant to incorporate t* - concerns and interest of those black
colleges and universities thut ...vently ani{ have historically served the interest of
the targ« o populations.

I come before you as the executive officer of an Historicaliy Black University, and as
s.oling of one. My commitment is, not unlike yours, to make higher education
among the morv attractive vehicles available for ennancing the quality of life. This
is possible only if higher educatior is perceived as accessible and if its outcomes bear
witness to the argument that, through education, individual lives are improved
and the life of the community 1s enriched. The intent and provisions of H.R. 2235
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are similarly directed and hold great promise for advancing the purpose of higher
education generally, :nd of historically black colleges particularly.

Cheyney University of Pennsylvania, the first public institution of higher education
devoted to educating people of African descent, opened its doors in 1837. In this
acticn was manifest the democratic impulse that has coma to shape the stucture of
contemporary higher education. Defying the elite tradition of higher education,
state and land-grant institutions have a long and eminent history based in the
notion of ‘people’s universities.” Guided by standards for assuring, as John Dewey
suggested in Democracy and Education, that "each individual gets an opportunity to
escape from the limitation of the social group in which he (or she) was born, and to
come into living contact with a broader environment,” historically black colleges
and iniversities continue to accept tne challenge and mission of democratic
education. Today there are 35 historically black state colleges and land-grant
institutions that, along with the private black colleges, have played a pivotal role in
facilitating access to nigher education for African American students and other
students from a wide range of economic, social and cultural backgrounds. The most
striking testimonzal to the value of these institutions is in their immeasurable
contributions to science and technology, human eco:0gy, and serving and
hamessing the energies of economically and soc*1lly neglected communities.
Historically, even with limited finanzial resources and in the face of what seem
insurmountable odds, these institutions have made great strides in building
competitive academic programs in engineering, business, mathematics, computer
sciences, environmental sciences, nursing, and communicahons. Despite the
crippling effect of marginal state and federal assistance, these institutions continue
to serve as social satellites~providing technical expertise, serving as partners in

economic development, organizing networks for self-Yelp community groups,




developing cdoperative projects with private enterprise, and responding to the
compelling financial and educational needs of minority young men and women.
Graduates have been, and continue to ba living testimonial to the valuable
contr?bu&ons of these institutions. ¢

/

Desj:;ite the heroic efforts of historically black colleges and universities and other
institution, the findings of The Workforce 2000 Report are a graphic reminder of the
legacy of inequality in our society, the effects of which threaten to haunt this nation
into the twenty-first century. This report indicated that despite the fact that the
greatest increase in labor force participation in the twenty-first century will be
among women and minorities, the federal government lacks a concerted and
coordinated initiative to address the special educational needs of these sectors of the
population. Indeed, many of the earlier initiatives in job training are grossly
inadequate when viewed from the perspective of skiils needed to make meaningful
and productive contributions to the growth of the American economy. The
Workforce 2000 Employment Readiness Act is designed to address these issues
through t..e implementation of three strategies: 1) collecting data and conducting
empiricai studies relative to the actual demographic make-up of the labor force; 2)
enhancement of admindstrative procedures and enforcement policies relative to
equal employment laws, and 3) establishment of an Education Improvement Fund
to ¢er the cout of a scholarship program, to support institutional efforts to provide
training in neglected areas to the majority of new entrants into the labor force, most

of whom are not currently best-served by ki -her education.
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DATA COLLECTION & EMPIRICAL STUDIES

The need for more accurate employment data is widely acknowledged. Existing data
reveal gross disparities in participation rates across occupational categories. It is
probable that under-representation of women and minorities in the areas of the
emerging fields is much greater than current data indicate. The available
information provides tremendous incentive to extend additional resources and
support to historically black colleges since they possess the broad expertise in
teaching, research, technical assistance, and corimunity development necessar; to
insure that the more pessimistic projections regarding the quality of life for
minorities and womex do not become reality. Those individuals who are
staiistically condemned to poverty and misery must be counted and must be
provided opportunities to deveiop their talent and the expertise needed t;:

contribute in a world economy.

The work of the Advisory Coundil, a body provided for in Section 2Q) of the Act,
would benefit from the input of representatives from the historically bla 3 colleges.
Specific reference to the inclusion of representatives from historically black colleges
could be included this section.

ENHANCEMENT OF ADMINSTRATIVE PROCEDURES

Provisions for filing complaints and investigating employment practices, as
outlined in Section 8 of the Act, strengthen and affirm the federal government's
commitment to justice and equity for women and minorities in the workforce. The
relief available to aggrieved parties, as indivzted in the act, sends a strong signal to
employers that the federal government is willing to actively intervene in behalf of

ji:’ 8!
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women and minorities. This is a shift away from those policies which have, over
the last ten years, eroded many of the gains in employment and education made by
these cons..tuencies, and which have compromi;ed much of the potential for
preventing the worst scenario that is projected in the Workforce 2000 Report.
Commenting on the policies that were implemented between 1982 and 1984,
Bawden and Palmer conterv” ...

...administration appointees have forcefully articulated the view that the
enforcement of civil rights and equal opportunity had gone tod far in recent
years, resulting in remedies that discriminate against the majority
population, causing racial resentment among whites, and creating a
burdensome set of rules, regulations, and procedures. The administration
has contended that government is primarily responsible to assure that
individuals qua individuals are protected against present, intentional
discrimination, and is responsible for correcting the consequences of past
discrimination only when individual victims can be identified...these
view..have clearly entailed~and produced—-a major change in the definition
of federal responsibility for the enforcement of civil rights and equal
opportunity.

Relaxation of the federal commitment to equity sent a message to employers and to
educational institutions which, in addition to shifts in international econumic
arrangements, accounts for the foreboding forecasts of the Workforce 2000 Repoit. 1t
is clear to those who prepared the Report and to the authors of the Act that
revitalization of federal efforts must include advising employers of the
ramifications of the inequities that prevail in workforce participation and
educational opportunities, and of the impact of discriminatory practices on the
individuals involved and on the overall economy. In the absence of the changes
authorized by this Act, the year 2000 will witness some 70% of all African American
men locked in the cycle of unemployment, with roughly 9.2 million African
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Americans remaining in povesty. The plight of other minorities will be simular; the
piight of women heading households, much worse.

Since the Act provides for a significant role for the Department of Labor in setting
goals and timetables and authorizes appropriation of 5% of the Education
Improvement Fund monies, the Department of Labor must be encouraged to look
to the historically black colleges to develop coilaborative training activities. The
established tradition of technical train'ng in these institutions makes them
particularly qualified to assist in such efforts.

EDUCATION IMPROVEMENT FUND

One goal of this Act is to make education accessible to the very population from
which the workforce of the 21st century will be drawn. Some reconsideration ought
to be given to the means by which these funds are to be secured. Although the Act
provides for a reeducation in the assessment for small businesses and contractors
who can demonstrate and certify contributions to a "program or programs serving
the same purposes as the pregrams supported by the Fund,” the assescment
guidelines impose a hardship on contractors who are engaged in activities that are
socially beneficial. This includes research and pilot or long-term projects that focus
on such issues as AIDS, teen-age pregnancy, homelessness. etc. Such federally
contracted projects must be exempted from the assessment to insure that the Act
does not undermine the ability of these contractors to address these critical social

issues.

Funds for scholarships ind institutional grants to recruit and train women, African

Americans, Hispanics and other minorities are essential to the actualization of the
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goals of this Act. Although 70% of the 1.9 billion dollars in average annual
expenditures to institutions that have historically attended to the needs of African
American students is in the form of fizancial aid, these monies do ot target
recruitment and training in the new technologies in which 21st century Americans
will need to te proficent. Although job iraining programs have proven beneficial,
they are geased toward short-term, low-level occupation that do not prepare
minorities or women for the higher levels of educational or occupational

competitiveiiess.

While it is clea: that other minorities suffer from discriminatory policies and
Practices, the histor;’ of African Americans and Fistorically black colleges and
universities is distinct fron. that of other minorities, and has been so viewed by
Congress since the phrase "historically black colleges and universities was clarified
in the Conference Report that accompanied the Higher Education Amendment of
1986. This view ought to be reflected in the language of the current Act, thus
deleting reference to "Hispanic-serving institutions” and providing clearer guidance
as to how ‘i.." legitimate neads of Hispanic and other minority communities will be
met, cther than by subsidizing institutions that have sizable Hispanic and other
minority populations but no historic legacy of discrimination against the

institution.

It is painfully clear that the success of the American democratic experiment is
contingent on making higher education accessible to those communities and
individuals who are accident of history and place have been factored out of the rich
future projected to accompany transformations in the international economy. For
many of the individuals and communities with which this Act is‘concerned, the
discipline and skills require to participate fully in this society seem hopelessly out of
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reach. The statistics hins at the problems. In 1984-85, only 3.4 percent of doctoral
degree recipient in the nation were African-Americans. As the report "One-Third of
a Nation™ notes, of 355 doctorates awarded in computer science in 1986, only one
was awarded to an Africar American. In the same year, only 89 African Americans
earned doctorates inall the sciences. These data are compelling in a society that is
losing its competitive edge simply because it is unwilling to strengthen the richness,
creativity, and diversity of this nation’s institutional and human resource base-
women, African America.is and other minorities, and historically black colleges and

universities.

The strength of the nation's historically black colleges and universities coupled with
substantial federal assistance could make a critical difference in the expansion of
educational opportunities and the quality of life to millions of young geniuses who
may have languished unchallenged, unrevealed, and possibly shattered by tensions

and demands of an unequal society.

This Act, with the few modifications suggested, speaks to the mission of higher
education and constitutes an important statement on the federal government's
willingness to reassess the stances anu policies that have constrained the boundless
possibilities we educators argue are embodied in the academy and the quest for

knowledge. It car. make the promise of higher eduration a real possibility.
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The Honorable Agustus F. Hawkins
chairman

Committee on Education and Labor
2181 Rayburn House Office Bldg.
washington, D.c. 20515

RE: H.R. 2235, The Workforce 2000 Fmplovment Readiness Act of 1989

The ifrican-American community and representatives of African-
Anmerican institutlons have always been committed to democratic
principles and ideas and to the implementation of the public
policies that advance equality for all citizens of this nation.
Since my testimony before your committee generated considerable
concern as a consequence of a recommendation I proposed relative
to clarifying the term "Hispanic-serving institutions" in H.R.
2235, I am compelled to reaffirm the egalitarian commitment that
undergirds the recommendation, -and to explain why it is that I
sugge:ted a course as radical as deletion of the reference in
the bill.

It is common knowledge that the educational systems of this
nation have historically excluded the jarticipation of African-
Americans. The legacy of.social and educational segregation is
well documented. Certainly you and your committee are familiar
with the history of discrimination and you have, personally, been
at the forefront of efforts to remedy the lingering effects of
America’s tradition of inequality. Historically black colleges
and universities, while initially created in recognition of and
in response to the racial animosities that prevailed and held, at
the time, no prospect of being altered, also intended to channel
African-Americans into more menial sectors of the American
economy. However, the founders of these instituticns were
motivated by significant humanitarian impulses and hoped to
produce a leadership cadre that could directly serve the African-
American community. Historically black colleges and universities
redefined their institutional migsions and have advanced the
egalitarian interests of the society genarally and of African-
Americans specifically. This despite the construction of
formidable obstacles.

“VRI Sdation. Reseerch ond Commamiry Service in Contrel and Sonthoide Vygiia
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While the price of Jdemocratic education hag been, and will continue
to be high, few people of insight and goodwill would argue that any
alternative is acceptable. Yat the willingness of this nation to
be true to democrat.ic practice is constantly called into question
3t the budgetary livel. It is here that the test of compitment is
truly measured. Axd it is to this igsue that my testimony relative
to "Hispanic-serving institutions" is directed.

At no point is it my intention to suggest that institutions that
serva Hispanic populations or other minorities ought not receive
fullest attention and support. What must be acknowle’qged is that
many state and private colleges and universities that gerve these
communities do so coincidentally and not as a consequence of an
historic mission or commitment to these communities. Indeed, it
has baen only as a consequence of the struggles of these com-

.. nunities that many of these institutions have been forced to open

- their doors to all members of this naticn, regardless of racial or
ethnic origin. iistorically, many of these institutions have simply
been unwilling to direct their considerable resources to the
education of minority populations. Thig disposition should not
be rewarded with federal support in the absence of evidence that
some portion of the institutional budget is already committed to
providing for the specific needs of minority communities. Are
there special programs and funds available for Hispanics or other
minority communities the institution is serving? what percentage
or prcportion of the overall budget do these commitments
constitute? The point is, if an institution has the fiscal
capacity to serve a community but shows no evidence of having done
80, other than by simply increasing the presence of minorities on
the campus, some thought must be given as to whether or not such
an institution actually "serves" the designated community, since
that is not its legacy, its stipulated mission, or its practice.

My concern, and I suggest it ought to be the concern of this
committee and Congress, is that the spirit and purpose that are at
the heart of this legislation may eventually be compromised by this
seeningly minor technicality. This is not idle concern given that
many of the affirmative action initiatives of the last twenty years
have now been reinterpreted to the disadvantage of the very
communities they ware initially intended to serve.

In the past ten years wa have witnessed the closing or merger of
several historically black colleges and universities and numerous
hospitals that have served the African-American community. This,
allegedly, is a response to the budgetary constraints that have
prioritized the need for such institutions cut of existencs,
given the presence of other institutions allegedly equally well
situated to yerve the African-American community. The need for
the Workforce 2000 Employment Readiness Act of 1989 is an
indication that strong support for colleges and universities that
are specifically committed to African-Amerjcans and other
minorities, and incentives that encourage majority white
institutions to broaden the nature of their commitments present
greater opportunities for addressing critical social issues.
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I would caution this committee, and my Hispanic colleaguass to be
certain that institutions that secure funding under the auspices
of serving the community have a demonstrated and measurable
institutional commitment to doing so.

You can depend on my continued support for legislation that
advances the interests and add.:zczs the needs of women,
His mericans and other minorities, and thus, the

Poard of Visitors, virginia State Univerity

Dr. Jcyce Payne, Director, Association for the Advancement
of Public Black Universities

Mr. John william Smith, Special assistant to the Chairman




e

157

Chairman HAwkiNs. Thank you.
The next witness, Mr. Robert Atwell, President of the American
Councii on Education.

STATEMENT OF ROBERT ATWELL, PRESIDENT, AMERICAN
ACADEMY ON EDUCATION

Mr. AtweLL. Thank you, Mr. Chairman. I appreciate the oppor-
tunity to testify on Workforce 2000 because that report addresses
issues of crucial importance to the nation and issues on which the
American Council on Education has been working for a long time.

It seems to me that the key findings in a very rich report are,
first, that the new jobs to be created between now and the year
2000 will be filled largely by women and members of minority
groups and, second, that these jobs will require more postsecondary
education than is true of the jobs held by the present labor force.

That, of course, presents an enormous challenge to the educaticn
system and to the nation. If you assume that up to fifty percent of
the net new jobs will be filled by members of the minority groups,
we simply have no choice but to improve their participation in the
education system at al} levels.

Blacks and Hispanics are a rising share of the traditional college-
age population and yet, their participation and persistence in
higher education lags well below that of whites. We believe that
this situation is not improving.

We vsed to talk about the participation of minorities in terms of
the need for social justice, and I hope we will never stop talking
about in those terms, but we now have another and perhaps even
more compelling reason to do a job on behalf of blacks and Hispan-
ics, and that is very simple.

We must educats them if this nation is to retain its economic
strength and regrin some of our lost competitiveness. The Ameri-
can Council on Education first begar to address the issues raised
by Workforce 2000 in a report several years ago by the Business
Higher Education Forum, which was really the first time the “C”
word burst onto the national agenda.

The Business Higher Education Forum has been addressing vari-
ous dimensions of this issue ever since and will continue to do so.

More recently, the American Council on Education and the Edu-
cation Commission of the States established a Commission on Mi-
nority Participation in Education and American Life to examine
the state of minority progress and recommend ways to renew its
momentum.

They found that America is moving backward and not forward,
and they issued a series of challenges to institutions. We had the
pleasure, Mr. Chairmar, of testifying before you on that subject
about a year ago.

Last January, the American Council on Education issued “Mi-
norities un Campus: A Handbook for Enhancing Diversity” which
brought together for the first time a statement on the full range of
actions needed to make the campuses more hespitable and support-
ive places for minority students, faculty and administrators. .

Even more recently, we are pleased to announce the first phase
of a five-year effort supported by grants of up to three to four mil-
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lion dollars from ‘e Ford Foundation to establish a national
project on academic ichievement and transfer.

We will, in this project, be addressing the need to increase the
transfer of students, particularly those who represent under repre-
sented minorities and other disadvantaged persons from two year
to four-year institutions. More than half the Hispanics and almost
half the blacks in American higher education attend community
colleges and very few of thece move on to senior institutions.

We will, during the first 18 months of this project, be using part-
nership grants, pairing two-year institutions with four-year colleges
and universities, to try to improve the presently very unsatisfac-
tory rate of transfer.

Further, ! (. Chairman, we have joined with a number of higher
education and elementary-secondary associations in an effort to ad-
dress the serious problems needed to increase the number of minor-
ity teachers through demonstration programs, projects in local
school districts, to identify and encourage minority students to
enter teaching and to attract into teaching careers persons now not
in teaching.

There was testimony earlier that ten percent of the teachers are
members of minority groups. That percentage is r~pidly declining
while the percentage of school age children from minority groups is
rapidly increasing.

We submitted our recommendations to Secretary Cavazos in De-
cember and I have appended the details of these proposals to my
written testimony in the hope that it might become a part of the
record of these hearings,

The need to increase the number of minority teachers is, of
course, addvsssed by your Bill H.R. 2235 as currently drafted. We
would hope that as the bill moves through the committee, you
might want to consider some of our recommendations to Secretary
Cavazos and you might want to ask for the Department of Educa-
tion’s views on our recommendations.

I applaud you for seeking the views of the education community
and I can assure you that we, too, are working as hard as we can
on these issues. We stand ready to help you in any way we can.

[The prepared statement of Robert H. Atwell follows:]
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Mr. Chairman and Members of the Committee:

I am pieased to participate in thig hearing on the
Workforce 2000 report, and the actions which should be taken
to ~verc a crisis in the workplace of the zlst Century.

Hopefully, these hearings will spark the development of a
systematic national strategy to build a competitive workforce
by removing the barriers to edu;*tion for minorities and
women, and by increasing opportunities €or them to enter
fields such as engineering, the sciences, mathematics, and the
teacking profession, where they are under~represented and
where serious shortages exist.

The Kudson Institute’s report amply documents the need
for national action in these areas. It emphasizes that:

* "Non-whites...will comp:.ise 29 percent of the net
additions to the workforce between 1985 and 2000 and will be
more than 15 percent of the workforce in the year 2000. Black
women will comprise the largest share of the increase in the
non-white labor force. In fact, by the year 2000, black women
will outnumber black men in the workforce, a striking contrast
to the pattern among whites, where men outnumber women by
almost three to two."

* "By almost every measure of enployment, labor force
participation, earnings, and education, black and dispanic
minorities suffer much greater disadvantages than white. Tu
these statistical indices must be added the extensively
analyzed and debated indications of social disadvantage, such
as poor performance in schools, greater dependence on welfare,
greater incidence of Lroken families and children born to
unmparried mothers, and higher rates of criminal arrest."”

* “The prospect that minorities will ~ mprise a very
large fraction of the new additions to the ,abor force over
the next 134 years appears, on the surface, to present zn
unprecedented opportunity...But the pattern of job growth in
higher technology occupatione requiring more education, aad
the likelihood of jreater employment gains in metropclitan
regions with fewer minority residents, suggest that this
sanguine cutlook is far from assured. In fact, given the
historic patterns of behavior by employers, it is more
reasonable to expect that they will bid up the wages of the
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relatively snaller numbers of white labor force entrants, seek
to substitute capital for labor in many serv:ce occupations,
2nd/or move job sites to the faster growing, more youthful
parts of the country...Blacks, and particularly black men, are
those most likely to be put at risk if such strategies
dominate."

* "If the policies and employment patterns of the
present continue, it is likely that the demographic
opportunity of the 19905 will be missed and that, by the year
2000, the problems of minnrity unemployment, crime, and
dependency will be worse than they are today. wWithout
substantial adjustments, blacks and Hispauics will have a
spaller fraction of the jobs of the year 2000 than they have
today, while their share of those seeking work will have
risen...Traditional job training and employment programs by
themselves are unlikely to hLave profound impacts on €he future
success Of minority youth. Unless the $127 billion public
riucational system can somehOw be better harnessed to serve

-nority youth, the $4 billion Job Training Partnership Act
systeu can make only a small dent in the program. For the
public educational system to succeed with the minorities,
however, may require radical changes..."

The need for national action on these problems is clearly
recognized in the education community. Nearly two years ago,
the boacd of directors of the American Council on Education
appioved a minority initiative that is now our highest program
prioiity. Late in 1987, ACE and the Education Commission of
the States formed a Commissicn on Minority Participation in
Education and American Life to examine the state of minority
progress and recommend ways t0 renew its momentum. That
commission was chaired by Frank Rhodes, the President of
Cornell University, with former Presidents Jimmy Carter and
Gerald Ford as honoc>:ry cochairs. 1ts members included 39
leaders from all walks of life.

Just over a year ago the commission issuea :ts report,
which concluded that "America 1s moOving backward--not

forward--in its efforts to achieve the full participation of
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minority citizens in the life and prosperity of the nation."
The commission issued a set of challenges to institutions of
higher learning, national political leaders, the private
sector, voluntary groups, and minority organizations to take
concrete steps on behalf of minority advancement.

In July of 1988, ACE sponsored a conferexce in
Washington, p.C. entitled "Educating One-Third of A Nation."
Over 500 top-level administrators from more than 120 c.lleges
and universities spent several days developing plans for
improving minority participation on their campuses. This
November we will sponsor a second such conference ir, San
Francisco to bring more schools into ths process and allow
previous participants a chance to Lhare their experiences.

This Januaty ACE issued "Minorities on Campus: A
Handbook for Enhancing D. 2rsity." This volume brought
together for the first time the full range of actions needed
to make the campus a hospitable and suppo.tive place for
minority students, faculty, and administrators, and called for .
institutional leaders to develop and lend their Zuil support
to comprehensive strategies to increase minority recruitment,
tetention, and graduation.

The handbook was endursed at a ptess conference by
Secretary of Education Lauro F. Cavazos. It was distributed
to more than 1500 college and uriversity presidents, and to
date we have received orders for over 5500 copies from

officials in all areas of higher educat.on.
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Just recently, Mr. Chairman, we were pleased to announce
a new grant of $1.2 million :.rom the rord Foundation to fund
the first phase of a National Project on Academic Achievement
and “ransfer. Under this grant ACE will establish a national
center that will work to increase the level of czademic
achjevement among students at the nation’s community colleges
and to increase the rate at which community college students
transfer to four-year institutions and complete their
baccalaureate degrees.

This project is especially important for minority
advancement because almost half the minority students enrolled
in higher education attend community and junior colleges, and
very few of them move on to four-year colleges.

Ir the first 18 months of this project we will fund about
25 partnership grants pairing two-year institutions with
four-year colleges and universities The partner schools will
collaborate on nne-year projects such as redesigning existing
courses to mav< credits transferable, developing faculty
exchange pr grams, and creating pilot programs for selected
community college students who are potential transfers. We
also will explore ways in which federal policy can be shaped
to encourage transfer, analyze data on movement from two-year
to four-year institutions and the impact of federal financial
aid policies, and convene a national panel of leaders from
two- and four-year jinstitutions tu develop a policy statement
on the importance <¢f transfer for minority and low-income

student academ:ic achievement.
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Both ACE and the Ford Foundation anticipate funding of a
second phase, involving an additional grant of several million
dollars, to suppert a limited number of partnerships that
demonstrate a high degree of collabosration and the capacity to
develop a joint general education core curriculum, and t -
continue our policy work on transfer-related issues.

Mr. Chairman, this project responds to one of the
specific recommendations of the Commission on Minority
Participation in Education and American Life, which vas to
improve coordination and cooperation among all livels and
systems of education so as co0 boost minority achievement.

In addition, I should note that the Washington Higher
Education Secretariat, an organization of 33 associations
representing different sectors and functions in postsecondary
institutions, has created a Committee on Minority
Participation in Postsecondary Education. The committee has
sponsored several conferences to discuss policy questions, and
has focused on such issues a; the establishment of a national
information clearinghcuse on minority issues, faculty
reccritrent and affirmative action efforts nationally, and the
articulation between communicy colleges and four-year
institutions,

In any systematic effort to improve the education of
disadvantaged children, the need for incentives to attract and
retain minorities in teaching is a high priority. Specific
legiclative proposals to achieve this goal have beer drafted

in recent aonths in a joint effort by the Forum of Educational
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Organization Leaders (FEOL), comprising officers of the major
elementary and secondary organizations, and the Higher
Education Secretariat.

. Because I served as a member of the FEOL/Secretariat Task
Force, I would like to descr.be the proposals for you. They
were developed initially in pecember 1988 at the request of
Secretary Cavazos; they were refined this spring and are
attached to my statement. Since I understand that other
members of the Task rorce will testify during these hearings,
I will summarize them briefly:

The Task Force recommended three separate legislative
authorities: (1) demonstration programs to increase minority
candidates for teaching in elementary schools; (2) psojects in
local school districts to identify and encourage minority
students in grades 7-12 to aspire t~ aua prepare for teaching
careers; and (3) programs to attract into teaching careers
minorities who are now in school support or paraprofessional
n~sitions, attending community colleges, or in occupations
other than teaching.

We propose-that $50 million in federal funds be
authorized for the first demonstration programs, which would
be matched by nonfaderal funds and administered by the states
as competjtive grants to be awarded to colleges and
universities with approved teacher preparation programs.
Grants would cover *he costs of administration and incentive
awards to prospective students to help support their cost of

attendance and as performance payments in their ini.ial years
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of teaching. We propose $25 million anaually for awards to
the state education agencies to support local projects to
encou:age minority students in secondary school to prepare for
teaching careers. We recommend $20 million annually to fund
p-ojects to design teaching career ladders and enable
minorities to make career changes to teaching; the projects
would be selected in national competition by the Department of
Edacation trom proposals submittec jointly by local education
agencies and institutions of higher education.

I commend these recommendations to the attention of the
Committee for consideration in any legislation that may be
developed. I am pleased to note .hat such programs to recruit
minorities into teaching would have a special priority in
Chairman Hawkins’ bill, HR 2235, the Workforce 2600 Employment
Readiness Act. His bill would give particular attention to
teacher recruitment and training in funding programs designea
to improve the education of disadvantaged children.

I should also note a reservation about HR 2235 as
currently drafted. The Education Improvement Fund established
under the bill would be created by taxing all federal RsD
contracts at one-half of one percent While this would link
the funding of research and the training of future researchers
and educators, it would advance one goal at udae expense of the
other.

We estimate that this would amount to a $55 million
annual surcharge oa academic research—--which constitutes a

vital element in any national strategy for building a more
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competitive workforce~-at a time when federal budget
stringencies have already left it underfunded, and when the
need for renovation and upgrading of research facilities and
instrumentation is thoroughly documented. Furthermore, the
funding mechanism as presently formulated appears unbounded in
two respects: ther t could grow in percentage, and it could
be used to suppo. any number of other laudable national goals
at the expense of academic research.

Finally, T would remind the Committee that existing
federal student assistance programs are seriously underfunded,
and that improved funding 1s essential for any effort .o
improve educational opportunities for underrepresented
midorities. 1In developing new programs for this purpose, it
is important to make syre that they supplement the current
programs, without eroding support f~r their objective of
providing assistance to all needy students.

I applaud the Committee for seeking the recommendations
of the education community as it begins to develop legislative
proposals to address the important challenges of the Workforce
2600 report. I can assure you that we stand ready to help in
any way we can, to assure that America’s schools and colleges
contribute as fully and effectively as possible in building a

more competitive work force for the decades ahead.
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TASK FORCE ON MINORITY TEACHERS

PROPOSED FEDERAL ACTION TO INCREASE THE NUMBER OF MINORITIES
IN ELEMENTARY AND SECONDARY TEACHInG
Statement of Need

The number of minority teachers in American elementary and secondary
schools is declining, as is the proportion of minority teachers. The decline
occurs at a time when the proportion of minority teschers to total teachers is
significantly lower than that of the minority students to tot2l students and a
time in which the proportion of minority students, especially those at risk, is
steadily increasing.

Urgent actions are needed at federal, state, and local goverrment levels
and by institutions of higher education to increase the numbers of minorities
quaiified for and serving in elementiry and secondary teaching for the
following reasons:

1. To assure that a substantial portion of talented and qualified
persons from all racial and ethnic groups are teachers;

2. To increase the number and proportion of minority role model
teachers with special impact in helping minority students to succead
in education, at least through graduation from high school, and to
pursue higher levels of education; and

3. To increase the number of minority teachers so that al] elementary
and secondary students will have experience with these ro.. models,
thereby advancing multicultural and multiracial under..anding and
appreciation.

Proposed Action

National leadership is essential. Federil resources must be provided in
partnership with states, localities, and institutions of higher education to
support initia‘ives over at least a ten-year period. The proposed action
ncludes three major parts. The first provides incentive awards for minority
candidates in undergraduate and graduate study preparing to teach. The second
provides support of prograas and projects which introduce minority students in
grades 7 through 12 to a teaching career. The third provides support for
institutions of higher education, in conjunction with elementary and secondary
schools, to enable minorities to use career ladders combining study and
employment or make professional changes to enter teiching.

These provisions are not the sole means to solve the problem of
increasing the numbers of minority teachers, nor are they considered to be the
only steps needed to address the comprehensive problems of qualified teacher
supply and demand in the United States. They are, howaver, the highest
priority actions we now recommend.

A summary of the threw parts of the proposal follows:




Purpose:

Eligible Recipients:

Dascription:
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Proposed Federal Action -- Section I REVISED 4/6/89 - Page Two

RAMS TO INCREASE MIORITY CANDIDATES
%mwm

To increase the number of minority candidates in
undergraduate and graduate prograns preparing to
teach in elemen ‘ry and secondary schools.

Institutions of Highe- Education (IHE) compete
for Federal deconstration grants administered by
the State Education Agency (SEA) under an
approved State Plan.

A 5-year demonstration program, authorizing $50
million federal funds annually, to be matched
50/50 by nonfederal funds and administered by
the States.

The Secretary of Education would allocate funds
to states having approved plans which will
Increase th. numbers of minority candidstes in
teacher preparation programs. Federal funds
would be allocated among the states on the basis
of the proportion of minority population of the
state to the total minority population of the
nation.

Each $'4 with an approved plan would conduct a
compe.it1on open to all public and private
undergraduate nd graduate IHEs, including
community colleges, with approved teacher
preparation programs. The SEA would select the
most promising proposals which commit the
institution to increase the number of minority
candidates in its teacher preparation program.
Priority would be given ta institutions with
records of success in enrolling and graduating
minority students.

Continuation grants would be subject to annual
reporting by the recipient IHE of progress made
in achievement of the performance standards
established in its project.

{continued)
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Proposed Federa) Action -- Section I REVISED 4/6/89 - Page Three

Grants to IHEs would provide incentive awards to
students and the costs of adwinistration and
evaluation of demonstration projects.  IHEs
would make incentive awards to eligible students
with » total value of $3500 a year for up to
four full-time undergraduate years and $7000 for
one full-time year of graduate study. Each
Incentive award would be ysed efther as a
“scholarship® or a “performance paywent* or
combination of the two as determined by the
institution and student. For each student the
part of the award used to support the cost of
college attendance would be considered a
scholarship. The amount could range from $3500
to zero for undergraduate students and $7000 to
Zero for graduate students. Students using the
award for scholarship aid would nave to meet the
need criteria for eligibility for Stafford toans
under Title IV of the Higher Education Act.

The balance of the incentive award for each year
would be reserved by the IHE in escrow for use
as a performance payment(s) to be made at the
end of each year of elemantary and/or secondary
teaching completed for which the candidate is
obliged to serve.

Performance payments would be non-iaxable, If
candidates fail to complete their teaching
obligation, their escrow zccounts would revert
to the program and be available for other
candidates.

An incentive award would be in addition to any
other federal, state, or institutional student
aid for which the student is otherwise eligible
but the part of the award used as scholarship
together with other aid received in any one year
could not exceed the cost of attendance in that
year. It would not be considered "income® for
purposes of calculating eligibility for student
aid or taxes.

Incentive awards would be limited to candidates
who are in good academic standing, who
demonstrate their coamitment to teaching by
obligating themselves to complete at least one
year of service in public or nonpublic
elementary or secondary school for each year in
receipt of an award as an undergraduate and two
years of teaching for one year as a graduate
student recipient. Award recipients who decids
not to teach must repay the awards received wiin
interest in lieu of teachiny.

{continued)
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Secton I REYISE: 4/6/89 - Page Four

In any year the total potential demonstration
grant to an IHE would be based on the proposed
number of minority candidates to be increased
over the number for the base year (1988-89)
multiplied by $3500 per undergraduate or $7000
per graduate student year award. IHEs would
have discretion as to the number of students,
level of study and distribution of incentive
awards among eligible stucents.

For administration of the State Plan and for
evaluation of the demonstration projects, the
state education agency would be authorized to
use up to 5% of the state’s allocation.

II. INTRODUCTXON T TEACHING

Purpose:

Etigible Recipients:

Description:

Implementation:

ERIC
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To identify and encourage -minority students in
the 7th through 12th grades to aspire to and
prepare for careers in elementary and secondary
school teaching.

local Education Agencies (LEA) through State
Education Agencies (SEA).

Federal funds would support projects in local
school distrists which would include but not be
limited to teaching career exploration programs,
introducticn to teaching partnerships of LEAs
and teacher training programs, work-study,
teaching assistant or tutorial programs, *future
teacher® clubs or activities and special
projects to prepare minority studenis for entry
into teaching preparation programs.

