
June•• 1964 

Dear Mr. Steele: 

T c! y I had the pleasure of signing your J!'lan for 
Progreaa which •ymboliaea your corr.pany' • e!forta .. ,, 
to bring about improved economic opportunity for 
our cltiz~nry. 

I am particularly pleaaod to have joined with you 
in thia agreement because your participation was 
voluntary and repreaent• your r.ecognition of the 
importance that American lnduatry is attaching to 
these problem•. 

Your leadersblp wilt. I am sure, awaken an answering 
reaponae from, member• of your organisation 1D thi• 
cooperative endeavor. 

Warm peraonal reprda. 

Sincerely, 

Mr. W. A. xSteele, Chairman 
)( Wlioeling Steel Corporat1011 

1134 Market Street 
Wheeling, W eat Virgbda 

LBJ/HT/jmw 

6- .... 
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JOHN H. WHEELER FG 1q.J-
f'RCSIDCNT 

June 3, 1964 

The Pruiclent 
The White Houae 
W&abiqtou 25, D. c. 

My dear Mr. Pruiclent: 

In ay opinion Secretary Wirt&, John Macy, Hob&rt,T~y/!Jf< 
George~utler and other ... bera of the ataf f and the )<. 
COlalittee did a aplendid job at tbe~bic&Jo aegioaal 
Conference of c1-unity t.aclera apo ored by the C~ittee 
on Bqual lllployaant Opportunity (Kay 22). 

Deapite your buay achedule, I know that the work 
of the Cmaittee ia alwya on your heart. 

Beat viahea to you and thank• for the high quality 
of world leaderabip which you are giving to ua during 
auch a crucial period. Indeed no era in our hiatory baa 
been ao fortunate aa we are in teraa of broad and akillful 
leaderabip in the White Houae. 

J. H. Wheeler 
)l 

Jlli/p 
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~tc~a1tice anb ~armne ~lmlh 

~11r~:un.~:artlt G1aroluu1 
JO!'fN N. WNltCI.CII • 

.. ,u:s,oc .. , 

tbu,u ••Jn for your ktD,iDiHI! to • .suri°" Latt. 
w~ • • Cid c.a 10 Con!H eec•. 

Thi j~ vhich you and your •t•U dtd ..-. •f9'>lY 
•uperb! Cora.a.ratuhUooe f« tii.. ••H 1 which ynu put 
1nto il. The pre•Up t>f th• ,:~ttt••· •"d f>Uttllc. cr..nU.• 
cknc.e t.n Pni•t.4-nt Jobao11 111troa1 1.-.,t.11n?-ilp wr• 
undoubtedly etntt,.thened by 10,sr •ftott~. 

StncHel), 

Jltl/p . 

Mr. Geor'p o. Buitl•r 
1 Tbl treetCMa~' 1" CaaittM • --1 i 

1-.,lo,aeiat CJM,ortualt-y • 

Wa•b1aatoa 2',· .D.· c. • 
" 

. . ......-~. . . ,. •'• -., .. . 



.ilccJtama,~ Jfatm.:r• Jw 
t, 

Jbrlp&m.~odlf (1aralina
"°""11 .... ,c1.e•

ftll<••HNT 

... , 26, 19~ 

Ditar aobart: 

tbh i.8 Juat •• 11ot• to .. , that. J C-"OUKht the ~hlCAlfJ) 
Coafereac11 turDlid CNt to M •n ·•"KcNcltrudy ulu.6ble rvbl tc. 
r•latlou •-Mele. 

C,,.l01Ml7. O.«a• Butler an~ at, _,_.11 at.aft did• 
tpleDdld .lot. of proac>Uon. TbtJ •l•o •r•,-..r to twv• be•n 
tt1cc.11cteful° lr. •voidin& t hit •DJ pitfal hr ,;,f lot.Al pol tr iu 
•nd factiOllll&Hn vh1t1t oft•n dhrupt .. r.bt be,t lald pl•o• 
fo« • ... u~ of ttd.• klad. 

r« your pan, Cb.a •kUU•l .U\Af!·r i,t'th vbich you 
~d.l•II tboee p1draU.q the 111Mtt11, &lYM bc,pe to •inartty
IP'OUJMI~hare tbat tber• an rMl t•tb • 111 tbl 
CGllllitCN 1 1 prop--.. , .• . 

JW/p 

Kr, ~rt T111lor, ► ,r .. 
Eucutiva Ytc:a Cbl1il'lllln 
IT .. idellt 1 

• Ce1111U:tM on ..,.1 Jllp_lo,MA~ • 
~fJl'tUA1tJ 

1. The Whit• •lb&N . 
'VaahlQ&tOII JS, D. C. 

',. , ,. • ..._ A .._ "' .-, - ,_ llo .. ,_ • "' - ... fl• ... ,.., ~ A '- • 4"..- ,. "' • • ' • • -
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Jlttlpinic• anb ~armtt• Jlattk pa.,-J:jw~ 

~HNH.WHmEAa . PRESIDENT 

June 3. 1964 

Ky dear Mr. Preaident: 

Thia ia juat a note to azprea• ray appreciation and 
peraonal joy for your generoua atat ... nt concernina me J 
which appear• in a feature article on page 56 of the May 16 
iaaue of "Buaine•• Week" -.gaaine. 

. '/-
Needle•• to Ay. my eate• for you and your 

faraighted leaderahip of our nation ia equally high and of 
courae auch more important to all of ua in a period which 
will detend.ae the kind of world in which our deacendenta 
will be living aeveral centuriea hence. 

Cordially. 

~ +t- \.£. •• " ..... 
J hn H. Wheeler 

)( 

JHW/p 

"" 
The Preaident 
The White Houae 
W&ahington 25. D. C. 

https://detend.ae
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.r.COSTS 
PENNIESMORE. .. 

t~HiJu,~lliR 
iIDJMl/!'. 

}t.., 
II you compare PATAPAll• Pudl­
meall witb iult plain paper ... Ibey 
mayCOit a rewcentl mon. But.put 
Pa&aparParchmen&aIO wort in your 
manufac:tminapnlCHHI ••• and Ibey 
•" tlolltn by replacina rar more 
expensiw materials and by reducins 
procaains time and labor C01U. 

F•lataacl: 
PATAPAR ii UNd to put a fine, sand· 
bluted ftnillaon a pludc ....... a,Ml 
.Uminala ClOltly,etdlOd ... .,..._ Iha, 
......... previoully. 

PATAPAR ii med u a non-sdc:lt raw 
rubber carrier . . . and elimmalel cloth 
carrilnCXIIUltlmudl men. 
PATAPAR ii UNd to pmm1 laminated 
pludc ...... from llic:kina...... in 
the ~ ... and can eliminate um. 
CONUIIWIIanckft' OI the ...,.tori 
rom.1y 1911uirec1•.• 1mpuu a apeciaJ 
wood-liulllilbtoo. 

HowCII ,- 1111PataparT 
PATAPAll can be: IIOIH&ickina,inert, 
aankuy, ll'anllucea&, prinlablc, peuc­
......... crilp. and _......, durablo­
ewn .._. .._ W.. can a product &bat 
can be all tbae lbinp. ror a r.wc:ienu. 
blip ,OU ..._ production CIOIIS?T,11 
- .,.., ~ 1/1#/U... and .. ,. show you 
how PATAPAR may ave you production 
dollln. 

PATEISOIIPAICIIIIENTPAPU COMPANY 
llrl#tll, ....,, 

_., .... IL\', PM&-,..._ a,Nlft'YAU, CALW. 

Durham probllllll get attention of Wheea. and other civic leaden at brakfut 
meetinl of ~elopment Coauniuion of Qty of Durham, of which be lamember. 

stantial Wt>ight at the national level) commitment to thecause of freedom 
Pres. Johnson, for example, with and justice." Yet he maintains good 

whom Wheeler hasworkedon equal rworking relations with the white 
employment, commends the .. record community, andhasservedthestate 
of accomplishment" resu!:lf from 
his combination of .. deep lcation 
to the cause of equal employmen;
with a recognition of the need fo 
rO'cctivc mcthocla." Johnson aa J 
Wheeler recently during the Presl 
dent's Appalachia tour last week. 

Bruklng the pattern. What ii 
most remarkable, though, ii theway
Wheeler cuts across stereotyped pat-
terns. He represents the top level of 
successful Negro businessmen who, 
over the yean, won secure, if re­
strictc::d, positions in many Southern 
communities. His bank. the largest 
~ <'gm-owned bank in the U. S., ii 
one of a group of three Negro Snan­
cial institutions holding. together, 
$100-million in assets. 

Such men were long acceptedu 
Negro leadt-n, and the white com­
munity dealt with them on nda1 
matters. 1ne eruption of militant dl­
n..-ctaction about 1980-sit-ins, boy­
cotts, and street d<.'monstrations­
chnnged things drastically. Many 
conservative businessmendrew back: 
branded as .. Uncle Toma" ancs 
.. white man's Negroe_s,"while more 
combative N~ leaden arose. 

Wheeler breaks this pattern at 
both ends. More cleanly thanmost 
Negro spokesmen, he hasbeen able 
-at least up to the ~t-to rec­
oncile heavypressuresfromhis own 
proplc to be mllitant and from 
whitt>s to go slow. 

Willing. as his .P.icketing stint for 
sit-ms showed, to tt.-stnew ground." 
Ju has won praise fmm Dr. Martin 
Luch,·r King. Jr., for ..unswerving.. 
WUMNUS WED Mar 11. 1'114 

of North Carolina so faithfully that 
Gov. Terry Sanford commenclshis 
"'devotion. determination, and 1lcill 
in im~t appointments." 

All this time-while acting both u 
a sort of Intermediary in the con81ct 
with the conSdence of both aides, 
and u a determined leader of one 
•~ has worked hardand sue­
cessfully in his busineu. 

I.Delicate balance 

How Wheeler is able to do this 
aypears more clearly in a close-up 
o his activities in Durham. 

In Durham, Wheeler is at the cen­
ter of Negro action. He is chairman 
of theDurham Committee on Negro 
Alain, the group through which 
leadership channels its efforts. He ii 
particularlyproud of its accomplish­
ments in education, where the 
group's efforts, he says, have re­
sulted in .. more Segro children at­
trnding integrated schools than in 
any other North Carolina city." 

Thia was brought about largely by 
litigation, in which Wheeler's efforts 
were somewhat unorthodox for a 
busiONsman. While already vice­
president of the bank in 1945, he 
went to law school for four yean at 
night. Soon after graduating. be 
brou~ht the &nt integration suit in 
~orth Carolina. 

How to negotiate. The commft­
tcc's strength, like that of similar 
groups, comc•s largely from its abil­
ity to inftuc•nc:c Nt>JUO voting. Ne­
groes comprise 289' of Durham's 



rq~ist<-n·d vokrs, and that so many 
arc n•~isten·d is, again, largcl)' bc­
,·,msc uf the commilll.'C•s efforts. 
.. Yon c.in nt'gotiatc in an atmosphere 
of frkndli1wss," says Wheeler, "if 
vou hav • the votes.' He adds: "And 
if y1111 don't rub people's nosl'S in it." 

Friendliness doesn't rule out a 
11t1·011" Ntand. \\ lwn Durham Nt•gro 
st11dt•nts launched sit-ins and pldcct­
ing a~ainst some stores in 1960, 
Will' ·I ·r received calls from whites 
and from some NC'grocs, assuming 
he would hdp quell the demonstra­
tou. Jn11tt•ad, he clruftt•d 11 •tatc,mcnt 
of supf>ort. Th<'n he went on the 
pic:kct inc one morning to make his 
position unmistakable. 