$25N per year would be allocated among states on
the basis of the minority popuiation percentage
in each state to the total national minority
population with no state receiving less than
$50,000. States would award project funds on
the basis of competitive applications from local
education agencies.
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Purpose:

Eligidble Recipients:

Description:

Implementation:

e,
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?

To attract minority ‘candidates to careers in
teaching elementary and secondary school who are
fn school support or paraprofessional positions,
attending community colleges, or in occupations
other than teaching and seek a career change to
teaching.

Institutions of Higher Education (IHE} in
conjunction with Llocal Education Agencies

(LEAs).

A nationally competitive program to encourage
IHEs together with LEAs to design and implement
projects to encourage and enable minorities
without preparation and qualifications to teach
to have such preparation and gain such
qualifications. Projects would include but not
be limited to coordinated efforts of IHEs and
LEAs for paraprofessionals to prepare for
careers as icensed  terchers while in
peraprofessional  practice, teaching career
counsel ing services, public information
recruitment activities, identifying promising
minorfty students attending community colleges,
and career  eentry projects with special
professional preparation arrangements.

$20M per year administered by the United States
Department  of  Education for  nationally
competitive IHE applications prepared in
conjunction with LEAs and endorsed or commented
on by the appropriate SEA.
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Chairman Hawkins. Thank you, Mr. Atwell. Mr. Atwell, I would
like to ascertain the position of the Council.

My understanding is—I read this, I believe, in the press—that
you at the Council have come out in opposition to the proposal now
pending. Am I correct?

Mr. ATweLL. HR. 2235?

Chairman HawkiNs. Yes. To the education funding?

Mr. ATWELL. Mr. Chairman, I was not asked to address the draft
legislation itself. We would basically be quite supportive of it.

We do have a reservation about the method of funding, the five-
tenths of one percent tax, as it would apply to nonprofit colleges
and universities where you would end up funding one important
national objective at the expense of another.

We assume that colleges and universities would be tazed on the
order of fifty million dollars through that, so we would simply urge
that some reconsideration of just that particular provision be
made, as you consider the legislation further.

But we are basically supportive of the chjectives of the legisla-
tion, Mr. Chairman.

Chairman Hawkins. I wanted that clarification because the only
v;;ay we can meet objections is to really identify them and deal with
them.

Mr. ATWELL. Yes.

Chairman HAwkiNs. My understanding is that the bill allows a
reduction to an institution, in this instance, institutions of higher
education, so as to recognize what you are doing in the field of
scholarships to minority and female students and so forth.

It would be reduced, as I understand it, in tk= proposal. Further,
we estimate that higher education stands to gain at least three
hundred million dollars per year out of the proposal, which certain-
ly is a substantial amount. It may be that the manner in which it
is being done may be improved.

We certainly want to pledge to you to work with you because we
feel that the American Council on Education has been so support-
ive of everything we have done, we certainly do not want to impose
on you a burden that you thought should not be. So, let me just
simply pledge to communicate and to work with you.

Mr. ArweLL. I appreciate that, Mr. Chairman.

Chairman HAwkiNs. Any of the members? Mr. Martinez?

Mr. MARTINEZ. Thank you, Mr. Chairman.

Dr. McClure, without any adverse reflection on you, I regret that
you opened up an area of misunderstanding. I believe it is a misun-
derstanding which, to me, really illustrates the plight of minorities.

I hope that we can discuss this and we can come together ir one
voice for the benefit of anyone who has ever suffered disenfranchis-
ing from the system because of discrimination.

Rather than trying to gain an advantage one over another f:.
the finite resource that is available to mainstream, what I believe
is to mainstream, women and minorities, let me try to clarify one
possible misunderstanding or one point that might lead to this mis-
understanding of the bill.

I adinit I might be wrong, but as I understand the bill, it does
not eatitle particular schools or universities for funding, per se. It

Q ‘ ) ey
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ggﬁas allow for it in the bill, but that is not the 1.+ain intent of the
ill.

It really, instead, targets students or students will be targeted for
financial assistance in specialized education. I do not war* to argue
about the different histcrical bases of discrimination for each and
every minority group.

It should suffice to say that any effort to protect any individual
ninority interest or group in pursuit of that finite resource that I
-po.ie of, will really, I t..nk, bring us shame as a nation and to us,
as ninorities, as a whole.

I suggest, really, that we work together to raise all of our coilec-
tive boats up with that tide of equality ~d national prosperity that
seems to be moving today. In that regard, I would ask this ques-
tion.

As 1 stated earlier, you must be aware—I imagine you studied
the bill closel * from the original comments that you mude—that
the Education Improvement Act :n this bill establishes scholarsh' .
and grant programs for students attending higher education i
tutiony. That really attends the aspect of individual help.

Wouldn’t you agree that regardless of the historical basis of dis-
crimination, that any minority in any situation is ultimately going
to be discriminated against by somebody who sees them as a threat
to themselves. They do not understand that you can raise every-
}b;c.)d}}; up and it raises those people with the greatest fear up even

izher.

But, that aside, don’t you think that there is an opportunity to
help? Understand this, too. If we are talking about historical, tradi-
tionally, there have been no Hispanic univezsities or colleges to the
extent that they could be compared to the black movement, and
that is to be commended.

In that effort, we are attempting to really take a page from your
book, not your bork, but an ethnic group’s book, to try to attain
some equality and prosperity in this country. If we are able to do
that vithout harming anyone else, wculdn't you be in support of
tnat?

Mr. McCLure Certainly, and 1 want to apologize to you, sir.
Even the implication that I was suggesting what you just said—I
had a few minutes to make a statement and I attempted to do that.

In no way did I wish to convey the notion that any kind of differ-
ences were being drawn. In fact, my focus was that the bill might
be strengthened if it further celebrated the importanre of poiuting
out th= need- ard aspirations of Hispanics.

Inaced, we share the same common view. Nothing you said runs
cratrary to anything I said.

Mr. MARTINEZ. Thank you.

Mr. McCLurke. I apologize for even ‘onveying that message. ! sin-
cerely apologize.

Mr. MarTINEz. Thank yon, Dr. McClure. As I said in my state-
ment, if we can discuss this, I think we can go a long way together.
Thank you.

Mr. McCLURE. Thank you, sir.

Chairman HawkiNs. Mr. Sawyer?

Mr. SaAwYER. Thank you, Mr. Chairman.

[ AT
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Just briefly, Dr. McClure, if you could share with me thoughts
and directions on how we might better make use of the data that
we collect as a product of the decennial census, it is enormously
(iimpo(;'tant in the policy decisions we have to make in the next

ecade.

Mr. McCLURE. Thank you, sir. I think the use and possible effect
or impact of data are largelv functions of who has an opportunity
to participate in the collection of data and the ultimate Interpreta-
tion.

I think there ought to be some structure and vehicle available as
part of the process that brings persons of varying backgrounds and
perspectives in the same forum, for the purposes of bringing tueir
enlightened views to bear on that data.

The bottom line would be that there ought to be greater inclu-
sion of disparate elements within our society in the furthe. inter-
pretation of data or this particular subject. I think that, hereto-
fore, the hase of interpretation has been rather limited and, there-
gcére, the prcducts of this interpretation have been equaily as limit-

Mr. MARTINEZ. Thank you, Mr. Sawyer.

I just wish, for the Chairman, to extend his gratitude t. you for
appearing before us and testifying and your excellent testimony.
Your testimony is necessary to build the case that we are trying to
build for the need for this bill. Thank you.

Mr. McCLURE. Thank you, sir.

Mr AtweLL. Thank you.

Mr. MarTINEZ. Our next panel consists of Mr. Edward Jones,
President of Corporate Organizational Dynamics, Incorporated; Mr.
William Burns of Pacific Gas and Electric Company; and, Christire
Kramer, Esquire, Assistant Vice President, Corporate Policy anA
Equal Employment Opportunity, Meritor Savings Bank.

Mr. Jones, we will begin the testimony with you. We will give
you a minute there to get organized.

ST*TEMENTS OF EDWARD JONES, PRESIDENT, CORPORATE OR-
G.. IZATIONAL DYNAMICS, INC; WILLIAM BURNS, PACIFIC
GAS AND ELECTRIC COMPANY; AND CHRISTINE KRAMER, ESqQ,
MERITOR SAVINGS BANK

Mr. Jones. Good afternoon, Mr. Chairman, and -uembers of the
committee, and thank you for your invitatior to allow me to testify
here today regarding my views on the American workforce and so-
lations that must be initicted today to avert a 21st century crisis.

Let me say bafore I begin that we newd more and better educated
minorities and women. Education ~ompetence without vpporcunity
creates frustration, crushed hopes and expectations and conflict.

Neither education without opportunity or opportuni‘y and
demand withou. adequate Is of educated workers can achieve
national economic success. (ggg without the other is worthless.

All people are motivated and maintain hope for workplace suc-
cess and voward mobility when they see others who are perceived
tc b like themselves succeeding. Now, it is a major accomplish-
menc that white ethnics in America no longer encounter obstacles
to upward mobility.
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An examination of reverse discrimination by the U.S. Civil
Rights Commission found that among the highly educated, neither
discrimination or reverse discrimination are major issues.

The October 1986 Civil Righkts Commission study on the economic
status of Americans of southern and eastern European ancestry
found successive generations of Buropean ethnic groups have made
impressive gains in educational achievement and income and, in
fact, are now on a par with, or surps.s, the economic status of
other white Americans, even of Britich descent. That is quite an ac-
complishment.

When we go back and review the Congressional Record and see
what we were trying to achieve in 1964, it is very interesting. Now,
we have been talking thus far ahout minorities and women who
are uneducated and a need of education.

What I have been doing for the past few years is examining the
status and experiences and progress of those who are highly edu-
cated. So, when we go back and review the 1964 Congressional
Record, the original objectives were, and I believe this -vas Hubert
Humphrey speaking.

In the paper which I have submitted, it is fully explained. I think
it has got the page of the Congressional Record. It says, and I
quote, “Fine Negro men and women with distinguished records in
our best universities have been unable to find any job that will use
their training and skills. The Negro is the principal victim of dis-
crimination in employment. A Negro with four years of college can
expect to earn less in his lifetime than a white man who quits
school after the eighth grade. In fact, half the Negro college gradu-
ai:es ,l’xave only half the lifetime of earnings of white college gradu-
ates.

We must applaud the increasing numbers of corporate executives
and companies that are supporting education, especially with the
emphasis on urban minority schoels. Now, this is illustrated by the
Eusiness Roundtable support, by member companies of educational
policies, such as those outlined and recommended in their April
1988 publicatinn, The Role of Business in Eduzation Reform.

In addition, a June 1989 Roundtable publication, Business Means
Business About Educatic~, lists almost two hundred member com-
panies’ ed..cational nctivities and clarifies the issues. It says, “How
well we educate all of our children will determine our competitive-
ness globally, our economic health domestically and our communi-
ties’ character and vitality.”

Now, what we must do, though, is match business support of im-
. oved education with equal or greater support for the career suc-
cess and upward mobility for highly educated minorities and
women. Increasing research and data underscores the continued
persistenre of the core problems cited in 1964 of inadequate upward
mobility.

Let me give you a couple of for instances on a smorgasbord of
research findings. We all have opinions, so let’s look at the num-
bers of what we are actually finding. For examp'e. in my own re-
search, there is a ccpy of an article I did in The Ha:vard Business
Review where I actually sampled the experience and rreeptions
of black MBASs of leading institutions.
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Over 98 percent of black MBA graduates of leading graduate
schools of business do not feel that they have equal opportunity in
their companies. Ninety-eight percent feel they encounter covert
discrimination and over fifty percent feel the discrimination they
encounter is overt.

Looking at a Jewish study—because ~ can’t trust myself; we all
see what we are looking for—a 1984 study of Jewish MBAs, there
is a deep seated prejudice and dislike for black managers. More-
over, there is little government pressure on the internal corporate
leadership needed to overcome discrimination.

Zonsequently, blacks are lagging t .ind as women make greater
progress. The changes have been tremendous for women, but for
blacks, it is harder now than it was a few years ago. One white
female stated, “We sort of bend over backwards to like them--that
is, blacks—but basically, we still don’t.”

A white male stated, “If a white male had two comparable candi-
dates in terms of ability, cne black male and one white weman,
~onsciously or unconsciously, he would pick the white woman.”

Now, let me just say thiz. [ can find none of this research that
covers everybody. i wan! to make it absolutely clear that white
women have trem:ndous obstacles to upward mobility. Blacks have
tiemendous obstacles. Asians have tremendous obstacles.

I can give you statements and research on any group, but I
cannot find any study that does them all, so let’s not make it seem
as if I am picking on one particular group.

Let me l~ok at another 1987 study. This was also done by the
B'nai B'rith in Philadelphia, I believe, and these were graduates of
Columbia, Temple and two other major business schools. By the
way, this was done in order to find oat how Jews were doing and
the Jews were doing fine, but they found this.

Black corporate careers in the execntive world are troubled.
Blacks do not receive the level of authority of their non-black class-
mates. The levei of authority of black executives averages 5.4 levels
below CEO. Non-blacks average 3.1 levels below CEO. The average
gg})a(%o for blacks was $59 thousand while non-blacks average

Blacks were also highly aware of a discrim.inatory climats. Sev-
enty-five percent of the blacks but only 28 percent of non-blacks re-
ported negative discrimination, a racial division of labor persists
and blacks are angry abeut it.

Now, these are graduate students. We are talking here about the
disadvantaged. We are talking sbout some of the most highly edu-
cated now.

Blacks are retarded in their entry—I am continuing with that
study—into and rige in the executive suite and are bitterly con-
scious of this lag. Our survey, A. Ethnographic Report on Blacks
in the Executive Suite, shows that they are not making this. They
know this and they resent it.

Black MBAs are under represented in the pool of executive can-
didates. Their corporate advancement is slow, their saiaries are
lower than thosc of their non-black colleagues. The undeslying
issue is a continuing caste like position.

The disadvantage of Jews in the executive suite has disappeared.
That of women and blacks remains. Clearly, we see different rates
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of br(r;ovement in the religious, racial and gender based divisions of
labor.

Sloan, MIT, one of the best schools of business. This was a 1989
study. The principal finding of this research was the lack of signifi-
cant differences between the fi.*11 year compensation of male and
?_he ninety percent of female MBAs who worked full-time in year
ive.

Five years after graduation, Sloazi women MBAs received the

same pay as their male peers, although the psycaic cost to those
women reported in stress and longer hours of work, was higher.
However, after two years, the status of minorities started to differ
from their white peers.
- More minorities were in staff jobs. They had fewer mentors.
More were dissatisfied with bureaucracy and red tape and more
felt constrained by discrimination. More minorities were only mod-
erately satisfied with their jobs and more were dissatisfied with
their performance appraisals.

Nearly all of the minority MBAs reported that they had not been
promoted on time along with their white peers. After five years,
minorities also tended to work longer hours per week than their
Sloan peers.

Twenty years after the entry of significant numbers of black
managers into companies, there is disenchantment and concern—
This is the authority of this study at MIT—that ceilings have been
placed on their upward mobility.

Some may leave the corporate sector for entrepreneurial activi-

"*s. Others may remain in the corporation but become disengaged

» their work. Others realize that labor markets reflect the
sf;‘oﬁ.d norms of a larger society and that pioneers rarely benefit
ully.

Discussions with Sloan minority graduates make it clear that
employment, even for elite minority managers, is more difficult
than for white managers. Minority Sloan MBAs were not as suc-
cessful as their white counterp.:rts. Race is still a significant factor.

By tke way, these Sloan MBAs went to the best high schools,
livad in the bes. neighborhoods, and many of therr went to prep
schools, so it has nothing to do with that. When the, actually com-
re-ed their educational backgrounds, they were as good as their
vloan white peers, so it is not a class issue.

There ar> other studies in the extended remarks that I have
made. Let me get to the main point. There is one other study I do
want to mention and thet is In Roads, becaus: In Roads is an edu-
cational program supported by businesses.

Businesses are very proud of tie In Roads interns, both through
high school and cuilege. The problé.u 13 that the In Roads interns
are finding—and they had a meetir.g in 1983 to discuss why they
could not get upward mobility after completing their education and
internships in the companies that hized them. So, it was great
tkrough school but once they got into the workplace, they ran into
impediments to upward mobility.

In 1989, there are more highly educated blacks and other minori-
ty and women - ith college, advanced and terminal degrees but
they are encountering resistance to their success. Many of these
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highly educated minorities and women are not achieving the ex-
pected levels of responsibilities their educations would suggest.

Education without consistently demonstrated opportunity in suc-
cess and upward mobility is a prescription for failure, conflict and
social tensions. The research shows that even the best educated mi-
norities encounter discriminatory restrictions.

While the Rand Corporation said in 1986 that the black elite are
now starting tc enter corporate America and their raises are going
to be just as fast, they are wrong. All of the research disagrees. Of
course, that was strictly numbers.

When you actually look at the human experience, which cannot
be converted to mathematical formulas, it is a different world, so
we have got a problem. We must not think that just education by
itself is adequate.

The research shows that the primary issue is not a lack of educa-
tion or technical knowledge on the part of educated blacks, otl.er
minorities or women. The problems are a lack of consistent, long-
terr leadership commitment, a lack of problem acknowledgment, a
lack of internal accountability and inadequate government enforce-
ment.

The locus of exclusion and truncated success revolves arouns, de-
fective organizational policies, practices, habits, traditior:s, cli-
mates, conscious and unconscious beliefs about other groups and
cultures that confront even the most prepared minorities and
women bhased on their group memberships, not their competence.
Sometimes, they are subconscious, unthinking and without intent.

It is contradictory to attempt to educate workers for increasingly
white collar work while imposing and/or expecting limited agpira-
tions for mirority and women’s success in upward mobility. Win-
ners need * win. Psychologically mature, intelligent people must
feel unc .ned to places in the minds that are defined in the
minds . others.

Increased aspirations for success are inseparable from increased
educational achievements. The policy implications are clear. Skin-
ner’s pigeons pecked buttons to get corn but when there was no
eorn, they stopped pecking the buttons.

Like Skinner’s pigeons, people peck educational buttons for re-
wards. Rewards for the final stages of education occur at work.
More education is certainly not the answer, when the best pre-
pared, the most highly educated with advanced degrees, are not
succeeding.

The motivation for continuing and increasing education is the re-
alization of greater expected pay-offs. This is not happening in
many corporate managements. Moreover, if the best prepared with
advanced degrees cannot overcome institutional impediments and
succeed, there is little motivation for those trapped in ghettos, pov-
erty and despair to attempt to follow the unsuccessful path of those
who have done all the right things. ]

taca
.Co
AN




180

Ultimately, crime and drugs will continue to pay in America if
nothing else pays better. Education by itself, without strict enforce-
ment, measurement and accountability, is a formula for more
social conflict, frustration and psychological crash landings of
people who thouzht they were going to succeed but do not have the
wherewithal to succeed.

Rather than run on, I'll stop there.

[The prepared statement of Edward W. Jones, Jr., follows:]
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Good morning, Chairman Hawkins, and members of the Committee. Thank
you for your invitation to testify- regarding my views on the Amer-
ican Work-force and the solutions that must be initiated today to
avert 21st century crisis.

I have sought understanding of how to build productive organizations
since I was a student at Harvard Business School. In 1983, I founded
Corporate Organizational Dynamics in order to increase my focus and
involvement an acquiring this knowledge. I consult, research, edu-~
cate, and otherwise agsist concerned leaders on this issue.

There gecems to be a belief that all we need is more and better edu-
cation in our work force for national economic prosperity. Let me
state unequivocally that such beliefs are wrong.

Educatiol and competence without opportunity creates frustration,
crushed hopes and expectations, and conflict. Work force needs and
Opportunities without educat’onally competent workers compromises
the work product. Neither education, without adequate opportunity,
Oor opportunity and demand withcut adequate pools of educated workers
can achieve national economic success. One without the other is
worthless.

A highly educated white collar work force is a work-force that is in
large part inner directed and self motivated, Coercion is not effec-
tive in getting people to thaink or in realizing creativity. Motiva~
tion for the highly educated is based on perceived personal op-
portunities. Achievement is a significant part of the psychological~
ly embedded self identity of workera who complete college and gradu-
ate schools. That is why increasing ed- ~ation is directly related to
the need to achieve and ¢ perann’e iden.scy,

So, 28 work force educational requirements continue to increase, the
motivation and effectiveness of such a work force is increasingly
rooted in the “"Opportunity" to achieve. It is counter to reality to
attempt to develop a highly educated work force ithout a pervasive
sense of opportunity. All highly educated workers must be convinced
that they will be rewarded for their success. Highly educated
Wworkers, in order to strive to their maximum, must be able to answer
affirmatively the question: "What's an it for me>

All eople are motivated and maintain hope for work place success
and upward mobil.ty when they see others who are percei'red to be
lake thenselves succeeding. A positive sense of gelf esteem, a
belief that "yes I can,” is prerequisite for people to grow, to
achieve, and to realize the unique individuality within everyohe. A
Negative self concept lcads to defensiveness, fear, avoidance of new
experiences, distrust, a lack of groath, stagnation and a retreat
from life. Sense of esteem is clossly related to the visible
prestije and accomplishments that paople see demonstrated by others
lik~ themselves. So, ail people, 1iNcluding women and minorities of
color, need to see successful people like themselves in positions of
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authoraity and respect.

In the ez 1y 1940's, a young Italian-American living in a Boston
neichborhood in transicion from Iraish to Italian expressed this need
for self esteem in "Street Corner society,” by william wWhyte. The
young man said, "You don’t know how it feels to grow up in a dis-
trict like this. You go to the first grade Miss. 0'Rourke. Second
grade - Miss Casey. Third grade - Miss Chalmers. Fourth grade -
Miss Mooney. At the fire station it is the same. None of trnem are
Italians. The police have never made an Italian captain. In the
settlement houses, none of the people wath authority are Italians.
When the Italian sees that none of his own people have the good
jobs, why should he think he is as good as the Irish or the fankees?
It makes him feel inferior. If I had my way, I would have ralf the
schoolteachers Italians and three quarters of the people in the
settlement. Let the other juarter be there just to show that we're
in America.®

This was a common experience as Europe&an immigrant descendants
changed their customs, speech, dress, mannerisms, and thinking to
conform to the American socizl environment as they e“oslved into a
growing pool of Americans who were decreasingly separated by lan-
guage, dress, ethnic ally distinguishable behaviors, or other
visible or identifiable ethnic cultural traits. A commonality of
yhite skin between different Caucasian ethnics and lacking ot’ie-
visibly distinctive differences that were hereditary made this
homogenization into mainstream Amnrican socioty possible. But while
ethnic white Americans could choose tc¢ blend in, colored minorities,
did not have this option. They could become highly educated and cul-
tured. They could perfect their lat yasage and speech, change their
religions, mannerisms, foods, dress, and everything else that was
cultural rather than hereditary. But ultimately they could not
change their skin and did not have an option of visibly blending in.
So, while culturally inseparable from other Americans, they could
not and do not "look like"” Caucasians.

REVERSE DISCRIMINATION IS NOT A PROBLEM

It is a major accomplishment that white ethnicity is no longer an
obstacle to upward mobility in America. An .xamination of "reverse
discrimination,” by the U.S. Civil Rights Commission feund that
among the highly educated, neither discrimination nor "reverse dis-
crinination” are major issues. The October 1983 Civil Righte Commis~—
sion study on "The Economic Status of Americans of Southern and
Eastern European Ancestry’' found "successive generations of European
ethnic g:oups have made impressive gains in educational achievement
and income and, in fact, are now on a par with, or surpass, the e« »-
nomic status of other white Americans even ... of British descent. -

OPIGINAL PROBLEMS TARGETED FOR CORRECTION BY TITLE VII
(More complete excerpts are attached) Senator Humphrey said:
"{(Wlhat we are trying to do in this legislation, it is to fulfill

this great admonition which is the guiding rule of human relations
if we are to have justice, tranquility, peace, and freedom. ...
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Negroes and members of other minority groups do not have an equal
chance to be hired, to be promoted, and to be given the most
desirable assignments.

Fair treatment in employment is as important as any other area of
civil rights. what good does it do a Negro to be able to eat in a
fine restaurant if he cannot afford to pay the bill? How can a Negro
child ‘e motivated to take full advantage of educational facilities
if he bas no hope of getting a job where he can use that education?
(Fline Negrc men and women with distinguished records in our best
Universities have been unable to find any job that will use their
training and gkills.

The Negro is the principal victim of discrimination in employment.
««.It would be a great mistake to think that this is due solely to
Negroes" lower educational attainments. ... The shameful fact is
that educated Negroes often are denied the chance to get jobs for
which they are trained and qualified. ...Even within their prefes—
cions, nonwhites earn much less than white people. It is a depress-~
ing fact that a Negro with 4 years of cellege can expect to earn
less in his lifetime than a white man who quit school after the
eighth grade. In fact, half the Negro college graduates . ave only
half the lifetime earrings of white college graduates.

Regardless of discrimination, all people whether they are white,
black, other minorities, or women - both white women and minority
women ~ have a need to see others who are like themselves succeedang
at high corporate levels. Who gets ahead; what actually happens in
the work place, and not pronouncements of policy are what matters.
If people beliave that no matter what they contribute and what they
accomplish, they will still be preempted from success and upward
mobility, then optimism, motivation, hope, and continued investments
in development will diminish and wither. Because people see that it
does noc matter, and that there is too little reward for the educa-
vional sacrifices required.

We must applaud as increasing numbers of corporate leaders take
leadership roles in supporting more and better education, many with
emphasis on urban minority schools. This is illustrated by the
"Business Roundtable" support by member companies of educational
policies such as those recommended in their April 1988 publication,
"THE ROLE OF BUSINESS IN KDUCATION REFORM." In addition, a Jur<e 1989
Roundtable publication, "Business Means Business About Education”
lists almost 200 member companies' educational activities and
clarifies the issues and stakes. "How well we educate all of our
children will determine our compet tiveness globally, our economic
health domestically and our communities' character and vitality.
-..When our young people cannot compete as individuals, we cannot
compete as a nation."

The current challenge is tr match business support of improved edu-
cation with similar support for the sork and career success and the
realization of opportunity for nighly educated minorities and women.
Increasing research and data underscores the continued persistence
of the core precblem of inadequate upward mobility. The way the con-~
gressional record recorded this problcm in 1964 was: "How can a
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Negro child be motivated to take full advantage of integrated educa-
tional facilities if he has no hope of getting a job where he can
use that education? (F)ine Negro men and women with distinguished
records in our “est Universities have beex unable to find any job
that will use their training and skills.*®

In 1989, there are more highly educated blacks, other minority, and
women with college, advanced, and terminal degrees, but the are en-
countering resistance to their success and many of these highly edu-
cated minorities and women are not achieving the expected levels of
responsipility their educations would suggest. Education without
consistently demonstrated opportunity in success and upward mobility
is a prescription for failure, conflict, and social tensions.

So despite the fact that equal employment opportunity has been law
and a right of American citizenship, for over 25 years, meny of the
most highly educated minorities and women are still unable to
succeed like other similarly prepared Americans.

THE TEMPTATION TO CELEBRATE SUCCESSES WHILE IGNORING PROBLEMS

It is psychologically satisfying to celebrate successes rather than
to dwril on problems. In American culture we like to salute and as-
sociate with "winners.“ In February 1988, Black Enterprise Magazine
ran a cover story titled “"America's Hottest Blauvk Managers," which
some ohservers interpreted as such a celebration of success. But
this report in reality refocused the contention and controversy
about upward mobility and success in corporate America.

A letter to the "Black Enterprise” editor in June 1988 captured
these contentious views. A black manager wrote, "I applaud your
story's efforts to share "America's Hottest Black Managers" with
black America and for providing a glimpse of those who have made it
in corporate Aperica in spite of obvious obstacles. However, we
would be making a serious mistake to revel in this relative paucity
of collective accomplishments against a backdrop of mass hopeless-
ness, despair and limited opportunity. More important, ‘'Black Enter-
prise' did not show to what extent these top 25 managers accept the
responsibility of ensuring that more blacks can reach the same
levels of success in their companies."

Another : .-nal that celebrations of success were premature was sent
by the successful black group vice president and "corporate officer"
who said in 'he New York Times, "I can't take solace about being the
first black person in this kini of position, because that says some-
thing about our society. There are so many blacks with ability - su-
perior to mine - that have been trapped by a lack of opportunity.
When you consider that, you can't be happy.™

Success stories are also about individuals and not research trends.
We should also note that success stories also satisfy other business
objectives. Success is good copy, promotes optimism, ana is good
buziness because it artracts advertisers, promotes positive percep-
tions and satisties some of the administrative expectations held by
the OFCCP for equal opportunity employers. One black executive ex-
plained it this way to me: "That success story on "The 25 Hottest
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Black Managers." anvoived 25 managers and 20 compaNies. 7 of those
companies didn't advertise, but 13 companies that had a representa-
tive among "The 25 Hottest," placed 30 full pages of advertising in
that single magazine issue."

THE ISSUES: RESEARCH TRENDS & S1UDIES

AT&T's 1988 Notices 2f Annual Meeting and Proxy Statements, had two
polar propositions on equal opportunity. The juxtaposition of these
dichotomous views helps us to understand the issues and stakes.

A shareholder proposal to eliminate affirmative action was put on
the prospectus by "The National Alliance," Washington D.C. based
white s premacist advocates of Adolph Hitler's ideology associated
with the white supremacist Cosmotheist Church.?

Their shareholder proposal said that "'Affirmative Action' prograns
to advance non-whites contribute towards discrimination against
qualified white people, and a decline ip the quality of a company's
work force." Programs “"directed towards increasing the proportion of
employees from any particular racial or ethnic group through hiring
or promotion should be eliminated because ... white employees feel
discouraged when the company is seeking to advance non-whites, espe-
cially during lay-offs. The mere ...representation of a particular
group ...is not necessarily an indication of discrimination ...it
may be evidence that the intelligence required to succeed ... is not
evenly distributed across all racial and ethnic groups.”

Shareowner proposal < was about inadequate upward mobility for
blacks, other minorities and women at officer and upper middle man-
agement levels at AT&T. It asked AT&T's shareholders to require
greater accountapility and commitment; a description of hiring and
performance evaluation/upgrading processes and how they ensure non-
discriminatory, c~mparable rewards for all employees; and to provide
a description of ¢ company's upward mobility policy and efforts to
attain realistic minority/women representation at upper levels. They
were also asked to reformulate Affirmative Action Programs to ensure
that, minorities and women did not continue to be :nderutilized and
excluded in the upper levels of corporate leadership.

Underutilization, restricted upward mobility, and blocked executive
accession were argued as problematic because "every employee should
have the opportunity to go as their talents and motivations wji.l al-
low," especially because "90% of all new wcrk force entrants to 2000
will be minorities and women."”

on April 19, 1989, I attended the AT&T Annual meeting at Radio City
Music Hall in N.Y.C. The Chairman advised in answer to a question
that two blacks had been hired in the past yea. and there were now
three blacks out of the top 125 officers.

A black male speaker, urged increased accountability. He said that
he was a former employee of Bell Laboratories; a 1955 graduate of
C.C.N.Y.'s school of technology, and that he was 3rd out of 369
graduates. He had earned his P.H.D. at Cal Tech and joined Bell Labs
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in 1963. He said that on Februacy 1, 1989, that he had resigned
after not being able to get meaningful work in the previous 15
months. He said, "I'm not appealing for sympathy (but) a productive
company. I believe blacks are treated better in Ameraica than any-~
where else ~ but this was also true of Jews in Nazi Germany. This
proposal is about attempts to judge people equitably and removing
these decisions from the old boys network and members of the club.”

William Pierce spoke for "The National Alliance." He said: “The
American peonnle, by a wide margin believe that affirmative action 1s
immoral and unjust. (Applause) Our company should be an enthusiastic
leader, not just a reluctant follower in scrapping the outmoded, un-
fair, and racially discriminatory programs of the 1960°s which the
American people already have had the good sense to reject." He said,
"The comments heard here today are part of an oid story that has
worked for the past 25 years, keeping affirmative action and other
discriminatory programs alive. But it won't work for much longex."

"The white American majority is good natured. They have let them-
selves be pushed around to a certain extent. They are willing to ac-
cept a certain degree of abuse and unfairness, just in order to keep
the peace for a while. But not forever. We are getting a bit upset;
a bit fed-up. Even the government in Washington as obtuse as it
tends to be, has sensed the changing mood of white America. And it
would behoove the company to do the same.”

CLAIMS OF REVERSE DISCRIMINATION & QUOTAS CAMOUFLAGE BIGOTRY

The subject of equal opportunity is emotionally charged and in-
adequately researched. Opinions abound and hard data are sparse.
Methodologically, it is a difficult issue to research.

In 1978, the legal director of the American Jewish Committee, Samuel
Rabinove, recognized that debates over quotas and claims of "reverse
discrimination® were attempts to camouflage bigotry. He said, "a
personal note: In the course of years of laboring in the vineyard of
affirmative action ...it has become clear to me that a good many of
those in the pro-Bakke camp were and are ‘closet’ racists, people
who do not want to help blacks, Hispanics or Native Americans. Some
are of the same ideological bent as those who, for maly years, ac-—
cepted with equanimity, if not approval, the pervasive rejection and
exclusion of people of color from everything good in American
society. In their meanness of spirit, they are inclined to blame the
victims for their plight and to begrudge them any compensatory or
remedial help whatever to enable them to overcor- their genuine
ha-dicaps. Others secretly share the contemptible views of Dr.
Shockley, that blacks, on the whole, are inherently inferior to
whites in intelligence ard nothing can or should be done about
this."?

So, as Rabinove observ ., and as shown by the ALLIANCE action at
AT&T, bigotry hides * chind the shibboleths of quotas and affirmative
action and white fears of the elusive and largely imaginary "reverse
discrimination.” So, damagogues like David Duke in Louisiana, former
grand wizard of the Klu Klux Klan, who heads the National Associa-
tion for the Advancement of White People, a rabid anti-semite who

PR y
o
Ao,

Q

RIC -

Aruitoxt provided by Eic:




Q

ERIC

Aruitoxt provided by Eic:

188

(8)

advocates resettling American Jews, and to whom Hitler 1s a hero, as
he is to the Alliance, appeals to whites fears and wrong beliefs
about "reverse discrimination.”