\\'heeler holds profound and un­
yickling commitments to carrying 
i cgroes along the path of social im­
provement as fast as possible, often 
faster than others want to accer.t. 
But he seeks to do this with cam 
r •asonableness and clear judgment. 

For the state. He also works hard 
for the state of North Carolina. His 
most important state activity is serv­
ing as treasurer and a director of the 
North Carolina Fund, a private or• 
ganization headed by Gov. Sanford 
and largely financed by ·the Ford 
Foundation; it seeks answers to the 
problems of poverty in the state, 
without regard to race. 

Difficult line. In this dual role, 
Wheeler has faced pressure and per• 
sonal risk, both from whites and cau• 
tious Negroes. But white leaders 
know that when he speaks, other 
Negroes listen. Negroes know that 
he will not "go along" for the sake 
of easy acceptance. 

At times, the irony of his position 
is striking. Wheeler recently went 
with a small group from the North 
Carolina Fund to 11 towns that 
had applied for assistance. At many 
me tings he presided over discus­
sion • that included mayors, city man• 
agers, other officials, and prominent 
businessmen. Yet, careful arrange• 
mcnts were necessary to insure that 
\ Vheeler could be served meals with­
out incidents. In one strictly segre• 
gated town a newspaper reporter, 

. watching Wheeler talk to city offi­
cials, observed: "Look at the way he 
handles those people. And that man 
couldn't even bur a cup of coffee 
across the street.' 

II. The Negro in business 

"It can be extremely difficult," is 
\ heeler's only comment on such 
things. But he also says: "Some 
Negro businessmen have never 
known the thrill of seeing relation• 
ships change from a [)atronizing pop­
ularity to mutual understanding and 
respect.'' 

'2 NAMES 6 FACES 

For this activity, of l'OllTSl', n·sts 
i,olidly on tlte fo1111datio11of \Vlwcl­
t•r's business career. His bank, tlw 
Mechanics & Farm ·rs, is closely as• 
sociakd with Durham's .North Caro­
lina :\lutual Life lnsuranCli Co., 
largest U. S. Negro-owned business. 

Wheeler is also a director of a sav­
in~11 und lonn a11socintion clui;cly 
tied to N. C. Mutual. With two Dur­
ham offices and branches at Char­
lotte and Raleigh, Mechanics & 
Farmers has $12-million deposits. It 
ranks ahead of Atlanta's Citizens 
TruHt Co. unc.1 tho lttt.lu11trhilDank of 
Washington among Negro-owned 
banks. 

"\Ve'rl' a stone's throw from our 
white competitors in Durham," 
\Vhccler notes, "but we have manr, 
accounts from white businessmen. ' 
His bank has accounts from many 
big North Carolina companies, and 
deposits of public funds. 

Like many bankers, Whe ·ler takes 
~atisfaction in supporting n •w and 
expanding business-particularly 
Negro ent rprises. "Of ten our sup­
port determines whether a Negro 
business survives or not," he says. 

Special problems. But for Wheeler, 
business pursuits inexorably lead to 
some hard thinking about the Ne­
gro's position in the economy. His 
analysis runs something like this. 
For Negroes, the period beginning 
in the mid-1890s (it was in 1896, for 
one thing, that the Supreme Court 
enunciated the "separate but equal" 
doctrine) brought political disen­
franchisement, social separation, and 
the "removal of the Negro entre• 
preneur from the marketplace where 
American citizens arc accustomed 
to bargaining for the Poods and serv­
ices of one another.' 

This brings special problems; Ne­
gro business is confined almost en­
tirely to the low-income segment of 
the market. Negro bank accounts 
tend to be smaller, so servinJ$ them 
raises costs. "This means, says 
Wheeler, "we have to do a little 
more efficient job of management.'' 

Holding operation. Wheeler sees 
successful Negro businessmen as 
conducting a "holding operation of 
unusual importance"-important be­
cause of growing Negro economic 
strength. In 1963, he points out, 14 
Negro banks had total resources 
over $75-million, 53 life insurance 
companies had $335-million. 32 sav­
ings and loan associations $35(). 
million. 

Negroes are now ready, \Vhceler 
focls, for the payoff of this holding 
operation. Negro businessmen, he 
says, must help the Negro "reenter 
the marketplace through pressure for 
maintenance of a free and open so­
ciety by every means at our disposal, 

including some of the exlruordin y 
ones in which all too few of us have 
participated in rc<:c:nt months.'' 

Ill. South and nation 

This year, \Vhcder took on an 
assignment of wider gcogr phical 
scope. He became the first 1 <·gro to 
b,• cl~ctotl proHidont of tho infl,wn­
tial Southern Hegional Coun ·il, 
which has strongly shaped the 
course of race relations in the South. 

Deep roots. It is a South in which 
\\ hl·cl •r'" own root11nm dttp. Lik1• 
many succcssCul N •groc11,he '-'OlllC'M 

from a comfortable background. His 
father was a college president, lat<-r 
Atlanta manager for . C. Mutual. 

From the age of five, \Vhcelt-r 
lived in Atlanta, where his family 
was part of a substantial mi<ldl<·­
class Negro group including Wahn 
White, later head of the National As­
sociation for the Advancement of 
Colored People; M. L. King. Sr., 
father of the egro leader; and thr 
Dobbs family whose best-knO\ 
member is Metropolitan Opera star 
Mattiwilda Dobbs. 

Graduating from Morehous Col­
lege, summa cum laude, Whe<'l<-r 
went to work in 1929 for Mecham<:~ 
& Farmers as a teller at $60 a month. 
He became vice-president in 1944, 
president in 1952. 

Wider range. The broad r rangr 
of \Vheeler's activities now has a na­
tional as well as regional scope. 
About 1958 he met R. Sargent 
Shriver, Jr., in Chicago, and later 
Shriver asked him to become a di­
rector of the Busine ·smcn's Commit• 
tee for Kennedy-Johnson. "We wen· 
proud to have \\ heeler as one of 
the original members," Shriver sa ~­
He also served during this period 
on the Commission on Race anc! 
Housing. He was sounded out about 
coming to Washington, but felt hi, 
bank needed him. 

He is, however, a member of th1· 
·President's Committee on Equal Em· 
ployment Opportunity, formed in 
1961 by Pres. Kennedy and headed , 
hr then Vice-Pres. Johnson. He sap: 
" never had hesitancy about <'~· 
pressing strong views, to which Mr. 
Johnson was usually rec.-eptivc." 

Next step. Wheeler describes the 
next order of business for Negrocs 
in these terms: '"The current waw 
of militancy can succeed only in Tl'· 

moving the artificial barriers to our 
return to the marketplace." Ilr 
names some qualities egroes will 
need to follow through, qualities that 
sum up his own personal credo: 
"Hard work. thorough trainin~ 
tenacity, a genuine interest .r 
other ~pie, and intense sclf-dbt1· 
pline.' End 

aUSINUS WlU Ma:, 11, 19" 



Wheelerchill with mayor ol Durham, 
R. W. Cnabuek (right), Vice-Pres. 
Everett Hopkins ol Dub Uniwnlty 
(hatleu). attorney V. S. Bryant. Jr. 

NAMES&FACES 

Banker with a mission 
Successful Negro bank president,firm in pushing for both 
Negro advancement and North Carolina development, 
wins an influential role throughout South and in the nation 

The Mechanics& Farmen Bank.of 
which John H. Wheeler (pictures) la 
president. is located in downtown 
Durham, N. C., within a block of Sve 
competitive banb. When Wheeler 
wallcsalong the streets downtown, 
many people nod or greet him with 
the ~ will and respect normally 
accorded to a successful and promi­
nent local businessman. 

Thia would not be especially not­
able except .that Wheel~. 56, la a 
Nep,, born near Durham, who bu 
lived and worked his entire life in 
the South. And those. who greet him 
today might have seen him in 1980-­
with an established reputation as 
bank president-wallcin,.~~
line on behalf of sit-ins by
Durham Negro students. • 

Wheeler would not want his career 

-remarkable by any standards­
measured with a racial yardstick. Yet 
it la in the lipt of the im~sioned 
and often troubled Negro fight for 
economic and social improvement 
that his work holds particular inter• 
est today. Thousdl &e is not well• 
known to the ~ublic, his contnou• 
tions both as a businessman and as 
an inBuence on affairs affecting 
Negroes are outstanding. 

Hia range of activities is broad­
in private business, as an active 
lawyer, college trustee, key member 
of many state and national pups. 
and behind-the-scenes &gure whose 
advice ,. sousdlt and heeded. Their 
wide scope makeshim the most influ­
ential Nep, leader in his state, 
amongthethree or four top Ne~ 
in the South. anda man with sub-

..,..,... ....... 1-, 11M 
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THE PLANS FOR PROGRESS PROGRAM ;I '-f-,, - I 
pt._1IAugust 1963 - May 1964 

r~1::.1 

Since the last meeting of the President's Committee, the Advisory Council to the 
President's Committee on Equal Employment Opportunity was organized at a White House 
meeting on Tuesday, August 6. At that time, G. William ~iller, President of Jextron, 
Inc., was named Chairman of the Advisory Council and the following representatives from 
the corporations designated were named as members: 

AMERICAN AIRLINES 
George A. Spater 
Executive Vice President 

AWMINUM COMPANY OF AMERICA 
Arthur M. Doty 
Manager of Personnel Relations 

AMERICAN TELEPHONE & TELEGRAPH CO. 
Harold H. Schroeder 
Assistant Vice President 

BURROOGl-5 CORPORATION 
C. E. Scholl, Director 
Industrial Relations 

CHRYSLER CORPORATION 
Edward P. Franks, Manager 

. Corporate Employment 

COLGATE-PALMOLIVE COMPANY 
R. H. Berquist, Director 
Compensation Administration 
& Employee Services 

COOK ELECTRIC COMPANY 
H. W. Wittenborn 
Vice President 

THE CUDAHY PACKING COMPANY 
Edward· Cudahy, Jr. . 
President 

E. I. DuPONT DE NEMOURS & CO.,INC. 
P. B. Lewis, Manager 
Personnel Division 

GENERAL ELECTRIC COMPANY 
Roy Fugal, Manager 
Personnel Practices 

HUGHES AIRCRAFT COMPANY 
Sherman Gillespie 
Manager, Employment & Manpower 

INTERNATIONAL BUSINESS MACHINESt 
CORPORA T.ION 

R. A. Whitehorne, Manager 
Personnel Research & Services 

INTERNATIONAL HARVESTER COMPANY 
Harry Balcer, Manager 
Employee Relations Department 

INTERNATIONAL TELEPHONE & TELE­
GRAPH CORPORATION 

Frank Metzger, Director 
Executive Planning & Development 

LOCKHEED AIRCRAFT CORPORATION 
E. G. Mattison, Director 
Industrial Relations 
Lockheed-Georgia Company 

OWENS-ILLINOIS GLASS COMPANY 
Harold Mayfield 
Director of Personnel 

RADIO CORPORATION OF AMERICA 
A. H. Evans, Manager 
Employment 

TEXAS INSTRUMENTS, INC. 
·w.D. Coursey 
Vice President 
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May 28, 1964 

MEMORANDUM FOR 

Mr .... rankllD J>. llooeovelt, 1r. 
Under Socrotary of Commerce 

Tho l~ormation t~ Secretary Hodae• baa eatablla!Mtd a)C,Tuk 
Force an Efiu&l Oppo~ty and baa appointed you to dboct 
ita actlvltl•• waa well received hora. Tho acblevemeut of 
equal opponunltle1 for Noal'o and other mlnority group• lD 
the ecouomlc &Dd.bualDoaaWoof tho Na.tlon la of courae one 
of the priority &oala ol &Ii\•Admlnlatraelon. • 