DEFINING MINORITY REALITIES .

The Rand Corporation in a February 1986 report titled "Closing the
Gap: Forty Years of Economic Progress for Blacks,” coupleted for the
Department of Labor reported that "The real prizes in our economic
race are won in the private sector, and the 'Black elite’ have now
joined the game. There is substantial evidence that salary increases
and promotions for the 'Black elite' will be at least as rapid as
their white competitors.., affirmative acticn cannot be the whole
story nor, for that matter, a very large part of it. The principle
reascn is that the increase in the g¢zonomic benefits of black
schooling began long before the affirmative action pressures of the
last two decades, ..The evidence we have accumulated ¢learly points
to imoroving quality of black schools as the most plausible explana-
tion for improvement.”

This "statistical analysis of wage data in five micro data files
from 1940 to 1980 in conjunction with regression analysis while
making dependent variables of the logarithm of weekly vages®
identified "black education as the key factor elevating the long run
economic status of black men." According to this view, there has
been so much progress and we are rapidly putting this problem bahind
us, In the absence of a procblem there is no need for solutions.

However, these conclusions are problematic because they are based
solely on athematical models which omit the human experience. But
the human experience including emotions, beliefs, feelirgs and be-
haviors inseparable from people cannot be reduced to mathematical
formulas. The qualitative situational, motivational, psychological
and cultural dynamics are prerequisite to understanding qua <tative
data.

Peter Drucker emphasizes the importance of considering qualitative
datu in conjunction with quantitative "hard science" data. He sees
"two false propositions that impede understanding behavior within
organizations: 1) That management is independent of cultural values
and beliefs as if it were one of the hard sciences and 2) that the
social sciences can be ignored.® .

Other quantitative -data indicates the continuing existence of a ra-
cial success gap. For example, the Census Bureau repcrted that in
1987, household earnings of college educated blacks was only 72% of
college educated whites. Black income was $36, 568. but white incoms
was $50, 9U3.4 Yowever, this does not prove anything, because it
could be attributable to a different mix of jobs for black and white
college graduates.

RESEARCH FINDINGS ON THE EXPERIENCES OF THE BEST PREPARED
To achieve clarity, I have focused on the experiences of the best

prepared most highly educated non traditional managers over the past
81X or seven years. Many minorities are neitlier illiterate nor eco-
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nomically disadvantaged nor are the words "minority"” and "dis-
advantaged” synonymous or interchangeable. However, the usage of
thege words can create confusion. This focus allows us to transcend
opinions that are not research supported in determining educationai
needs. INn addition, by focusing on the‘"best prepared,* we avoid the
emotional and theoretical arguments about the disadvantaged while
simultaneously holding variables such as intellect, ambition, educa-
tion, motivation, and class as constants. If the best prepared grad-
uates with advanced degrees from leading academic institutions are
not able to succeed, there are policy implications involving op-
portunity and education for the aaditional needs of those who are
not as well prepared.

STUDY (I) Black Managers: The Dream Deferred. I began researching
these issues In surveys and interviews in 1982 and have continued
through the present time. I will share some of the original research
which was cited in the 1986 article that I wrote at the request of
the Harvard Business Review that portrays the experiences of haghly
educated black managers. The entire article, which iu attached,
should be read.

This reseaarch found that over 98% of black MBA graduates of leading
graduate schools of business do not feel they have equal opportulity
in their companies; 98% feel they encounter covert discrimination,
and over 50% feel the discrimination they encounter is overt. My re-~
search and other research shows that the trends on perceived op-
portunity are distressing even among the best educated.

STUDY (II) WHO GETS TO THE TOP? Executive Suite Discrimination In
The Righties?

A suzvey and interview of 75 Harvard Business Schooi graduates from
the classes of 1965, 70, 75, and 80 was conducted in 1983 .o
determine the progress of Jew as corporate executives.

The study found that Jewish males have made progress but much
remains to be done before women and racial minorities are granted
egu21 access to all levels of corporate management. "Jews are doing
vell, but there is a deep seated prejudice and dislike for black
nanagers. Moreover there is little government pressure on the inter-
rnal corporate leadership needed to overcome discrimination. Con-
sequently, blacks are lagging behind as women make greater progress.
The changes have been tremendous for women, but for blacks, it's
harder now than it was a few years ago. One white female stated 'We
sort of bend over backwards to like them (blacks), buc basically we
still don't.’ A white male stated 'If a white male had two com-
parable candidates in terms of abilaity, one black male and one white
woman, consciously or unconsciously he'd pick the white woman'."

"Unfortunately, there is a perception of blacks as inferior that is
quite widespread throughout the company. Blacks have to work much
harder to prove themselves.”

STUDY {(III) SUCCEEDING IN CORFORATE AMERICA: THE EXPERIENCE OF
JEWISH M.B.A.'s
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This September 1988 study, cn upward mobility.¢ was done to evaluate
the corporate upward mobility and success of Jews. But it compares
religious, racial, and gender discraimination and is therefore an-
formative about our status in creating a level playing field.

M.B.A.'s from Harvard, Columbia, and Drexel Business Schools who
graduated in the classes of 1974 and 1979 were stucied with multa~
variate analysis of 444 M.B.A.s. The years of graduation and similar
education backgrounds ncrmalize these corporate participants and
permit a comparison of the rise into the executive hierarchy of dif-
ferent groups starting from the same educational platform.

Jews were fouhd to be doing well and have had notable success in
oeing mentored by Christian executives. “Christian senior executives
are not avoiding Jewish junior executives; 60% of the Jews were
mentored by a Christian.” In addition, Jewish respondents did not
feel they are discriminated against. in fact Jews seem to have ad-
vanced more rapidly than Gentiles. The study noted that "It is gome-
times said that women are shunted to personnel, blacks to community
relations and Jews to the legal office. For Jews, such token assagn-
ments do not seem to be the rule.”

The study did not uncover anti-Jewish practices, but it did discover
racial and gender discramination.

Almost every paternal grandfather of the blacks was American born in
contrast to only 48% cX the white population who were third genera-
tion Americens. Just under half of the Catholics and nearly three-
fourths of the Protestants, ir contrast to fewer than a fifth of the
Jews, had been North American for at least three generations. In ad-
dition, blacks, like nonhlack MBAs tended to be at least a second
generstion with higher educataon.

However, black corporate careers "in the executive world are
troubled. Blacks do not receive the level of authority of their non-
black classmates.” The level of avthority of black executive aver-
aged 5.4 levels below CEu. Nonbiacks averaged 3.1 levels below CEO.
The average salary for blacks was $59,000. while nonblacks averaged
§90,000. Blacks were also highly aware of a discriminatory climate.
75% of the rlacks but only 28% of nonblacks reported negative dis-
crimination. "A racial division of labor persists and blacks are
angry shout it.”

"Blacks try to appear as team players, they do not communicate their
unhappiness, except by occasional ‘incomprehensible’ outbursts.
Norms in corporate cultures are the majority that i1s generally
oblivious to the situation and the plight of blacks and other
minorities and who may even show their annsyance with the blas .k
presence by discrediting minorities. Blacks achieve upward mcbility
by distancing themselves from their black identity and forming al-
liances with the few sympathetic whites they discover. Most blacks
remain a group apart, inhabiting a social ghetto within the corpora-
tion. The dynamics described are familiar to Jews in corporations
four decades ago.” .

Socialization may separate black from nonblack MBAs. But women MBA's
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"come from backgrounds nearly identical with those of men. They are
the social sisters of male MBA's. They have the same racial, paren-
tal occupation, educational, and ethnic backgrounds as the men.” 59%
of the men and 65% of the women say their ~hances of advancement ars
as good or better thai chey had expected.

However, men hold positions of greater authority. white men hold
positions which -average 3.0 levels below CEO, white women are 3.9
levels below CEO, and blacks averaged 5.4 levels below CEO. Women's
salaries are about 75% of the $90,000 that white men earn ($68,000)
which conpares to $59,000 for blacks. 31% of the women and 33% of
the -men judge the authority they enjoy better than they expected:;
60% of both men and women judged their advancenent more rapid than
they had expected.

Women with credentials similar to mea "earn less and achieve less
corporate authority, but do not feel discriminated against in the
executive suite."

But blarks are retarded in their entry into and rise in the execu-
tive ruite and are batterly conscious of this lag. Our survey and
ethnoyraphic report on blacks in the executive suite show that they
are not making it, they know this and resent it."” Black MBA's are
under represented in the pool of executive candidate. The 4.2% in
this sample is but half of the proportion of black undergraduates in
Ivy League colleges. "Their corporate advanlcement is slow and their
salaries lower than those of their nomblack colleagues. The underly-
ing issue is the continuing caste~like position of blacks in the
society which preserves the racial division of labor. De facto
neighborhood, school, and church segregation and almost No interra-
cial marriage neither contributes to the cultural permeability of
social boundaries, nor aides them in attaining edusation to qualify
on merit in a ration economy. The problem remains political.”

"The disadvantage of Jews in the executive suite has about dis-
appeared. That of women and blacks remuins. Clear.y, we see dif-
ferent rates of movement in these three types, the religious, racial
and gender based divisions of labor."

STUDY ({IV) MIT SLOAN SCHOOL MBAs

A ten year data collection and study of 380 Sloan Master of Science
graduates to compare economic outcomer between men and women was
conducted by Dr. Phyllis A. wallace and published in ipril 1989, 7

Compensation was used as the ba is of comparison since compensation
of salary plus bonuses and fringe benefits is widely accepted as the
best measure of upward mobility and success.

The principal finding of this research was the lack of saignificant
differences between the fifth year compensation of male and the 90%
of female MBAs who worked full tine in year five. Five years after
graduation, Sloan women MBAs received the same pay as their male
peers although the psychic costs to these women, reported in stress
and longer hours of work, was higher.
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But sfter two years, the status of minorities started to diff.. from
their white peers. More minorities were in staff jobs, fewer had
mentors, ore were dissatisfied by bureaucracy and red tape, and more
felt constrained by discrimination, More min. i‘‘es were only moder-
ately satisfied with their jobs and more were dissatisfied with
their performance appraisals. Nearly all of the minority MBAs
reported that they had not been promoted on time along with their
work peers. After five years, minorities also tended to work longex
hours per week than their Sloan peers.

The net result was that by the end of five years, minority Sloan
MBAs average salaries had increased only 29 percent compared to 41
percent for their white MBA classmates. The difference in pay was
significant. The top of the salary range in the fifth year was
$110,000 for full time Sloan women and $150,000 for men, but only
$58,000 for male and female Sloan minorities, Nearly three fifths of
minority Sloan MBAs reported that they had to modify their behavior
in order to fit into thear organizations. Dr. Wallace describes it
as "overwhelming” for minority Sloan MPAs to face negative expecta-
tions of their success by peers, subordinates, and particularly
their supervisors. The most discouracing finding was how long some
minority MBAs floundered before they found an appropriate fit.

Dr. wallace reports that her literature review showed an overwhelm-
ing consensus that black managers have not done as well in the cor-
porate world as their white counterpartis. So, she attempted to
determine why, after five years, minority Sloan MBAs received sig-
nificantly lower salaries and encountered invisibie ceilings in
their upward mobility compared to their white counterparts.

Dr. Wallace notes that all of the minority MBAs whe had fewer prob-
lems had mentors who were also their supervisors. minority MBA sur-
vival was attributed to "someone who took a special interest in
them." But in all cases, the supervisor iuitiated the mentoring re-
lationship, Those who were without support from supervisors, peers,
or mentors, fought a lonely battle for survival. A cultural deficit
did not appear to be one of the differences that shaped minority MBA
areers since most of these black managers had attended top quality
high gchools before coming to Sloan and had similar courses of study
while at Sloan. Professor Wallace wrote: "The social requisites of
being successful in the private sector certainly embrace social
networks, influential family and friends, and few blacks have these
even when they have been educated at prestigious schools.

She writes: Twenty years after the entry of significant numbers of
black managers into companies, there is disenchantment and concern
that ceilings have been placed on their upward mobility. Some may
leave the corporate sector for entrepreneurial ac.ivities, Others
may remain in the corporation but become disengaged from their work.
Otheres realize that lzbor markets reflect the social norms of the
larger society and that pioneers 12rely benefit fully. But discus-
sions with Sloan minority graduates make it clear that employment,
even for elite minority managers, is more difficult than for white
managers. Minority Sloan MBAs were nct as successful as their white
Sloan counterparts, Race is stiil a powerful factor affectlag upward
mobility in corporate America.

Aruitoxt provided by Eic:
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STUDY (V)THE STATUS OF MINORITIES IN AMERICAN CORPORATIONS: 1987

Richard Clark Assuciates, a New York City exicutive search farm,
comnissioned & survey of black corporate managers attitudes and
opinions to be prepared by the Northwestern university Survey
Laboratory in gvanston Tilinois. 5000 questionnaires were sent out
to a random list of miuority managers randomly selected from a
master list of 140,000 manority personnel in seven states selected
to be studied. 497 questionnaires were rceturned and analyzed.

The conclusioa: “Blacks in the ranagement echelons of a predominant-
ly white corporate world must st:ll contend with raciaily biased at-
titudes anl practices in 1987. ... black managers report their white
counterparts are reverting to color conscious notions that deny
equal opportunity and erode two decades cf hard won progress.”

"Those who believed the commonly held notion that blacks who have
enter>! that raretied atmosphere do not encounter racial bias ... or
that b ased attitudes only exist among poorer, less educated whites,
may be Jdisabused of such notions. For many blacks, there was a sense
of alienation, of not being fully accepted members of the team, of
somehow being left out. It is as necessary to have enforced affirma-
tive action program today as it was 20 years ago."

This stuldy also concludes that few corporations have gone beyond
pronouncements tc actually achieve a reality of equal opportunity
for black managers. After almost 2 quarter century of EEO law, "no
company has achieved equal opportunity for black muanagers.” Clark
fays: "Who are the good guys? There are none. Some companies do bet-
ter than others. some go through the motions, most do nothing and
get away with it.”

Sample Respondent views:
* Half stated they had been treated unfairly by employers because of
color.

* Half stated some oi their white colleagues do not regard themn as
equal.

* A majority perceive they couid not reach a top positinn at their
company because ,ace was a handicap.

* Half had considered seeking new employment because advancement op~
portunities at their companies were limited.

* Half do not believe their company 1s deeply committed to equal op-
portunity in hiring or advanhcement.

* A larger proportion think the opportunity for blacks to obtain
management positions is less today than it was 5 years ago.

* 44% of the respondents believe the situation for blacks at all
levels has gotten worse.

* The most frequent reason for negative assessments given is the ef-
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fect of the Reagan administration attitudes and policies and a con~
comitant ccrporate retreat from adherence to principles of equal op-
portunity and a resurgence of prejudice.

* 56% felt they did not get informal information; 71% think they are
underutilized; 57% indicate that upper level whites do not accept
blacks as equals; 71% think race is a factor in personnel decisions.

* 51% felt affirmative action programs have helped compared to only
3 % who felt they had been a hindrance. 89% said if affirmative ac-
tion programs were eliminated, minorities would benefit less.

STUDY IVI) ENSURING MINORITY SUCCESS IN CORPORATE MANAGEMENT®

This book by two professors of organization grew out of a 1984 Rut-
gers Graduate school of Management conference on the status of
minorities in corporations.

This analysis finds minorities under represented at middle manage-
ment and almost nonexistent at top management positions. The data
suggests minority managers are over-represented as professionals and
under-represented in top management and future prospects do not in-
dicate a dramatic change. The authors say the situation for
Hispanics and Asians is more likely to improve than for blac!:s be-
cause between 1976-77 to 1984-85 Hispanics znrolled in higher educa-
tion increased 20.4%, and asians by 54.4%. Bu* blacke decreased by
19.2%.°

There are two different views about mino>rity advancement. One story
is that told by black managers, this story varies for other minority
groups and for minority women. The other story is that told by white
managers, especially those at top levels. These stories are
diametrically opposed to each other on many dimensions.

Top level white managers, “althoush often not admitting it in pub-
lic," state they cannot find "qualified” minority candidates. They
argue that black managers have not received the same degrees or edu-
cations that lead to top corporate jobs and manv minorities wind up
in human resources because that matches their backgrounds and ed:.:a-
tions not because the company pigeonholes them. White managers feel
minority managers are less well educated, nave lower technical and
writing skills and because they are more dissatisfied, they are less
loyal and more difficult to manage. 'There is a tendency for most
white managers to talk as if their companies are colorblind and
there is even impatience in talking about this issue which they see
as part of history not the present.”

A survey of 218 top firms found that companies most frequently men-
tion the lack of "qualified” minority candidates as the biggest ob-
stacle to progress. Whites and males were likely to vi~w their com-
panies as bwing successful in advancing minorities and less likely
to see continuing structural or organizational problems in their
firms. Minorities themselves are seer as the p-oblem not the firms
policies, practices, culture, climate, or structural obs*aclss.

Minority managers have a strongly differing and pessimistic view of
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corporate commitment. Minority managnrs strongly reject whate corpo-
rate manager views that insufficient qualified minorities explain
the lack of progress, and see this explanation as a smokescreen
which hidea discriminatory and biased svaluations of minority per-
formance. They feel that this is a matter of policy and practices
not just time. They felt that minorities face an invisible ceiling
and had done their part in preparing themselves and the responsibil-
ity no~v lay with companies; that without clear commitment b top
management, nothing would happen. Minority managers were particular-
ly concerned about the limited accountability of middle maragers for
equal opportunity yet the crucial role middle managers play in ad-
vancing minorities.

A survey of 161 minority MBAs, 95% black, who had graduated between
1969 and 1974 and was compared to a previous study of white MBAs. To
see whether the cupected benefits from having earned an MBA were
being realized. " he most discouraging result concerning job prog-
ression compared to white counterparts yas that 70% of blacks were
in trainee or first level supervisory positions but only 27.4% of
whites were in similar entry level positions.’ Salary progression
was also slower than for whites; and black Mpis quickly lost ground
to similar white MBAS. If minority managers are to be able to grow
and advance in organizations, processes must be structural that at-
tack the organizational practices that contribute to discriminatory
treatment.

The view of black managers is that they are as well qualified as
white managers, having gcne to the same schools, and their inability
to succeed to top executive levels is due to discrikination. Black
nanagers point out that after middle management all people are basi-
cally qualified and politics and culture determine who succeeds.
Black maragers also say that many white managers are incompetent or
have gotten their positions through p.litics and friendships rather
than merit.

The authors cite at least three issues that must be considered to
put this analysis into proper context: 1) all minorities are no* the
same; 2) the problems of minority men are not the same as those of
minority women; 3) not all minorities are disadvantaged.

It is critically important to understand who is defined as a minori-
ty. "Some personnel directors tended to include within the minority
category all foreign born persons with dark skin, including in many
cases Indians (f..om India) as black, Filipinos as Hispanic, Middle
Easterners as Asian, etc. Given that many immigrants to the U.S. are
those with more education and occupational skills, it seems un-
reasonable to include them as American born mnorities,"

The two white female authors point out that women as a group are a
'protected class' and some people even use the term ‘'minority' to
refer to all women. "Some people even point to evidence of dis-
advantage and discrimination for women and believe that all women
should be categorized as minorities."

Each segment of Hispanics has "different characteristics, problems,
and opportunities. By and large Spanish Americans, like Italian
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Americans, Irish Americans, German Americans, and so on, are not
"Hispanic,” in the sense of being a minority in this country. Rath-
er, the families of many of these people have been in the U.S. for
generations and have been fuily assimilated, although they have
maintained idantification with both the language and culture of
Spain.

There is a coatinuing consciousness by Asians, although they out-
perform whites academically, that they are discriminated against in
corporations. Asians have not always felt corporate doors were open
to them because of their minority status.

There is an additional set of differeuces based on minority gender
differences such as differing levels of comfort or different career
paths that contribute to job segregation based on gender, "Despite
what seems in general to be true for minority women compared to mi-
nority men, there is scme evidence that miunority women are favored
in the labor market over minority men. ...if one controls for eth-
nicity and education, minority women do relatively better than mi-
nority men compared to similarly situated whites, but in all cases,
minority women still earr less than almost all minority and non-
minority men.”

Half of the ten minority discussion groups also "moted the impor-
tance of the current political, social, and economic environments
shaping career prospects of all managers. Of particular concern have
been the actions of the Reagan administration to change the direc-
tion of affirmative action, and even more so, the perceived lack of
enforcement rf existing affirmative action legislation. Many thought
their own, as well as other corporations, would nct continue being
concerned about the advancement of minors.ty managers without such
external pressure, and felt concerned that discrimination would
again become more a.cepted in informal decision making if not formal
policies. Aside from the legal environment in which corporations op-
erate, there was also recoghition that the social environmen* may
have shifted toward a more conservative direction, with a consequent
impatience regardiny equal opportunity and affirmative action.”

Companies participating in the survey dc not feel they can develop
and promote the minority managers who currently €ill their middle
management positions into upper manzgement, They feel they need to
go outside the organization to find qualified candidates.

This raises the issue of whether taere really is a problem finding
qualified minorities or this perception rationalizes slow progress?

OTHER DATA AND INDICATIONS

2) The American Assembly of Collegiate S:hools of Business, a non
profit organization of over 800 educaticnsl institutions carried out
a Program to Increase Minorities in Business in 1985 becau e "there
aren't enough talented minorities in management.” The PIMB focused
on four categories of identified challenges, including "improving
tha upward mobility of minority managers.”

3) The INROADS experience graphically illustrates that education
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without opportunity ais problematic. INROADS has over 100 sponsorang
corporations and more then 1400 minority gruduates pursuing profes-
sional and managerial careers. Four year College internships combine
summer work experiences at sponsoring companies wath year round col-
lege studies. Sponsoring companies pledge to develop career op-
portunities for each intern cnd after graduation an average of over
two thirds of each years graduates accept full time positions wath
sponsoring companies.

But after completing their educations, work success and upward
mobility was seen as problematic. In 1988, a conference was convened
including senior managers and representatives of sponsoring com-
panies, minority graduates of the program, and INROADS staff to ex-
plore "possible reasons for the lack of progress by minority profes-
sionals. some problem areas i1dentified were:

1) Cultural habita, traditions, and norms transfevred from wider
society -nto firms. Devaluing people of color; competition between
white women and minoraities; a refusal to acknowledge that dis-
crimination still exists; the risk to those minorities who are
honest and candor with their companies that their careers will be
ended; the view that assertive minorities are "out of their place;"
a pervasive lack of trust by everyone.

2) subjective and pervasive corporate politics. Weak career develop-
ment; inadequate accountability or penalties; a lack of translation
of verbal commitrments inNto organization wide policies and pructices;
disparate impact of downsizing on minorities; limited access to ex-
ecutive elite networks! 1o serious research into nature of organiza-
tional obstacles; inadequate mentoring.

3) A premise that economic growth does not require anclusion of
American minorities.

CONCLUSION:

The research shows that even the best educated rinoraties encounter
discraiminatory restrictions. The Rand Corp. view in error.

The research shows that the primary issue is not a lack of education
or technical knowledge on the part of educated blacks, other
minorities, or women. The problems are a lack of consistent long
term leadership commitment, a lack of problem acknowledgement, a
lack of internal acc.untability, and inadequate governaent enforce-
ment. The locus of exclusion and truncated success revolves around
defective oiganizational policies, practices, habits, traditions,
climates, conscious and subconscious beliefs about other groups, and
culturss that confront even the best prepared minorities and women
based on their group memberships; often subconsciously, unthinking-
ly, or without intent. It should be noted that it is difficult to
determine with certainty the existence of "intent."

There are varying unspoken assumptions about members of each group
that affect perceptions, attitudes, behaviors, relationships, expe-
riences and careers. Individuals from differcnt groups face dif-
ferent degrees of difficulty. Public behavior, policies and prac-
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tices that discriminate can be confronted. But it is difficult if
not impossible to confront unstated assumptions.

Those who physically conform to established precedents and models
and these most like those who are alrealy tn positions of power and
prestige in the executive elite receive preferential social and
psychological support and experience preferential success and upward
mobility. Who succeeds and gets rewarded 1s important. We are what
we do not just what we say. We must define, understand, and control
the different obstacles and the different degrees of difficulty that
impede Americans on the entire spectrum of our diversity from
achieving their maximum limited only by themselves.

America‘s goal is equity tor all individucls without advantage or
disadvantage. Single group or self interest based approaches are
therefore problematic because group interests must be transcended in
the interests of holistic organizational and national equity and
well being. Exclusive solution of the problens of one group whether
the group is women, Asians, Hispanics blacks, or any other group
deficient.

Education is certainly a cratical priority for American productivity
and for our social progress. 1n fact education and productivity in
our increasingly white collar economy are inseparable. However,
progress in education while work success remains elusively un-
attainable or insufficient is a formula for social conflict,
despair, and hopelessness. We visk social tranquility, if e, i1al op-
portunity is abstract and unachievable. Americz must define and
reali.e those policies that provide a level playing field of op-
portunity for all Americans and stand firm because these are the
values that the united states 5f American stands for.

THE IMPERATIVE OF EFFECTIVE ENFORCEMENT

While the opportunity for minorities and women to succeed is a mat-
ter of economic, Social, «nd moral necessity, useless regulations
are expensive and time consuming. Yet, tre highly charged jssue of
equal opportunity for diverse people based on objective measures of
competence is an opinion filled, emotion laden, anxiety pryducing
subject involving egos, fears, and perceived self interests.

Enforcement in creating equal opportunity has much ths same effect
as enforcement of a 55 mile per hour speed 1limit. Driving at a com-
fortable speed is not seen as a moral issue nor is acting naturally
toward those most 1ike or unlike yourself. If speed limits which are
not emotion laden nor visceral issues in the same manner that equal
opportunity is, becomes meaningiess without enforcement, we can un-
derstand that the charged issue of equal opportunity requires un-~
equivocal enforcement if we are to begin to make consistent prog-
ress.

Laws are deterrente. Before people will violate the law, they will
conduct a formal or informal risk benefit analysis. Reducing the law
or enforcement communicates *that minorities or women do not have ob-
stacles to their success whi:h contradicts the research findings and
encourages Nazi and other such groups like The Alliance. In~
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difference, looking the other way or winking at discrimination in an
absence of enforcement is defacto sanction and approval. While legal
confrontations over discrimination are problematic. As long as human
frailties such as greed, selfishnesr, envy, resentment, bigotry,
hatred an. efforts to preempt cthers 5o we can "win" continue to be
realities of life, we need both strong laws and enforcement.

If the threat of litigation carries sufficient risk of serious image
or financial impact on a firm, its affzct is to get top level execu-
tive attention which influences the behavior and motivations of
lower managers. However, long .erm progress requires top level exec-
utive knowledge, leadership, commitment, and management. The climate
of equity and trust and a zone of comfort that suppoxts open discus-
sioh is not created in acrimomous confrontation, threat, and liti-
gation. Conversely the data indicates that the absence of strong
laws or enforcement will perpetuate employment diserimination pro-
mote regression. The organizational behaviors experienced will be
like the behaviors of drivers where speed limits are not enforced.

ATTEMPT TO COORDINATE AND ENCOURAGE RALTHER THAN CONFRONT BUSINESS

Utilize a push pull approach. Rewards, recognition, and cooperation
and other attempts to pull companies toward progress should be given
priority over last resort “"push” tactics of litigation and con-
frontation. This should be a non-partisan effort. Executive branch
officials, particularly president Bush, should be encouraged to as-
sume leadership.

The President said "I believe in a society that is free from dis-
crimination and bigotry of any kind. And I will work to knock down
the barriers left by past discrimination, and to build a more
tolerant society that will stop such barriers from ever being built
again. ...I believe in givang people the power to make their lives
better thi ugh growth and opportunity. ...We must extend American
leadership in technology...improve our educational system, and boost
productivity. These are the keys to building a better future.”

Cocrdinate executive and legislative etforts such as encouraging
president Bush to invite CEO's of leading companies; the deans of
leading schools of business and the leading organizational theorists
to focus upon and resolve this issue line an organizational “"Manhat-~
tan Project." Pull with edvcation support, research, organizational
design, pedagogical upgrade and revisions. Convene meetings of lead-~
ing educators with the President in Washington to focus upon theory
research, creation, upgrading, and dissemination.

No one can manage what is not recognized nor understood. Behaviors
that exclude are learned. Education on inclusive organizational be~
haviors must also be learned. Education is a critical success vari-~
able, the key to progress. Organizational progress in realizing eq-
uitable inclusive American or¢anizations based on competence rather
than comfort, habit, and tradition is not adequately researched,
theorized, written about, taught, or communicated.

Increasingly firms are seeking help. CEO's and other leaders need
knowledge to successfully manage these "Dynamics of Dafferences.”

SO
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This data is not ia books, :.s not considered in organizi tional
theory, is not being researched in PHD programe, is not .aught at
leading business institutions and is not in MBA or executive cur-
riculums. Unrealistic assumptions of werk place homogencity prevail,
and obfuscate reality. So, we must not cate¢gorize thas issue as one
of simple bigotry or indiffurence. There are many concerfNed CED's
and other executive leaders, some of whom have askesd me sincerely in
the midst of deep frustration what they should do. So, the problem
in many instances should not be categorized simplistically. In fact
complexity in an absence of adequate fosus of intelle ~tual talen. is
one of the major obstacles.

But, while educational :initiatives are needed, nevertheless, not one
American company that has solved these challenges on an ongoing an-
stitutional basis has becn identified. so, clearly, mere concern or
awareness by itself is not enough. American business is acutely in
need of rigorously acquiring and utilizing knowledge to manage these
organizational design and behavior issues in a serious and priority
businesslike manner as they woild all other matters of business suc-
cess and survival.

CONCLUSIONS

The evidence indicates that color has historically created dilemmas
ti..* juxtaposed our national vaives, rational policy choices, and
our actual behavior. Once again, our nation is faced with such a
situation. In 1903 America wrestled with fear and reluctance on edu-
cating blacks because docile workers were desired but educated
thinking people were increasingly required but more difficult to
cont.rol. ’

One observer wrote: "to educate a working man, and not to educate
the man. is impossibie. If tho United States wants intelligent Negro
laborczrs, it must be prepared to treat them as intelligent men."i¢

Herein is e parallel to the locus of a crit SADOraTy -
tradicciva; It is mytusllv exclupive to seek educated snd motivated
¥orkers for incresasingly white coller work while impopinag and/or ex-

ct linmited aspirations for minor w . iccess and up-
ward mobility. t . Psychologics*~ 7, mature in-
telligent people nust feel unconfined to places defined in the minds
of others. Increased aspirations for success aie inseparable from
increased educational achievements.

A lack of qualified minority managers is suspect as research shows
that the minority graduates of even leadiag business schools are
cuasistently falling behind their similarly educated classmates. It
is disquieting that while not widely publicized, hopelessness is in-
creasingly permeating the ranks of many of sven the most elite high-
ly educated nontraditional managers ain corporate America.

Companies are organizational, work, social, and cultural systens.
Companies and programs within companies to expand opp.ortunities can-
not be understood outside of such a comprehensive interdependent
context. Individuals, no matter how e.traordinary, do not exist in
crganizational vacuums. "~i1ividuals in.oract with other individuals
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as individuals and as social group and work group members. rndividu-
als are key; group dynamics are key; intvagroup behaviors are key:
intergroup behaviors are key; organizational cultures are key; orga-
nizational leadership is key; technical knowledge is key; the values
of organizational leaders is key; the motivations provided by gov~
ernment review, regulations. policies, and penalties are key. Some
individual statuses are earn:d and others are socially attributed by
coworkers and colleagues in a constant process of invidicus social
evaluations 1In organizations, individuals are interdependent, not
independent,

Consequently, policies with a singular focus on individual education
and preparation tend to overly concentrate their focus on the in-
adequacy of individuals or groups and ignore or understate the vital
importance of the organizational systems and work miliev. This view
ignores the fact that the locus of control may not be within an in-
dividual. Such views of the work place are specious and encourage
companies to go off in wrong directions. Reports are problematic
that ignore the systems contexts of organizations and give the im-
pression that individual actions 1ixe a little mentoring and/or a
little minority outreach or education will make progress and move
toward resolution. Arbitrary acts either independently or in ar-
bitrary combinations with other acts that are not based on prescrin-
tion to problem analysis will not fix these pr.olems.

Government organizations also require technical understanding if
they are to set policy directions and provide guidance to business.

Companies must receive encouragement and validation from highly in-
fluential sources such as government. If policy and advice from such
sources does not require that companies accept their control and
shared responsibility over work place outcomes, there will be little
if any progress. Companies that make a number of individual acts
without understanding this issue as a systems challenge in which
factors are interdspendent can be predicted to have inconsistent and
limited progress.

High prestige managerial work is a high priority because it involves
life opportunities and experiences of many of America‘'s most am-
bitious, highly motivated, intelligent, and well educated contenders
from across the entire spectrum of our diversity. Trends in this
arena, dispute excuses of inadequate education, motivation, or class
as explanations for limited success. This arena represents America's
best case and our cultures most embedded core problems. If we can't
realize fairness or implement our stated values here, there ars dire
national economic and social implications.

Ironically, research also finds that the key to white collar produc-
tivity is the perceived relationship between contributions made and
the rewards received! Coincidentally, forecasts are that 385% of all
New entrants to the work forcc will be minorities and women. Clear-
ly, American productivity and economic prosperity depends on our
ability to integrate minorities and women into an increasingly white
collar work force.

More education is always desirable, but education by itself without
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opportunity, will not be adequate and sufficient for national prog-
ress. Overvhelming research shows that even the best prepared
blacks, other minorities, and wemen to varying degrees, are not ex-
periencing the career success that motivated their educations. The
motivations for higher education are anticipated career successes,
rewards, and upward mobility.

The policy implications are clear. Skinners pigeons pecked buttons
to get corn, but when there was no corn, they stopped pecking the
buttons. Like skinners pigeons, people peck educational buttons for
rewards. Rewards for the final stages of education occur at work.

Unless all highly motivated, educated and otherwise prepared Amer-
icans receive rewards and have access to the opportunities that make
their educational efforts worthwhile, the motivation to continue
such non-rewarding educational efforts is lost.

More education is certainly not the answer when the best prepared,
the most highly educated, with advanced degrees are not succeeding.
The motivation for continuing and increasing education is the
realizatio of greater expected payoffs. This is not happening in
nany corporate managements. Moreover, if the best prepared with ag-
vanced degrees cannot overcome institutional impediments and
succeed, there ig little motivation for those trapped in Ghettos,
poverty and despair to attempt to follow the unguccessful path of
those who have done "all the right things.* Ultimately, crime and
drugs will continue to pay in America if nothing else pays better!

Small firms may create numerous jobs, but progress in upward
mobility and success is particularly important in the very largest
national and international blue chip competitor firma, because these
are the companies that have the large threshold requirements, the
“minimum table stakes," required to compete internationally and to
win. Table stakes include critical masses of financial, technologi-
cal, human and other resources used by the contestants in todays in-
ternational arena in which not only companies but nations, coor-
dinate, plan, underwrite, ally with and otherwise vie for success.

America‘s litmus test is occurring within the high prestige man-
agerial ranks of major corporations. High prestige managerial work
involving the best prepared is America's cutting edge; the
bellwether of our future white collar productivity &nd racial, gen-
der and religious relationships between groups. The barometer is our
ability to succeed mutually and simultaneously; as individuals: and
as group members: within high prestige positions. High prestige oc-
cupations like managerial and executive work are the juncture of
America's most profound realities. High prestige work trerds show
the relative importance and centrality of our at times conflicting
values; what prevails when cultural contradictions collide; what our
national culture values the "most” as recflected in what people ac-
tually "do” rather than in what they jusu say.

Not only will work-place developments determine economic vitality,
military security and America's “"place" as a world class 21st
century nation, the work place will also effect the character of
American society. Nowhere but as they work together, do white,
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black, Hispanlc, and Asian, women and men, require such high levels
of interdependence and trust; often in unfamiliar roles with members
of different races, colors, ethnic, gender, or religious groups.
Roles as bosses, subordinates, or peers with people who have never
before been similarly related to, transcend history and stereotypi-
cal expectations.

A timely reminder of the strategic relevarce of the success of the
best prepared has been underscored by recent articles. The Wall St.
Journal of January 23 in focusing on world business and economic
leadership noted that "Economic strength ultimately rests on human
resources. ...America has the advantage. While Japan ...works hard
to maintain its racial purity by closing its doors to outsiders,
America's human resources are replenished by waves of immigrants
...while Tapan largely excludes women from its work force, America
has led the industrial world in recognizing and using the talents of
its women. ...(Wlhile "Japan stands for no politicul ideal beyond
its own economic self-interest,... America's major strength isn't
its military or even its economic might, but rather its democratic
ideal (for) countless millions around the world..."

RECOMMENDATIONS

The key issue for American companies is whether pash and lingering
cultural legacies will preempt future opportunities. The cr tical
success determinant will be our ability to educa.e and develop exec-
utive leaders capable of understanding and managing productive
heterogeneous world class organizations for the 21st century. A na-
tional full court press inclusive of all institutions should be con-
gidered.

The first requirement is leadership from the top -~ nationally,
politically, and institutionally from academia, mijor companies,
business organizations, and individual companies. Without this step,
there is no second step. The second step is objective and informed
problem identification and analysis. Consistent enforcement of laws
and consistent application of enlightened policy will also be impor-
tant.

1) Create a bipartisan, non ideologically based, organization that
will satisfy the original charter of the Civil Rightsa Commission.
This organization must be driven by objectivity and fact in rasearch
and problem jidentification. Assure that politics or ideology are
subordinated %o integrity and competence.

2) Greatly expand and professionalize the existing search. Create
sources of funding that assure objective research ¢ 1 be focused on
specific areas in order to make realistic evaluaticas and analysis.

3} Provide the means for widespread dissemination of research find-
ings co assure that fear, self interests, and paranc:ia do not con-
tribute to .rnsions by allowing penple to believe they are uufairly
losing statis to other gioups.

4) Consider a new control and reporting system _hat measures beyond
the bulk numbers and percentages and igdentafac, turnover, promotion
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rates, assignment centrality, rates of accession, trencs in the
feeder pools of future managers, and other meaningful, indicators of
progress. Today, there are no reliable measures of the trends in
equal employment despite over 20 years of law.

5) Specificelly identify, study, and define the means of overcoming
or controlling the specific common and the unique obstacles facing
each group of Americans. If we are to create a level playing field,
we muat know what obstacles have to be leveled. Theae issues vary in
magnitude and intensity for members of each group.

6) Explore methods of displaying bipartisan leadership on the issue
of the "rightness" of America having, implementing, and realizing
those policies that will move toward a united, socially cohesive,
and tranquil society. Include key corporate leaders in this procesa
in order to allow companies the opportunity to demonatrate sincerity
and positive individual and corporate role models. Motivate com-
panies to be innovative in their pzoblem solving by recognizing
their efforts with public acknowledgment.

7) Create the opportunity for companies to be honest without penal-
ty. We need a comfort zone where both corporate achievements and
failures can be openly discussed heyond the veneer of appearance and
image.

8) Give special attention to how to educate future executive leaders
in colleges and graduate schools on the dynamics that take place be-
tween diverse people in heterogeneous work environments. Even the
most well intended managers and companiea cannot manage what we do
not recognize, accept or understand.
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ORIGINAL OBJECTIVES AND PROBLEMS TO BE CORRECTED BY:
THE CIVIL RIGHTS ACT OF 1964
(EXCERPTS FROM THE CONGRESSIONAL RECORD)
Mr. Humphrey (March 30, page 6528)

In cpening the debate today on the subject of the Civil Rights Act
the distinguished Senator from California (Mr. Kuchel) and I will
attempt to lay the affirmative caae for the bill before the Senate.

Today is the 94th anniversary of the ratification of the 15th amend-
ment. By coincidence, the Senate opens debate on the substance of
the pending bill, the civil rights act, on this the 94th annivursary
of the 15th amendment, which was certified as adopted on March 30,
1870.

The 15th amendment is very short, but like the Gettysburg address,
it is of continuing historic significance and highly important. It
reads as follows:

(page 6529) I cannot overemphasize the historic importance of the
debate we are beginning. W= are participants in one of the most cru-
cial eras in the long and proud history of the yYnited States and yes
in mankind's struggle foi justice and freedom which. has gone forward
since the dawn of histcry. It freedom becomes a full reality in
America, we can dare to believe that it will become a reality every-
where. If freedom fails here - in America, the land of the free -
what hope can we have for it surviving elsewhere?

As I prepared to specak today, I went to the scriptures to find the
golden rule in the Gospul of St. Matthew. The Golden rule ex-
emplifies what we are attempting to do in this civil rights legisla-
tion. ...This has been paraphrased in the common language that we
use so often as: "Do unto others as you would have them do unto
you."

If I were to capsule what we are trying to do in this legislation,

it is to fulfill this great admonition which is the guiding rule of
human relatiocna if we are to have justice, tranquility, peace, and

freedom. ...

(page 6547} At che present time Negroes and members of other minori-
ty groupa do not have an ejual chance to be hired, to be promoted,
and to be given the most desirable assignments. They are treated un-
equally in some labor unions and are discriminated against by many
employment agencies.

Fair treatment in employment is as important as any other area of
civil rights. What good does it do a Negro to be able to eat in a
fine restaurant if he cannot afford to pay the bill? What good does
it do him to be accepted in a hotel that is too expensive for his
modest income?

How can a Negro child be motivated to take full advantage of in-

)
[
<

ERIC

Aruitoxt provided by Eic:




206

(26)

tegrated educational facilities if he has no hope of getting a job
where he can use that education? We all know of cases where fine
Negro men and women with distinguished records in our best Univer-
sities have been unadble to find any kind of job that will make use
of their training and skills.

The Negro is the principal victim of discrimination in employment .
According to labor department statistics, the unemployment rate
amonlg nonwhites is over twice as high as among whites. More sig-
nificantly, among male family breadwinners, those with dependents to
support, the unemployment rate is three times as.high among non-
whites as among whites. Anrd.although nonwhites constitute only i1
percent of the total work force, they account for 25 percent of all
workers unemployed for 6 months or more.

Discrimination also affects the kind of jobs Negroes can get.
Generally, it is the lower paid and less desirable jobs which are
filled by Negroes. For example, 17 percent of nonwhite workers have
white collar jobs; among white workers the figur  is 47 percent. On
the other hand, only 4 percent of the whites who are unemployed work
at unskilled jobs in nonagricultural industries.; among nonwhites
the figure is 14 percent.

It would be a great mistake to think that this situation is Que
solely to Negroes' lower educational attainments - although the edu-
cational factor undoubtedly has a good deal to do with this problem.
The shameful fact is that educated Negroes often are denied the
chance to get jobs for®which they are trained and qualified. A
recent study revealed that onNly 13 percent of all nonwhites with
technical training held jobs on which they used that training, com-
pared to 60 percent of all workers. Eighty percent of all vhite col-
lege graduates have professional, technical, managerial jobs, but
only 70 percent of Negro college graduates have such positions com-
mensurate with their education. At lower educational levels the
situation 1s worse. Only 2 percent of white women who have graduated
from high school but not completed college are domestic workers, but
fully 20 percent of Negro women with this much education can find
only domestic work.

Even within their professions, nonwhites earn much lesa than white
people. It is a depressing fact that a Negro with 4 years of college
can expect to earn less in his lifetime than a white man who quit
school after the eighth grade. In fact, half the Negro college grad-
uates have only half the lifetime earnings of white college gradu-
ates. (A Table was inserted on page 6547 showing:

Estimated Lifetime Earnings Of Males, By Color from 1§ to 64

Whate Nonwhite Nonwhite as
% of white
Total §241, 000 $122,000 51%
Less 8 years $157, 000 S 95,000 61%
8 years $191, 000 $§123,000 64%
High School 4years $253, 000 $1%51,000 60%
College
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1l to 3 years $301, 000 $162,000 54%
4 years College $395, 000 $185,000 478
5 years or more $466, 000 3246,000 53%

(Senator Clark page 7220 when being questioned on thesze figures
said:"The chart shows that the lifetime earnings of a white man in
the labor force who has completed only the elementary school would
be more during his lifetime than the earnings of a Negro who had
completed 4 years of college. That is why the bill is here, so that
We can open up areas of employment for Nagroes to which they have
been denied access for the past 100 years.”

(page 65480) The crux of the problem is to open employment op-
portunities for Negroes in occupations whizh have been traditionally
closed to them. This requires both an end to the discrimination
which now prevails and an upgrading of Negro occupational skills
through education and training. ... They ai¢ as interdependent as
the chicken and the egg and must be attacked simultaneously. Negroes
cannot be expected to train themselves for positions which they know
will be denied to them because of their color. Nor can patterns of
discrimination be effectively broken down until Negroes in gizable
numbers are available for the jobs to be filled.

Mr. Ruchel R. California (page 6562 March 30)

To secure and maintain a job in our industrial economy places a
premium on education and on skill. ... Our country must utilize to
the fullest the talents and skills of each of our citizens, regard-
less of his race. If a Negro or a Puerto Rican or an Indian or a
Japanese-American or an American of Mexican descent cannot secure a
job and the opportunity to advance on that job commensurate with his
skill, then his right to be served in places of public accommodation
is a meaningless one - a right «hich can seldom be exercised when
there is a lack of money. And if a member of a minority group
believes that no matter how hard he studies, he will be confronted
with a life of unskilled and menial labor, then a loss has occurred,
not only for a humar being, but also for our nation.

The outlook has been dismal as they try to overcome the last hired,
first fired principle which seems to rule their daily 1ife. What
jobs they can secure are usually interwoven with periods of unem-
ployment. Negro citizens have consistently fallen behind white
citizens in terms of employment. In 1947, for example, the nonwhite
unemployment rate was 64 percent higher than the rate for white
workers. In 1962, it was 124 percent higher. Generally, in the last
decade, Unemployment has been twice as heavy among employable
Negroes as it has been among whites. While non whites represent 11
percent of the total civilian labor force, they represent more than

25 percent of the long term unemployed; those who have been out of
work more than 26 weeks.

A bipartisan majority of the Senate Committee on Labor and Public
Welfare, in report.ng S. 1937, the Equal Employment Opportunity Act,
on February 4, 1964, noted after a careful study of the job dis-
crimination faced by the nonwhite American, these key facts:
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1. The nonwhite college graduate on the average can expect to earn
less than the white pre-high~school dropout.

2. Three- fourths of all nonwhites in their lifetime in the labor
force, irreapective of talent, trainindg, educational attainment, or
skill, are compelled to accept jobs in the unskilled or semiskilled
blue collar area at low wages well under those paid to the white.

1 "Blacke In Bueineee Get A Tantulizing Glimpee Of The Top,"
page K5, August 8, 1988 New York Timee

2 New York 7Times March 21, 1988, page Al7

3 BAKKR'S IMPLICATION by Samuel Rabinove, Legel Director for
the American Jewieh Committee in MOMENT September, 1978.Reprinted by
the American Jewieh Committee, Institute Of human Reletions 165 East
56 st. New York

4 "oOpinion Business," section 3, Newark Star Ledger, June 11, 1989.
5 Who Gets To The Top? Executive Suite Discrinination In The
Eighties. Richard L. Zweigenhaft, The American Jewish Commitee, In-
stitute of Human relations, 165 East 56 St., New York, New York

6 Succeeding In Corporate America: The Experience 0f Jewish
M.B.A.'s. Samuel Z. Klausner. 1988 By the American Jewish Committee.
7 MBAs ON THE FAST TRACK: The Career Mobility Ot Young Managers;
Ballinger, New York, New York, (a subsidiary of Harper & Row).

8 In Pross. To be published in 1988. Donna E. Thompson and Nancy
DiTomaso, Rutgers Graduate School of Management, Newark New Jersey

9 1Ibid quoted from the Wall St. Journal Septerber 23, 1986

10 The Negroe Race In The United States Of »mserica by W.E, B.
DuBois. In Inter-Racial Problems: The Comple.c Papers od the First
Universal Races Congress, London, 1911. Citadel Press 1970 page 364.
Edited by G. Spiller
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Black managers:

the dream
deferred

Edward W. Jones, Jr.

—“

I force for 2 generation, equal opportu-
nity laws have brought blscks in large numbers into
corporate manzgenal ranks Starting from almost total
exclusion, blacks new hold positions of responsibility,
withprestige andincome that ourparents often thought
impossible. Between 1977 and 1932 alone, according to
the Bureau of Labor Statistics, the proportion of mnor-
ity raanagers rose from 3.6% to 52%. EEO data from
1982 show that of sl "officials and 13,/ 4.3%
were blacks (including 1 6% black females) and 20 4%,
white females. The companues that led this progress
deserve commendation for their efforts in recruiting,
hiring and promoting not only blacks but also other
munonty members and women too.

Yetin the midst of this good news there
is something omunous In conversations with black
managers, L hear expressions of disappointment, dismay,
n and angerb they have not ganed
acceptance 00 & par with thew white peers They find
therr careers stymued and they are increasingly disallu-
sioned about thear chances for ultimate success, They
feel at best tolerated; they often fee) 1gnored.

A samphing of headlines from the last
few years underscores thes: perceptions: “Black Pro-
fessionals Refashion Thetr Careers” [New York Trmes,
November 29, 1985), “idany Blacks Jump Off The Cor-
porate Ladder: Fecling Thewr Risx Limited” (Wall Street
Journal, August 2, 1984), “Progress Report on the Black
Executive: The Top Spots Are Still Elusive* (Business
Week, February 20, 1984), *“They Shall Overcome: Black
managers 30on learn that getting through the corporate

In fuly-August 1973. HBR published

Edward Jones's persoval account. "What It's Like to Bea
Black Manoger.” At the time be was a division manager at
New York Télephone Company A decade later, HBR asked
lones to assess the progress of black managers in U.S. cor-
porations. This asticle s the result. From New Yok Tols-
Ppbone be moved 10 ATT, whers he ovassaw notionwide

0lc planning for media mark d initiatad the
company's satallits strategy. In 1984 Jones formed Corpo-
rate Organizational Dy ies. Inc..a )]

4 g spe-
clalizing in organizational effectiveness He is now writing
8 book tir’«d Mav:=ing the Dynamics of Difference.
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door is only the furst of their problems (Newsweek,
May 23, 1983), *Job-Bias Alert: Roadblocks Qut Of The
Closet” (Wall Street Journal, May17,1982).

Little information exists about minority
participation in the top rungs of Amenca’s largest com-
panies. But two surveys of Fortune */1000” companies
by the recruiung fum Komn Ferry International show
that as of 1979 and 1985 these businesses have not
made even a dent in moving munorities and women
into the senior ranks. The 1979 survey of 1,708 sentor
executives cited three as being black, two Asian, two
Hispanic, and eight female. The 1985 survey of 1,362
seniot executives found four blacks, sax Asians, three
Hispanics, and 29 women. I thunk i1t fasr to say that
this1s slmost no progress at all.

“Will black managers
ever be allowed to move up
the organization and succeed in
the old-fashioned way;

by earning it?”

A CEQ of s multibillion-dollar, multing. *
tional company framed the issue: “I'm concerned. The
curve of progress has started to flatten more than it
should relative to the effort we've made.I need 1o know
how to be successful in moving up competent but di-
verse people who are not clones of those above them

But not enough like him seem to be con-
cemed. A 1983 survey of 785 business opinion leaders
ranked sfirmative action for minorities and women as
mqmm%t of 25 bur.an resource priorities, al-
most last.! Y, unlike whe 19608, equal ity is
notmiuueontbeﬁmtb\uwdmnonﬂorwpome
concers. For many ressons, the prevailing theme of
faimess has been zeplaced by calls for protection of indi-
vidual hberties and self-help. No one wants to listen co
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abunch of complaining minonties. From many per-
spectives, the problem is seen 88 solved. Itis yester-

year's issue.

My research for this article has con-
vinced me that many of the top executives of our largest
companies are itted th f andtop g
qualified mi into of bality. As
ooe white senior executve putit,“No thmlu4 pesse
would pick a white manzger foe promotion overa mote
qualified black manager!' L most instances hc‘s prob-
ably right The problem is the s
unthinking criteria on the choice.

‘This article hbuedonthreeyunol re-
search, including hundreds of interviews of men, wom-
en, whites, blacks, snd other mmonua; of seruot, mid-
dle,mdyunlotm ,mdol, s : | inxnan-

h
peychiatry, and medicane. They | included more then 30
dlack executives, each eaming at Iesct $100,000, and
more than 200 black managers, most MBAs,

My purpose here 15 to report on thus re-
search, to inform concerned executives of the assues s
perceived by black gers 12m not trying to prove
anything, only to report and to offer direct testimony
on where black managers stand, the progress they have
made, the problems that exast, the way blacks feel, and
what scems dufficult and uaresolved.

D ———— ———————————— ]
‘Color-blind’ companies

Thereisap that the

Black managen [ ]
1 wentnto corporste Amenca to shoot
for the top, just Iuke my white classmates at bunnm
school. But the corporate dto be
thatas a black  should accept sometbing that astisfied
some otherneed. Corporations are saying, ‘We want
youtobe justa ber 1n a seat
uluptoaam Stay 10 your pbcc The psycbolopcal
made by is unfulfilled for black
huh achaevers, We're dalm;with abreachof contract””
“We can have all the credentials in the
world, but that doesn‘t qualify us in the minds of many
white people. They can train the bell out of us and we
cando well, but they may stll think of us as unquali-
fied Old biases, attitudes, and beliefs stack the cards
agunst us”

Thuuretypicd statements black
managers make in private. When you hear them over
andover, you have to believe there’s samettung vesy
realabout them. The myth is that companies are color-
blind. “We don't tolerate duscrimingeion of any kind,
and we've instituted procedures to make that a fact/"1s
8 typical by a white ve. More sccu-
rately, discrimination is ever present but a taboo topic—
for blacks 23 well as whites. If you want to move up,

youdon't talk about it.

When t0p executives talk about hunng
at the lower end, it not taboo, Often it actually ob-
ligatory for the sake of athrmative sction. But whena
black middle thinks be {or she) has been held
bukbynwhteboubeuunoluee,bchmnmb
chaice. If he remains silent, be is stigmatized by
bosss action and mybndhnumpigemboled.lm
xlhnpubup,behuahlewbvmked“toomﬂve.

don‘t reflect Listen to four hugher level black execu-
tives who have achieved “ ome credibility and status in
the business world:

*There was strong emphasisin the sev-
cuucs for getung the right sumbers of black mansgers.
But sow we're stagnating, 88 if the motivation was to
et numbsers, not create opportunity. I get the sznse that
compenies have the numbers they think they need snd
now don't think anything more needs doing. Some
cocmpanies are substituting pumbers that represent the
progress of white women and camouflaging and ignor-
ing the lack of progress for black mansgers altogether.
Many companies hired aggressive, self-motivated, high-
schieving blacks who sre now feeling deep frust=etion.
Sorae have left, others stay but are fed up. Some can
take more pain, others just throw up their hands and
a4y to hell withi it™

“When you work your wsy up;try to con-
forin, and even job hop to other comparies only to con-
ﬁmnheumeuddhuﬂm-vdl,h'odebihuml
just don't want to g0 through ths

blemaker. not a team player” and lose in the long
nmcvenxlbcpransmhimm

So highly charged is this topic 1n corpo-
rations that I hid to guarantee all interviewees ano-
aymity. Candor might put companies at nsk of being
embarressed and careers of being ruined. One execu-
tive, noting that blacks are few in his industry, declined
wﬁuwtaqwmmmmlyfwlwhe
‘would be ideaufied. One white consultant said he lost
8 great deal of business after perforn.iag » survey fora
large company in which he reported that black manag:
efs were accurste when they complained of unfair

- trestment. “They never called me back after that” be

told me, “and othes companies § had deslt with for
yeans didn’t call either. The word spread that I couldn't
be trusted, and 1 was blackballed”

On a treadmill
Corporstions and educational institu-
tions have given th ds of black managers the
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beckground to move up to more nsponsible posi
The corporate doos is open, but sccess to the upper
floors is blocked. Ironically, companies that led in

moet m
{15%).

110 A,

were aging (17%) and posive

1t doesn’t matter whether, by some im-

hiring the best prepared blacks have the woest probl

MMMMW'wmdmmm
portionate to peeparation.

To expand oa the impressions obtained
in interviews, I conducted two surveys of black MBAs.
The first was & 23-page Ques
alumnj of the top five graduate business schools. I re-
ceived 107 back, without follow-up, for s re.ponse rate
of 35% . More than 98% of the respondents believe that
corporations have not schieved equal
blach managers; 90% view the climate of support as
worse than for their white peers; and 84% thick thet
considerations of race have s negative impect oo 1at-
ings, pay, assignments, recognition, sppraisals, and pro-
motion. Some 98% agreed with a statement that subtle
prejudice pervades their owas companies, and more
than half said the prejudice is overt. Less than 10% said
their empl opendi jon cf racial

Inthe survey 1 listed 15 words and
phrases that nersons 1 had interviewed used to describe
the clirate for blscks in their organizations. To elicit
more infrrmation {though sdouttedly 1n an unscien.
tifi Zshion: ten of the descriptions were negative and
nive positive), 1 asked respondents to select those that
“best describe the organizational climate for black

P ) these people are nght or
wrong, what counts is how they feel. My findings con-
trast sharply, by the way, with opinioas offered from
1979 through 1984 by scme 5,000 white managers and
other professionals in the daws base of Opinion Re-
search Corporstion. Only 28% of 1 sem indicated they
isck confidence in their employes.’ appraisal systems.
In my hrst sample, 90% of the black MBAs declared
that blacks are treated worse in sppraisals than whites
st thesame levels.

Here are ticee Wlustrations of why
black managers are fruststzd and angry. First, howreve.,
8 caveat. To condense into & few paragraphs events that
transpired over s number of mor.ths may oversimplify
them, but they do help clarify the stutude of blsck
managers who feel rejected. The white executive who
Tesads these sccounts may think, “1im sure there were
other reasons for this. There must have been some-
thing sbout the person that made him unsuitable for
more responsibility” But the people linterviewed and
surveyed repested the same kind of story time after
time.

[  Formote than ten years, John has held
the number two post 1n his depertment in & large Mid-
westem chemical company. Some years ago, when his
superiog, 8 white, became ill, John filled in for him.
After John's boss, who was & vice president, died of 8
beart attack two years ago, his skip-level boss, a senior
vice president, named John scting department head
while the company searched for a replacement. During
the next 14 montha, Jobn repestedly said be'd like the
job and was qualified, but the senior VP said they

managers!’ The ,i0 p age of total respon-
dents, were:

nerert WY Sppone 1%

Pavonizng 4a%  Poswe 1%

Relchnio  40% Openinie 10%

Encourasging M%  Mescionery 0%

Peychologically  21%  Negatve ™

¥ ™

[ o™ =

s o Tustng of [

blacks
A number of respondents volunteered

18 other descriptions, of which 12 were negative.lin-
chuded all 33 terms in an expanded question {contained
in s shorter quesdonnaire) that  distributed at a meet.
ing of some 200 black graduates of s variety of schools.
Treceived 75 returns.

Getting the most mentions were these

Q
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d to start fresh. “We want to reorient the depars-
ment,” he would say,or “We didn't like the way the de-
partment was run; Wally was too involved in side is-
sues.” But each candidate who came along was less
qualified than John.

kared 8 white exec-

Finally the company
utive with all the right credentials away from s prime
competitor at a salary much higher than John's boss
bad received. It was thefirst time the company bad
brought in an outsider st such s high level. john, who is
lﬂﬂn\mbummdmm“ t,he:advineadtht
top management id not want a vice
president. “T've searched and searched in my mind for
the reason they didn't sppoint me,” he said when 1 in-
serviewed him. “All the excuses don't apply to.ne.
They were always critical of my boss, but ot of me.
Thad good ideas foc the department and was excited
ebout the prospect of running it, but they never were
interested. The resson slways comes down to race.
They wouldn‘t have treated s white manager this
way"
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Black managers

“The commttee recommends that we merge with Aslco
Industres as soon as possible. and raise the $17 mulhon
through a junk bond 1ssue This wall rasse production 24%,
allowing us finally to take over the Zaxly Covp As a result.
our persanal incomes and stotus wall be greatly enhanced.
and we'll have much less trouble picking up gels ™

7

lus division. Between the time Bill was
appointed and the day be walkedinto
lus office, an executive who had op-
yoced Bill's selection had been pro-
moted and as & vice president was two
steps above Bill as his boss’s boss De-
spite Bill's repeated requests, hus imme-
diste superior gave him no wrnitten ob-
jectives. But all of Bill's colleagues told
hum they liked his direction.

The oaly indication thst
sace was even noticed was a comment
frota s sales manager whose pedfor-
mance Bill's division relied co: “1don
ncrmally associste with blacks” Bill
leamed later that other managers were
telling his boss that he was bard to work
with and unclear in his plans. His boss
did not confront Bill wath these criti-
.isms, just hinted at possible problems.
Only later did Bill put them together
intothe indictment they seally were.

After six months, out of
the blue, he was put on probation. Ac:
cording to Bill's supenot, the vice presi
dent s2:d he “did not feel Bill could do
the 10b’’ and suggested to hum that Bill
accept severance pay and iook for other
work. Bill decided to suck it out for
pnde’ sake, he knew be could do the

ERI!

3 Thenthereis Ron, abnght young ad-
i forafs I services company in Califor-
pis. [n hus second assigament, Roo sccomplished 13
one year whathis boss had said would take bum three
and was rewarded with a befty raise and a transfer toa
more duficult slot. There his group sgain decamated
the plan, schieving sales Ievels 1n 18 months that the
company had predicted would take three years. Again
Ron was given praise, a raise, and & transfer-but no

promotion.

Meanwhile, whites who bad jotned the
company as trzinees with Roa were promoted once
and some of th'=n twice. Ron was disillusioned. “My
career is getting behind to the point 1 don't think I can
catch up now;” be told me. His color must have beea s
g factor in the way be had be-z, treated, be clsimed,
because be had played sccording to all the rules, had
outperformed his white peers, and bad still come up

3 Billsdivision was partof s company
pewly scquired by a large multinational enterpnse lo-
cated on the West Coast. Hired through a headhunter
by the new parent, he was the first black manager in

Q o
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1ob. His work and educational records
had proven him to be s winner.
During the following six

months, his division performed shesd of plan. Bull was
getung compliments from customers and colleagues.
His boss sssured him that be had proved his worth, and
the probation would be Lifted. It was. A few months
latez, Ball's boss finally agreed to set written objectives
and scheduled a meeting with him. But when Bill
walked 1nto bis superior’s office, he was surpriced to
see the VP there too. The of the meeting was
not to set objectives but to place Bill back on proba-
tion, or giv e hito severance pay, because be didnot
“seem to be the right man.” Bill left the company and
started his own business.

1t noteworthy that Bill, Ron, and John
all worked for “equs! opportunity employers.” Are
these cases unususl? Listen to the testimony of a black
Linterviewed, a vice pres.dent of s large insurance com-
pany: “White executives at my level say they don’t
see 7ace as a factoe. This is contrary to my perceptions.
‘When I say race,  refer to what is happening to all
bla~ks. White executives choose to see these situations
8 issues of personal shortcomings. They say, ‘We have
tolook at the possibility of upward mobility of blacks
on an individual basis! But when I look at it on a0 indi-
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vidual basis, | see all blacks being treated the same way
Therefore, | come tothe conclusion that blsck man-
agets are being trested as o group.”

‘Colorism'

Racism is too highly charged s word for
my theme. When some people thunk of racist they prc-
ture overt bigotry and hatred, the buming cross, the
shout “nigger"'~ things our country has rejected by
law. For black managers, what gives them s disadvan.
tage is deep-seated attitudes that may rot even be con-
sciously beld, much less manifest themselvesin prov.
able illegal bebavior.

For this dascussion 11 use the word col-
orism to mean an attitude, 8 predisposition to act in s
certain manner because of s person's skin color. This
means that people tend to sct favorably toward those
with tkin color like theirs and unfavorably toward
those with different skin coloe Study after smdysbom
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couldn’t do 5. The guy 13 1ncompetent”” The stereo-
reinforces itself,

type

While blatant bigotry is s problem in or-
ganizstions, neutrality may be an even greater obstacle
t0 blacks. While an estimated 13% of white Americans
are ~xtremely antiblack, 60% are more or Jess neutral
and conform to socially approved behavior” ding
$0 Joseph Feagin, a sociologist st the University of
Texas st Austin, *Those managers and executives who
are the biggest problem are not the overt racial bigots.
They are people who see discrimination but remain
neutral and do nothing sbout it. These are the people
who let racially motivated behavior go unnoticed, un-
mmﬁmed,w of unpunished. These are the people who
won't >

Advancement in organizations obvi-

which way the winds blow. Black managere feel

obliged touse a color lens in interpecting those signals.
Awhite male passed overfor s choice sssignment may

4t colorism exists among white A
they generally have an sutomstically posttive internal
picture of other whites, they don‘t have one of blacks
1t takes an effort to react positively toward blacks.?

A 1982 survey of Ivy League graduates,
class . '57, helps explain colorism. For them “dumb’
came to mind when they thought of blacks. Just 36%
of the Princetoa class, 47% at Yale, and 55% at Harvard
agreed with the statement, “Blacks are asintelligent as
whites'” These are graduates of three leading universi-
tiesw’ , are now approaching their 503, the age of pro-
motiva into senior corporate positions. Though cur-
rent data are unavailsble, in the mid-1950s two-hiths
of the American business elite were graduates of these
three schools.*

All people possess atercotypes, which
mw.u ;::evddmcnulmod%m
of all we expeienced dy or indj.
rectly from infancy. Stereotypes will never be elimi.
nated; the best we can do is bring people to g level of
awareness to control their impact. Most of the time
stereotypes are mere shadow images rooted in vne’s
powafu.fddme trolled Bunhcym‘\{:y
For e,in con experiments
mere insertion of the word black into s senterice has
resulted in people changing their responses to a atate-
ment.}

One reason for the power of stereotypes
is thels circularity. People seck to confirn their expec-
hdwmdmhtmmuyevwmee,nmdﬂu
to beliefs and stereotypes become self-fulfilling ¢ I, for
example, 8 white séministrator makes s mistake, his
boss is Likely totell him, “Thats OK. Everybody's enti-
tled to one goof!” If, howeves, s black counterpart com-
mits the same erro, the boss thinks, ] knew he

der sbout his competence or even whether his
style tumed somebody off: “Was it my politics! My
clothes My laughi” Blacks will ponder those things
too, but the final question they must ask themselves
is, "“Was it my color?”