It la ••peel.ally important tJ:aaimcsm'bera of mlnorlty group ■ 

develop an approclatloD tor caroera. la bualne•• and ti- pro­
toaaiona. lDcroaalaaly tM Nation•• bueln••• leadisra, 
particularly throu;b Plan• for Progroa• and almllar effoi-ts, 
are taking stop• to expan4 •w:h opportuaitl•• at all levela of 
roapon1lbility. IDcnulDgly, minority group membore aro 
bocomlna awaro of the existence ol the•• opportunltioe and 
U'O acquirlna tha •Jdll• uc•••uy to compote auccoaslully ln 
the mark.Gt place for talent. Howovor, a good deal nmalns to 
be douo •. Obvlouly die Department of Commorco, through 
your Task Force, cu mab a major contributloD •• eapecially 
lD aro&a euc:h a• buam••• lranc:blablg operations, the davolop. 
ment of pilot proJacta with Cbaxnbor• of Commerce and trade 
aasoclatlou, aad wlc:J.nma euollmont oppol1amltlo• tor youna 
people from mtaority 1r01&P~la 1raduate acboola of bmlna••• 

we C. White 
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,.., , I I,,"' 
Dear Mr. Pollock: ,,., 73 / 

I<.) 1:
I am g~uinelf eorr1 tl-.at I cannot a caa yov SUvezi,Anni.• 
nreary COAveutlon lD Now York. ~ f. I II u_,,, 

Your U on baa a proud record of ecrvico to thi:J country. l 
am parti ularly approcla.tlvo of your :tee punc of a workins 
role on the Labor Advlaory Committ o of tho res!d011t•o Co~­
mltteo Oil Equal Employment Opportu: 'ti •• Your lcadorablp 
in our sw:ceesful ef!ort to elltabUah a. cotton prlciDg policy 
which protects American ,tobe w a in • ponoa.blo. l am glad 
that l a.dacha.nee to tell you th.la in. rson at our recent dln• 
nor mcetiI11 at the Wblte Houo with o ·her le&dlni;J labor 
poraonalltlea. 

The Textile Worker• bavo 9hown ;rotit L-iterc ■t ln tho oponlng 
•ta.ea of 0111' war aplnat poverty. l am srcatly plC'1BCd that 
Special Asalatant to tho Proaldent Sz.rr;ont Shrive~ i• achedule4 
to talk &bout tbl• P'e&t effort to your dol p.tee. \'Io know 
Iba& wo can cowit on you In the mture a• we h&vo lD the put. 

The 1oD1 battlo to pat tho force of law b hlnd tho rlghta of all 
citizana la cloaor to Yictory. Yoar conolatent •u~ port for tha 
Civil Rlghta meuare 1a a mark o! honor and ehow.d bo a aom-ce 
of prido tor JOG. 

Proaldent John Kermody with Jomt holp put 0111' nation back OD 

the road to prop••• &D4peace. Aa wo move now In the battle• 
apln•t poverty &114dl1c.-\m 1oattma. we aaJute bl• memo17 bf 
advancln1 bla propam. 

Let u work to1etba to buU4 a Great Soclet,. 

Slllcue11, 

le 
Mr. WIJJtem PoUock 
Prosldont >'\ • r.-:~£t\'E\l 

~ TextUo Workaa UnloD of Amorlca • J'J:'' 2 l95t 
"-
Hilton Hotel, New York, N. Y. ca·~ flt~ 
Letter aent to Honorable Sar1ent Shir ver for delivery. 
LBJ:FLH:MB 
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,-l{J;-/Memo to GER: 

If President Johnson uses the essence of the remarks prepared for him for the meeting 
today (Tuesday), you should have a good peg. 

It is intended that the President will tell the PCEEO that he has written to the 204 
companies who have agreed to join Plans for Progress, asking them to extend their 
efforts beyond their office doors and plant gates and into their communities. 

The letter asks that the presidents of the companies write to the local managers of 
each of their installations across the country. It will ask them to point out to the 
local managers that this national equal employment opportunity program will work 
only through the operation of the free enterprise system at their level; will urge 
them to continue their efforts; will ask that they commend the Plans for Progress 
to other employers in their area. 

I have asked Betty Wilson to send you down a copy of the letter for your purposes. 

There is no accurate way of telling the extent of the chain of letters this could set 
off. I will tell you that when we had only ll0 companies in the program, the Social 
Security People told us that they had 19, 000 reporting units, including 7, 500 of 50 
or more persons. 

It is safe to say that thousands of plants and offices are involved. The companies 
have more than 7,000,000 employees and have annual sales of more than $162 
billion. 

I am attaching a composite study of the work profiles of 86 of the Plans for Progress 
companies who joined between the time the program was started in May, 1961, and 
January, 1963. 

The study combines the initial self-analysis report of these companies, filed at the 
time they joined, and the latest progress report received from them --
December, 1963. The companies employed 3,425,980 when they joined and 
3,684,833 in December, 1963. 
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It shows that while the change in the number of salaried jobs overall in the companies 
was 93,138, or 5. 7 percent, the change in the number of salaried Jobs held by non­
whites was 11,664, or 47 .O percent. 

It shows that while the change in the number of hourly employees overall was 
165,715, or 9,2 percent, the change in the number of hourly jobs held by non-whites 
was 29,149, or 19.2 percent. 

The grant total of the changes was 258,853 or 7. 6 percent for total employment, 
and 40,813, or 23.1 percent for non-white employment. 

It should be pointed out, I think, that despite these changes, the total utilization 
of non-:-white employees in these companies increased only slightly. 

In terms of salaried emppyees, the number went from 24,882, or 1.5 percent of 
total salaried employment, to 36,486, or 2 .1 percent of total salaried employment. 
This is an increase of only . 6 of one percent. 

And in terms of the total employment by these 86 companies, the figures went 
from 176,626 to 217,439, or from 5.2 percent to 5.9 percent. 

These other items are scheduled to come out at the meeting and could make news: 

1-- The federal contracting agencies have completed 3,961 compliance reviews 
affecting 2,696 government contractors. These reviews are made by contract 
compliance officers of the agencies, which are responsible for obtaining compliance 
with the provisions of the Executive Orders. They provide broad on-site analysis 
of all employment practices related to the contractor's contractual comminnent 
to provide equal employment opportunity to all, regardless of race, creed, color 
or national origin. 

These reviews have carried the EEO program into 1,133 communities in 49 states, 
the District of Columbia and the Virgin Islands. 
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2-- The President's Committee has designated one agency to deal with each 
contractor and that agency will have the responsibility for all EEO dealings with 
that contractor, regardless of whether he has contracts with other agencies. This 
is being done to eliminate duplication of effort and enable ease of communications 
between contractor and agency. 

3-- The agencies are stepping up their compliance reviews as they gain experience 
in conducting them and intend to visit every contractor or sub-contractor covered by 
the Executive Orders. 

4-- The PCEEO is worlcing on a memorandum of understanding with state and local 
FEPCs. The memorandum will make possible the elimination of duplicate effort 
and will achieve closer liaison in handling of cases where there is substantial common 
interest. WE DON'T HAVE ANY COMMI1TMENTS YET FROM ANY OF TI-IE FEPC's. 

5-- There will be regional community leadership conferences sponsored by the 
PCEEO in Chicago on May 22 and in Philadelphia on June 10. The Chicago conference 
is expected to draw nearly 1,500 persons from Minnesota, Wisconsin, Iowa, Indiana 
and Illinois. The Philadelphia conference is expected 
from Pennsylvania, New York, New Jersey, Maryland 

to draw about the 
and Delaware. 

same number 

I think that is about it as far as 
need more or have questions. 

fairly hard news goes. I'll be at tre meeting if you 

Mack Wise 
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WASHINGTON 



Malcolm F. Wise, Director of Information 
961-3854 
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Was~l ■ gto ■ 25, D. C. 

EEO 164 (5-5-64) 

FOR RELEASE ON RECEIPT 

Washington, D.C. --- Secretary of Labor W. Willard Wirtz and other top federal official 

from Washington will lead panel discussions at a community leaders conference in Chicago 

May 22, the President's Committee on Equal Employment Opportunity announced today. 

Secretary Wirtz, who is Vice Chairman of the PCEEO, also will be the keynote speaker at 

the one-day meeting. More than 1, 500 community leaders from Illinois, Indiana, Iowa, 

Minnesota, and Wisconsin have been invited to attend the conference, which is sponsored by 

the PCEEO in cooperation with a Chicago Citizens Host A.rrangements Committee. 

President Lyndon B. Johnson has been chairman of the PCEEO since its inception in 1961. 

Among other top federal officials serving as conference panel chairman will be Robert 
I 

Weaver, Administrator of the Housing and Home Finance Agency, and John W. Macy, Jr. , 

Chairman of the U.S. Civil Service Commission. 

The purpose of the conference is to foster cooperation among community leaders from the 

field of business, labor, education, religion and civic affairs in opening the job market to full 

participation by all Americans. 

Hobart Taylor, Jr., Executive Vice Chairman of the PCEEO, announced the following 

panel chairman and panel subjects: 

Panel No. 1 - Education and Training for Employment 

Chairman, Ivan Nestigen, Under Secretary, Department of Health, Education, and Welfare. 

This panel will cover the need for intensive education and occupational training for the dis-
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advantaged and the effectiveness of current programs; the role of government and community 

groups in support of manpower training and retraining, anti-dropout and educational improve-

ment programs. 

Panel No. 2 - Business and Industry 

Chairman, Norman S. Paul, Assistant Secretary, Department of Defense. The action role 

of government contractors, Plans for Progress companies, and other business and industrial 

institutions in advancing equal employment will be the concern of this panel. 

Panel No. 3 - The Role of Unions 

Chairman, W. Willard Wirtz, Secretary of Labor. This panel's primary area of interest 

will be the efforts to fight discrimination at all levels within the labor movement, the implemen­

tation of Union Programs for Fair Practices, and the need to work with management in assuring 

equal opportunity in apprenticeship and other training and retraining programs. 

Panel No. 4 - Effects of Inadequate or Segregated Housing and 
Community Facilities 

Chairman, Robert Weaver, Administrator, Housing and Home Finance Agency. The panel's 

discussion will be directed toward the relationship between housing patterns and employment 

patterns and the ways in which discriminatory housing practices perpetuate unequal opportunity 

in employment. 

Panel No. 5 - Government as an Employer: Federal, State and Local 

Chairman, John W. Macy, Jr. , chairman of the U.S. Civil Service Commission. This panel 

will focus attention on the responsibility of government agencies to demonstrate leadership in 

non-discriminatory practices in all aspects of their own employment, to stimulate and support 

equal opportunity programs by private employers, and to cooperate actively with community 
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leaders in the solution of problems of education, vocational training and housing as they affect 

employment opportunity. 

Panel No. 6 - Community Group Responsibility: The Vital Ingredient 

Chairman, The Very Reverend Francis B. Sayre, Dean of the Washington Cathederal and a 

member of the President's Committee. The panel will discuss the importance of cooperation 

among private groups in planning, research, educational efforts, and action programs to 

implement equal employment opportunity at the community level. 

Taylor indicated that the panelists will be selected from all facets of community life. 

Their names will be announced later. 

The PCEEO is charged with insuring equal employment opportunity by the federal govem­

ment, by government contractors, and on federally assisted construction projects. It also has 

cooperative programs to enlist non-government contractors in voluntary support of the national 

program. 



THE PRESIDENT'S COMMITTEE ON EQUAL EMPLOYMENT OPPORTUNITY 

Agenda for Meeting 

MAY 12, 1964 

1. Opening Remarks - The President 

(a) Introduction of New Members 

1. Stephen Ailes, Secretary of the Army 
2. Dr. John T. Dunlop 
3. Mr. Ralph Talbot Mc El venny 
4. Paul H. Nitze, Secretary of the Navy 

2. Approval of minutes of August 20, 1963 meeting - W. Willard Wirtz 

3. Staff Activities Reports - Hobart Taylor, Jr. 

(a) Government Contract Division 
(b) Federal Employment Division 
(c) Non-discrimination Standards in Apprenticeship & Training 
(d) Memorandum of Understanding with State Fair Employment 

Practices Commissions 

4. Third Government Census - John W. Macy, Jr. 

5 . Regional Conferences 

(a) Los Angeles - Dean Francis B. Sayre 
(b) Chicago - Rabbi Jacob J. Weinstein 
(c) Philadelphia - Mrs. D'Jaris H. Watson 

6. Plans for Progress - G. William Miller 

7. Labor Advisory Council - John H. Lyons, Jr. 

8 . Report by the Special Counsel - N. Thompson Powers 



THE PRESIDENT'S COMMITTEE ON EQUAL EMPLOYMENT OPPORTUNITY 
WASHINGTON, D.C. IOIIO 

May 11, 1964 

MEMORANDUM FOR TI-IE PRESIDENT 

1bis is to inform you regarding the meeting of the Equal Employment 
Opportunity Committee on Tuesday, May 12, at 11:00 A.M., in the 
Indian Treaty Room. 

As you know, the last Committee meeting was on August 20, 1963. In 
addition to reports of various Committee members, and in order to drama­
tize Committee activities during the past nine months, we have invited Bill 
Miller, President of Textron and Chairman of the Plans for Progress 
Advisory Council, to report on the Plans for Progress program. Also, 
Jack Lyons, President of the International Iron Workers, will be present to 
report on the Labor Advisory Council, of which he is Chairman. 

As you will note from the attached agenda, it is proposed that you open the 
meeting, at which time you may wish to introduce the four new Committee 
members. They are: Secretary of the Army Stephen Ailes, Dr. John T •. 
Dunl2f,Mr. Ralph Talbot McElvenny: and Secretary of the Navy Paul H. Nitze. 

We have scheduled no further participation for you because of other pressing 
demands on your time. I know, however, that the members are anxious 
to greet you and would, of course, be most appreciative of whatever time 
you are able to give to this meeting. 

Attached for your information is the meeting book containing, at the 
beginning, a list of those who will be present. 

Also, for your convenience, I am attaching a few comments on the current 
attitudes of several Committee members which may prove of particular 
interest to you, along with a summary of the reports contained in the meeting 
book. 

Hobart Taylor, Jr. 



COMMENfS REGARDING SEVERAL COMMITTEE MEMBERS 

In general the members continue to be most cooperative and we have sought 
to involve them in Committee activities at every opportunity. 

However, John Wheeler remains stubborn and it is suggested that this may 
be caused by the appointment of a Federal Judge some time ago, which he 
opposed. Also, he has proved difficult recently over a merger situation 
involving several tobacco unions in and around Durham, North Carolina, 
which he is opposing for a reason that is not yet clear. 

Don Cook has really gone to work for the Committee for the first time and 
is heading, along with Ralph McElvenny, an effort to engage the utility 
industry more fully in the program. 

Dean Sayre has worked with us on the Committee's Regional Conference 
program and appears less prone to complain about things and, in fact, will 
give at this meeting a complimentary report regarding the Los Angeles 
Community Leaders Conference held last November. 

The Attorney General has made no recent criticism of Committee activities. 
You may wish to know that the last matter which troubled him, namely, 
the coordinating of the Pl.ans for Progress reporting procedures with the 
regular government contractor procedure, has been accomplished and appears 
to be working well. 

I feel that Walter Reuther is now in line and Bill Schnitzler has been proving 
a big help in our union activities. 

Howard Woods continues to be cooperative and has handled a recent Committee 
matter very well. 

Rabbi Weinstein, who is always ready to work with us, is being tendered a 
testimonial in Olicago on May 24, on the occasion of his 25th Anniversary 
at his Temple, which I am told is the largest in the midwest. 



SUMMARY OF COMMl'ITEE MEETING BOOK 

The reports in the meeting book contain the following items which may be 
of particular interest to you: 

1. A summary of compliance reviews, through April 30, which reveals that 
3961 reviews have been conducted by 21 agencies· in 49 states (including all 
Southern states), the District of Columbia and the Virgin Islands. 

Also, as of April 30, 2444 complaints have been received against government 
contractors, of which 167 6 have been adjudicated with a corrective action 
rate of 65.5%. There has been over the past six months a reduction of 
complaints received against contractors. This rate has gone from a previous 
monthly average of 70 down to 54. We attribute this in great part to the 
effect of the compliance reviews mentioned above. 

We have not been able to reduce the contract complaint backlog but we 
recently held a meeting and seminar in Washington of all contract compliance 
field personnel and I believe that this will result over the next few months 
in wearing down this constant backlog. 

2. A review of the status of Federal employment complaints which shows that 
of 3109 complaints received, 2638 have been closed with a corrective action 
rate of 35.6%. Here, a previously large backlog of cases awaiting review 
has been reduced from 173 to 45 and cases on appeal are down from 103 to 
14. In large part this has been accomplished through John Macy's help. 
Now it is planned that more of this work be done by persons in the Civil 
Service Commission skilled in this type of investigative review work. 11lis 
will add to our efficiency and should help to reduce costs. 

3. A statement announcing the Committee's intent to adopt the Labor 
Department's Standards on Non-discrimination in Apprenticeship and Traioiog-

The effect of this will be to bar from Federal and Federally assisted con­
struction projects those contractors who participate in apprenticeship programs 
which discriminate in either the selection or treatment of apprentices. 

4. An announcement of the Committee's action in developing an agreement 
for mutual cooperation with the many State and Local Fair Employment 
Practices Commissions. 

The objective here is to provide for liaison and cooperation in case hanclliDg 
where there is a concurrent city, state and Federal interest. Through this 
program we are working toward the development of the kind of procedures 
necessary when the Civil Rights Bill is passed .. 



5. Mention of the Third Government Census to be reported orally by John Macy, 
which shows, as you will recall, that for the year ended June 30, 1963, Negroes 
held 13.1%of all Federal jobs. More importantly, the report shows that Negro 
employment in the classified grades GS-5 through GS-ll ($4,690 to $10,650) in­
creased by 4,278 representing a gain of 14. 7%. Also, in the top grades GS-12 
through GS-18 ($9,980 to $20,000) Negroes gained 545 positions, representing 
an increase of 38. 7%. 

6. Reports on the Los Angeles Regional Conference and the upcoming Chicago 
and Philadelphia Conferences, which will be given by Dean Sayre, Rabbi Weinstein 
and Dee Watson, respectively. Both the Chicago and Philadelphia reports indicate 
impressive workshop panels on education, business, unions, housing, Federal 

Government Employment and community group responsibilities. 

7. A review of Plans for Progress activities since the formation of the Advisory 
Council along with a statement on the projects to be carried out during the balance 
of the Council's first year. 

This report shows that as of May 5, 203 companies employing over 7,000,000 
persons and with annual sales exceeding $149 billion have signed or submitted 
plans for our approval. 

We will have for the meeting comparative employment figures of Plans for 
Progress companies indicating marked progress over the period since they 
joined the program. You will receive a detailed report on this very soon. 

8. A report on the formation of the Labor Advisory Council on March 16, 
along with the Council's immediate aims. 

In this regard, there will be a meeting of all participating Union Presidents 
(ll7 to date) at the Federal Aviation Agency Building here in Washington on 
June 8, the purpose being to indicate the goals set down by the 16 member 
Advisory Council. At an aft emoon session, a seminar will be conducted to 
discuss ways of implementing the unions' participation in the Committee work. 

It is anticipated that Secretary Wirtz, George Meany and Walter Reuther will 
speak at this conference. 

I will furnish you within the next two days a memorandum outlining our plans 
in this regard. 

- 2 -



President's 
Plans 

PLANS FCII PROGRE$ PllOGIWI 

Comittee on Equal Emplo~nt OpportunitJ
for Progress Report for 86 ~o~anle1 

PreU ■lnary 
(Reyfsed laJ 11, 196C) 

2 
Self-An ■ lysis(Initial)Report 
(Dates vary fro■ January 1961 
to January 1963) 

Latest Progress Rport 
(Dece■ber 1963) 

Cha■qe 

Occupational Group 

Salaried Eaployee1 

Hourly Eaployee1 

GRAM>TOrAL 

Non-llaite
4All Emoloyee1 

~lovee1 Number I 

Noa-White 
All Emoloyee14

1Enmlovees5 Number I 

1,634,429 . 24,822 1.5 

1,791,551 151,804 8.5 

3,425.'~0 176,626 5.2 

1,727,567 36,486 2.1 

1,957,266 180,953 9.2 

3,684,833 217,439 5.9 

All F.moloyees
Actual % 
Total Chanae 

Non-lbitl 
Actual % 
Total Cha■ae 

93,138 

165,715 

5.7 

9.2 

ll,664 

29,149 

47.0 

19.2 

258,853 7.6 40,813 23.1 

1 • 
Includes 86 companies which submitted their "Self-Analysis" reports between January 1961 and January 1963 a■d 

1110 sub■ itted reports for Dece■ber 1963. 
2 . . 
"Self-Analysis" report is the initial report subllittecl by a co■pany after It Joined the Plans for Progre11 Prop-■■• 

Following is a su-■ ry of the ■onth of reference of tbe 86 reports: 

loath of "Self-Analysis" report Number of co.any reports 

January 1961 through January 1963 86 

January through June 1961 T 
July through December 1961 28 
January through June 1962 36 
July through Dece■ber 1962 14 
January 1963 1 

3a~p-orts II of Decellber 1963 were requested by the Co.aittee. A few companies used reference dates later tlla■ 
December. One report was partly for June 1963. 
·4Non-white includes Negro, Oriental, and Allerican Indian e■ployee1. 

Spart of the increase in e11ploy■eat oYer the previous period resulted from ■ore·complete reporting by 1oae of tH-
-"-••t ... 
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THE PRESIDENT'S COMMITTEE ON EQUAL EMPLOYMENT OPPORTUNITY 

WASHINGTON, 0.C. 202.10 

N01Jember 26, 1963. 
THE PREsIDENT, 

THE WHITE HouSE, 
Washington 25, D.O. 

DEAR MIL PREsmENT: I submit herewith, through the Honorable 
W. Willard Wirtz, Vice Chairman, a report covering the activi­
ties of the President's Committee on Equal Employment Oppor­
tunity. This report combines both the annual report required 
by Executive Order 10925 and a comprehensive review of the Com­
mittee's history and activities since April 6, 1961. 

You are familiar with most of the content of this report because 
of your energetic, direct and dedicated leadership, while Vice 
President, as Chairman of the' Committee. 

This record does honor to yourself and to the memory of the late 
President John F. Kennedy, who created the Committee as a 
means of opening equality of opportunity to all Americans and 
who died while still in the pursuit of a larger freedom for 
everyone. 

Respectfully yours, 

t:::!!:~J. 
Executive Vice 01,airman. 

Ill 



The Committee• s Charge 

Whereas discrimination because of race, creed, color, or national origin is 
contrary to the constitutional principles and policies of the United States; and 

Whereas it is the plain and positive obligation of the U.S. Government to 
promote and ensure equal opportunity for all qualified persons, without regard 
to race, creed, color, or national origin, employed or seeking employment with 
the Federal Government and on Government contracts; and 

Whereas it is the policy of the executive branch of the Government to en­
courage by positive measures equal opportunity for all qualified persons within 
the Government; and 

Whereas it is in the general interest and welfare of the United States to 
promote its economy, security, and national defense through the most efficient 
and effective utilization of all available manpower; and 

Whereas a review and analysis of existing Executive orders, practices, a.nd 
government policy procedures relating to government employment and com­
pliance with existing nondiscrimination contract provisions reveal an urgent 
need for expansion and strengthening of efforts to promote full equality of 
employment opportunity; and 

Whereas a single governmental committee should be charged with responsi­
bility for accomplishing these objectives . . . Preamble to Executive Order 
10925 establishing the President's Committee on Equal Employment 
Opportunity, issued by President John F. Kennedy effective April 6, 1961. 