Of course, s decision sbout 2 promotion
is asubjective thing. For blacks, colorism adds an extra
Layer of subjectivity. An outplacement consultant
{white} who has worked for s number of the lacgest
U.S. corporations referred to s doutle standard that
boils down to this: the same qualities that are reward-
ed in white managers become the reason the black
mansger is disliked and penalized” A blsck personnel

ive explained the double standard this way: “1
you're aggrussive then you're srrogant, but if you're not
aggressive then you're not assertive. You try to be night
in the middle, and that'y impossible

Studies show that senjor executives are
generally taller than average. Helght is thus an advan-
tage in moving up the corporate ladder - but not neces-
sarily if you're black. “T was interviewing with a white

me, but if I were & big black guy with large muscles, he
wouldn’t even consider me for the job”

The corporate posture is that there is no
zace problem. Perhaps in the attitude of the person at
the very top that' true, but not lower down. A black
bt sding 0 ool oppomi et ks

t o opportunity, and every year
sends c-3t this letter ssying he’s firmly committed to
equal opportunity. And J believe hes serious. But as the
message gets to middle managers, it's lost” Another
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black manager put 1t this way, “The general may pive
the orders, but it’s the sergeant who decides who gets
liberty and who gets KP*

At the “sergeant$” leve), competition
is condationed by colorism. “It not a conspiracy, it’s
an understanding " said a black personnel director at
a New England-based food distribution company.
*Whites don't get tcgether and say, ‘Let's do it to this
black guy’ That doesn’t happen. Ssy Joe Blow, a black
manager, is vying against ten white guys for a promo-
ticn to the assistant VP level. The ten white execs wall
behave in such a way as to bold Joe Blow back. They 1l
sct independently of each other, possibly without any
collusion. But given the opportunity to push Joe Blow
wuboldloellwhck,thq‘ﬂuchhddhm

Tbooewhoneekwmpimouppexm.n

Black managers )

did a favor for me last week, 30 1'll support you 1n get-
ting yous person tn this week. You owe me one, old

*“You can try to legitimize the process by
saying, ‘We all got together and we went through a
democratic process, 30 it was doae fairly’ This process
was democratic if by that you mean you have one vote
in & group of buddies where everyone votes. But a lot of
whomvhnpayinaeucmdvbouwlupfotpm-
motion is the und 1 buddy sy It'sa
mmdvhobellrvuinwho,mduchpmonsptqw
dices and beliefs come into play to decide the outcome?”

A white consultant told me, “White
managers aren’t comfortable sponsoring black manag:
cr3 for promotion o¢ high-visibility esignments. They
fear ostracism from other whites.” As a consequencs,
blzck execuives are shunted into slots out of the

Here is the testimony of three of them,

agement are playing a new and more
pmmmkamhuhamdthenﬂcsmohmlm
well defined, if they exist atall. So it is bere in the mud-
dle management passage where the issue of prejudice
is mos: scute.

To get ahead, a person depends on infor-
mal netwocks of cooperative relstionships. Friend.
ships, help from colleagues, customers, and supencrs,
and developmental assignments are the keys to suc:
cess. Outsiders, or people treated as outsiders Ino mat«
ter how talented or well trained), rarely do as well.
Black managers feel they are treated as outsiders, and
b of the di that race produces they don't
receive the benefit of these networks and relation:
ships. Few win bosses as mentors. Moreover, they
rarely get the vote of confidence from superiors that
helps them to move up step-by-str n and allows them
to leam the business. These assignu.  vts would pive
them the expertise, exposure, and k. .wiedge neces-
sary for promotion to top posts.

What senioe executives would support
the promotion to theis peer group of somebody they
envision a3 stupid, laxy,dishooest, or preoccupied with
sex {the prevailing racial throwbecks among whites
about blacks}! This sttitude permzates s entire orga:
nizstion becsuse the corporate climate and culture re-
flect the unspoken belicfs of seniox executives, and
middle mansgers, desiring to be senior executives, con-
form to these norms. This statement by a black middle
manages, s woman, ilkustrates the impact that a closed
circle can have on blacks’ ssparations:

*A dlack manager who worked foc me de-
served a merit raise. I came to the appraisal meeting
with all the necessary documentstion. There were
three of four 40- :0 50-year-old white men arguing for
their people without any documentstion. ] was the
oaly ooe supporting my manager, and | was the only
ooethlwhlmudmble.!vuovenuledhmbythc
sheer vove of it. It tumned out to be a matter of Joe, you

)
4V)

Pt

oneﬁumtbcph:mmﬁuhmd\nuy,oneﬁommw
surance company, and a man

*“Too often black managers axe channeled
into The Relations, s call them - the community re-
latioos, the industrial relstions, the public relations,
the personne] relations. These sy be importaut funce
tions, but they are not the gut functions that make the
business grow of bring in revenues. And they’re not the
job= #\at prepare an executive to be a CEO.”

*The higher you go, the greater the ac:
ceptance of blacks for lirnited purposes, such as for all
those programs that resch ou. to communities for vari-
ous prosects, the velvet ghetto jobs. And you become
an expert on blacks. At my company, if an issue has
anything to do with blacks, they come and ask me. On
black purchasing they ask me. Hell, 1 don’t have any-
thing to do with purchasing but becsuse I'm blsck
they think I ought to know something sbout it
'Whhemmam don’t went lo include
blackm in the mai in corpo-
nnm!mbluhvhohnlinemublhua,
the extent that they can be pushed aside, are being
pushed aside. They ask you to take a position of visible

not slated to the bottom line and give you
financial rewards rather than leadership. It's ali for out-
side sppearance. But moocy doesn’t relieve a poverty of
satisfaction and sparic”

- — —— T R
Pressure to conform

“Rusiness needs black executives with
the courage snd insight to help us understand 1ssues
involving equal opportunity,”’ John deButts, former
CEO of ATA”, once said. “They must tell us what we
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need to know, not just what they think we want to
hear” But bhckmn&;smd - sftard tonsk their
careers by speaking mi~

Inmostc:  .ations, confornutyis an

unwritten rule. i yo.. . .a‘t conform, you can‘t be trust-

ed-especially for higher positions Black managers
1y to conform to the corporatr values regarding race,
and female managers, the values regarding women. If
tace is “‘not an issue,” acceptance means you are ex-
gected to pretend race is not an issue. “A lot of black
managers,” ooe black executive told me, “'are afraid
that if they atand up and take an active role 11 some
black concern, even though they believe it the nght
issue, people will say, ‘Oh, he's black and just standing
up for blacks as any blsck would.

Moreover, some white managers be-
come defensive f prejudice is mentioned. Afterall, 1t
un-American to be prejudiced, and who wants to be
un-Ameticant So white and black managers, fearful of
confronting the issue, take part 10 a charsde. “There is
often Iess than total candos between blacks and whites
at any level, and the higher up you go the more that is
true, ' ssys psychhmd trist Price m “There :’;énunul
Ppatronizing and misreading, blacks and whates
unable to exchange 1deas and express their feclings

At eachatep up the organizational pyrs-
mid, of course, there are fewer positions. But the slots
for minority members are even more hmited. This cre-
ates an additional game - kung {or queen) of the little
hill-in which minonty members and wornen com-
pete against each other for the tiny number of cear-top
jobs availsble to them. And the first one who gets to
the top of this smaller hill is sorely tempted to fend off,
1ather than belp, other minonty players.

Attempts by black mansgers to con:
vince white superiors they are trustr-orthy, safe, and

erefore scceptable manifest themselves in different
ways. One black executive explaned, “It might tak
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0 Bobwas an ambutious persos who
changed employers when passed over for promotion.
After s year at hus new job, he saw that white managers
be thought to be inferior performers were being pro-
raoted above him. Actually, many of the company’s
black managers were becoming vocal about a per-
ceived pattem ¢ § favontism toward white managers,
w0 were faring better on appraisals, asugnments, pro-
motions, and pay.So that his superiors viould see him
in s positive light, Bob didn't associate cpenly with
other black managers—but be privately encouraged
their efforts to ap2ak up. They should be the “bsd
guys” while be played the “good guy* inthe hope that
at least one black might be the first to crack the color
bemer st 3 high level. black

Inmeetings wi managers, senior

exevutives would say that they recognized that blacks
were not smoving up fast enough, but it takes time and
the blacks should not be too pushy Bob told the white
executives, "1 don't see why you're even meeung with
those guys. Toey're s bunch of complainens!’ Two
months later, Bob was the first black to be promoted to
the executive level.

3 Charlie, a junioe executive, did not wear
race on his sleeve but was straightforward and hooest
on the subject. One dsy several Jower Ievel block man-
agers sought his advice on correcting what they saw as
s of d i stunting theyr

CLn!iewncludedthuuniwnmgzmentoughno
know about their concemns, and be agreed to arrange a
meeting with top officers. Two days before the meeting,
the pmiden; too:' cmum ; aside m«;ﬁ&e‘ din-
ing room and said, “! e, I'm di int t you
met with those people. I thought we could trust you

0O  Elien, a politically astute black man.
ages, noted that p jons for black in ber

the form of s manager not ing a black s y-
not 30 much because he thinks the individual isun-
qualified, but becsuse he’s concerned sbout how his su-
periors and peers might perceive them. ‘Hey, they
=ighe s23; ‘that's a black opezation over there, soit
can't be too effective’*

Here are some true stories that illus-
trate running s gauntlet:

0O A, who aspired to the lower rungs of
senior management, had to fill s vacancy in hus ¢ _gant-
zation. The most qualified candidate was ancther
black manager, George. Al's company was sn “equal
oppoetunity employer,” but be worried that if he pro-
moted George he would be percetved as favoring
blacks and therefore would be unaccepeable as an sxec:
utive. 50 be promoted 8 less qualified white candidate.
George initiated a suit for discrimination, the company
settled, and Al resigned.

Q

org diminished colncident with sn increase
in prorotions for white females. Ellen skewed promo-
tions in {favor of white females and was s regular par-
ticipant in meetings sbout woren's issues. She would
not promote black males becsuse they were *“unde-
pendsble” Ellen was surptised when s white male de-
clined s promotion because the black mzle who
trained him *‘was more deserving*

Ju:mmwmmumm
maneuvesing of ambitious managers is not s new phe-
poraenon. fews and Itulians {smong Irish, and other
ethnic newcomen in Americs) have tried to pass as
hckwitbw!mlullmthqthdrkwﬂhw]ulhn
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colleagues, vaiou:ly it1s more dufficult for blscks to

5 Lo
utives

lings sbout colog, but
they, ike whites, will use what tac.’cs they can to get
ahead. But for blacks it more than merely changing
roles like changing hats Adopting s white value sys-
tem often means unconsciously devalung other
blacks - and ulumately themselves.

Race & sex

Anothes phenomenon that black man-
agers are talking sbout is “substituting the lesser evil
1n their evident push to d progress toward
equal opportunity, some companies are promoting
white women inlieu of black men and women. Many
of the black mansgers ] interviewed mentioned thus
phenomenon. Of all the complex interrscial issues, cer-
tainly the most 1 is the combinstion of
race and sex. The whute male-bleck female, black
male-white female relationships are very sensitive
matters. Here the most pnmitive feclings interact, and
the stereotypes come bouling to the surface.

At higher levels of organizations, white
women have problems in schieving acceptance that in
some ways are like those of blacks. Even so, race poses
thebiggerbarner. According to Price Cobbs, the pay-
chistrist, “There wall be far more white women in
the old boys’ club before there are large numbers of
blacks—~10en or women.”

Since white women comprise 40% of
the U.S. population, compared with blacks’ 12%, they
naturally should move 10to positions of power in
greater numbers than blacks. What seems to be hap-
pening, boweves, is the movement upward of whate
women at the expense of blacks - men and women.
Black mansgers are concluding that senior executives
who are uncomfortsble promoting blacks into posi-
tions of trust and confidence - those positions that lead
to the top jobe—feel 1ess reluctant to promote white fe-
males to these posts. “It's esif there is a mind-set that
says, ‘We have s couple of women near the executive
suite - we've done our job; and they dismiss compe-
tent blacks,” one black executive said. “Its corporats
8] d,”ssid another.

1f the comfort level 13 a big fscior in
an invitation to enter the executive suite, it is undes-
standable that white women will get there before
blacks. After all, the mothers, wives, and daughters of
top officers are white women, and they deal with white
women all their lives— but only rexely with black men
and women. And they are likely to view white women
a3 being mare from their own social class than black

men and women. beoleys rol
Stercotypes no doubt play s role bere
too One study indicates that the higher the white

&0
‘J.

Black managens I

male rises in the corporate hierarchy, the Jess Likely be

istobold nega ypes sbout but the
:wxe likely be is tohold negative stereotypes sbout
Black women, of course, seemingly have

to overcome issues of both race and sex, But these
combined drswbacks may cause less registance than
that experienced by blsck men. A study of biracial
groups concluded that black women are not perceived
inthe same sexual role as white women of inthe same
1acia] role as black men Within a social context, black
females are more reachly sccepted in roles of influence
thanblack majes. The suthor of the study ressoned that
white society has historically allowed more sssertive
behsvior from black women than black men becsuse
blsck women are considered to be less dangerous.?

1f personal comfort levels are s main cn-
terion for sdvancement, black women are Jess threat.
ening and therefore more acceptable to white male ex-
ccutives and 30 will sdvance £ “ter and farther than
blsck men. Recently Fortune m gazine found that *“the
figures for black men tell s disturbung story. From 1976
t0 1984, black men lost ground relative to both white
women and black women.™

Balancing act

Most black managers feel that to satisfy
the values and expectations of the white corporste hi-
erarchy they must run a gauntlet of contradictory pres-
sures. Running the gauntlet means smarting from the
pain of prejudice even as white colleagues deny that
yout reality of rsce has any impect. It mesns maintain-
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ing excellent perf even when
withheld.

It means being smart but not too smart
Being strong but not too atrong. Being confident but
Dot egotistical to the pont of alienation. Being the butt
of pre;jadice and not being unpleasant or abrasive, Be-
ing intelligent but not arrogant Being honest butn
p id fident yet modest. It means seeking
the trust and respect of fellow blacks and

grution 18

Harvard Bunness Review May June 1986

— R AR
Where to from here?

The picture of frustration and pain that
Thave drawn 15 the reality for many, but certainly not
all, black managers Thave stressed what is the predom-
inant cond: Most black managers are convinced

by whites. Speaking out oa issues affecting blacks but

not being perceived as a self-cppointed missionary or a
unifaceted manager expert only on black subjects Be-

ing courageous but not too courageous in ~reas threat-
eningto whites.

It means being a person whois black
but not losing one's individuality b intoa
class of “all blacks,” s perceived by whites. Defining
one's self while 22t contradicting the myriad defuru-
tions imposed by white colleagues. Being accepted asa

that their best is never seen as good enough, even when
their best is better than the best of white colleagues
The barrier facing black managers 13 no less real than a
closed door. But in the munda of many of thexr supen-
ors, if people can’t make it oa their own, it must be
therr own fault,

1am pot talking sbout the dissdvan-
taged but about high achuevers, those blacks who are
mostintegrated into the fabric of our country’s white-

leader for whites and oot being seen as an Uncle Tom
by blacks. Being a person whois bleck but also a person
who is an authentic human
Some black managers are becormung

psychological contortionists, struggling to play by the
rules of this game. Feelings of self-worth and self-

are vital ingred; of | health. High-
achieving black managers are particularly vulnersble
to depressionif they strive for what white peers attain
only tofind that the objects of their desire are wath.
held The knowledge that these goals should be attan-
able because of educational preparation and intellec:
tual capsbility maies the conflict sharper and black
mansgers that much more vulnerable to d "

of colorism many of
these best qualified €78 a7¢ seen as unqualified
“affirmative action hires.” (Even 30, affirmative action
should not be a distasteful term- though it is in Wash-
ingtoa these days. Its objective is to ensure that all
qualified persons compete on alevel playing field.)
What will be the outcome 1f many of
A s best ed d and best prepared blacks are
not allowed tosucceed, and if our country’s leaders, in-
luding those 1n corporations, no longer care about this
usue? Everyone may agree chat “a mind is a temble
thing to waste,” but are we not contradicting oursclves
1f we make waste matter.. ~me nf our best biack
gerial minds or relegate thev. .. _he scrapheap of
h al? How hypocritical will we appear 1n

According to Price Cobbs, the level of outtage andin-
dignation among black managers exceeds that of black
A who are ployed. Another psychiatnst
i talked to adds: “Those black managers in the poten-
tially gr psychological trouble are the ones who
try to deny their ethnicity by trying te be least black—~
in effect, tryang to be whute psychologically”
4.ccording to Abraham Zaleznik, a so-
cia? psychziogist at the Harvard Business School, if
ccinpanics prommote oaly those blacks “who are going

“sloag with the values of others, they are eliminating

those blscks who have more coursge, leadership poten
tial, and a better sense of self worked out. Thus would
be tragic because 1t would atteck the very basis of
building self-esteem based on an indsvidual’s unique
capabilities.”
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Amenca if “equal opportunuty” becomes primanly a
white female slogan and the law is used to construct s
systerz akun to corporate apartheid in which the posi-
tione, of power and authority are nearly all held by
whites! What will today’s biack mansgers vay to their
children if one day they ask, “Why don’t 1 have the op-
portunsty you had, and what did you try to do about
nt .
Just as onc cannot be s little bt preg-
nant, corporations cannot have a little bit of equs: op-
portunity. There is unlimited opportunity, based on
uniform rules, of equal opportunity does not exst. I, at
acertawn higher level, opportunity sppears to peak be-
csuse 0o blacks have ever been at such a leve), blacks
and whites may perceive that blacks could never—and
therefore should 1..ver—be promoted there. They don't
satisfy the “‘prototype” for an executive at that leve],
and therefore, smong those who are competing for -
vancement, they are less appealing as candidates than
their white competitors.

So their effectiveness as managers, even
1n their present roles, becomes an issue. Such 1 percep-
tion combines with ego sdjustments of whutes work-
ing for blacks {whites who may never have been sub-




ordinste to a black person before} to make effective
leadership by 8 black much more difficult. Who wants
to work for someone not seen as s winner? Or someone
with s questonable future?

Will dlack managers eves be allowed to
move up the organization and succeed in the old-
fashioned way, by earaing it? They must be allowed to
fail as well as succeed. In other words, they must be
trested the same as white managers.

The first step is to sccept how decply
rooted our feelings are sbout racz and color, then re-
move the taboo from andoronmhlmhuu Wemust
0pen Up communication an. .:ot deny or pretend. Cor-

manage des, but they can man-
lct behavior with sccountabilsty, rewards, and purush.
ment, as in sll other important areas of concern, What
gets measured in business gets done, what 13 not nuea-
sured is ignored.

The commitment must come from the
top down - that of course is obvious. But mare than
sincerity is needed from the board of durectors down
through the 8 * commu ex-
ample, and follow-through. Unless the CEO influences
the corporace culture to counter the buddy system by
compelling all mansgers to focus on competence and

i ce rather than fort and hit, the in-place
xmyomy will merely perpetuate itself and the cul

Black managers

References

§ Survey smducred w 1903 V7
Alger Asoscrsias,

Sulletrn,
ol 67,00.2,1900,p. 544
3 Well Swest Jmwrnal. Mot 33, 1902
Beysad ibe Ruhag Closs
0 90tapc Ebtos in Modern Socser:
New Yok Ragdem, 193309 02
3 Wilham B Sedlacek and
Clamwesd C Dronda, e,
“Dhasurag Rocia) Avtonwdes 0 &
Sirasciongl Contem.*
Prychaiogal Repors,
vl 27,1970,p 971
& Mark Saydes,
“Solt Pulhllng Seovrverypen”
Prychelegy Ndey,
Jaly 982,p 40
7% Porvigrew,
™

will continue todefsult to trad I racial eng

—pact”w
lmpacss of Recrsm O Wiits Americans,
ol Ben 'Y

and attitudes.

Equal opportunity will not be schueved
by promoting one or two high-profile, “most accepts-
ble” blacks mtotheexecuuve suite, putting s black on
8 board of directors, or in one of two ““pame”
bhchﬁomwmdeundbypuun;mlddlemmp
ment. A fair chance means that black managers can
move ahead and sl be genuine, thss thavdnn’t have a
peychological gsuntlet imposed on them. Faimess
means that successful black managers can be role
models. A fair chance means that there can be black di-
vision heads of marketing, production, and strategic
planning as well ss urban affairs and community rela-
tions. It also means that black executives con become
part of the headquarters elite and report directly to the
CEO, not only s vice presidents but as senior and ex-
ecutive vice presidents. It means black executives can

be CEOs.

‘Where do we 80 from here? The answer
les in our vision for America: whether we want aland
of opportunity for sll Americans based on individual
dignity and respect, or a land of atvantage and disad-
mupbuedomﬁncolom\vbeﬂvawewmuudm

where competence sud character will be the criteris for
Jeadership, or whether color will ordsin that Araeri-
cans stay in a place determined in the minds and Ly
the values of others. Senior corporate exccutives csn
ﬁd&ﬁe&ewm%ﬂcdothcychoonmp

H

DO
<

Roymend G Hune
everty Hulle, Codd
Sage, i98tl ) 136

& Joha Pornsnsbes,

m--lu-u-cvnwhh

I*MLDCMINII

9 Kochryn Adama,
“Aspecw of Seciel Camer As
of Mach Womens

Iowrsel of Secsal Irrems,
w0l 100200

O Anne B Sy,
“Nn\laﬂhn,.l-

Saviable Calmg”
mlqmu.lni.

IIhAh-luM-‘

M-nlhydu
Recsecwt NJ. Cudlit7ly o




221

Findings of an Information Exchange Workshop on
Rewowtion and Career Development [ssues
Faceld by Minorities in Corporate America

D

What Bridges Must Be Built: The Next Step

The issues associated with the "retention and career development faced
by minorities in corporate America" led INROADS, Inc., in
cooperation with the Mobil Oil Corporation, to convene a unique
information exchange workshop on October 12 and 13, 1988, in
Washington, D.C. The underlying objectives of this two-day
workshop were as follows:

* to identify specific problems and issues facing corporate managers
resulting from the influx of minorities, and other culturally diverse
employees into the professional ranks of the American work force;

* to explore a plan of action that minority managers can initiate to
enhance their success in corporate America; and

* to develop directions that INROADS can pursue to provide much-
needed leadership with their corporate sponsors to expand the base
of minority senior executives.

The racially mixed group of 50 participants included three basic
constituencies: senior managers and excecutives from a variety of
Fortune 500 companies representing both line and staff management;
INROADS alumni with more than five years of work experience; and
other minorities from the private sector who are not INROADS
graduates. In addition, INROADS staff from both local affiliates and
the national office were present.

At the outset of the workshop, INROADS President Reginald D.
Dickson asked the participants to address the question, "How is
INROADS uniquely positioned to contribute to the retention and career
development cf minorities in corporate America over the long terin?'
He added that the workshop was intended to be an important first step
to help establish a strategy/plan of action for the INRCADS
organization in this critica! area for America's future.

&
Do
~
>

Q
[MC 0-737 89 - 8

IToxt Provided by ERI




222

Possible Reascns for the Lack of Progress
%y Miaority Professionals

Waorkshop participants who were divided into two groups -- corporate
managers/cxecutives and minority professionals/managers -- were
specifically asked to address, from their perspective, the major
inhibitors 10 continued progress of minority managers into senior levels
of respoasibility.

Their responses fzll, generally, into one of fou¢ categories:

1.

the longstanding social norms that are merely transferred from
American society itself into the corporate setting;

. the difficulties associated with accommodating and appreciating

cultural diversity;

. the subjective, yet widespread and crucial, role of corporate politics

and culture, including the informal organizational and intcrpersonal
dynamics which ensue; and, lastly,

. the longstanding premise that the variables affecting economic

growth do not include the development of minorities in this
country.

Social Norms from Amesican S

Conformity to traditional standards and pattems of behavior which
tend to devalue the competence of people of color.

The assumption that minority advancement in the corporate world is
"their" problem and not a corporate issue. Thus, the burden for
making any interpersonal adjustments and recommendations falls on
minorities exclusively.

The silent, yet very real, tension and competition between white
women and minority employees, both of whom are vying for a
precious few slots in the corporate hierarchy.

A refusal to acknowledge that in this post-Civil Rights era race- and
gender-related discrimination still exists, although in less obvious
and offensive ways than before.

The belief of managers -- both white and successful minority -- that
being vocal about minority issues will jeopardize their careers.

Characterization of minority managers who exhibit assertiveness,
1mpauence with the status quo, or mdepcndcnce of tiiought as bemg
overly "aggressive," i.c., they have "stepped out of place.”

LgW]
Do
~J




[y

O

ERIC

Aruitoxt provided by Eic:

223

* The assumption that affirmative action and equal employment are
cuphemisms for minority incompetence and inferiority. In addition,
affirmative action and equal employment opportunity are regarded as
issues of legal or social compliance instead of economic imperatives
that can enhance the competitive posture of a company.

* ‘Fear and a lack of trust by everyone, both minority and majority
group members alixe.

Multi-Culturzl Diversi

» The high personal cost and emotional pressure to assimilate
completely into the corporate mainstream can produce tremendous
stress on minority men and women, without generating comparable
rewards.

» The unspoken approval of conformity toward junior executives
who aspire to reach senior management. Consequently, the lack of
conformity can, also, serve as a barrier for anyone who does not
fit the "corporate” mold of race, gender, social behavior and political
preferences.

* The lack of experience in most American corporations with the
management of employee diversity. Most often it is neither
understood nor practiced.

* The difficulty of assessing the management of diversity, in quanti-
fiable terms, as a factor which contributes to the "bottom line."

* Conflicting personai values held by minority executives and their
white counterparts,

C Cul { Organizational Dynami

* Weak minori‘y recruitment and career development strategies by
corporations; or, an over-emphasis on minority recruitment at the
sacrifice of strategies which include both recruitment and career
development.

» Tae inability (or unwillingness) of companies to translate executive

managements commitment into corporate-wide policies and practices.

» Lack of accountability and performance-related standards and

penalties which can be used to motivate middle managers to support
cffective programs for minority career development.
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« The disproportionate effect of downsizing on minority managers
without offsetting safeguards or job protection that addresses
longer-term considerations.

« Reluctance of minority professionals to engage in corporate politics.
Similarly, some minority professionals do not recognize that
subjectivity attends almost all hiring and promotion decisions.
Discrimination is indeed a fact of human behavior, but it is not
the reason for every unfavorable decision regarding a promotion or
assignment.

» Limitea access by minorities to the "old-boy” network and social
settings (particularly informal meetings and gatherings) where
important issues pertaining to both the corporation, in general, and
their performance, in particular, are often discussed.

* Reluctance of white managers to assign critical projects to minority
managers.

« Failure to create specific strategies and timetables that would
develop and cultivate a critical mass of minority senior managers.

« Week or dysfunctional mentoring relationships in which minority
cmployees receive inadequate counsel.

¢ Limited corporate support for serious (as opposed to casual or
academic) research into the problems associated with the lack of
upward mobility by minority managers within their own company.

Economic Trade-Offs

« The fact that issues such as unfriendly takeovers, mergers and
acquisitions, the Federal debt, foreign trade deficits, increased
competition for safe and cost-efficient energy sources and foreign
competition receive much more attention (and, thus, resources) than
minority career developiisent.

¢ A perception that minorities, as a group, contribute very little to the
long-term economic success of the corporation.
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Findings & Recommendations

Although the principal inhibitors for the retention and further career
development of minority employees have been identified before, the
following directions were identified for follow-up action.

Managing Emoloyee Diversi

This term produces a multitude of interpretations -- from "assimila-
tionist" strategies designed to move minorities into the majority
mainstream, to programs that promote rea! diversity and heterogencity
as a means of achieving organizational synergy, without presupposmg
that minority managers must lose their individual identities in order to
succeed.

Creating an atmosphere of employee diversity appeals, in general, to
senior executives who recognize that interpersonal conformity will not
inspire a more cohesive and productive environment. Moreover, as
more minorities enter the nation's labor force, the pressure to
accommodate people with diverse backgrounds and interests will
invariably render this option an economic and strategic imperative.

Both working groups underscored the importance of i increasing the
"comfort factor” as a key issue. Greater contact with senjor executives,
establishing a critical mass of minority employees, improved access to
social contacts, a clear corporate agenda in this arca, and greater
participation in ths management development process were cited as
priority steps that should be addressed.

INROADS Leadership
INROADS has established a widely-recognized reputation among
corporate sponsors, as well as among other organizations, largely

because of its highly successful collegiate component to help develop
minority talent for responsible positions in business and industry.

The following directions were identified for INROADS leadership in
working with alumni and corporate sponsors in the post-graduate area:

* Develop the major components for a model corporate agenda,
particularly for companies that lack experience or staff resources;
in this connection, consider establishing a highly visible national
INROADS recognition award for companies that make significant
progress in meeting this model agenda.




Establish closer ties with INROADS alumni to keep abreast with
their needs and concerns; based on their input, re-evaluate the core
curriculum at the collegiate level to make their training and
development more relevant. .

Develop a comprehensive strategy/suggestion action plan for
corporate sponsors that addresses the "discomfort factor." Identify
a short list of outside consultants that can be recommerded to
corporate sponsors to work with them in this area.

Consider establishing a national INROADS alumni network to
provide additional peer support; publicize significant contributions
by INROADS Alumni to their companies and communities to
reinforce role models for others,

Sponsor INROADS workshops and programs on a needs-driven
basis that are not otherwise available by corporate sponsors and/or
other outside organizations.

Concentrate throughout on problems and activities that are
consistent with, and reinforce, the traditional INROADS mission.

Carry the messages of minority underemployment and the projected
shortzges in human capital to INROADS sponsors and non-
sponsors alike. Included in these information exchange discussions
should be the high costs (both opportunity and out-of-pocket) that
the nation will face if its corporate leadership chooses to ignore
these two issues.

Work, in cooperation with corporations, to monitor the implemen-
tation and progress of minority career development and retention
programs.
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Participants of the

Information Exchange Workshop
October 12-13, 1988

Washington, D.C.

Corporate Participants
Robert E. Bell

President

Robert E. Bell & Associates

J. Veronica Biggins
Executive Vice President
Citizens & Southem Georgia Corporation

Frank Bolden
Vice President/Corporate Staff
Johnson & Johnson

John Bolling
Senior Product Administrator
IBM Corporation

Andres L. Custis
Directar/Management Staffing,
Development & EEO

Bell of Pennsylvania

Hardy Dorsey
Mans-- ‘Work Stations & College Relations
IBV ration

Joknv  andez
Man  TForecasting & Plan~ing
AT&Y

Robert Gaynor (Facilitator)
Retired Vice President
AT&T

Douglas M. Harrison
Vice President
Manufaturers Hanover Trust

James P, Hanes
Partner/Personne! Manager
Coopers X Lybrand

Warren A. Henderson
Development Manager/Information Systems

IBM Corporat:on

Ruben L. Holioway
District President
Society Corporation
John Jenkins

General Manager
St. Louis Airport Marriott

William Lipscomb
Equal Opportunity Program Director
IBM Corporation

Dr. John Mason (Facilitator)
PresidenvMonsanto Fund
Monsanto Company

Paul S. Mculiffe
Director/Benefits, EEO & Labor
BP Americalnc.

Don H. McLucas, Jr. (Facilitator)
Manager/Intemnational Employee Relations
Mobil Oil Corporation

Susan Murphy

Vice PresidenvEmployee Relations
& Field Operations

Chubb & Son Inc.

James R. Patner

Director/Human Resources Employee
Relations/Marketing

Northern Telecom Iie.

Cynthia Prescott
Staff Manager/External Program
AT&T

John Robests
Mar ging Partner
Arthur Andersen & Co.,

G. Gregory Russell
Experienced Audit Manager
Arthur Andersen & Co.

Paul T. Stames
President
San Francisco Leadership Council

Gerald T. Thayer
Vice President & Treasurer
Anheuser-Busch Companies, Inc.

Rita Williams
Manager
AT&T

Duncan D, Wragg
Director/Headquarter Employee Relations
Union Carbide Corporation
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INRCADNS Grduates INROADS Professional Starf
Lacren H, Allen Reginald D, Dickson
Cash Management Officer President & CEO
First Wiscoasin Mational Bank-Milwaukee INROADS, Inc.
Denise Coodwin Otis A. Jackson, Ph.D.
Macket Manager Vice President
Union Carbide Cocporasion INROADS, Inc.
Valora S. Gurganious Morton D, Stanfield
Institutional Investment Officer Vice President
Boston Safe Deposit & Trust Company INROADS, Inc.
Christopher Harris Jane E. Smith, EA.D,
Market Sales Manager Director’Corporate Development
Allstase Insurance Company INROADS, Inc.
Shearon L., Holmes Sarah R, Campbell
Senior Information Manager Personnel Specialist
Maritz, Inc, INROADS, Inc.
Victor Ledesma John Brown
Manager/State & Local Taxes Coansultant
Fort Howard Corporation INROADS, Inc.
Connie Lindsey Debea A, Kenner
Mansger/Banking Research Managing Director
Ameritech Corporation INROADS/Wisconsin, Inc.
Pavl Quick . Michael E. Reed
Marketing Strategist Maznaging Director
Halimark Cards, Inc. INROADS/Greater Washington, Inc.
Randy Sanderson Lisa Burford
Vice President Manager, Administrative Services
Lord & Tay' .« B{ROADS/Greater Washington, Inc.
Donna Kiszie-Smith
Cash Management Representative
Pittsburgh National Bank
Project Engineer
Briggs & Stration
Gregory Webb
inancial Analyst
Anheuser-Busch Companies, Inc.
Darrell Williams
Investment Banking Associate
Dean Witter Capital Marke:
Darryl W, Winston
Manager/OSP Engineering Staff
Wiscoasin
Art Woods
Bank of Boston
8
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INROADS

The Mission of INROADS
is to develop and place
talented minority youth

in business and indust+
and prepare them for
corporate and community
leadership.

INROADS, Inc.

1221 Locust Street

Suite 410

St. Louis, Missouri 63103
314-241-7330
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ABOU? CORPORATE ORGANIZATIONAL DYNAMICS INC.
PRODUCTIVITY A OPGANIZATIONAL EFFSCTIVEMESS: ANERICA'S SSLLWETNERS

The future of American companies in intensely competitive global merkets depende

upon their succesa in achievisg unprecedented productivity fream increasiagly edu-
ceted and diverse white collar workers. Given equal technology. the moct priduc-

tive work force will prevail.

Competitora 1nclude firma from nations such as Japan with racially and culturally
homogeneous workers. In contrast. Anmerican workers are very diverse. Vhite aen,
no longer a majority, are still key participants. Coincadentally, blacks,
Hispanics, and Asians will constitute 26% of sorkers and 57% of the growth to
2000, Whate women and minorities combined exceed 90% of all growth. Clearly,
America's corporate futures depend on the work effectiveness of diverse people.

Success at large cc ganies is particularly important. International contenders
that will determine the outcome are the large firms with the immense financial.
technological, huran, and other - minimuxz stakes - threshold requirements, to
participate in an arena 1n which nations compete. Education 1s key and the expe-
riences of tne “best prepared,” “most qualified.” minorities and wowen in these
large leading firms 1s America'’s cutting edge: America's best case; the
bellwether of our future. If the "best orepared,” regardless of group member-
ships, cannot succeed, 1t portends ominously for America. Thus, American firms
success with diverse white collar workers, is a bellwether for America and ...
econonic stakes involve America’s future as a world class 21st century nation.