Iv 



President Lyndon B. Johnson 

V 



Secretary of Labor W. Willard Wirtz 

vi 



A Message From the Vice Chairman 

President Kennedy said, "Denial of the right to work is unfair, regardless 
of its victim. It is doubly unfair to th.row its burden most heavily on someone 
because of his race or color." One of the most constructive forces in lifting 
this racial burden has been the President's Committee on Equal Employment 
Opportunity which John Kennedy established, under the vigorous and dedi­
cated leadership of Lyndon B. Johnson first as Vice President and now as 
President. Of course, th.ere is much th.at remains to be done. It is to th.at 
unfinished work th.at the future activities of this Committee will be dedicated. 

vii 



Hobart Taylor, Jr. 
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CHAPTERONE 

The Story oF the President's Committee 
on Equal Employment Opportunity 

Evolution and Trends 1961-1963 

When the late President John F. Kennedy 
dlxed his signature to Executive Order 10925 on 
lf&rch6, 1961, he put forth one of the most im­
portant policy statements of his or any other ad­
ministration. It put the Federal Government's 
economic power squarely in the forefront of the 
battle for equal opportunity for all. 

Two persons outside the administration were 
instrumental in the drawing of the order. They 
wereAbe Fort.as, a prominent Washington attor­
ney,and Fred Lazarus, president of Federated 
Department Stores, Inc., who gave of his long ex­
perience as a member of the former President's 
C,ommitteeon Government Contracts. 

The Executive order became effective 30 days 
after the President signed it. Within a few days 
afterthe effective date, the new President's Com­
mitteeon Equal Employment Opportunity met 
andapproved plans and programs to carry out the 
order. 

At that meeting, and in subsequent planning, 
tbeaespecific programs for reaching the goals of 
~ Executive order were begun ( dates of program 
iuuguration in parenthesis) : 

-A eonferenee with contract compliance oftl­
een from Government agencies to get the com­
,lllnee program ander way (Apr. 21. 1981). 

-A meetina with the presidents of the 50 
lupst ,overnment contractors (May 2, 1961). 

-A aeetina with the pnaldents of many of 
th international anions affiliated with the 
~IO (May 3, 1961). 

-Developing ral• and regulations under 
nich the Committee and agencies would oper­
ateand the holding of public hearinp on the 
nlell and regulations (Jane 7 and Jane 30, 
1111). 

-Dffeloplns coo"rative programs (later 

designated as Plans for Progress) in which 
companies would undertake equal opportunity 
programs npplementlng the requirements of 
the Executive Order (ftrst Plan for Progress 
signed May 25, 1981). 

-Determining through annual government­
wide sa"eys the employment status of minor­
ity group members in Government employment 
(Int sa"ey, Jane 1961). 

--Conducting training programs for employ­
ment policy oftlcers and their deputies to insure 
effective implementation of the Executive 
Order in government employment (ftrst semi­
nar, July 27, 1981). 

-Holding regional conferences of top oftl­
dals of government agencies throughout the 
country to study problems and initiate p_. 
&'rams for carrying out the Executive Order 
(&rat such conference, Jane 1961). 

-Developing a comprehensfve compliance 
reporting system for Government contractors 
under Committee jarisdiction. 

-Developing a complaint investigation and 
adjustment procedure that would protect the 
rights of both employees and employers, 
whether Government agencies or contractors. 

-.Asstping skilled staff personnel in Gov­
ernment agencies to promote affirmative action 
programs for equal opportunity and to handle 
complaint investigations and adjustment& 

-Working with labor anions and other em­
ployee organizations to obtain their coopera­
tion in opening the doors of opportunity to all, 
with special attention to disadvantaged mem­
bers of minority groups. 

--Carrying out of intensive educational and 
community relations programs to obtain coop­
eration and assistance of all segments of society 
and the economy in achieving equal employ­
ment opportunity. 
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All of these programs were underway by the 
end of the first year of the Committee's existence. 
Many were well-advanced and getting substantial 
results. 

At the meetings with Government contractors 
and labor union leaders, the Committee Chairman 
and Vice Chairman were given pledges of full 
coopen.tion and assistance. Out of these meet­
ings came the programs that later were developed 
as Plans for Progress for business firms and Pro­
grams for Fair Practices for labor unions. 

Ffnt Plan Signed 

The first Plan for Progress was signed by 
President Lyndon B. Johnson, then Vice Presi­
dent and Committee Chairman, and the Lockheed 
Aircraft Corp. on May 26, 1961. By the Com­
mittee's first anniversary, 62 of the nation's 
largest corporations had signed Plans for Prog­
ress. Today, the number has grown to 116, in­
cluding several national concerns that do not hold 
governmeni contracts and one university. 

Industry interest in Plans for Progress can be 
gaged by the fact that 19 leading industrial execu­
tives in the nation have formed a special Advi80ry 
Council for the program and many more serve on 
Committees of the Council. Five of these firms 
have loaned personnel executives of their firms as 
staff for the Council ( see Plans for Progress) . 

Reports from Plans for Progress companies in­
dicate substantial progress has been made in im­
proving opportunities for minority group mem­
bers in their employ-opportunities beyond the 
requirements of Executive Order 10926 (see Plans 
for Progress). 

Although development of the Union Programs 
for Fair Practices was initiated during the first 
year, it was not until midway in the second year, 
on November 16, 1962, that the actual signing took 
place. At that time, 116 international unions 
affiliated with the AFL-CIO, together with the 
AFL-CIO itself and its 340 directly affiliated 
local unions, pledged to take all necessary steps to 
insure equal employment opportunity and equal 
membership rights without regard to race, creed, 
color, or national origin (see Union Programs for 
Fair Practices). 

Complaints and Compliance 

While theee cooperative programs were being 
formulated, the contract compliance program al80 

was getting underway. The ftnt oomplaha el 
discrimination in employment by GoftlDIDllt 
contractors actually bad been reoeind eTilllbefall 
the Committee started operatiODI. It wu olm­
ously imperative that proceduree be eetablilW 
immediately for investigation and adj1l8tmalC of 
such complaints. 

Primary responsibility for the Procellllllof 
complaints rests with the contracting Go'fll'lllDd 
agencies, rather than with the Committee, IDll 
each agency designates one top-ranking officialu 
contn.ct compliance officer. In addition to .,.. 
easing complaints, this officer and his deputia 
have the responsibility for seeing to it t.hatctll· 

tractors carry out positive programs to iDIIUI 
equal employment opportunity as requiredby the 
Executive order. 

All contracting agencies have taken ltepe to 
develop the staff capability necessary for effectill 
administration of the programs required by the 
Committee. Existing personnel has been trained 
or experienced specialists recruited to iD8111'1 
effectiveimplementation. 

During this same period, the Committeebegan 
development of an effective compliance reportina 
system. The Bureau of the Budget, under the 
law, must approve any reporting form to beuaed 
by a Government agency and the Committll 
worked cloeely with the Bureau. An adviBO?J 
committee representing various segments of the 
business community assisted in developing the 
compliance form for government contractors. 
The form was not applicable to <'OnstructionOOD• 

tractors or public utilities. 
The approved form was distributed to con• 

tractors by the contracting agencies in January 
1962. Statistical information from these forma 
serves two primary purpoees: (1) It providesa 
profile of the utilization of minority ~oup man­
powerin American industry; and (2) It provid• 
government agencies and the Committee with in­
formation of value in obtaining complianceand 
in developing affirmative action prog,-ams by 
business firms and labor unions (see C'omplian01 
Reports). 

Government Employment Program 

While these actions were being taken in the 
field of private employment, important steps alao 
were being taken to insure equal opportunity in 
government employment. Rules and regulationa 
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for this phase of the Committee's work, developed 
in cooperation with the agencies, were adopted. 
Individual agencies then developed their own rules 
and regulations, in conformance with those of 
the Committee and subject to approval by the 
Committee Special Counsel and Executive Vice 
Chairman. 

Complaint procedures were put into operation 
with the responsibility for complaint investiga­
tion and adjustment placed with the agencies. 
Results of these investigations and actions are 
carefully reviewed by the Committee staff to 
insure fairness and proper action. . 

Mostagencies lacked personnel experienced in 
working on equal opportunity problems-when the 
Committee program began. Therefore, the Com­
mittee undertook the training of top-echelon 
employment policy officers and encouraged 
agencies to set up their own inhouse training pro­
grams. The first Committee training seminar 
was held in July, 1961. Subsequently, the Com­
mittee conducted other programs and cooperated 
with agencies in training sessions (see Govern­
ment Programs). 

The government equal opportunity "spotlight" 
focused on Washington because of the heavy con­
centration of Federal employees in that area, but 
the Committee recognized that it. was vitally im­
portant that the program be fully implemented 
throughout the country. Accordingly, in June, 
1961, with the assistance of the Civil Service Com­
mission and in cooperation with other a~ncies, 
the Committee launched a series of regional meet­
ings with leaders of federal agencies in the field. 
One meeting was conducted in each of the 14 civil 
service regions of the country. The goals of the 
equal employment opportunity program in Gov­
ernment were explained, problems were discussed 
and methods of implementation were developed. 

After all 14 regional meetings were conducted, 
the Committee set up a second round of smaller 
followup conferences. These conferences were 
across-the-table discussions with regional agency 
chiefs, personnel people and deputy employment 
officers. In these sessions, progress was checked 
and the importance of the program was re­
emphasized. 

Minority .Employment Census 

While the conferences were going on, the results 
of the first governmentwide survey of minority 

group employment, made in June 1961, became 
available. The survey bore out the contention 
that most Negro employees were concentrated in 
the lower grades of federal employment and that 
relatively few had broken through the invisible, 
but substantial, barrier to the middle and upper 
grades. 

Acting on these facts, then Vice President John­
son, as Committee chairman, with the approval of 
the Committee, instructed all agencies to make an 
intensive survey of their personnel to seek out per­
sons who had been "passed over" unfairly because 
of their race, creed, color or national origin-and 
to adjust such situations. 

When the second and third annual surveys were 
made in June 1962 and June 1963, substantial im­
provement in the employment status of Negroes 
was apparent (see statistical data in Govern­
ment Employment). But the surveys conclusively 
demonstrated that equal employment opportunity 
was far from a reality, not only for Negroes but 
for persons of Mexican descent, American Indians 
and persons of oriental ancestry. 

Such surveys will be conducted each June. They 
enable the Committee and the agencies to pinpoint 
areas of greatest concern and provide a footing for 
stepping up the overall program of achieving 
equal employment opportunity in government. 

To supplement these compliance and survey 
activities, the Committee also has devoted consider­
able effort to developing working relationships 
with groups and organizations in the field of 
human relations; liaison and cooperative efforts 
with state and local government agencies in the 
nondiscrimination field, and cooperative programs 
with community groups. 

On May 19, 1962, a National Conference of Com­
munity Leaders, called by then Vice President 
Johnson, was conducted in Washington to discuss 
equal employment opportunities and to enlist the 
active support of community leadership in at­
taining the goals. Programs now being imple­
mented in communities across the nation resulted 
from this conference. 

As part of the Committee's community action 
effort, Committee officers, members and staff rep­
resentatives have participated in hundreds of pro­
grams from one end of the country to the other 
in cooperative efforts to promote the concept of 
equal employment opportunity. 
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Los Angeles PIiot Protect 
A specific cooperative community action pro­

gram was initiated in Los Angeles under Commit­
tee leadership as a pilot project which, it is hoped, 
will be extended to other areas. The project 
stemmed primarily from the fact that, while there 
are thousands of unemployed in the booming Los 
Angeles area, at the same time thousands of jobs 
are available for trained and qualified persons. 
And the heaviest unemployment is among the 
Mexican-Americans and Negroes in the area. 

The pilot project is designed to train persons in 
the skills that are in demand. The Committee 
served as the catalyst to start the project, but effec­
tive cooperation and assistance has been provided 
by local organizations, industries, state and local 
government agencies and Federal agencies. 

Classes in three skills----clerk-typist, machine 
operator and electronic assembler-were set up 
by the Los Angeles public school system with the 
help of a Manpower Development Training Act 
grant from the Department of Labor and with the 

• approval of the Department of Health, Education, 
and Welfare. The first students started in March 
1963, and on completion of their training, were 
immediately placed in jobs (see Community 
Activity). 

Complaint ActMty 
Of coun,e, the primary activity when the Com­

mittee started operations was the pl'()(Wl8ingof 
individual complaints. Temporary • prooedures 
were established at the start for the transmittal 
of complaints of discrimination, either in Govern­
ment or in Government contract work, to the ap­
propriate agency. After some experience had been 
gained and after adoption of rules and regulations, 
the procedures were developed that are being used 
today. They are described in more detail in other 
sections of this report. 

The Committee has • handled an unprecedented 
number of complaints, a development attributed 
to confidence on the part of employees that some­
thing will be done about discriminatory situations. 

As of October 31, 1963, 2½ years after ill3Uance 
of the Executive order, the complaint processing 
results were as follows: 

In Government employment, 2,699complaints 
received, 2,243 proceaaecl to completion and 738, 
or 36 percent, reaulting in corrective action (eee 
Government Employment). 

In employment b)- Government contraeton, 
2,111 complaints had been received. Of theae 
158had been dismisaed for lack of Jurisdiction, 
1,306were carried to completion and 937,or '12 
percent, renltecl in corrective aetion (aee Con­
tract Compliance). 

(It should be noted that the previous com­
mittees in this 8eld had corrective action rates 
as follows: President's Committee on Govern­
ment Contracts, 7½ years, 20 percent; Commit­
tee on Government Employment Policy, 6 yeara, 
16 percent.) 

The Kheel Report 
In the spring of 1962, then Vice President John­

son asked Theodore W. Kheel, an eminent New 
York attomey with a deep interest in the field of 
human relations, to survey the work of the Com­
mittee and to recommend steps which might be 
taken to improve its eff ectivenees. In August of 
that year, Mr. Kheel submitted his report. One 
of his principal recommendations was that the 
Committee have a full time executive vice 
chairman. 

Mr. Kheel recommended that the Executive Vice. 
Chairman give priority to the following: 

(1) FOC118hqrthe work of the Committee 
staff in the complaint proceaB on caaea when 
a slp18cant pattern adjustment appean 
poaalble. 

(2) Seearina a more aggreaaive public infor­
mation program. 

(3) Securing more adequate followup of 
Plans for Progress activity and asaaming com­
plete supervision of this program. 

(4) Securins better liaison with Committee 
members. 

Steps have been taken to implement the prin­
cipal recommendations of the Kheel Report, along 
with other measures aimed at accelerating the rate 
of progress toward equal employment opportunity. 

On September 10, 1962, Hobart Taylor, Jr., 
Committee Special Counsel, was designated Ex­
ecutive Vice Chairman by the Presidentr--the full. 
time appointment recommended by Mr. Kheel. 

Other important changes within the Committee 
also took place. When Secretary of Labor Arthur 
J. Goldberg resigned to accept an appointment to 
the United States Supreme Court, W. Willard 
Wirtz became Secretary of Labor ( September 26, 
1962) and assumed vi~ chairmanship of the Com-

4 



mittee. And in March 1963, John G. Feild, who 
had served as Executive Director since the Com­
mittee was formed, resigned to take another 
poeition. 

The scope of the Committee's authority and re­
lpODSibility was substantially increased when the 
late~ident Kennedy issued Executive Order 
11114 on June 21, 1963. This Executive order as­
signedto the Committee responsibility for assur-

ing equal employment opportunity in all federally 
assisted construction programs. It also made 
clear that the Committee has jurisdiction over all 
facilities of a contractor, including those facilities 
separate and distinct from performance on the 
firm's Government contract. Rules and regula­
tions for assuring equal opportunity in this broad 
field have been developed and are being put into 
effect as this report is completed. 
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CHAPTERTWO 

Equal Opportunity in Private Employment 
While Executive Order 10925 was being drafted, 

it was recognized that at least three provisions ab­
sent from previous orders must be included if the 
program was to be effective insofar as employment 
by Government contractors was concerned : 

(1) A provision authorizing the President's 
Committee to coordinate the activities of con­
trading agendes in promoting equal employ­
ment opportunity. 

(2) A provision requiring that contractors 
submit annual manpower profiles as proof of 
affirmative action. 

(3) A provision for anctions in the form of 
authority to cancel contracts or to bar from 
future contncts any employer who refUBed to 
coopente. 

These basic tools were written into the order. 
Together with voluntary cooperation, they have 
enabled the equal employment opportunity pro­
gram to advance at an accelerated rate and to 
achieve rulirmative action on an unprecedented 
scale. But the task of providing equal opportunity 
has just begun. 

The relationship between the two aspects of the 
Committee's· program-enforcement and persua­
sion-was stated by Theodore W. Kheel, the New 
York attorney who surveyed the Committee's pro­
gram and organization. In his report to then Vice 
President Johnson, he said : 

"Enforcement and persuasion are not 
aepante and distinct, nor incompatible, 
bat related parts of the same program. 
They are opposite sides of the same coin. 
Both are necessary and indispenable, each 
to the other." 
Mr. Kheel also pointed out that "the Presiden­

tial mandate itself requires the employment of 
'voluntary' methods before the Committee resorts 
to its enforcement powers." 

The Executive order declared that "each con­
tracting agency shall make reasonable efforts 

within a reasonable time limitation to secure com­
pliance with the contract provisions of this order 
by methods of confer6nce, conciliation, mediation 
and persuasion before proceedings shall be insti­
tuted . . . or before a contract shall be terminated 
in whole or in part . . . for failure of a contractor 
or subcontractor to comply with the contract 
provisions of this order." 

The clear wording of the Executive order thus 
enables the Committee to transmit to the contract­
ing agencies, and through them to the contractors, 
the objectives of the equal employment oppor­
tunity program within a framework that requil't'lB 
affirmative action. 

It was recognized, however, that the effectiveneas 
of the compliance program could be limited by a 
lack of commitment or sense of participation on 
the part of thoee finally N'l8ponsible for implement­
ing the equalemployment opportunity program­
the compliance officers in the agenciesand the line 
management of the Government contracting com­
panies. Company and agency policies developed 
under the Executive order had to be communicated 
downward to give each person a sense of participa­
tion and a sense of N'l8ponsibility for carrying out 
such policies. 

The "°'ram's Basic Ingredients 
The right of a worker to file a complaint and ob­

tain speedy adjudication of his complaintr-within 
a epecified time not provided in previous orders-­
remains a basic ingredient in the Committee's pro­
gram. The new ingredients of enforcement and 
persuasion, coupled with the fixing of responsi­
bility for affirmative action, has enabled the Com­
mittee to move steadily away from primary re­
liance on individual complaints and to use its other 
tools on a more massive scale. Currently, for 
example, more than 2,500 special compliance re­
views are being conducted by the contracting agen­
cies to check contractor performance. 
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The new approach in Executive Order 10925 
forced basic changes. It required. development of 
a new capability for program operation within 
the regular procurement and contract administra­
tion structure of the contracting agencies. It re­
quired the development of a comprehensive report­
ing system to provide-for the first time-- factual 
information on industry employment patterns. 

Responsibility for action had always rested with 
the contracting agencies, but there had been little 
coordinated activity. Now the Committee has di­
rect liaison with the activities of the agencies. 
Each agency now has personnel assigned to review 
contractors' personnel practices and to provide 
technical assistance in developing new programs. 
ABa result, many contractors have worked out, or 
are working out, specific plans of action for re­
cruiting, training, upgrading and job assign­
ment-all designed. to improve performance under 
an agreed-upon timetable. 

To check on results, the Committee has the man­
datory compliance reporting requirement in oper­
ation for all manufacturing and service contrac­
tors with contracts of more than $50,000 and 50 
or more employees. A similar reporting program 
for the construction industry has been launched 
and a comparable action program is being de­
veloped. 

Significant developments of a pattern-setting 
nature already have taken place in a number of 
industries. Some are discussed in a later section 
( see Pattern Changes). 

Contrad Compliance 

Executive Order 10925 requires that contracts 
with an agency of the Executive Branch of the 
Federal Government include an equal employment 
opportunity clause. The seven-point clause devel-

• oped by the Committee (see Appendix) is as bind­
ing upon the contractor as are other clauses in the 
contract-the contractor who denies employees or 
applicants for employment equal opportunity be­
causeof race, creed, color or national origin vio­
lat.eshis contract. 

Nondiscrimination clauses have been included. in 
Government contracts for years, but the current 
clauseii, stronger and provides for more eft'ective 
enforcement than previous clauses. 

It not only bars the contractor from discrimi­
natingagainst any employee or applicant for em­
ployment because of race, creed, color or national 
origin, but it also requires that the contractor take 

affirmative action to make certain that applicants 
are employed., and employees are treated during 
employment, without discrimination. 

The ban on discrimination in the clause covers 
employment; upgrading, demotion or transfer; re­
cruitment or recruitment advertising; layoff' or 
termination; rates of pay or other forms of com­
pensation; and selection for training, including 
apprenticeship. 

The clause states that the contractor will com­
ply with the rules, regulations and relevant orders 
of the Committee, will file such reports as' the 
Committee requires, and will permit access to 
books and records to ascertain compliance. The 
contractor is required to display notices of his 
compliance with the Executive order and to notify 
any labor union with which he has contracts of his 
obligations as an equal opportunity employer. 

Plain language in the clause spells out the fact 
that the contract may be. canceled or suspended. in 
whole or in part and the contractor may be de­
clared ineligible for further Government contracts 
in the event he is found to be in noncompliance and 
refuses to take corrective action. The ultimate 
sanctions of contract cancellation or debarment are 
not punishments for crimes but rather are tools 
with which to obtain compliance. 

This is clearly provided in the procedures 
spelled out in the Committee rules and regulations. 
They require a notice to the contractor that he is 
not in compliance and is in imminent danger of 
losing his contra.ct; notice of the reasons he faces 
such action; and an opportunity for the affected 
contractor to comply with the Committee's re­
quests under the Executive order. In several in­
stances, companies have been told they face such 
action and in each instance they have brought 
their practices into compliance with the Executive 
order . 

The contractor is required to include the same 
nondiscrimination provisions in subcontracts and 
purchase orders. 

Rules and regulations of the Committee provide 
that contracts, subcontracts, purchase orders and 
other transactions not exceeding $10,000 ( other 
than Government bills of lading) are exempt from 
the requirements of the Executive orders unless a 
special Committee order withdraws the exemption. 

Surveys and Reviews 

Primary responsibility for enforcement of the 
contract clause lies with the agency making the 
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contract. Each agency hu a two-fold respollli­
bility: 

(1) To mab certain that the oontnctor oom­
pliea with all the nondiscrimination provisions of 
the contract, including the taking of allrmative 
aetloa to insure equal employment opportunity. 