Vhite collar work effectiveness 1s a function of myriad factors that transcend
indiviaualaty. White collar productivity is Jdetermined by the perceived rela-
tionahips between contributions made and rewards received:; the answer to the
question: What'a in 1t for me? Competence and intellect are necessary but not
sufficient for success in such interdependent situations. Succes., defined by
both productivity apd organizational effectiveness, will be a function of work
clamates and milieus in which a ubiquitous gense of equity exasts for everyone.

The complex dynamics 1in heterogeneous work systems require expert technical
knowledge not resident in most organizations. This dearth of knowledge colludes
with paralyzing fears, and taboos to ispede progress even in enlightened farms.

Increasingly firms are seeking help. Regardless of intentions. no one can manage
what is not recoguized nor understood. CEO's and other leaders need knowledge to
successfully =anage these “Dynamics of Differences.” This data 1s not in books,
1s not taught at leading business institutions and 1s not in executive cur~
riculuns. Corporale Organizaticuaal Dynarics provides this knowledge and ed rates
C20's and other committed corporate executives, policy makers, and other leaders.

THE AUTHOR

Edward V. Jones Jr.., founded Corporate Organizational Dynamics 1in 1983. He
speaks. researches and consults with leading firms, academic institutions, the
U.S. Congress, business and government organizations. He has wratten two articles
(1973 and 1986) at the request of the Harvard Business Review and 1s nationally
recognized as being on the leading edge of managing diversity in organirzations.

Ed combines theory with applied knowledge. He was sent to Harvard Business School
by his company after repeated managerial turnarounds. At Harvard, he was a “Baker
Scholar,” 1n the tu- 5% of his class; graduated wath “Highest Distanction” 1in
1972, and began his research on heterogeneous organizational effectiveness. Ed
has reported to a CEO; managed thousands; headed a profit center of hundreds of
p1llions of dollars; and headed national strategic and market planning.
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Mr. MarTINEZ. Thank you, Mr. Jones.

Mr. Burns?

Mr. Burns. Thank you, Mr. Chairman. It is indeed an honor and
I think an important responsibility to testify on these issues. I pre-
pared a written statemert, but what I will do today is just try to
summarize the major points.

As has been very, very clearly pointed out, the raw numbers in
the Workforce 2000 demographics present us with a tremendous
challenge, but as Mr. Jones was leading up to, there are also plenty
of other things in our present climate that are going to provide an
additional head-wind to that challenge.

I am beginning to call that present climate a new racism. It is
more genteel. It is more complex than the old racism but nonethe-
less, what it amounts to is we are very much in danger today of
institutionalizing the underclass and giving us problems not just in
the year 2000 but far, far into the future.

In addition, there is a new separate but equal. It is not the full
segregation of Plessy v. Furguson, but it is a partial segregation. It
is built on the expected after effects of past segregation.

Ore of the major weapons the new racists use tc promote the
new separate but equal is to call all uses of any kinds of numbers
ggotas, to not distinguish betweer comparison numbers and quotas.

mehow, when they use that term, when they call something a
quota, everybody else seems to run and hide.

I think we have got to begin to face these kinds of issues if we
are going to deal with the underlying demographic 1ssues because
they are over them, they are above them, and they are going to
hinder us in all of the attempts to solve the practical problems.

One of the big problems in all of this is I think we are not look-
ing at it. We are hiding from it. We are not stirying it. We are not
analyzing it. We are not confronting it. W2 are not figiiting it. Ev-
erybody is just as concerned, but I don't think we have learned how
to fight the new racism. That is why I think that H.R. 2235 is so0
important.

Let me turn now to some of the aspects of the bill that I am par-
ticularly concerned in talking about. First ie the workforce data de-
veloped by the BLS. I think it is onc of the major goals of 2235. It
will provide a key data base for corporstions for policy makers, for
analysts. It is an extremely critical part.

It analyzes the workforce, as you kncw wy occupation group and
hiring area. Now, I was planning to tulk about what a good way
that is to analyze this data. On June 5, 1989, in th2 R™-rds Cove
P~cking Compony v. Atonio case, the United States Supreme Court
handed down a decision where they made verv, very strong argu-
ments for using the analysis system containecd in H.R. 2935. Justice
White goes through the arguments of why, if you are guing to ana-
lyze workforce data, this is how you have 2 do it.

So, according to that decision, the diz,arate impact analysis of
Title VII, not just the kinds of things we’ve been talking about
with OFCCP, both of those now require precisely the kind of analy-
sis which is put forward in H.R. 2235, Of course, then, we also need
these data to monitor the Workforce 2000 issues.

Clearly, the present data is not adequate for any of this, so 1 very
much applaud the effort to provide us with new and better data.
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Also, H.R. 2235 provides the opportunity for an entirely new
compliance process. I would like to request at this point, rather
than going through it verbally, if the members could refer to the
last ;flage of my prepared testimony, there is a flow chart there.

I think it would be quicker to go through the flow chart than to
try to describe everything in words. Basically, the way the system
would operate, as I understand it, is that a cox;iporation would take
the BLS data and compare it with their own data by occupational
group and by hiring area.

The company then would add any needed modifications or any
needed additions where the BLS data for one reason does not apply
to them. At that point, after they have made their comparison, in a
sense, they look at what they have and they look at tﬁe BLS data
and then they can say, “Okay. Is there something here I need to
do? Do I need to provide goals, time tables, action plans? Is there
other information I need to bring in, such as internal pool issues?”’
and any other information that the employer might need.

What all of this amounts to—the BLS data, the employer report
and the goals and action plans—this is, in a sense, a compliance
review by the employer. This is not OFCCP devoting resources to
doing a compliance review; this is the employer doing a compliance
review.

Also, these are the kinds of tools that management is used to
using where you are looking at results, not activities. The OFCCP
compliance review is very heavy on activities. You give all of your
activities. Management does not look at activities. They don’t care
about activities.

They look at the results. They look at what really happens. Then
it would go to a review by OFCCP. If it is not disapproved accord-
g to clearly provided criteria, then the employer is not going to
have a compliance review, is not going to get into the administra-
tive law proceedings and all of the real tough enforcement which is
the other side of the deal in this Act.

In other words, what you'd be saying is: Okay, Mr. Employer. If
you don’t want all these bad things to happen, then do a good job
in responding to the requirements for affirmative action, in re-
sponding to the basic nondiscrimination inherent in this system
and nothing else will happen to you.

So, it puts the onus on the employer: Produce and you can elimi-
nate the whole mess that you can Jometimes get into with the com-

liance review. Now, that’s a very short form, but I think that this
undamental tradeoff between employer responsibility and the in-
creased enforcement teeth of the Act is something that needs to be
clearly understood.

The other extremely gocd part of that is that it would focus the
government enforcement resources on the bad guys, no more cream
puff reviews. Sometimes, the EOSs know that i they go to a cer-
tain company, there is a really good affirmative action manager
there. He knows exactly how to give them the date they need to fill
out their forms and they can get a real quick review out in terms
of the standards that they are given.

So, they will do cream puff reviews, reviews where they know
there is no real problem but they can score one in a very quick and
easy way. This kind of a system would prevent that. It would focus
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the resources of the government into the places where they are
really needed.

Also, the eraployer reports can be used by the BLS as a very,
very powerful source of new information so that I would conclude,
in general, that we would be very much ill advised to ignore the
tools that H.R. 2235 gives us to address these very serious Work-
force 2000 issues.

Thank you, Mr. Chairman.

[The prepared statement of William C. Burns foilows:]
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Mr. Chairman and Members of the Committee:

It is an honor and an important responsibility to accept the
Committee's invitation to testify today. I am in my twenty-fifth
year in the equal ployment opportunity field. I have served
private companies state and federal agencies, civil rights
groups, and the courts in various of € cial and voluntary
capacities. I believe very strongly that the problems that we
face in this fleld are among the most important that our nation
has today. The fact that they have lower perceived priorities on
our national agenda today than they did in the past is, in ny
view, one of the most serious problems.

The "New Racism"

There seems to be a loss of interest. There seems to be a loss
of will. There seems to be a "new racism" emerging in th's
country. A part of it is a feeling that we've "done enough." No
one says that we've solved the problems, but paradoxically there
seems to be a general resistance to initiatives toward further
integration. This lack of positive support places a great burden
on the political leadership of our country and makes solving the
workforce problems even more difficult.

I will assume that there is not a sinqgle memwer of Congress who
would support the "separate but equal' doctrine that the Supreme
Court put forward in 1896 in Plessy v. Ferguson as the legal
basis for segregation. However there is a "de facto separate but
equal” that seems to be gaining support. It is the partial, but
extensive, present segregation based on the expected aftereffects
of past segregation. It is the partial segregation of education,
housing, and employment that exists today and which is in danger
of being institutionalized. Partial segregation is being
supported, not by name, but by many small actions and inactions.
This "new separate but equal" is an important part of the 'new
racism" in America.

Another critical facet of the new racism is that many people seem
to be ignoring it. It's as it they are hiding from it. It is
not being discussed, studied, fought, or effectively countered by
non-racists to the extent that it deserves.

The reason that I am going into all this is that H.R. 2235 is
greatly impacted by these issues. One of the most effective
weapons of the new racists has been to attack all EEO initiatives
by calling them "quotas." Anytime that anyone begins to look at
numbers in trying to counter any of our present partial
segregations, the "new racists" scream: "Quota!" This charge
seems to automatically put everyone on th. defensive. When you
think about it, it's rather strange that we can't seem to
successfully articulate the difference “etween quotas and other
uses of comparison numbers. Strange, that is, unless some people
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don't want to understand the difference because comparison
numbers show the partial segregation that they do not want to
“.ange.

In the game of golf each hole has a par. 1t is the expected
number of strokes needed to complete the hole. I have pever
heard of anyone who believed that not achieving par was a
vioclation of the rules of golf. par is an expectation for
comparison Purposes, not an inflexible imperative. It's hard to
Play golf without knowing Par. In the same way, it's hard to

number to help provide meaning to the raw statistics. oOne of the
most important goals of H,R., 2235 is to require the BLS to
provide comparative Qata that will allow employers, the OFCCP,
and anyone else to better understand the raw numbers of
employment integration.

The Development of Workforce Data by the BLS

Determining the availability of women and minorities by
Oc¢cupation Group by Hiring Area is tha analysis framework
required by H.R. 2235, I had planned to explain why this methogd

necessary to conduct a realistic and accurate analysis. However

on June 5, 1989, in wards Cove Packing Co. v. Atonio the vu.S. K
Supreme Court ryled that precisely the system contalned in H.R.
2235 is the "proper basis" ip a disparate impact analysis which .

involves the same statistical issues as an Availability Analysis
by OFCCP. 1In general the reasoning put forward by Justice White
is the sam¢ as 1 was planning to use. It is the statistical
truism that one must compare sles with apples and oranges with
oranges.

The Court even goes so far as to Say .nat not using occupation
group and hiring area Categories "would almost inexorably lead to
the use of numerical quotas ip the workplace." 1 don't know
whether I agree with that, but jt certainly is comforting to have

In addition, Policy makers and researclers who are and will be
concerned with the Workforce 2000 issues will need data to
determine our situation as the Years pass by.

Considering that the data that we now have is not adequate for

any of these purposes, I believe that we must take the necessary
steps to develop accurate information.
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Employer Reports

The Employer Report provides gtatistical data; the goals,
timetables, and perhaps action plans as the key indicators of the
organization's affirmative action program; and what is in fact a
self-conducted compliance review by the employer. It replaces
the EEO-1 Report, which is almost never used for anything, and
the standard verbiage of the present affirmative action plan. It
is the key to the fundamental set of trade~offs implicit in the
Act.

There are three major pavts to the overall design. First,
employers who are "good guys”" and who are willing to and are
trying to integrate their companies can control their fate, not
be required to prepare ugeless papervork, and not be subjected to
compliance reviews. Second, employers who are either
discriminating agiinst minorities or are preventing integration
using passive methods {"bad guys") will face a tougher system
with more teeth. Third, the federal resources devoted to
enforcement will be focused on "bad guys" rather than on doing
repeated compliance reviews on large corporations (My emplover,
the Pacific Gas & Electric Co. has had about 45 reviews with few
genuine, serious £indings). Since companies like PG&E can
provide the person doing the review with what he or she needs to
complete the paperwork within the orcCP's "productivity
standards," the temptation to keep coming back is understandable.

The Overall Compliance Process Based on H.R. 2235

H.R. 2235 covers only those parts of the compliance process that
need to be grounded in law. To understand the effects that H.R.
2235 would have, it 1s necessary to know the characterisgtics of
the entire compliance process based on the new law. My
understanding . £ that overall process follows.

The attached flow dizgram outlines the way that the compliance
process would proceed over a two-year period.

YEAR 1  First, the BLS provides interim racial, ethnic, and
gender data by occupational group and by hiring area. This data
would represent a best first estimate by the BLS based on census
data; state erployment data; and educational level, major, and
degree data.

All employers covered by the Act prepare their Employer Report
for year 1. This report lists all of their employees using the
same categories throughout that wer- used by the BLS. As an
option an employer may add any occu, ationsl groups or hiring
areas that the employer determines are needed to properly
represent any realities that micht be distorted by being limited
to the BLS categories. 1In addition, any other data that the
employer would like to use to augment the akave can be included.
This freedom to add information means that the system will not
need to cover every single situation. When it doesn't fit thz
employer can fix it.

- ERIC
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The employer then compares the data in the Employer Report with
the BLS data and prepares a Goals and Action Plans (GAP) Report
which responds to any apparent underutilization by listing the
goals, timetables, and actions to be taken in each case. Any
issues involving the impacts of internal pools or any other
information that is related to the differences between the BLS
and the employer data may be added at the employer's discretion.
The employer is, in effect conducting a compliance review on his
own company.

The Employer Report and the GAP Report are both submitted to the
OFCCP Field Office for review. If they are "not disapproved"
then the employer is through for the vear (except for the actions
promised in the GAP Report). It is very important that the
criteria for disapproval are clear so that a properly motivated
employer knows what to do to ensure acceptance. If the GAP
Report is disapproved then a Compliance Review is triggered to
cover the problems, If a Conciliaticn Agreement results, that
ends the process for che year. If a Conciliation Agreement is
not reached, then the enforcement proceedings befcre an
hdministrative Law Judge are triggered.

YEAR 2 All of the Year 1 Employer Reports are sent from the
OFCCP Field Offices to the BLS. They are analyzed to see where
employers said they needed to add or change categories. Where
Patterns occur the BLS may decide that their system should be
modified. Also the data in the Employer Reports and any other
new data can be added to the Year 1 database to improve the
availability estimates.

The rust of the process is exactly the same except for the
additions that 1espond to the commitments made in Year 1. A GAP
recuits section is added to the Employer Report in Year 2 to
report the results achieved compared to the commitments made. If
a Conciliation Agreement was signed, a similar results section
would also be added. The Year 2 GAP Report would add any '.eeded
response to the Year 1 results.

Year 3 and those that follow would be the same as Year 2.

This type of compliance system has many advantages:

The availability data provided by the BLS would save a great
amount of work by employers

The Employer Reports and the GAP Reports would require
substantial effort, but theY can be used as management tools
so they would provide greater value to employers than the
present AAPs which are generally regarded as almost useless.

By preparing GAP Reports that make Complian.e Reviews
unnecessary and achieving the results that chev promised,
employers can keep the whole process under .neir control and
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avoid the expense and disruption that these reviews may
cause. In addition, since Compliance Reviews are adversary
proceedings the goal is to fight and win. It is much better
to have employers devote their resources to achieving the
results that will aveid the fight.

These benefits to ethical employers ought to be an acceptable
trade-off for the increased teeth that H.R. 2235 adds to the
enforcement procedures that are available for use against
recalcitrant employers.

The benefits to the federal civil rights effort are also
important.

Many employers would be willing to give "more" in a voluntary
action plan than they would as part of a compliance review
negotiating process after the adversary relationship has
begun.

Also in compliance reviews and even lawsuits employers are
constantly surprised that they tend not to be "hit" where
they are the weakest. In their voluntary activities they
tend to try to repair their worst problems.

Recommendations for Changes in the Bill

l. I reccmmend that the provision for jury trials be removed. I
have gpent many days testifying as an expert witness in :
discrimination cases. These cases involved statistical concepts
and data that many judges found difficult to understand. Judges
have advanced degrees and tend to be very bright. The number of
juries that could understand the statistical arguments and
successfully apply them is, I suspect, rather small. To allow
for jury trials is to facilitate wrongly decided cases.

2. Given the goal to provide advantages to employers who support
affirmative action and are willing to be held responsible for
their results, while at the same time strengthening the ability
to go after the "bad guys," thé responsible employers should be
insulated from spurious or unnecessary Agency or private actions.
This could be done by providing a threshold process at the
beginning of every action against an employer to minimize purely
bureaucratic activity or the misuse of the powers of the Act by

anyone with a private agenda (for example, to publicize a group
or an individual).

I recommend th areshold processes be included in the Bill

where employer: .an read them for all four possible actions that
can be taken:

A. Accuracy Audit. cClearly limit it to whether or not the
employer report is factually correct. Allow it to be
conducted only on a strictly random basis or if the employer
report fits a pattern defined by regulations that would
trigger an audit for accuracy.
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B. Complaint Investigation. Require a preliminary
determination before the full investigation that there is
likely to be a bonafide complaint. As opposed to, for
example, a group that is "shotgunning" complaints against all
the large employers in their area to publicize something.

C. Compliance Review. Allow a foimal review only for these
three reasons:

a. The employer report is deficient according to
published standards in OFCCP regulations. Either the
utilization analysis is faulty, the goals and timetables
do not properly address the apparent underutilization,
or the results from the prior year are unacceptable.

b. A complaint investigation has led to a finding that
there 1S reasonable cause tc believe that the complaint
is true and that it is not clearly limited to a single
isolated individual.

c. An accuracy audit shows other than crivial
inaccuracies in an emplcyer report.

In most if not all of these cases a review Should be
required.

D. civil Actions. Whether any additional restrictions beyond
those already in the Bill should be added would depend on
whether or not misuse could be better prevented. I have no
specific recommendations.

Conclusions

Using only raw numbers to describe the problems, the Workforce
2000 issues present a daunting challenge to our nation. The
additional problems presented by the climate that I have called
the "new racism" add to our challenge, but we cannot let a "new
separate but equal" institutionalize a virtually permanent
underclass. We need information to monitor our course. We need
the constant and continuing self-analysis by the thousands of
employers who will be required to critically examine their
Employer Reports. I believe that H.R. 2235 gives us tools that
we would be ill-advised to ignore.
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Mr. MarriNez. Thank you, Mr. Burns.

Now, we’ll go to Christine Kramer.

Ms. KraMER. Thank you, Mr. Chairman and members of the
conimittee. My name is Christine Kramer. I am the Assistant Vice
President of Corporate Policy and EEO for Meritor Savings Bank, a
$17 billion financial institution in Philadelphia.

Meritor is the oldest thrift in the United States, founded in 1816
as the Pliladelphia Savings Fund Society. We currently own a
large FDIC institution in Philadelphia as well as FS)LIC insured in-
stitutioens in ¥ ashington, D.C,, Virginia and Florida.

We employ 3500 people, primarily in professional, financial and
office and clarical positions supporting retail banking services, com-
mercial and consumer lending and mortgage servicing. Our experi-
ence with and observations about the demographic profile of the
labo: force as well as the contract compliance program are prob-
ably ypical of many medium sized companies in the service sector.

Ou - testimony today is focused on the more practical aspects of
Workforce 2000 and this bil! rather than the theoretical concepts
which have bee~ talked about 50 much today.

In summary, Meritor supports the overall objectives of House
Bill 2235. We believe it is n + time for Congress to codify Execu-
tive Order 11246 to ensure i%.. permanence and its stability. Such a
codification places the coniract complia.ce program on the same
statutory footing as Title VII, sends a strong signal that this is an
important national priority and insr.ates the program from swings
in the political climate.

In codifying “he Executive Order, FL.R. 2235 alsu tek:es an impor-
tant step in ¢ “ressing the key shortfalls of the curzcnt program.
Affirmative action plans, as required under the. current rules, tend
to be more of a paperwork exercise than effective tools for affirma-
tive action planning.

In fa. , it has been my experience that the preparation of an af-
firmative action plan is often confused with the actual process of
taking affirmative action. This is, I believe, a result of rigid en-
forcement adherence to a set of mandatory, externally imposed
plan requirements that are applied uniformly to all companies re-
gardless of size,-business type or business condition.

Given the conclusions of Workforce 2000, there seems to be little
doubt that all employers are going to have to take an increasingly
creative approach to the process of affirmative action. Under the
current regulatory process, this will, at best, be extremely difficult.

In short, it is time for affirmative action to be refocused on the
longer .erm is: «s with which employers and the nation are con-
fronted—internal mobility of minorities and women, the skill re-
quirements of new workiorce entrants, skills obsolescence and the
like. Meritor .elieves, however, that a rigid, inflexible program
such ag the current contract compliance process leads, by defini-
tion, to an equelly rigid and inflexible enforcement scheme. Howev-
er, rather than condemning OFCCP for using such a scheme, we
should, in fact, address the underlying program that led to the out-
come.

Meritor believes that H.R. 2235 attempts to do just that by elimi-
nating the requirement that all covered employers perform a uni-
form AAP and suabstituting in itself a detailed inandatory reporting

Q
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form. We are concerned at Meeritor about the geographic profile of
our workforce for two key business reasons.

First, it is important from a competitive perspective to utilize to
‘he fullest the talents of all demographic components of the labor

orce.

Second, this demographic mix also reflects our shifting customer
base. By shifting the focus of contract compliance from rigid, fixed
Plan preparation to detailed reporting of actual results and out-
comes, the bill would allow us to adjust our affirmative action ac-
tivities in oxactly the same way we would if a product offering did
not net the profit we anticipated and that we could achieve our de-
sired objectives and goals.

is new format clearly shifts the focus of the contract compli-
ance program to analyzing actual results and outcomes on a con-
sistent, regular basis rather than through a random, compliance
review process. It also permits comparisons across industries end
geographies, not previously possible and, most of all, focuses on
salary deciles or actual earnings of employees, finally addressing a
critical issue in the United States.

Until affirmative action actua.ly pervades our economic struc-
ture, full equal opportunity will not exist. In this regard, Meritor
sugiests that the committee provide a clear definition of employee
in the bill language.

Companies are increasingly using the services of leased, part-
time and casual workers. We believe these workers should be con-
sidered part of our workforce for reporting purposes because they
represent an automatic applicant pool for positions requiring more
hours and, hence, incre opportunity.

We believe, also, that it is the proper and necessary function of
government to have the BLS provide rolevant benchmark data
which Federal contractors can readily obtain in order to fulfill
their related obligations.

While we recognize this type of project requires an extensive
period of time, we are also cognizant of time passing and our work-
force problems becoming more and more serions. We therefore sug-
gest in our written testimony a modification to the implementation
schedule using an interim structure within two years of enactment
with full implementation within four years.

Our view of the Education Assistance Fund is much like what
ou heard today. We feel it is very innovative and it will cleurly
ave an impact on the pool of qualified candidates for highly

skiiled positions which currently are reflected as a deficiency wi:or
corapared to the national need.

Of particular interest to us is the allocation of funds based upon
the established efficiencies and the identification of assistance to
students in the elemer.tary and secondary systems to assist them in
making earlier and niore informed career decisions.

Given the high number of openings we have at Meritor, requir-
ing an equivalent high school education, we are «lready experienc-
ing difficulty in hiring individuals with basic reading and mathe-
matic skill.

Our ability to provide remedial programs in these skills, as is the
case with most other medium-sized companies, is seriously inhibit-
ed by the urgent bus. .ess need to hire individuals able to properly
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service our customers with only minimal training and by the limit-
ed funds at our disposal to engage in such remedial actions. We be-
lieve this fund will assist public school systems to some extent in
improving the educational process for the students who will even-
tually make up our applicant pool.

The bill proposes to implement some significant changes to the
current OFCCP enforcement scheme, including streamlining ad-
ministrative hearings, permitting a private right of action for indi-
viduals who wish to avoid lengthy administrative processes and es-
tablishing civil monetary damage awards, including a million
dollar penalty against an employer for each discrimination occur-
rence as well as treble damages for victims of retaliatory action by
an employer.

While our written testimony discusses this area at soine length,
Meritor’s position can be summarized as welcoming the streamlin-
ing process that the bill envisions. Complainants and employers
alike have the right to obtain a cogent investigation which focuses
on the allegations raised and the right to a prompt and fair resolu-
tion to these problems.

We are concerned about one of the complaint filing options
which permits an employee to bypass the administrative and/or
regulatory process and file suit directly in court. Given the per-
ceived intent to follow the precepts of Title VII, we believe this
option is counterproductive to both the intent of the bi'l and the
streamlining philosophy which pervades it.

In its place, we would suggest that the tighter timeframz include
issuance of a right to sue notice at the appropriate point in the
process.

We thoroughly approve of the implementation of a scale of pen-
alties rather thnn the Draconian all or nothing debarment proce<s.
We would suggest the committee might wish to legislate that mon-
etary penalties paid by a contractor be added to the Education As-
sistance Fund rather than placed in the genreral treasury.

Also in keeping with Title VII precepts, v'e would suggest ti.e
committee eliminate the jury trial provision since it is not current-
ly available under Title VII.

Thank you very much.

{The prepared statement of Christine Kramer, Esq., follows:]
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Mr, Chairman, members of the Committes, my name is Christine
S. Kramer. I am the Assistant Vice Presidant for Corporate
Policy and EEO for Meritor Savings B‘ank. a $17 billion
thrift institution headquartered in Philadelphia, Pennsylvania.
Meritor Savings Bank is .vdest thrift in the United States,
founded in 1816 as the Philadelphia Savings Fund Society. We
currently own a large FDIC-insured institution in t:I:m
Philadelphia ares as well as FSLIC-insured {institutions in
Washington, 0.C., Virginia and Florida. We employ 3500 people
primarily in professional, financial, and office and clerical
positions supporting retail barking services, commercial and
consumer lending, and mortgage services. Our experiences with
and observatiors about the demographic profile of the labor
force and about the contract compliance program are probably

typical of many medium size compznies in the service sector.

While my testimony today represents Meritor's position on
this legislation, my personal professional experience in the
arsa of equal smployment opportunity and affirmative action
includes a total of 17 years with one of the largest
electronic manufacturers in the United States and with ona of
the largest publishers in the world. Both compani..s have
significant contricts with the federal government, and thus are
highly involved in the area of contract compliance. My

professional responsibilities have focused on establishing and

- re
\er 3
ke

O




3
&

ERIC

Aruitoxt provided by Eic:

247

-2

maintaining compliance with existing equal employment
opportunity and affirmative action laws and regulations, and
developing practical businass applications to advance
the employment and promotion of minarities, women, Vietnam
veterans, and the handicapped. As a result of these
responsibilities, I have extensive experience working with the
EEOC and the Off!ze of Federal Contract Compliance Progr'am:
(OFCCP). Thus, I have besn able to cbserve closely OFCCP's
actions during its varfous phases of transition over the past
decade. These responsibilities have alsc afforded me the
opportunity to observe first hand the impact of changing
demographics on company manpower and staffing plans and the role
the current contract complfance program has playsd in allowing

companfes to adapt to these changes.

In summary, Meritor .supports the overall objectives of
H.R. 2235. We believe it is now time for Congress to codify
Executive Order 11246 to ensure its permanence and stability.
Such a codi{ication places the contract compliance program on
the same statuicry footing as Title VII, sends a strong signal
that this 1s an important national priority, and insulates the

program from swings in the polftcical climate.

AFFIRMATIVE ACTION PLANS

In cadifying the Executive Ordsr, H.R. 2235 als: takes an

important step in adcressing the key shertfzlls of the current
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program. Affirmative action plans (AAPs), as required by the
current rulss, tend to be more of a papsrwork exercise than
eoffective tools for affirmative action planning. In fact it has
besn my expe-ience that the preparation of an AAP 1is often
confused with the actual process of taking affi{rmative action.

This is, I believe, an outcome of rigid enforcement adherence to
a st of mandatory, sxternally imposed plan requirements t'hat
are applied uniformly to a’t companies regardless of size,

business type and bu«iness conditions.

The AAP requirsments of the Executive Order were, at their
{inception In 1971-1972, .;n important and valuable step in
furthering affirmative action objectives. At that time, the
concept of 2¢Firmative action was still in {ts infancy -- a
concept not fully understood by the business community. At
that tims, the primary concern was getting minorities and women
into company workforces. By requiring AAPs to include a fixed
set of elements probably did, in retrospect, help employers
focus thefr attention on how to go about achieving the immediate
affirmative action objective -- 1.e., increasing the number of

minorities and women in their respsctive workforces.

However, as employers became more sophisticated and mors
knowledgeable about affirmative action planning, and Ias the
employment environmant began to change, the shortcomings of the

currant AAP process became evident. First, this AAP approach is
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best suited to large, manufacturing-type environments ~- a
structure prevalent in th) early 1970s but not so today.
Second, AAP preparation is basically a "reactive” process. The
contractor prepares the plan, i{mplements {its objectives, and
waits to be reviewsd on these objectives. Given the size of the
federal contractor community and the limits of OFCCP’'s
resources, it is impractical for the agency to review all
contractors on A regular bagis. Third, except for broad EEO-1
data, OFCCP can only collect information about contractor
progress through the compliance review process. Thers is no
machanism in place for the agency to do routine monitoring of
contractor progress and thus effectively target appropriate
enforcement efforts. Finally, and perhaps most important,
demographic ressarch and company experience has indicated that
the problem is no longer getting minorities and women into the
workforce. Rather, affirmative action issues focus on dnternal
mobility of minorities and women, skill requirements of new

workforce entrants, skills obsolescence, and the like.

Thase problems are more complex and do not Jend themselves
to simplistic, rigid programs that sesk to apply a uniform sst
of externally-impoesd standards on all empioyers ~- standards
that are more concerrod with the "how" of the process rathar
<han with its outcomss and results. Because of the

anachronistic nature of current AAP requirements, many employers

have found thamselves in the position ef having to keep




O

ERIC

Aruitoxt provided by Eic:

250

-5-

essentially two ssts of records. The first is the written AAP
that mests current Exscutive Order prcgram requirements in order
to fulfill the review needs of OFCCP. The second is the actual
business plan, normally expressed in numerical terms, that is
tailored to specific company nesis and objectives, is focused on

autcomes and results, and against which managers are meag.ired.

The problem of trying to address the new, more complex
issuas of affirmative action has also affected OFCCP's
enforcemen: effort. The agency has recently revised and
reissued its Contract Compliance Manual. While this revision
has a‘t-‘fordad federal contractors additional insight into how
OFCCP evaluates affirmative action plans, it also continues
rigid enforcement requirements and allows little if any
variatfon for individual business objectives and operating
needs. Viable strategies for increasing employment
opportunities for minorities 2nd women cannot be assesced by
rigid and inflexible formulas, nor should contractors be forced,
for example, to utilize sources of candidates that are
unresponsive to their specific business neads solely because
OFCCP demands it. A rigid, inflexible program, such as
the current cmsrect compliance process, leads by definition, to
an aqually rigid and inflexible enforcement scheme. Howaver,
rather than condemning the agency for utilizing such a scheme,
we should, in fact, address the underlying program that led to

this outcome. Meritor belioves chat H.R. 2235 attempts to do
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Just chat by sliminar g the requiresent that all employers
prepare a untform AAP and substituting in its stead, a detailed

mandatory reporting format.

JHE REPORTING REQUIREMENTS

Meritor is concerned about the demographic profile of its
workforce for two key business reasons. First, it is important
from & competitive perspective to utilize to the fullest, the
talents of all demographic components of the labor force.
Saccnd, this demographic mix also reflects our shifting customer
base. By shifting the focus of the contract compliance program
from rigid, fixed plan preparation to detailed regorting of
actual results and outcomes, H.R. 2235 allows us to adJjust our
aftirmative action activities in exectly the same way we would
if a product offering did not net the profit we anticipated so

that we could achieve our desired obJectives and goals.

As a result, Meritor enthusiastically supports the reporting
formet envisfoned- by this bill. First, all employers will now
be reporting detailed results of progress under the contract
compliance program on a common, universally used raporting
format. Second, the new reporting format will provide more
detailad occupational category information than that encompassad

by the nine broad groupings found on the current EEO~1 report.

Third, and most important, the addition of reporting the

workforce profila by salary decils, or actual sernings, focuses,

&0
o

-~

Y Y . A A




252

-7=

we believe, on a critical issue: until affirmative action
actually pervades the economic structure of the United

States, full equal opportunity will not exist. The salary paid
to an {ndividual truly reflects the company's view ot his/her
value to the organization in a tangibles way that organization
sharcs, occupational cetegories and Jjob titles cannot. Salary
decile data also has another significant benefit: 1t allows
balancad comparisons among companiss in various regions and
industries that are not possible when relying solely on

occuoational category or Jjob title.

The propossd reportiny formet also represents a prcactive
approach xo contract compl{anco enforcement that allows OFCCP
to identify those employers who require follow-up snforcement
action. This identificatic.y can now be based on actual
affirmative action results rather than on random review
sslection. In preparation for our testimony here today, i
discussed this proposed reporting format with a group of koy
Meritor line managers. Their reaction to this new report was
"this sounds a lot 1ike an IRS tax return”. While none of us
are particularly enamoured with IRS tax returns, we all must
recognize that it is an efficient method of collecting relevant
data for analyris and potentially, further investigation, in a

consiztent, effective way.
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We would suggest, however, that a definition of "smployes"®
be included in the bill given the continuing confusion inherent
in the current EEC-1 report requiremsnts. Companies are
incraegingly using the services of leased, part time, and
casual workers. Meritor believes that these employess should be
considered part of the employer's workforce for purposss of the
reporting requirements envisoned by this bi11 in that they
represent an automatic applicant pool for positions requiring

more work hours, and hence, increagsed sconomic opportunity.