(2) To investigate and obtain adjustment of 
complaints of discrimination in connection with 
employment by the contractor. 

The contracting agency's first respoDBibility ia 
discharged primarily through surveyand review 
proce111ee,coupled with counseling advice and, if· 
necessary, direct instructions as to steps to be taken. 

There are several typea of survey and review 
proce111es.In their normal order of uaap, they 
are: 

(1)-Replar eompllanee reporta--Theae 
mandatory annual reports provide the hue for the 
Omunittee'a compliance pl'Ogl'&lll& Information 
from the reports, readily available through auto­
matic data pl"00e88iilg, makesit poeaible for a con­
tracting agency to systematically review all of its 
contractors on a regular buia. 

(2)-Spec:lal eomplianee renewa-'l'he. n­
viewa are frequently undertaken when there ia 
aome doubt as to the contractor's compliance, 
particularly when investigation of complaints in­
dicat.ealacl[ of compliance. But they may also 
becarried out in OOllJlection with the study of em­
ployment practices in a given induatry or locality. 
Such special reviews require not only compilation 
of information from such BOUrceeasthe Cooimit­
t.ee's compliance reports, but also on-the-spot in­
spection, discU111ions with management and 
employees, careful analysis of the contractor's 
policiea and practice, and other steps designed to 
get a full picture of the situation. 

(3)-Preaward Sarvey-Insofar as poeaible, 
the contracting agency should determine prior 
to the award of a contract the ability of the suc­
C888fulbidder to comply with the nondiscrimina­
tion clauae of the contract (in other words, to 
comply with the Executive orders). 

These prooieeeee are intended to insure compli­
ance with the Executive orders without 
dependence on the filing of complaints as a means 
of discovering lack of compliance. Of neceaeity, 
this has required that contracting agencies assign 
personnel with particular skills in this fi~ld to 
work with contract.ors in the development of pro-

grams, policiea and pnctiC81 that will wmeequal 
employment opportunity. • 

The principal contracting apnciea are develop­
ing the internal capability for effective adrniui• 
tration of the equal employment opportunity 
program and for systematic surveys and n­
views of compliance by the contractors with whom 
they do business. Committee oftlcersand staff 
membershave worked with the agenciea, through 
training programs and conferences,to help im­
prove the effectiveneaa and efficiency of agency 
operations and of personnel assigned to the 
program. 

The Complaint Process 

· Any employee of, or applicant for employment 
by, the Federal Government or any Government 
contractor has a right to file a complaint with the 
President's Committee on Equal Employment Op­
portunity-if he feels he has been discriminated 
against in any personnel action. • 

Complaints may befiled directly with the Com­
mittee or through any branch or agency of the 
Federal Government. 

The rules and regulations provide that the con­
tracting agency ia to furnish the Committee with 
a report on its investigation within 60 days after 
it receives the complaint. The 60-day pl bu 
not always been achieved, but, as experience is 
gained,the time on complaints bu beencut down 
steadily and it ia expected that the great majority 
of complaints soon will be prooeeeed within the 
time limit. 

Each agency investigation "'port ia reviewed by 
the Committee staff. If the report ia complete and 
no discrimination ia found, the complaint is 
cloeed for "no cause." 

If the report is complete and discrimination 
baaed on race, creed, color or national origin is 
found, the Committee reviews the corrective action 
taken to determine its sufficiency. If the report 
ia not complete, or if the corrective action ia inade­
quate, the cue is returned to the contracting agency 
for further action. In aome cases the agencyand 
the Committee participate jointly in the investi­
gation. ( Although the Committee has the author­
ity to act independently, this authority is seldom 
exercised since the primary respoDBibility for se­
curing compliance reatawith the contracting agen­
cies.) If a subsequent review of the reporta 
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indicates appropriate action has been taken, the 
complaint is cloeed as having been satisfactorily 
adjusted. 

In the majority of cases, it has been found that 
thecorrective action involves and affects employees 
other than the individual who filed the complaint. 
This is usually true because practices involving 
diacrimination-or denial of equal opportunity-

are not limited to an individual employee or-appli­
cant, but are directed at all members of the affected 
minority group ( see Pattern Changes). 

Thus, the resolution of each complaint, by 
changing practices affecting all members of a 
minority group, or all minority groups, usually 
works to the benefit of substantial numbers of such 
employees or applicants. 
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CHAPTERTHREE 

Employment Pattern Changes Resulting From 

Complaints in Companies in Seven Industry Groups 
When individual complaints of discrimination 

havebeen found to be valid and have been cor­
rected through the processes called for in the Ex­
ecutive orders, the result often has beensignificant 
change in employment patterns. 

Ananalysisof complaints in companies in seven 
major industries indicates the major cause of 
charges of discrimination has been promotion and 
transfer policies. Over three times as many com­
plaints have been concerned with promotion as 
with the second most important cause, initial 
hire. Discharge was third, accounting for less 
than 10 percent of the complaints filed. Signif­
ioant pattern changes or "breakthroughs" have 
occurred in all three areas. 

The resolution of promotion complaints has 
usually involved major changes in company 
policies and revisions of collective bargaining 
agreements---eomeof which have contained dis­
criminatory clauses. 

Investigation generally has disclosed the follow­
ing broad pattern in existence prior to com­
plaints to the Committee: Minority group em­
ployees were assigned at time of hire to racially 
homogeneous groups. These groups could be in 
departments, sections, lines of promotion, etc. 
But whatever classification was assigned was the 
one usually recognized under the collective bar­
gaining agreement as a separate unit for purpoees 
of seniority and bidding on jobs. The collective 
bargaining agreement recognized at least two and 
often several of these separate classification units. 
As a result of the company's policy of assigning 
jobs based on race, creed, color or national origin, 
separate seniority groups perpetuated the separa­
tion by effectively preventing free transfer be­
tween classification groups. 

In the great majority of cases, minority group 
employees were assigned, regardless of qualifica-

tions, to the lower-skilled, lower-paid jobs where 
their opportunity for advancement based on 
ability and seniority extended only to the top of 
their particular classification. In several in­
stanoos, the highest jobs to which minority group 
employees oould aspire, regardless of qualifica­
tions, paid less than the lowest base rate for other 
newly hired employees. These higher-paying 
classifications were barred to Negroes, or, in some 
areas, to Mexican-Americans. 

Specific corrective action to eliminate dis­
criminatory practices and to provide equal employ­
ment opportunity to all has varied from company 
to company and from industry to industry. In 
general, investigation of hiring complaints has 
indicated that the contractor either completely ex­
cluded minority groups from employment or em­
ployed them only in menial and laboring 
categories. It was further found that where the 
contractor recruited to any extent, the recruitment 
and referral sources in most cases could not pos­
sibly furnish minority group employees. Such 
sources included colleges and schools, offices of 
public and priva.te employment agencies serving 
only certain applicants, employee referral by em­
ployee groups with nonminority group members, 
etc. 

The type of corrective action varied. Gen­
erally, however, contractors took action to recruit 
from a broader cross-section of the community; 
established uniform application, testing and in­
terview procedures; and discontinued placement 
based on race or national origin. But changes 
frequently were more subtle-and, in many cases, 
considerably more dynamic-than these generali­
zations indicate. These will become apparent in 
the following treatment of pattern changes in 
companies in certain industries. 
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I-PETRO-CHEMICALS 

There have been 10 petro-chemical companies in 
which complaint investigation has resulted in sub­
stantial alteration of practices and policies. Most 
of the complaints of discrimination have been in 
the gulf coast refining centers in Louisiana and 
Texas,but complaints also have resulted in sub­
stantial action in Illinois and South Carolina. 

The number of complaints against individual 
companies ranged from 1 to more than 50. All 
complaints alleged racial discrimination in up­
grading, seniority and transfer. 

Complaints against six Louisiana companies 
charged that Negro employees were placed in labor 
and service departments, regardless of qualifica­
tions. When such employees attempted to trans­
fer to better jobs, they were prevented from doing 
soby seniority provisions or were disqualified due 
to lack of education. Investigation showed that 
white employees of similar or lesser educationa, 
and seniority qualifications had been placed in the 
more skilled positions routinely and without 
question. 

Following negotiations, the companies acted to 
provide upgrading and promotion on the basis of 
uniform nondiscriminatory standards of seniority 
andqualifications. New hires were placed with­
out regard to race. Two of the companies found 
it necessary to amend collective bargaining agree­
ments in order to eff'ect necessary changes. Other 
oompanies were able to act affirmatively within 
the scope of existing collective bargaining agree­
ments. All segregated locals have been eliminated 
in the Oil, Chemical and Atomic Workers Union. 

Within a month of corrective action, 20 Negro 
employees had successfully bid into positions in 
the following crafts : carpenters, brick masons, 
insulators, instrument men, mechanics, pipefitters, 
welders,boilermakers, electricians and warehouse­
men. The following case studies also illustrate 
the previously stated generalizations. 

In the case of a Texas company, complaints re­
sulted in alteration of practices to permit Negro 
employeesto bid on positions in previously all­
whitedepartments. And when the company laid 
off workers, it permitted these employees to qualify 
for transfer on the basis of seniority and qualifica­
tions for promot.ion as soon as vacancies occurred. 
Thecompany also broadened the base of its re­
cn1itment to include those who could provide 
minority group applicants and it is actively seek-

ing minority group applicants for professional and 
technical positions. In addition, it has eliminated 
separate segregated facilities. 

In another Texas company, complaints alleged 
generally the same conditions that existed in the 
six Louisiana companies treated above. After 
investigation, the company and union amended 
the collective bargaining agreements to permit 
equality of opportunity in transfer, promotion and 
upgrading. 

II-TEXTILES 

Investigations of complaints at a Tennessee tex­
tile firm disclosed that only three N egroes--all 
maids-were employed in a work force of more 
than 1,200 employees. A history of exclusionary 
industry practices in the area contributed to the 
fact that experienced Negro production workers 
were unavailable. On the other hand, the contrac­
tor was unable to secure a sufficient supply of 
qualified and experienced labor. The number of 
trained workers fell below the demand. 

The contractor met with leaders of the Negro 
community, provided machines and materials for 
evening school training of interested adults, and 
made arrangements for testing and referral of 
interested applicants through the state employ­
ment service. The contractor has hired qualified 
Negro sewing machine operators-workers he 
helped train-both through referral by the em­
ployment service and direct from the evening 
school. Since this action, two other local manu­
facturers have hired Negroes for the first time. 

A complaint against a Virginia textile firm al­
leged racial discrimination in upgrading. Follow­
ing investigation, the complainant was upgraded, 
the company committed itself to opening its train­
ing programs to Negro employees and it estab­
lished contact with Negro colleges for referral of 
professional personnel and management trainees. 

It took a little longer in the case of a North 
Carolina contractor. It was necessary for the 
Committee to require the submission of compliance 
reports before further contracts could be a warded 
to the company. After receipt of the reports and 
subsequent negotiations, the contractor submitted 
a positive program for compliance with the Exec­
utive orders for all of its facilities in several 
States-including active recruitment from the 
Negro community and notifications of all recruit­
ment sources of its desire to have applicants re-
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ferred without regurd to race, creed, color or 
national origin. 

A survey of its operations within aodays after 
the initial investigntions showed that five Negro 
machine operators had been hired at one of its 
plants in North Cnrolina. It should be observed 
that the Committee does not require the hiring of 
Negroes or any other minority group, but that it 
seeks to create open conditions in which all quali­
fied applicants will be fully and fnirly considered. 

Ill-STEEL 

Group complnints of racial discrimination in 
upgrading and promotion ha\'e resulted in substan­
tial action and commitments for corrective action 
by steel companies in West Virginin, Ahtbnmn and 
Texas. 