8LS OBLIGATIONS

The ssction of the biN relating to the Bureau of Labor
Statistics and the studies they would undertake in support of
the tenents of this bi1l are also, in many respects, long
overdur. Given the number of years a contract compliance
program has bean in place, it has bemn somewhat disquieting that
in order to obtain viable gtatistics by spacific occupation,
contractors seriously “.ommitted to affirmative action had to
purchase gpecially ir.dexed data from independent manpower
planning companies. In ocur view, it is the proper and necessary
function of government to have the Burecu of Labor Sctatistics
provide relevant benchmark data which federal contractors can
resdily obtain in order te fulH1 their related obligations to
4 contract with the faderal government. This requirement

further permits analysis across industries who utilize the same
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skills withcut being bound by company specific labels. We are
confident that the 8LS will be thorough and prudent 1in the
studfes they conduct dealing with *hiring areas* and "fungible
Jobs®. In cur view, the definition =nd application of these two
concepts are crucial to the effective implementation of the
proposed bill. In this regard, we fesl it may be appropriate
for the Commitim to provide some additional guidance to BLS. on

how these two concepts should be applied.

IMPLEMENTATION SCHEDULE

Another concern we have at Meritor relates to the
implementation schedule of the bill. While we understand t4at
8LS neads to have an exvensive period of development, comment
on methodology and implementation for proper reporting formats,
we do not bslieve imp’ementation of the entire bill should

require a 4 year time frame. We would suggest that the

Committes sericusly consider a phased implementation as follows:

Within 2 years from the date of enactment, 8LS will

develop an interim reporting format for implementation,

comment and data collaction; and 0OL wiN develop

interim implementing regulations to begin contract

w2nitoring under the new bill.

Within 4 years from the date of enactment, all

provisions of the b1l must be fully implemented.
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This approach would allow 8LS to obtain hands-on comment for the
reporting mechaniam while utilizing the data as part of the
study they have bean contractasd to conduct. Until tha interim
reporting mechanism is developed and disseminated to the
contractor community, the existing regulations should be c sarly
delineatad as sti)1 being in effect and contractors instructed
to continue developing AAPs under the applicable regulatory
structure. On the date the interim report mechanism and
sssociated interim regulations are {ssued (i.e., no later than 2
years from the date of enactment) the provisions of this bill

will become effective.

THE EDUCATION ASSISTANCE FUND

Meritor views the Education Assistance Fund as an innovative
approach to furthering the pool of qualified candi” ‘tes for
highly skilled positions which currently reflects a deficiency
compared to tha national nesd. Of particular interest to us is
the allocation of funds based upon the established deficiencies
and the identification of assistance to students in the
elementary and secondary systems ¢o assist them in making
earTier and more informed decisions of carser directions. Given
the high number of openings we have at Meritor requiring an
squivaknt high school education, we ars already .xporuncir;g
difficulty in hiring individuals with basic reading and

mathematics skills. Our ability to provide remedial programs in
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these skills, as is the case with most othes medium sized
companies, is seriour™y inhibitsd by the urgent business nesd to
hire individuals able to properly service our customers with
only minima? training and by the 1imited funds at our dispusal
to engage in such remxdfal actions. We Lalieve this Fund will
assist public school systems, to some extent, to improve the
educational process for the students who will eventually maks up

our applicant pool.

We support the proposition contained {in H.R. 2235 that
companies should be encouraged to concvinue their current funding
of tuitfon reimbursement programs and other internal training
programs, and that contracters involved in such activitiss
should have allocated contract contribution amounts

appropriately reduced.

JHE ENFORCEMENT PROCESS

The bili proposes to implement some sign‘ficant changes to
the current OFCCP enforcament schemse includiry streamlining the

administritive hearing process, permitting a private right of

action for individuals who wish to avoid the le.gthy
administrative process, and establishing civil monetary damage
awards including $1 mi1lien penalty against an employer for each
discrimination ozcurence as well as trsble damages for victims
of retaliatory action by an employar. It is on this portion of

H.R. 2235 that we will concentrate cur test:nony.
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It has besr an established practice since the implementation
of the Executive Order Program, that employees of federal
contractors could file discrimination complaints wm'\ OFCCP,
challenging, <n effect, the empioyer's right to continue as a
federal contractor. Whan & complaint has besn filed with OFCcCP,
the typical OFCCP respcnse was to initiate a compliance review
of the contractor as the means of investigating the .
discriminatfon allegation. This approach often led to a
significantly expanded approach to resoclution (e.g., attempting
to ‘dentify a class of individuals) rather than attempting to
resolve the specific allegation made. We have not been
supportive of this approach and welcoms aome of the changes

proposed here.

The cu. rent inves:igatory approach, by virtue of its
incorporating the compliance review process, significantly
incressec the time for resolution of some type between the
contractor, OFCCP and the Complatnant. Whan the Complainant i
currently in the smpioyer's workforce, extensive resolution
time imposes tremindous pressures on the Complainant and the
employer and often impacts on the employer's ability to
sffectively manage its busiiess. The bill's requirament to
require resolution within 120 days of the f1ling date, should

act as a significant improvement of the procces in tnis regard.
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At present, a Complainant may file a discrimination charge

simultanecusly with both SEOC and OFCCP alleging discrimination

based upon the same set of facts and circumstancos. This is

oftan done as a hedge against one or the other agoncy providing
what the Complainant would find as an unsatisfactory resolution
of his/ha~ complaint. The provision in Y.R. 2235 that would
require an agency choice on the parc of the Complainant ‘to

preclude the currant "dual-filing” process, is a long ovardue
addition to the regulatory procwws. However, we would suggest
that when DOL defers a complaint to EEOC, that EEOC rezadn
Jurisdiction of the complaint rather than deferring 1t further
to a state or Jocal 706 agency. To {-.plament this crovision
wauld require, we believe, the inclusion of additional language
in this bi1l to eliminate a.y ambiguity that may arige as a
result of the deferral to state and local agency provisions
currently 4n Title VII. This language is further impoertant
because of the intent of H.R. 2253 to expedite rasolution.

Deferral down through several regulatory layers will only cause
to proportionately increase the time it will take for that

resolution.

The bill essentially provides three ways in which an
individual complaint can be fil-d. The first method is
administrative: a complaint is filed with the Secretary
alleging a violation of the law. OFCCP has 120 days to

investigate and resolve the complaint by informal persuasion and
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concfliation. If those efforts fail, the Sccretary may

institute an action befcre an Administrative Law Judge (ALJ).

If an individual filed the or-'lg.'lnﬂ complaint, he/she nay
intervens 1t this level and the ALJ may appoint an att ‘~ney to
represent the individual's interests. The sscond methed would
be for 2 Complainant to bypass the administrative process and
procesd directly to federal district cour® for relfef. Howewwr,
%nis method is not available if the admiristrative method was
instituted. The third option is to file a mandamus-type action
against the Secretary to require enforcement. However, in order
to accomplish enforcement through this third option, the
Complc » & 'must be in a recognized ethnic, ractal or gender
category and must be a member of an underrepreseated

occupational group as reported in the mest recent data report

submitted by the employer to OFCCP.

From an amployer perspective, it i mathod 2 which provides
the most reasor for concern. In no other civil rights
legislation (except the Civil Rights Act of 1866) is an
individual permitted to file a court action without some period
of administrative or regulatory review. The imposition of an
administrative review process secves well to reduce the number
of frivolous suits imposad on an employer and the court system.
It further assists a Complainant in geeting equivable relief by
encouraging him/her tu wtilizes the expertise within the

anforcing agency and in obtaining prompt relief -- options that
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&re clsarly not available in an expeditous manner when the

Complainant relies only on a formal Judictal process.
Therefore, this particular option for f11ing a compiaint appears
to be in conflict with the intent of H.R. 2235 to streamline the

contract complfance process.

We would suggest that the provisions of the b111 allowing
for individual civil actions he modiried to require that all
conplaints regarding alleged contract complfance viclations be
filed first with OFCCP for investigation and regolution. Within
120 days after the filing of the complaint, OFCCP must notify
the Complainant of the status of its investigation. If OFCCP
has filed a complaint with an ALJ, the process encomp&ssed in
mechod 1 described ahove weuld apply. If the OFCCP is stil
continuing its investigation, the Complainant may either allow
OFCCP to continue in this regard or request that OFCCP issue to
him/her a right-to~-sue notice. This right-to-sue notice would
then allow the Complatnant +3 file a civil action in district
court for resclution of the complaint. I1f OFCCP determines
that, in its view, there 18 no probable cause for the complaint,
the 2gmncy would also be obliged to issue a right-to-sus notice
to the Complainant te allow him/her to pursue the action further

in court.

In addition, the implementation of a scale of penalties

clearly resolves the current unrealistic “all_or nothing" remedy
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cf debarment. This draconian penalty has, for all practizal
PUrposes, Nt bain a viable inducemant to contractors to modify
internal procysses desmed by OFCCP to be in violation of the
Executive Order. The administrative relief option of a civil
penalty against an employer of an amount not to oxco;d
$1,000,000 for each violation provides a reasonable and flexible
means for assessing a penalty against such an omployer
appropriate to the nature and severity of the violation,
Meritor suggests that ghould penaltiss of this nature pe
essessed, the penalty ymount be paid by the contractor to the

Education Imgprovement Fund.

Given the past diffic''lty experisnced in obtaining
resolution to enforcement actions inftiated by OFCCP because of
the Secretary of Labor requirement to review all decisions
by Administrative Law Judges, we support the elimination of this
review level. We support the provizion that allows the right

of appsal directly to the U. S. Court of Appeals.

With regard to the section dealing with civil actions filed
by private persons, we beifeve it is appropriate to extend the
private right of action to individuals covered under section 503
of the Rehabflitaticn Act of 1973 and Section 2012 of Title 38,
relating to veterans of the Vietnam era. The bill currently
provides a limitation period of 1 ysar on the filing of such an

acti_y but this limitation pe~icd doss not ir.clude the time it
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may take for the administrative procexs to be completed, which
offectively tolls the vioclation significantly beyond the 1 year
perfod. With the recommendation previcusly mada to impose a
minimum period of agency review, we believe the limitation
period will be effectively reduced to a more manageable level

both for the Complainant, the employer and OFCCP.

In many w y3 this bill reinforces Title VII pracepts wh1;:h
have worked well in the past for both compiainants and
employers. The Title VII enforcement scheme does not permit
Jury trials for complainants and we urqe the Committes to
adopt language making the bill congistent with Title VII in

this regara.

STATE AND LOCAL CONTRACT COMPLIANCE

Meritor clearly suppcrts the codification of the cxecutive
Order as described in H.R. 2235. We would suggest, however,
that this bill provide an opportunity to correct issuss which
have created difficulties for contractors under the current
OFCCP regulations. Any federal contractor wix® is a multi-state
employer has been confronted with conflictt~~ iontract
compliance requirements betwesn OFCCP and any given State or
Jocal antfty. Thers conflicts are o’xen substantial and require
acceptance on the part of the contractor, of requirements which
far excesd thove at the federal level and, in fact, often create

areas of significant 1iability to the contractor. While we
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recognize there are constizutional states rights issues invoived
here, we also would urge the Committes to attempt to enduce

state and Jocal governments to adopt the new federal provisions
of contract compliance. One way of encauraging this might be to
share federally collectad ds~a with gtates whose contract

compliance provisions ¢~ y mirror those of H.R. 2235.

R SN IS NSNS NN MY

We appraciate th's opportunity to pressnt to the Committes
Qr views on H.R. 2235 as proposed. We would be happy to answer
any questions the Committes might have about our testimony or
' to provide it with any additional information we may have that

would assist the Committes in its deliberations.
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Mr. MarmiNEz. Thank you. I have got to be careful what I say.
We have Mr. Smith with us now.

Mr. SmiTH. What have I missed?

Mr. MarTINEZ. Mr. Jones, you know, your statement at the be-
ginning brought back into my memory something that happened
and it is a whole big part of this problem. So many times, we, as
individuals, whether we are in Congress or on a local city council
or in a particular group, we are wined and dined by major corpora-
tions so they can show us what they are doing in affirmative
action.

I am not going to name all of the organizations that I have dealt
with and how they make us feel comfortable and make us feel
wanted, you know. But, you know what?

Robert Ferrell, a city councilman in L.A., and I were up at a
major company one day. I won’t name the company. They were
meeting. He said, “Wait a minute. Stop. I'm going to stop you right
now.” He said, “Look. Here is a beautiful lunch you prepared for
us with fine wine. Hey. It makes me feel 1:'.e a big shot.”

He said, “But, do you know what? That doesn’t cut any ice with
me.” He said, “You know what? As I walked through this grand
tour you gave us of your business place here, I didn't see one
person in any of the administrative offices that looked like me.” He
said, “I didn’t see on. person in any of those offices that looked
like him.” He pointed to me.

He said, “I didn’t even see them in some of your highly tzchnical
jobs that are well paying. I didn’t see anyone, so don’t tell me what
you are doing for us as minorities because you wined and dined .ne.
What are you doing for the minorities that are out there banging
on your door leoking f{or a jub and are qualified?”

You know, that made a lot of sense. I think sometimes, some of
us sell out too cheap instead of being demanding. Let me tell you,
your company allowing you to testify and to be a benefit to our
effort here is grea!. But, you know what? The utility companies in
California have the most miserable rate of affirmative action that I
have ever seen. In fast, they are going backwards.

But, they do have some very nice tokens in visible places. Do you
know what it really brings to mind? The good old boys in that cor-

orate office up there, they say, “Let’s do this and let’s do that and
et’s talk about these plans and let’s even give support to the pas-
sage of them.”

But, they do nothing to really bring thcse people through that
glass ceiling that was referred to earlier. They allow them to sit
there and bumﬁ their heads up against that ceiling until their
brains are knocked out and they don’t get anywhere. They just get
frastrated.

The point is that if those people in those offices would do more
reaching down—you know, I don’t have *o tell you how the circuit
goes: You look like me. I like you. Come on, I'll show you what the
ropes are and how to get by and how to be successful in this job as
we promote you upwards, and then pretty soon, you are one of the
good old boys. ’

If you are a woman and a minority, they say, “You are going to
make it on your own. If you can’t somehow overcome every obsta-
cle we place in your way and make it through somehow because
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some government entity forces us to be in compliance with some
affirmative action plan, we’ll do it, but you are never really in.” So,
it is hard for anybody else to get in.

You said earlier that seeing people of a like kind succeed gives
that impetus to others of that kind to succeed. But mostly, Fll tell
you right now, in the black and Hispanic community, at least, and
even in the Asian community and some of the other communities
I’\ie seen, the way they succeed is to become entrepreneurs them-
selves.

If they cannot get promoted to president of the company, they
create their own company and get promoted to oresident. That is
the only way they have been doing it.

If you look across the board, there is a miserable response to an
affirmative action plan and a miserable response to Executive
Order 11246 which has been in existence fur over twenty-some odd
years,

As I have held hearings on affirmative action in the aerospace
industry, not even the office of the Federal Contractor Compliance
has really debarred any of these people from their miserable per-
formance. We have put penalties on it and, man, lots of luck on
getting those penalties passed.

I can see some people will say, “Hey, wait a minute. This is too
punitive. Never mind.” The recent court decisions that have been
handed down, really, what they are doing is negating all of the
years of progress we have made coming to *his point in tima.

Really, what they are doing is they are telling a segment of
America, “Hey, you had it too easy. We are going to make you
struggle a little more. We are going to set you back abcut twenty
years.” That is what they are really saying.

No matter how successful thees people in these positions have
proven they are and how much of an asset they are, big business
continues to believe that it is bad business to have an affirmative
action plan.

The truth and reality is they do not get that misunderstanding
when they are trying to get you as a customer. Coors Beer, Bud-
weiser and the rest of them are giving great big gifts to a lot of
Hispanic organizations bt I still do not see anybody in their corpe-
rate offices.

They are saying, “Well, we will do this for you because we want
your business. You are a big buying market out there, a big, big
buIving market. You are contributing to our success.”

f we pass this bill, if we are fortunate enough and through the
grace of God, we will, maybe not exactly as it is presented now and
maybe not with the stiff penalties, but I agree with you and I think
you’ve done a wonderful job in laying out the chart, but I still sce a
lot of loopholes in there: accepted, not approved, not accepted and
various w2ays to go, stalling actions.

It is stili better than what we have. I agree with that. I am hope-
ful for any improveme... because it means that we all really
become equal, as the Constitution envisioned we would. I guess
those of us who are still struggling with this are grateful for any
little progress we make. But, we need a whole lot of support from
other than the people that have continually fought this battle.

Q 27(’)
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Mr. Swvura. Will the Chairman yield for a second, because we are
all about to go vote, I think, and we’ve got ten minutes.

Mr. MARTINEZ. Yes,

Mr. Smita. I just, Ms. Kramer, would be pleased if Meritor is
willing to give us an example or a construction of what it might
look like or what language might look like that would create the
difference between rigid compliance and flexible outcomes.

In other words, would you be willing tc go back and work with
your people to give us some language or a ccuple of pictures or
whatever as to how that might actually work? ) infer, perhaps in-
correctly, some tension between what you and Mr. Burns are
saying in terms of approach as opposed to outcome.

I am not after a response. As long as you nod, that is all I need.

Secondly, Mr. Jones, if you have anything in writing or are will-
ing to articulate a little further on the setting and enforcing of
standards in education, it is something you heard some conversa-
tion about earlier, and what the appropriate role of thz Federal
and the state and the local levels are.

We have got to do it, but the question is who sets them, who en-
forces them and who chooses them. To the extent that you have
done or have access to thinking about that, we are always looking
for new models.

I am not trying to put you on the spot. I am just saying if you
can teke it a step further in sending it to the committee, I think
we would all be real interested in seeing it.

Mr. JonEs. If you read my statement, I think that will take you
about an hour. If that’s not enough, I will be glad to send you
more.

Mr. MakTINEZ. Very good. We have to go vote and so, 1 would
say that your testimony has been excellent. I did not mean to get
off on a tangent there. It is just that sometimes, some people say
things tha* strike a chord from the experiences I have had that 1
want to see some real progress, not a lot of lip service and not a lot
of things in place that nobody pays any attention to.

We have had, like I said, Executive Order 1126 in place for a
long, long time. Even today, there are five agencies that are recal-
citrant, government agencies that are recalcitrant, in providing
EEOC with affirmative action plans, so that just shows you a great
disregard, not from people like yourselves.

I want to make that clear, but it is the other people that we have
to somehow educate to the fact that ** is good business o include
everybody.

Mr. JoNEs. Mr. Chairman, I would like to say one other thing, if
I might. I would like, if at all possible, for this legislation to pro-
mote, to prompt, to initiate, to be a catalyst, not to ronfront busi-
ness but to really get serious about honest problem definition, prob-
lem solution, senior executives, CEQs.

President Bush has made some beautiful statements. Let’s do
some of that arm twisting that Lyndon Johnson used to do. Lat’s do
some objective problem analysis of where we stand. It took us 25
years to get here. Why didn’t we go further? Let’s get some real
inew}ii;mw and let’s get some CEOs that say, *‘By God, I'm going to
1x this.”
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Let’s give some recognition as opposed t~ just penalties. Let’s
really give them an advantage, whether it is n some kind of a tax
benefit, whether it is some type of advantage as far as a contractor,
but let’s get serious about solving it.

I say that because while legal confrontation has got to be there, I
think it is a last resort, because you do not really solve problems in
a confrontative mood. Comfort and feeling at ease and trust is re-
quired for upward mobility, not confrontation.

I would like to see this be an opportunity to start to get serious
about problem definition and definitions of how we can get there
together now, with senior executives and the government.

Mr. MARTINEZ. You hit two keys. One is that it has to start with
the CEOs. They have got to he a hundred percent for it and then it
will happen.

The other thing you hit, and Mr. Burns actually touched on it a
little bit, you said that they are hiding it. They think they are
hiding it. They are not hiding it, not to the people that are con-
cerned about it.

That’s the key. Educate the 1 to the fact that, “Hey, you are not
fooling anybody.” Now, you have got to get behind this and it
starts, like I say, with the CEOs.

Thank you very much for you testimony and for being with us
today. We are now adjourned.

[Whereupon, at 1:25 p.m., the committee was adjourned.]

[Additional material submitted for the record foliows.]

]
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STATEMENT BY
THE ASSOCIATED GENERAL CONTRACTORS OF AMERICA
O
THE HOUSE COMMITTEE ON EDUCATION AND LABOR
ON H.R. 2235
THE WORKFORCE 2000 FMPLOYMENT READINESS ACT OF 1989
JUNE 30, 1989

AGC ig:

L] More than 32,500 firms including 8,000 of America's lead
general contracting firms responsible for the employment o*
3,5000,000 - plus employees;

[ ] 105 Chapters Nationwide;

[ ] More than 80% of America's Contract Construction of commoercial

Buillings, Highways, Industrizl and Municipal-Otilities Pacilit-
ies.
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The Associated General Contractors of America welcomes the
opportunity to comment on H.R. 2235, the “Workforce 2000
Employment Readiness Act of 1989." The construction industry's
future workforce needs are one of AGC's top prioriti-s, on which
AGC is available to work cooperatively for real and concrete

results with every component of the construction industry.

Last year, lcuse Education and Labor Committee Chairman
Hawkins (D-CA) introduced a very similar bill, H.R. 4903, that
made no reference to Workforce 2000. That bill was entitled the
"Federal Contract Compliance and Workforce Development Act of
1988." If the new bill truly seeks to prepare the American
workforce for the year 2000, AGC urges congress to become totally

familiar with:
. the Labor Department's Apprenticeship 2000 study;

o the Hudson Institute's Workforce 2000 Report, which is
noteworthy for its glaring failure to identify

construction crafts as rapidly growing occupations;

° the construction industry's ongoing efforts to meet its

future workforce needs;

° the failure and inherent unfairness of coercive efforts

th. t retard progress and are actually counterproductive
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in an industrv that faces a growing scarcity of

workers.

Further, AGC recommends detailed examination of H.R. 2235
with the option of removing from it even the remotest semblance
ot ¢ ercive intent or purroseé and instead, addressing this

important issue by accepting a few basic premises as follows:

[} the construction industry is dedircated to expanding its
workforce;
[ the industry wants workers with basic education skills

tnat will enable them to be trained for construction

careers; and

[} the industry provides many different avenues for growth

and advancement.

AGC encourages Congress tc write legislation that rewards
instead of cuverces empl.yers -- that genuinely encourages good
citizenship, and that will advance the interest of all who will
~e dedicating themselves to a rewurdiny construction career. AGC
als» encou ayes Congress to enact color biind and -sex neutral
legislation so that we can achieve the building of = ocne-nation

America.
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DATA COLLECTION

Section 2 of H.R. 2235 authorizes the Bureav of Labor
Statistics (BLS) to collect additional data and determine the
availability of workers of the various rvacial, ethnic and gender
groups, in order for the federal government and contractor to

determine the utilization of such groups within their workforces.

AGC supports the overa)l concept of improving the collec.ion
of valid and usable statistical information on the nation's
workforce by the Bureau of Labor Statistics (BLS). fhere is, in
AGC's view, a pressing need for more oscupational and localized
data, particuiarly with respect to construction craft wo.<xers.
Local data is p-orticularly important in the construction industry
because a vast majority of construction contractors operate in a
small, localized geographical area and rational statistice will
be meaningless to them since they draw on a localized labor
market. Thus, nonregionalized national statistical information

on craftworkers may be misleading for a number of localities.

Nonetheless, AG? believes that the statistical information
col® ~ted under this bill could be collected more efficiently and
in a4 less costly manner if the spacific methods of acconplishment
were leff. in BLS' discretion. As a threshold matter, it is AGC's

understanding that much of the data collected unc>r this bill

O
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will be available through the 3990 Census. Thus, using existing
data bases ang existing surveys might prove to be mere efficient,
In addition, cost saving considerations, such as Using the 31990
Census data, should be favored because the data collection
efforts proposed will probably exceed the approximately $42
million expecteq to be available annually for this particular

3

data collection effort,

AGC has other concerns regarding the gata collectizn section

of this bill, which include;

[} vVague concepts on which it may prove difficult to re.ch
common Understanding, including the use of
“participation rate changes® (sec, 2(a) (4) (b)),
"compensation of workers" (sec, 2(e)), and "persons

qualified" (sec. 2(£) (1) (R));

. a mandate that the already Overloaded paperwork
requirements imposed on employers be massively
increased by cumbersome and burdensome gata coliection
Provisions (See gec 2(a)(2)). These new requirements
hit even harder on construction contractors given the

highly transient nature of our industrytg workforce;

® the est blishment of ar, Advisory Council (se 2¢3)).

The couancil contemplated would bpe duplicative of
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existing BLS advisory groups. In addition, the
cemposition of such a council, as proposed, wouid be
heavily weighted with members who are under no
Leporting requirements and ther~fore not sufficiently
conversant with the existing problems to provide a

realistic assessment of the reporting requirements.

EMPLOYER REPORTS

Section 3 of H.R. 2235 seeks to streamline the reporting
requirements of federa) c¢rntractors who must now report
se’ vately to the Equal Employm nt Opportuni*y Commission (EEOC)

and the Office of F=dural Ccatract Compliance Programs (OFCCP) .

AGC strongly supports the bill's objective to streamline
these reportirg requivements. In this regard, AGC supports the
bill's provisi-~n that creates a single report that will be used
by both the EEOC and the OFCCP. This proposal is long overdue
and will satisfy a complaint voiced Ly federal contractors about
the duplicative efforts required in complying with EEOC and OFCCP

reporting requirements.

AGC opposes, however, those provisions in the employer
report sections that needlessly increase the reportirg
requirements for construction contractors. Sections 3(b)(1) ang

(2) reguire additional information regarding a construction

ERIC
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contractor's noncraft employees, expanding the reporting
requirements under Executive Order 11246. This information has
never been required of construction contractors in the past and
AGC is not aware of any legitimate 9justification for its

inclusion now. Unfortunately, this unnecessarily punitive

approach will not aid the construction industry's frincipal

objective ~- to train our industry's _uture workforce.

EDUCATISN IMPROVEMENT FUND

Sections 4-6 of H.R. 2235 create an "“Education Improvement
Fund" by deducting from all federal contracts {includino
federally funded projects) a certain percentage of each contract
to provide (1) scholarships for higher education students from
underrepir<sented racial, ethnic or gender groups to pursue
careers in which they are underrepresented and in which there is
a national need, and (2) grants to state and local educational
agenci vocational educational institutions, higher educational
institu. s, and community-based organizations engaged in
education and training programs to provide more effective
programs for educa.ionally disadvantaged individuals who are
members of underrepresented racial, ethnic, and gender groups.
It has been e.timated that the fund would collect more than $850

million each year.
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AGC must voice strenuous objections to this portion of the
bill. AGC believes that this "Education Fund" will ultimately
have a negative impact on the construction industry's ongoing
efforts to deal with its serious workforce shortages. Rather
than 2-sist the construction industry's efforts to train its
workforce for the year 2000, this bill will drain already scarce

industry resources.

First, a very small portion, if any, of the funds collected
by this fund will wind up going toward training construction
craft workers nctwithstanding that a large percentage of the
funds will be contributed by construction contractors. This
inescapable conclusion is based on the fact that %*he bill
envisions two ftypes of grants =~- section 5 grants devoted
exclusjvelvy to institutions of higher education, and section 6
grants to be awarded to state educational agencies, 1local
educational agencies, institutions of higher education,
vocational educational institutions and community-based
organizations engaged in educational training programs. Pre-
apprenticeship progyrams are one of seve) designated uses of the
grants contem _.ed in Section 6 grants. It is probably no
coincidence chat of the seven uses of these funds, pre-
apprenticechip programs are listed last. Unfortunately, this
reflects the bill's iack of emphasis on preparing individuals
for skilled craft worker training. The net effect will be that

construction contractors will be financing the training of
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individuals on behalf of other industries, thereby draining our

already scarce resources for needed construction craft training.

Second, H.R. 2235 envisions that the "Education Fund" will
be distributed through the Department of kducation, and will
receive advice from a fifteen person "Fund Advisory Board" (sec.
4(c)). The bill also requires the appointment of a Director of
the Fund eamployed in the Department of Education (sec. 4(d)).
This is, in our view, needless administrative layering that will
predictably drain monies from the training activity wvitally
needed in all industries and will serve no useful purpose in
solviny the serious workforce problems projected for the

construc: ion industry.

Third, the "Education Improvement Fund" is directed to
"underrepresented racial, ethnic, or gender groups" (sec. 5(a)
and 6(a)). Thus, the intent and pructical application of the
fund is to distribute "scholarships" and grants to minorities and
women to the exclusion ~f nonminorities and maies who might also
be werthy of this progranm. AGC finds this approach both

proctically and legally vulnerable to strict judicial scrutiny.

AGC has directed its recruitment and training to all
segments of our nation's population, jipncluding minorities anad
women. Given the worinlorce shcrtages projected for our industry,

AGC finds particularly troublesome the suggestion that such
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funding ma- and perhaps should be limited to any one segment or

segments of our society.

AGC must also voice a more technical, legal objection to the
fund's prefererce for mninorities and women. As stated by the
Supreme Court, "Any preference based on racial or ethnic criteria
must necescrily receive a most searching examination to make
sure that it does not conflict with constitutional dJurrantees.”

v. tznick, 448 U.S. 448, 491 (198C) (rpinion of
Burger, C.J.). There are two prongs to this examination. Firut
any racial classification "must be jastified by a compelling
governmental interest."” Second, the means chosen by the State
must be "narrowly tailored to the achievement of that goul."®

Fullilove, 448 U.S. at 480.

Applying these principles to this bill, H.R. 2235 does not
contain any evidence of discrimination such as would warrant a
compelling governmental interest in a race-conscious program. The
Supreme Court recentiy announced that, without prior findings of
discrimination, a program necessarily fails the second prong of
the "strict scruti y".standard since a progham can hardly be
"ne.rrowly tailored"” to redress a particular discriminatory wrong
where that wrong has yer to be identified and pgecisely defined.

city ol Richmond v. J.A. Croson Co., 57 USLW 4132 (1989).

Fourth, section 12 of the b.1l explicitly prohibits passing

10
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through any costs assessed against an employer under this bill,
including an assessment for the educational fund. If this bill
becomes law, contractors will have to pass along the costs of
this educational fund in their federal contract bids. In the
real world, costs of doing business are borne by the consumer.
This will inevitably drive up construction costs and, indirectly,
the costs to the taxpaying public. The real tragedy is that there
is no return on the investment. The gonstruciion industry will
receive no funding support, for example, to develop a treined
workforce, despite the reality that this is an industry where

profit margins are only 1-2%.

AGC agrees with the stated objective of H.R. 2235 in
increasing - the productivity of the Arerican workforce in the
twenty-first century. AGC also agrees that education and
specific industry training are absolutely essential for our

nation‘s continued success.

Education must be accomplished and funded by our educational

system, while training must be carried out by industry. The two
tunctions are interrelated but separate. Unless the educational
system produces individuals with the basic cognitive <kills
necessary to progress in 1industrial ranipulative training, then
the industrial training becomes nothing more than remedial
tutoring on basic subjects, snuch as reading, communication and

mathematics.
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The basic education of our uation's future workforce is a
public responsibility; not the responsinility of specific
industrie. Therefore, the public education of our nation's
futnre workforce shoul)ld 1look to government for funding.
Furthermore, tha goal of public education should be to educate
all individuals, regardless of their race, ethnic 7. kground,
national heritage or gender; no Qducation funding program can
focus discriminatorily on only selected segments of _he American
workforce, excluding others who, by accident of birth, do not

share the same characteristics.

According to the Construction Labor Research Council, chere
are expected to be 12 million fewer new entrants into the labor
force over the next 14 years, compared to the last 1% years.
Olde workers, who account for ¢ Jarge portion of construction
craft workers, have been retirirg at earlier ages for the past

decade. The average carpénter is now 50 years old.

More than one-half of those responding to an Associated
General Contractors of America survey of open shcp genecal
contractors across the country report at least scme scarcities of
craft workers in their area. Carpenters and equipment vperators
were reported to be in the shortest supply. Many collective

bargaining contractors report similar shortages.

12
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Given the dynamics of these forces operating in the
marketplace, the construction indus.ry is already addressing

issues such as:

[ ] Recruitment - Encouraging young men and women to take
advantage of the career oppcrtunities that exist in

construction.

) Competitiveness - Developing means to ensure that
needed facilities will be built in such a manner and cost

as to keep America competitive.

[} Training - Increasing industry support for training
programs that will produce an adequate supply of qualified

workers.

The construction industry acknowledges that a problem exists
and needs to be addressed. The industry approach now being taken
will produce a workable sclution. There must be a government
component, but its effectiveness will depend directly on an
adequate and educated understanding of the industry and the

industry's input.

AGC is not only assessing the industry's training needs but
has also commented on this issue through the Dapartment of

Labor's Bureau of Apprenticeship and Training's "Apprenticeship

13
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initiative.

2000" on November 17, 1988, AGC commented on the

issue of apprenticeship. A copy of those comments is attached

for your review. The comments reflect an industry understanding
that other ver; important issues such as curriculum guidelines,
instructor qualifications and certification of individual skill

attainment, must necessarily be considered jin conjunction with

the isst2 of funding for training.

AGC recommends that this Committee give serious thought to
proposals that will positively encourage existing or new industry
training programs. Such a coordinated and complimentary approach
would go a long way toward the stated goal of this proposed
legistation -- to create a more competitive American workforce
for the twenty-first century -- without diverting money unfairly
from certain industries and without creating an Advisory Board
which would control $850 million annually and be subject to
intense political pressure. Proposals that would posicively

encourage existing or new industry training would assist not only

the construction industry but all other industries to prepare for

the twenty-first century.

ADMINISTRATIVE FNFORCEMENT

Sections 8-i1 of H.R. 2235 add significant new
administrative enforcement provisions to Executive Order 11246,

including new and onerous damage provisions; allo''ing employees

14
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N

to file suit in federal district court, in 1lieu of filing
preliminary complaints with OFCCP; providing for attorney's fees
to the prevailing party in complaints with the Secretary of
Labor, or in employee's suits filed in federal district court;
and specifying that this bill is not intended to preempt other
state .r federal remedies unless otherwise specifically

preempted.

A3C questions both the need for and advisability of these
provisions. The administrative proceduces in existence under both
Executive Order 11246 and Title VII of the Civil Rights Act of
1964 are adequate to remedy any employment discrimination. If
Congress now feels inclined to revamp that process, it should do
so only after a thorough review of the administrative apparatus
that pertains to employment discrimination across the board. For
example, the bill proposes a civil penalty provision for OFCCP.
AGC is not at all sure OFCCP has the constitutional authority in
an administrative proce-4ing, without first affording the
employer a jury trial, to assess a civil penalty, or indeed to
take any such punitive action without first laying the p.-dicate
with specific findings of discriminatory conuuct after a full
hearing. This legislation could make a real contribution by
channeling some Of OFCCP's energies in an affirmative direction

aimed at advancing industry training.

15
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QPCCP REORGANIZATION

Section 13 of H.R. 2235 would create an Office of Assistant
Secretary for Federal Contract Compliance, within the Labor
Department. This provision would elevate the Director of OFCCP
to an Assistant Secretary of Labor. Under this reorganization,
the Assistant Secretary would have ultimate authority over the
operation of the agency, including its budget, personnel and

policy.

Regardless of the title used for the top position at OFCC?,
we believe the organization will become much more effective if
its activities in the construction industry becomes more oriented
toward helping secure and train the future workforce, given the

reslities of future shortages that all of us must face.

CODIFICATION OF EXECUTIVE ORDER 11246

AND CERTAIN REGULATIONS

Section 14 of H.R. 2235 would codify a large portion of
Executive Order 11246 and its regulations. Executive Order 11246
is, on its face, neutral in its application of racial, ethnic
and gender matters, calling for affirmative acti-n measures that
will apply evenhandedly in the marketplace. The body of
requlations that have been developed under the Executive Order

are in many respects r».: neutral and insist on programs that

16
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favor some while disfavoring others because of race, color,
gender and ethnic origin. The proposal in section 14 intends to
incorporate into legislation not just Executive Order 11246 but
the entire regulatory regime, including the preferential programs
that would appear from the most recent Supreme Court decisions to
be constitutionally suspect. AGC continues to be of the view
that Congress does not support race and sex preferences untied
to any meaningful evidence of past discrimination; certainly,
Congress has never endorsed race or sex balancing for its own
sake. It would send a most troubling message for Congress to now
change direction and endorse a policy of preferential treatment

for some and not others based on skin color and gender. The

. guarantee Of equal protection belongs to all Americans, not only
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those among us singled out for political reasons for special

attention and privilege.

The Supreme Court has addressed this point both bluntly and

»

directiy. 1Its decisions make clear ‘' at "all government-imposed
affirmative action plans must be closely scrutinized because
"[rJacial classitications are simply too pernicious to permit any
but the most exact connection between Jjustification and
classgification." Fulljlove v. Klutznick, 448 U.S. 448, 537
(1980) (Stevens, J. dissenting). The close scrutiny which
goernment-imposed affirmative action must satisf& involves a

two-part analysis: (1) is the affirmative action justified by a

"compelling" government purpose and (2) is the affirmative 2ction
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"narrowly tailored" to serve that purpose? Ccity of Richmone _v,
J.A. Croson €o,, 57 U.S.L.W. 4132 (1989); Fullilove v. Klutznick,
supra. In this regard, the Court has made it clear that which
will be regarded as "compelling" is demonstrated discriminatory
conduct that is both identifiable and provable. A ®tailored"

remedy must be designed to redeem the wrong complained of.

The "goals" required by OFCCP have been criticized by many
because, at least in practice, they appear to be relatively
inflexible "quotas." On the other hand, the "goals" have been
vigorously defended by others as being merely "flexible targets."
Although the goal/quota distinction is much debated, the legal
significance -of the distinction is 1likely of 1little import
brcause even '"goals" must pass the Supreme Court's two-part

strict scrutiny test:

Even more flexible "goals," however, also may
trammel unnecessarily the rights of nonminorities.
Racially preferential treatment of nonvictinms,
therefore, should only be ordered "where such
remeédies are truly necessary" .... Thus, "“the
creation of racial preferences ..., even in the
more limited form of goals rather than quotas,
must be done sparingly and only where manifestly
necessary. United States v. Paradise, 107 S. ct.
1053, 94 I. Ed. 24 203, 43 FEP cases 1, 19 (1987)
(O'Connor, J. dissenting)

The goal/quota debate focuses on the consequences of an
employer's failure tc achieve the numerical objective. The OFCCP

and other goal advocates stress that the measure of compliance is

18
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"good faith effort," not actual achievement. All too often,
however, OFCCP compliance officers look only at goal achievement
and rarely, if ever, find satisfactocy "good faith efforts" where

a goal was missed.

A far more basic inquiry will probably determine the destiny
of OFCCP's program: do OFCCP's goals require an employer to make
race-conscious decisions? The answer to this question is far
more significant thaw a resolution of the goal/quota dispute
because any government requirement to take race into account in
making employment decisions requires "compelling" justification,
even if the requirement is properly characterized as only a

"flexible targat."

The answer to the question -~ do OFCCP's goals mandate the
corscious use of race as a factor in making employment decisions
-- appears to be an indisputable "yes." As the Supreme Court's

primary opinion in Bakke stated:

This semantic distinction (between goals and
quotas] is besides the point: the special
admission program is undeniably a classification
based on race and ethnic background.... Where
this limitation is described as a quota or a goal,
it is a line drawn on the basis of race and ethnic
status. University of californja Redgents v,
Bakke, 438 U.S. 265, 289 (1978).

Justices Brennan, white, Marshall and Blackmun, in their
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concurring opinion in Bakke, f.und no constitutional difference
between setting aside " a predetermined number of places" for
minoritiss and simply "using minority status as a positive factor
to be considered." 438 U.S. at 378. Both avproaches, according
to the concurring Justices, accord special consideration to
racial minorities anrd are legally equivalent for "“purposes of

constitutional adjudication.” 1d.

There is a further point. Even if the government is
justified in imposing goals in particular situations to correct
demonstrated discriminatory conduct, those goals must
nevertheless be "carefully tailored" to remedy that past
discrimination. Goals are acceptable if at all, only as a last
resort remedy after all reasonable alternatives have been tried
without success. Even then, they are to be used sparingly as a
temporary measure to correct that wrong; not to maintain racial

balance.

The OFCCP construction goals do not seem to satisfy these
judicial requirements. They do not stand on findings of
discriminatory conduct; nor do they meet the Court's "tailoring"
requirements. For example, with virtually no justification, the
agency has wased its single, nationwide goal for women .n every
construction trade on an unscientific extrapolation” of 1970 data
on women in "craft and kindred" jobs.

Before Congress accepts this regulatory regime that has
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grown-up under Executive oOrder 11246, with all its imperfections
and constitutivnal questions, il would be well to take a closer
look at the cumbersome and, in some respects, internally
inconsistent apparatus and insist that it undergo considerable

fine-tuning.

ONCLUSIO

AGC shares the Committee's intense interest in enhancing
employee job opportunities into the next century and believes
strongly that this objective can best be achieved by affirmative
education and training programs designed to attract individuals
into the constiuction industry and better prepare them to enter
and exist in the marketplace based on their performances and
energies ~- rather than seeking discriminatory measures to
achieve sume statistical result that exacerbates racial or gender

animosities and produces a less capable workforce.

In closing, AGC would like to thank the Committee for the
opportunity to express these views. It is a great irony of this
Congressional effort that it seeks to force individuals into the
construction industry while the industry is seeking to attract
those same individuals . However, nowhere in this legislation
does it give the industry the means to achieve this end. 1Instead
of using needlessly punitive measures, we ask Congress to assist

the construction industry in securing and training our future
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workforce. It is our primary need and we need (ongress' help in
that effort and the improvement of our nation's educational
standards. Then, and only then, will we be able to reach the
goal of a One-Nation America, where everyone can avail

taemselves of the opportunities our country provides.
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November 17, 1988

Mr. James Van Erden

Bureau of Apprenticeship and Training
Employment and Training Administration
U.S. Department of Labor

200 Constitution Avenue, N.W.
Washingtoen, p.C. 20210

Dear Mr. Van Erden:

The Asgsociated General Contractors of America (AGC) counts
8,000 of America's leading general construction contractors among
its 32,500 members. These general contractors perform more than
80% of America's contract construction of buildings, highways,
fndustriul faci{lities, and municipal utilities, and are
responsible for the employment of 3,530,000 individuals.

AGC supports the Labor Depar tnent's Apprenticeship 2000
Initiative and appreciates the opportunity to comment on the
future of apprenticeship.

Background

A recent Labor Derartment study p:ojected economic trends to
the year 2000, and ccncluded that construction will rank thi.d
among the industries generating new wage and salary jobs. New
construction and rerair work wili create 890,000 new jobs between
1986 ané 2000, with only the restaurant and health care
industrias generating mire new exployment. As many as 1,713,000
jobs could be created in corstruction if the industry's growth {s
faster than expected.

These economic growth projections use the Wharton Long~Term
Model of the U.S, Economy to project manpower needs. The model
projects economic growth by industry for each of three scenarios:
iow, moderate, and high grosth. 1In 1986, 4,904,000 wage and
salary workers were employed in construction. By the year 2000,
5,643,000 workers will be needed in the low growth scenario

T 0T GNT CANSTOURTION ASSOCIAT N FOR FULL SERVICE MEMBERS
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{an increase of 739,000), 5,794,000 will be needed in the
modeyate growth scenario (an increase of 8%90,000), and 6,077,000
will be needed in the high growth scenario (an increase of

1,173,000} .

In the moderate growth scenario, the real value of new and
repair work is projected to grow ty 1.4 percent a year, which is
slightly faster than the historical trend. Nonresidertial
constructicn is projected to grow even faster, with an average
annual growth rate of 2 percent tnrcugh the year 2000.

The fastest growing occupations are projected to be¢ drywall
installers and finishers, with a 0 percent growth in jobs
forecast under the high growth scenario, and 24 percent if growth
is moderate. Insulatior workers, concrete and terrazzo
finishers, and structural and reinforcing metal workers are zlso
projected to be in ¢oreat demand.

In absolute numbers, carpenters are expccted to be in the
greatest demand -- with an increase of 182,000 jobs in the
moderate growth scenario. ‘The construction industry wili also
need 89,000 new electricians by the year 2000, more than
offsetting the expected docline in jobs for electricians in
manufacturing industries.

The construction industry has contributed significantly to
the continuation of the current economic recovery. From the
fourth quarter of 1986 to the second guarter of 198Y, the
industry genurated 66,000 new jobs (all trades). Continued
growth, and the ability of the comstruction industry to meet the
forecasted demand fnr new construction. will depend on the
avajlability of skilled labor to £ill these new jobs.

Increased demand for construction industry manpower is one
part of the problem. Another part is the expected change ir the
composition of the available work forcc. In the 1990's, we will
see fewer young peocple (aged 16-24) entering the job market, and
many of those will be attracted to white collar Jjobs. In
addition, in 1990, we will see that appro“imately 50 percent of
the labor force is female. Through 1995, the black labor force
will grow almost twice as fast as the white labor force.

The foregoing trends are complicated by the continuing
threat of basic skill deficigncies in reading, writir), basic
math and language, thich are evident in today's workforce.
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AGC balieves that the future supply of skilled workers
available to the construction industry will be inadequate unless
specific steps are taken. With this in mind, we offer the
following comments on the apprenticeship system, as it pertains
to the construction IZndustry.

How can the appremticeship t be effectively dbroademed

traditional models may not apply?

The traditional apprenticeship system has served the
construction industry well, but today, it does not, in many
cages, raflect the industry's actual use of skilled labor on the
jobsite. In addition, the assumption that apprenticeship
requires a pre-astablished period of time to produce a journeyman
is not supportable. Apprenticeship should recognize curzent
instructional methodology and the varying abilities of
‘apprentices, as well as current induscry labor utilization.

The detfinition of apprenticeship should go beyond the
system's traditional core, and provide for coapetency based
instruction within “marketable occupations” -- related clustere
of skills which, taken tcgether, have a current demand in a given
marketplace. These marketable occupations, in themselves, should
be apprenticeable. We have no reason to require carpentirs to
train in all faucets oI their craft if they intend 2o utilize
their skills in only one or two areas. ‘he individual ehould, of
course, have the opportunity to pursue journeyman ¥tatus,
training across thc entire spectrum of ekills within the craft.
The system, however, should have the flexibility to permit an
individual to train in a specific marketable occupation (such as

"form carpentry” or “finish carpentry”}.

This concept very cloeely follows the varirble appreatice
program ctructure in "Approach 2 - Program levcols,™ with the
exception that an individual's achievement of the dAxfined levels
of ekill should result in journeywan etatus for that level. Aan
individual reaching the journeyman level in all skill areas
cculd be classified ag a "Master Craftsman™ for that craft.

This approach builds a career ladder into each craft, and
enables labor to he utilized in a more effective and efficient

manner.
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Ir. addition, certification of individual skill attainment
should be a priority within the apprenticeship system, regardless
of the nature of that systen. Graduatica from an apprenticesh ip
program no more “certifies” an individual's ability within a
craft than high school graduation “certifies" me's ability to
read, write, or compute. “Transcripts® of iraining and
certification should be maintained within competency profiles
which already exist throughout many vocational and industry
training programs nationwide.

Certification, as with training, certainly requires periodic
renewal to account for technological changes which constantly
occur within all industries. aGgC's proposed certification
pProgram mandates renewal within a five year period.

How should the quality of apprenticeship programs be
defin [T

Progras Levelopment

Curriculum - We 4o not advocate a single, nationally
recognized curriculum for use in all apprenticeship programs.
Teaching and learning styles differ so greatly thai no single
curriculum could possibly meet the needs of all programs. Thare
are, however, Ccertain educationally sound components which
should be a part of any curriculum used for industry training
programs. Qurriculum should:

\
\
[} Be developed, approved and/or recognized by the
industry they represent:

» Use a modular Zormat, with unit objectives, learning
exper iences and projects;

[ Addrecs skill attainment and enhancement within all
major competency arcas of the craft;

° Incorporate a criterion evaluation process: and
° Include competency profiles whizh correlate to the
curriculum.

Work Processes - Program standards for work processes
should be realigned to directly correlate to the specific
competencics jdentified in the competency profile of the craft.
Individual testing can be utilized to document attainment of

those competencies.
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Periodic Asseszuent - Rapidly changing technology in the
workplace and aavances in instructional technology dictate
periodic review of any curricvlum. As the “consumers* of the
“products®™ of apprenticeship in the construction trades,
contractors should dictate the frequency of curricula review, and
be actively involved in any consequent revision, localization
and/or personalization of curricula.

Training Appremtices

Selection of Apprentices - Salection procedures are an
appropriate measure of program quality where individual criteria
correlate directly with the potential of the individual to
acquire the cognitive and psycho-motor competencies that the
progran is designed to achieve, and that realistically must be
mastered, for success on the job. These criteria should be
independent of race and sex. Where arbitrary implementation of
affirmative action requirements skew selection procedures,
selection criteria should cease to be a determinant of progran

quality.

Ratio of Apprentices to Journeymen - This ratio should not
be viewed as a quality standard for «pprenticeship programs. The
ratio prirarily reflects the ability of various industries to
employ apprentices. In view of projected skill shortages,
apprenticeship programs need to alter ratioe to permit the
maximum nutber of apprentices to be utilized within the limits of
‘safety and availability of on-site experience. Progran
standards for assessing efforts in this direction would peramit a
more accurate estimate Of program quality.

Qualifications Of Instructors - Instructor qualifications
should certalnly be a determinant of program quality. Ideally
instructors should have a minimum of five yearn field experience
in their craft and possess teachiry qual! ficaticns equal to those
required of vocational education instructors in their raspective
states.

Recordkeeping - Quality programs should be capable of
documenting tEe training they deliver. Minimal levels of
recordkeeping should include related training attandance,
evaluations and anecdotal records, along with an individual‘s

updated competency profile.
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Qutcomes

Skills Competency - This area is certainly the most
significant for evaluating program quality. “Certification,* as
discussed earlier, is one indicator of skill competency. Another
iz the ~ompleted competency profile of the program graduate.
Evaluation of skill competency should, however, include the
observations of supervisory personnel, who can evaluate skill
attainmeat relative to the desired production levels and
tolerances required of the occupation on the jcbeite.

Completion Rates - A program's comwpletion rate could be an
indicator of its quality, but must be reviewed in light of many
variables that the program cannot control. Proper documentation

of reasons for dropout >an often be ascertained by exit interview
records, but these may or may not contain valid information.

Quality Assurance

Standards adopted for apprenticeship programs must apply to
all programs equally. Existing programs should be granted
sufficient time to inocorporate the changes necessary to bring
their programs into complianze, but this should not necessarily
require initiation of new registration for those programs. All
aprrenticeship programs should have an appeal process available
to them if registration is denied or withdrawn.

Review of programs can be conducted by periodic exan}nation
of program reports by the sponsors. When deficiencies in such
reports persist, or other circumstances dictate, on-site reviews
can be conducted with the objective of satisfactorily resolving
the problems. Absent such resolution, a prcgram could be given
reasonable time to take ocorrectiomal action prior to withdrawal
of psogram registration. Any and all de-registration should
include a sponsor's right to appeal.

S

John Heffner
Director
Manpower & Training Services
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CORPORATION FOR PUBLIC BROADCASTING

Donald E. Ledwig
President and
Chucf Exccutive Officet

June 27, 1989

The Honorable Augustus F. Hawkins
Chairman

Committee on Education and Labor
U.S. House of Representatives
Washington, D.C. 20515

Dear Mr. Chairman:

It has come to my attention that the Committee on Education and Labor
is conducting hearings on H.R. 2235, the "Workforce 2000 Employment
Readiness Act," focusing on methods for creating a more competitive
and diverse workforce in the 21st century. I would like to offer for
inclusion in the hearing record an overview of the efforts by the
Corporation for Public Broadcasting (CPB) to boost America’s economic
competitivenecz in a global marketplace.

CPB is a private, nonprofit, nongovernmental curporation authorized by
the Public Broadcasting Act of 1967 to provide high-quality
educational, informational, and cultural programming for all
Americans. The Corporation has 1ong recognized that it is in the
public interest to direct sufficient resources tosard the support for
educatfonal series and their ancillary materials for use in the home,
the classroom, and in the liurary.

Recent studies indicate that as much as a quarter of the American
Tabor force lacks the basic reading, writing, and mathematics skills
necessary to perform in today’s increasingly complex job market. One
out of every four teenagers drups out of high school and, of those who
graduate, one of every ~r his the equivalent of an eigth-grade
education. It is estimated that this gap in basic skills has cost
businesses and taxpayars $200 million in lost wages, profits and
productivity. Employers are facing a proficiency gap in the work
force so great that it threatens the well-being of hundreds of U.S.
companies which are now forced to pour millions into educationai and
training progrums in order to meet basic ievels of competency.

Public broadcasting in the United States is a multifaceted and diverse
endeavor, consisting of many elements, including more than 600
independent loca! public radio and television stations. In this

1111 16th Street NW
Washington, DC 0036
(202) 9555275 2() Years of Quality Programmung —
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context, the principal task of the Corporation 1s to find, initiate,
and finance the production of high-quality educational, informational,
instructional and cultural programs of greater than local interest
which are not available from other sources. The programs are produced
by a variety of entities, includinc public broadcasting stations,
minority-based production companies, independent producers and
educaticnal institutions. Through their educational content,
innovative qualities and diversily, these programs are iniended to
enhance the knowledye and imagination of all Americans.

EDUCATIONAL PROGRAMMING

Since its inception, CPB has consistently encouraged the use of public
television as a supplement to textbook education. Currently,
approximately 65 percent of the public broadcasting schedule is
devoted to delivering educational programming during the school day.
In conjunction with this effor CPB-furded programming delivers a
wide range of programming and services addressing educational problems
both at home and n the classroem, including:

e 3-2-1 Contact, a science and technology series for eight- to
12-year-o1ds that encourages youngsters, particularly minorities
and girls, to view science and technology as a vital " art of
everyday living;

o Square One TV, a series designed to encourage children’s interest
in, and enthusiasm for, mathematics and is aimed at eight- to
12-year-olds;

® Reading Rainbow, a series designed to motivate young people,
kindergarten through third grade, to read on their ows; and

e Spacewatch, 2 new series on space science and exploration targeted
to youngsters in grades 3 to 7, responding to the need to improve
science instruction in the schools.

ANNENBERG/CPB PROJECT

A major part of the Corporation’s commitment to educational
programming is instructional programming for use in and out of the
classroom.  "ne excellent example of the latter is the Annenbery/CPB
Project. For the past eight years, CPB has helped fund the creation
of video- and audio-based college courses and the demonstratior of
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advanced technologies for use in higher education through this
endeavor. These efforts have allowed students and faculty to
collaborate at great distances and provided access to otherwise
unavailable resources. Forty-four complete college courses are now
either available or in production. Innovative applications of
computers, laser discs, comrunication networks, and interactive video
are now available to faculty and students.

Since 1980, the Annenberg/CPB Project courses, either in part or in
whole, have been adopted by approximately 1,600 colleges and
universities. Since 1984, the Project’s efforts have garnered more
than 100 awards and critical acclaim from broadcasters and educators
for programs such as The Brain, The Constitution: That Delicate
Balance, and Planet Earth.

SATELLITE EDUCATION RESOURCE CONSORTIUM

Basic education skills are vital to the general well-being of our
society, 25 well as to America’s economic stability. As one response
to the critical need for new and innovative methods of teaching tools,
CPB in 1988 provided critical funding to the Satellite Education
Resource Consortium (SERC). As part of the Star Schools program,
CPB’s funding allowed the planning and start-up semester of this
project. SERC is an educational initiative designed to boost
America’s competitiveness in a global marketplace and is a partnership
between CPB, state educational television networks or associations and
state departments of education in eighteen states, serving 59 schools.

SERC currently offers courses such as Probability and Statistics,
Introduction to Japanese, a teaching course for teachers in AP
Calculus, a series of eight science seminars for students, and a
series of eight forums and workshops for teachers. Next fall, SERC
will offer five aigh school courses, two graduate courses, and an
array of teacher in-service programs.

ANCILLARY MATERIALS

Not only has CPB funded programming as part of our commitment to
education, but the Corporation has taken a leading role 1n developing
other initiatives designed to strengthen the relationships between
instructional prugramming, textbook materials, and other ancillary
materials. As a cornerstone to these relationships, CPB has worked to
strengthen the i1nvolvement of teachers, parents, and students n
providing the best educational tools available.
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To encourage teachers to make the most of available programming by
linking material in textbooks to instructional programs that cover the
same topics, CPB published textbook correlations for series such as Up
Close and Natural or Community of Living Things to science textbooks.
Other guides funded by CPB are a part of each major children’s series.
They help build lesson plans and provide follow-up activities for
teachers to use in integrating Square One IV or 3-2-1 Contact into
their ciasses. CPB also furded study guides for students to use with
special series such as The American Experience and specials such as

Pyramid.

Other educational initiatives funded by CPB include EDISON --
Educational Information Services Online -- an advanced nationwide
computer network that connects teaciiers with a number of education
information databases. This :u1%ows teachers to research educational
materials, review new material, or see which of the hundreds of ITV
series currently available can be incerporated into their lesson
plans. Another project is Learning Link. Developed by WNET/New York,
Learning Link provides public IV program descriptions, long-range
schedules, and ‘an avenue for exchaaging teacl ing tips.

in addition, CPB is currently developing a brochure that is designed
to promote partnerships in aducation. Included in this brochure will
be information on classroom program production and distribution, print
materials for classroom use of regular public television programming,
SERC, electronic information services, pilot demonstration projects,
community outreach activities and national awareness efforts. This
brochure is being developed for school boards, superintendents,
legislators, education advisors, foundations and national and local
public television funders.

The brochure is intended to motivate potential partners between CPB,
PBS and regional networks; with - ther broadcasters; with program
producers and distributors; with texibook pthlishers; with state and
regional departments of education; and with community groups, PTA’s
and teachers.

MINORITY PROGRAMMING

By the 2Ist century, studies predici :hat rearly 80 percent of the
skilled lator force will consist of women, minorities, and immigrants
with diverse backgrounds and interests. They will be working in jobs
that, for the mest part, will requir a minimum of a high-school
education. In funding programming by, for and about minorities, CPB

o 30 3
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offers viewers and listeners of public broadcasting not only the
opportunity to learn about their co-workers and reighbors, and about
themselves, but it also educates each of us to be better able to
communicate with and understand others. Television programming that
received direct funding from CPB in fiscal year 1988 included:

Color Adjustments: Blacks In Primetime, which examines racial
stereotyping in primetime TV;

Days of Waiting, a documentary by Japanese American artists on
their experiences in incarceration camps during World War II;

Legacies, a series of personal contemporary stories on the
Hispanic southwest;

uest, a ceries of documentaries on Native Smerican history,
ought, and culture:

Paul Robeson: A Son’s Memoirs, is a portrait of Robeson’s
development as an othl~te, singer, actor, activist, and critic of
America;

The Winds of Change: The Indian’s Estate, a series of
documentaries on tand, family, economic survival, and spirituality
among Native Americans;

The Other Americans, a series on the history and civilization of
Latin America and the Caribbean;

The Read to Brown: Massive Resistance; Massive Change, a personal
history by participants in the civil rights movement;

Martin, a classic ballet production on the life and death of
Martin Luther King;

A Raisin 1n the Sun, a new production for American Playhouse of
the cTassic play by Lorraine Hansberry about a black family in
pursuit of a middle-class dream;

Thousand Pieces of Gold, a dramatized version of the true story of
a Chinese pioneer woman in a booming Idaho mining town;

The U.S. and The Philippines: In Qur lma%e, which premieres on PBS
this May, is an examination of the soc1al and polatical landscape
of that country and its unique relationship to the United States
from 1898 to the present; and,
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o Argentina: Land of Promise, Land of Pain, received research and
development funding from CPB for a series on the country’s people,

history, culture, and ‘nstitutions.

Radio programming dealing with minorities that received direct funding
from CPB included:

¢ latin American News Service (LANS), a daily and weekly bilingual
news magazine distributed nationally. Coverage of breaking news
and current events from reports in 20 Latin American countries and
the U.S.;

e Eduardo Mata's Music of Hispanic America, a series presenting
[atin American concert music, wit commentary from the famed
conductor about the cultural roots of the music featured; and,

¢ Simpson-Rodino Law Series, a series, both in English and Spanish,
on the Immigration Reform and Contro) Act of 1986 and the public
policy debate about its broadcast short- and long-term
aprlications.

LITERACY

The Public Television Qutreach Alliance (PTOA), which is funded by
(3, is one of the most successful public service awareness projects
ever developed by public broadcasting. The objective of PTOA is to
provide research, leadership, compelling programming, and the support
materials that enable American public television stations to conduct
locally each year one or two outreach campaigns directed against major
social problems facing this country. Previous campaigns have dealt
with issues such as substance abuse, AIDS, and i1literacy.

Project Literacy, U.S. (PLUS) was initiated in 19B5 with a CPB
research and development grant to station WQED-TV in Pittsburgh, PA.
Before the project was ready for presentation on public broadcasting,
the unique partnership between Capital Cities/ABC and PBS was forged.
This partnership in programming, promotion, and distribution, along
with CPB-funded programs at National Public Radio (NPR), including
Spanish language versions, created the wide-ranging PLUS project, now
entering its fourth year.
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During that time, WQED and the PTOA, along with public television
stations, created and nurtured 366 local PLUS Task Forces. It is
through these local task forces, as well as the nationally available
programming on PBS and ABC, that adult learners are reached and
helped. For example, since the inception of PLUS in 1986, the
National Literacy Contact Center has received nearly 400,000 calls on
its hotline. Of these, 17 percent are from viewers and listeners
volunteering to tutor adults, and 33 percent are frem adults who wish
to enroll in classes. The remaining calls are for additionai
information about literacy, many from anonymous callers who want
information for a friend or relative. When PLUS programming was
introduced on PBS and ABC, these national hotline calls increased from
an average of 2,000 calls per month to 17,561. This number represents
only those calls placed to t“e national phone number, it has not been
possible to quantify those ¢.11s to the many local and state hotlines.

Currently, WQED, through the Universaity of Pittsburgh, is updating its
information on the status of the local Task Forces. While the survey
is not complete, preliminary results show that most of the Task
Forces, formed 1n 1986, are still in existence. About 30 percent of
them have become incorporated as ongoing nonprofit entities. Many
have been merged under the umbrella of other community agencies,
ensuring their stability and continuation. For example, in Ohio,
there are 15 PLUS Task Forces. Both local and state literacy hotlines
have been established. In Cleveland, the Greater Cleveland Literacy
Coalition reports that staff members continue to work on maintaining
and initiating tutoring programs, in organizing a workplace literacy
conference. In Cincinnati, the Greater Cincinnati Literacy Task
Force, housed at WCET, is incorporated, raising funds for adult
literacy programs, maintaining a local hotline, and working with the
daily newspapers to spread the word about its services.

In neighboring Kentucky, interest in using television to assist adults
in becoming l1terate predated PLUS. At about the time PLUS began,
Kentucky Educational Television (KET) was just completing 1ts revised
"GED On TV" project. KET made the new series available, free for one
year, to all public television networks. HNine individual cities,
including Chicago, now have acquired extended rights to use the
service.

In Kentucky, over 6,000 adult students have enrolled in "GED On v
since its local release in :385-86. Of those enrollees, 82.5 percent
have received their GED and of the graduates, 84.5 percent say they
would not have received it had they not enrolled in "GED On TV."

Along with GED, Kentucky also offers two CPB-funded revised courses,
"Learn to Read," for beginning adult learners; and "Another Page,” for
those at the pre-GED level.
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Recently, the Chicago Literacy Coordinating Center (CLCC), which was
established in July, 1987, released a report on the status of
Chicago’s literacy service delivery system. The CLCC is using this
report to inform the Chicago business community, policymakers, and
interested others of the need for more literacy programs, resources,
and volunteers, and to outline ways they can begin to help. Their
goal is to create a partnership between every literacy site in Chicago
with a local business.

There are currently 27 Task forces in the state of I1linois offering a
wide range of services and programs. One excellent example is
WSIU-TV/Carbondale. The production of WSIU’s local Youth/PLUS program
was an exciting collaborative effort between the Dean of Southern
Ilinois University’s College of Education and specialists on his
staff in literacy and early childhood education, the Youth Services
Coordinator at the local community center, and a representative from
the Literacy Connection. Some of the program’s discussion, which
addressed the home, school, and community’s role in encouraging
reading, centered on the implications of a state reading assessment
released by the I11inois State Board of Education. Dean Beggs
concluded the program by issuing a call to action for southern
I1inois residents to improve reading skills at every age.

During the first two years of PLUS, there was a 14 percent increase in
Adult Basic Education (ABE) enrollment and a 40 percent increase in
the number of volunteers working in adult education. According to
Former Secretary of Education, William Bennett, "The PLUS campaign has
been a major contributor to this progress.” In addition to the ABE
enrollments, volunteer literacy organizations such as Literary
Volunteers of America, and Laubach Literacy International, also report
significant growth in their programs since the inception of PLUS.

During the three years of PLUS, ,32 national organizations have lent
their support, publicizing the literacy effort and establishing PLUS
as a priority for their members. Each year, PLUS has had different
facets of literacy as its goal. In year one, the focus was raising
awareness and an ABC poll before and after the broadcasts showed a
significant increase in the general public’s awareness of the
illiteracy problem as well as its recognition of the importance of
solving the problem. In year two, the focus was on heightening the
sensitivity of business and industry to literacy needs of the
workforce. To that end, more than 410 "Business Breakfasts" were held
across the country, with a national breakfast hosted by Mrs. George
Bush in Washington, D.C. The business awareness effort continues
today. For example, the state of Oklahoma, which was unable to
organize business breakfasts in 1987, recently held 91 ir that state.
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In year three, PLUS concentrated on breaking the cycle of
intergenerational literacy, with an emphasis on parents end their
children. In the first two months after the October 198t broadcast of
"First Things First," over 400 educators and reading professionals
requested copies of the program to share with others in their rield.
PLUS 3 continues to generate nonbroadcast video materials to aid the
Task Forces, the state literacy directors, governors’ offices, and the
national support organizations. These include a fund-raising primer;
*Parenting Strategies for Accessing Schools,"” for disadvantaged
parents; and "Three A’s for Professionals,"” discussing awareness,
access and advocacy techniques that professionals can use in working
with low-literate parents. The latter two tapes, along with the print
materials, are also available ip Spanish language versiors.

PLUS 4, "One PLUS One -- Connecting with Kids," to air in Fall 1989,
will concentrate on the wmportance of adult mentoring at a critical
juncture in one’s life, helping children and young adults before they
"drop out," to acquire the skills and knowledge they will need to
become responsible and fulfilled citizens.

SUMMARY

These and other programs and services offered by CPB and the public
broadcasting community represent Just a few of the valuable
contributions public broadcasting has made, and can continue to make,
to education. The job of educating our youth is too great for anyone
to do alone. The commitment and vast pool of talent, imagination, and
expertise of CPB and public broadcasting are limited only by the
resources necessary to put them to work toward enhancing both
conventional and innovative teaching methods. CPB stands ready to
provide whatever assistance it can to bring the best in educational
programming and materials to all Americans.

CPB applauds the Subcommittee’s attempt to focus greater attention on

the importance of issues affecting education today. As always, we are
pleased to offer our views and pledye the Corporation’s commitment to

ascaist in any way possible.

Sincerely, /

Donald E. Ledwig
President and
Chief Executive Officer
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