In a Texas case, Negro employees were locked 
into lower classifications without opportunity to 
move to a base classificntion lending to higher job 
categories. Negro employees complained that 
white workers with less seniority and no greater 
ability were being promoted while the Negroes 
were passed over. Employee facilities were also 
segregated. 

After investigation, three complaints were trans­
ferred into the line of seniority for higher jobs, 
two with retroactive seniority. The company also 
pledgedpromotion, trnnsfer and upgrading with­
out regard to race, creed, color or nnt ional origin­
RS required by the Executive orders. Facilities 
were opened to all employees without regard to 
race. A subsequent report indicates that many 
other Negro employees, formerly classified as la­
borers, have been reclassified to higher ~-re.des 
offering advancement opportunities. 

In an Alabama plant, Negro complainants said 
they were placed in racially segregated lines of 
promotion-and few of the lines extended beyond 
:iemiskilled classifications. Investigation confirmed 
these allegations. Tht' company and union then 
negotiated changes in several departments. Nego­
tiations on other racially separate, rather than 
functionally separate, lines also were initiated and 
resulted in the merger of more than 60 such lines. 
It should be pointed out that these successful ne­
gotiations took place at the heiJ:!ht of the· BirminJ:!· 
ham disturbances. 

In a West Virginia case, complaints about the 
company's system of job assignment, transfer and 
promotion resulted in an open-bid system of appli-

cation for promotion and job assignment and a 
systematic company review of the qualifications of 
its Negro employees. Complainants were offered 
transfer rights and opportunities for training 
hitherto barred to them. One complainant was 
promoted to foreman. And, for the first time, the 
company has hired Negro women for office and 
clerical positions. 

IV-TOBACCO 

Group complaints of racial discrimination in 
transfer and upgrading were filed against two 
tobacco firms in North Carolina. At both com­
panies, resolution of complaints and alteration of 
traditionally discriminatory practices required 
extensive negotiations with corporate manage­
ment. 

At one company, management proposed amend­
ment of the collective bargaining agreement-but 
its proposal was rejected by the white local of 
the union. After the Committee contacted both 
the local and international union, the agreement 
,vas amended to permit a uniform system of trans­
fer and promotion without regard to race. 

At the other company, following negotiations, 
the company submitted a comprehensive program 
of affirmative compliance with the Executive 
order. It included action necessary to resolve the 
complainants' grievances. 

V-AIRCRAFT 

Investigation of racial discrimination against 
facilities of three aircraft firms in five states has 
resulted in substantial alterations of the contrac­
tors' employment practices. Group oomplaints 
were filed against four facilities; individual com­
plaints against two. Complaints against one 
facility alleged discrimination in hiring; the re­
mainder of them dealt with upgrading and 
transfer. 

In Connecticut, upgrading complaints resulted 
in a complete reevaluation of company practices 
by corporate officials. After this review, com­
plainants and others were offered upgrading to 
positions more consistent with their qualifications. 
Some accepted; ot.hers, for reasons of job security, 
declined. 

In Indiana, investigation of a complaint of 
hiring discrimination disclosed that, while the 
plant had been in operation for more than 20 
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years, Negroes had not been employed except for 
a 6-month period following an NAACP drive in 
1960. Subsequent to investigation -and negotia­
tion, the company recalled the complainant and 
altered its practic~ to include recruitment of 
'Negro applicants. 

A check a few months after the first investiga­
tion showed that the company's changed recruit­
ment practices had resulted in the employment of 
more than 85 Negro employees in various job 
~tegories. Subsequent to the original investiga­
tion, manllgement joined in the Plans for Prog­
ress program, pledging extension of its efforts 
toward a more llffirmative complia.nce program. 

In Alabllma, compla.ints of racial discrimina­
tion against a facility of the above company 
alleged Negroes were unable to transfer or secure 
promotions for strictly racial reasons. Negotia­
tions resulted in the company's agreement to inter­
view all of its Negro employees and to review 
their qualifications, preparatory to upgrading and 
relocation as vacancies occurred. Subsequent in­
quiry disclosed that offers of transfer and upgrad­
inghave been made to 16 Negro employees. In 
addition, 13 Negro applicants have been hired into 

•aeven classifications in four previously all-white 
divisions. 

In North Carolina and Tennessee, investiga­
tions of complaints against two contractors re­
TIJ&ledthat Negro employees were always placed 
inmenial labor categories while white applicants 
of similar qualifications were placed in production 
'9Partments, given intensive training, and had 
progressedaccording to ability to considerably 
higherqualifications. 

Afternegotiations, the companies opened train­
ingcourses to Negroes and instituted counseling 
aervioes for all employees to give guidance as to 
whichcourses they should pursue. At one plant, 
■parate facilities already had been eliminated; 
at the other, facilities were desegregated after 
Committee investigation. 

Both concerns reevaluated their methods of 
ncruitment and initial hire. This resulted in a 

broadening of the base of their recruitment 
sources to include Negro schools and colleges and 
alteration of interview and testing practices to 
provide equal opportunity to all applicants. 

VI-SHIPBUILDING 

In the shipbuilding industry, group complaints 
about job assignment and seniority practices re­
sulted in alteration of employment patterns in 
compani~ in California and Mississippi. 

In California, the company adopted a policy of 
equal opportunity and upgraded some Negro 
employees to positions more commensurate with 
their qualifications. It was subsequently found, 
however, that Negro and white painters were as­
signed to different departments. The white 
painters' jobs were steady; the Negro painters' 
jobs depended upon production and it fluctuated. 
When production flagged, Negro painters were 
In.id off while white painters with similar qualifi­
cations, and considerably less seniority, were re­
tainecl. After negotiations with both company 
and union, the collective bargaining agreement 
was amended to provide a single seniority list for 
all painters. The international union assisted in 
making this possible. 

VII-FOOD PROCESSING 

In the food processing industry, complaints 
against facilities of three companies in Georgia 
and Texas resulted not only in substantial changes 
in practices at the facilities, but also in corporate 
changes affecting the compani~' facilities in sev­
eral other states. Group complaints filed against. 
all three companies alleged racial discrimination 
in job assignment and upgrading and segregation 
of facilities. In all three, the employment prac­
tices complained of have been altered to pro­
vide for equal opportunity. In addition, recruit­
ment and hiring practices now afford equal 
opportunity. 
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CHAPTERFOUR 

Compliance Reporting Program 
The development of a compliance reporting sys­

tem for Government contractors and subcontrac­
tors is one of the most significant steps taken in 
over 20 years of Federal antidiscrimination effort. 
Although some type of nondiscrimination clause 
has been included in Government contracts since 
194:1, Executive Order 10925 provided, for the first 
time, for the mandatory filing by contractors and 
subcontractors of periodic reports concerning 
their employment policies, practices and detailed 
employment data by race, sex, and occupation on 
an establishment basis. 

The compliance reporting system is the first at­
tempt to review systematically the effect of the 
nondiscrimination provisions on Government con­
t.ract employment and to assess the impact of the 
equal opportunity program on utilization of 
minority group manpower by Government con­
tractors and subcontractors. 

The Compliance Report ( Standard Form 40, 
Revised) used in the program was developed in 
accordance with the provisions of the Executive 
order which require each contractor having a con­
tract containing the nondiscrimination provisions 
as set out in the Order "to file and to cause each of 
his subcontractors to file compliance reports." 
The Executive order also provides that "Compli­
ance reports shall be filed within such times and 
shn.11contain such information as to the practices, 

. policies, programs nnd emplQyment statistics of 
the contractor and each such subcontractor, and 
shall be in such form, ns the Committee may 
prescribe." 

It has been of great concern to the Committee 
that the compliance reporting system should be 
1idministratively feasible and still not constitute 
an undue burden upon Government contractors 
and upon Government contracting agencies. 
Consequently, in developing the compliance re­
porting system, advice and guidance were sought 
from the contracting agencies, involving frequent 

meetings with compliance ~d contracting offi­
cials; from the Interdepartmental Committee on 
Government Procurement Policy; the Bureau of 
the Budget and its Business Advisory Council on 
Federal Reports; from representatives of trade 
and industry associations and labor organizations; 
from various Government contractors, and from 
the Departments of Commerce; Health, Educa­
tion and Welfare, and Labor. These latter 
agencies are familiar with mass reporting pro­
cedures. It is not possible here to list all the orga­
nizations and individuals who were consulted in 
developing this reporting system, or the frequent 
discussions that took place. But all contributed 
materially to the reporting system finally ap­
proved by the Committee on December 1, 1961. 

The instructions attached to Standard Form 40 
implement the rules and regulations of the Com­
mittee. These instructions state: 

"Each prime contractor and first-tier 
subcontractor subject to these orders who 
has a contract, subcontract, or purchase 
order for $50,000 or more (or $100,000 or 
more if solely for standard commercial 
supplies and raw materials) and who also 
has 50 or more employees shall flle com­
pliance report& -All other contractors 
and subcontractors shall be required to flle 
compliance reports upon the request of the 
Executive Vice Chairman of the Com­
mittee. 

"In the event a prime contractor or flrst­
tier subcontractor is a multiestablishment 
company, a separate compliance report 
shall be flied for each reportins unit of 
the company, as provided for in paragraph 
3 of these instructions, including the prin­
cipal office of the company. 

"(Note.-These revised instructions re­
quire compliance reports covering all em­
ployees and activities of the company, 
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including facilities which may not be 
performing any work directly or indirectly 
under any Government contracts or Fed­
erally assisted construction contracts.)" 
The instructions also provide that compliance 

reportswill be filed by prime contractors within 
thirty (30) days after the award of a contract 
and by first-tier subcontractors within sixty (60) 
days after the award of a subcontract. Annual 
reports are then to be filed on March 31 of each 
year, as long as the contractor continues to per­
form any work under any Government contract. 
(Plans for Progress companies report on an an­
nal basis each December 31.) 

Objectives of the System 

The compliance reporting system is designed to 
provide: 

1. A means of assessing the impact of the 
non-discrimination provision on Government 
contractors and for measuring progress in 
opening up equal job opportunities to minority 
group persons. 

2. A manpower profile of the work force of 
the nation affected by Government contracts. 

3. An analysis of employment patterns of 
minority groups in the work force. 

4. An analysis of situations affecting the 
under-utilization of the manpower potential of 
such minority groups. 

5. An effective tool to be used by the employ­
ers, themselves, in assessing the effect of their 
employment policies on minority group 
persons. 

6. An instrument to be used by the Federal 
contracting agencies in administering the non­
discrimination program and for promoting the 
practiceas well as the principle of equal em­
ployment opportunities among Government 
contractors. 

7. A means for an affirmative approach to be 
taken by the Government, by management, by 
labor, by the community, and by organizations 
and individuals to eliminate practices and con­
ditions which disadvantage considerable seg­
ments of our nation's population only because 
of reasons of race, creed, color or national 
origin. 

Any reporting program of the magnitude of that 
andertake.n by the Committee invariably produces 
a steady stream of correspondence from contrac-

tors, trade and industry groups, and organizations 
and private individuals requesting information, 
guidance, clarifications or interpretations with re­
spect to the program. As a result, the Committee 
developed a "Questions and Answers" pamphlet 
containing detailed answers to questions most fre­
quently raised with respect to the compliance re­
porting program. Distribution of this pamphlet 
has reduced the flow of inquiries and the number 
of reports which had to be returned for additional 
information. 

Coverage of the Program 

Since the greatest proportion of the Federal 
procurement dollar is spent for manufactured 
items, manufacturing firms make up the major 
portion of those covered by the reporting pro­
gram. It is estimated that approximately 38,000 
companies in nonagricultural industries eventually 
will be covered. These companies have approxi­
mately 50,000 establishments and 15½ million 
employees. It is estimated that the maximum 
coverage should be reached by the reporting year 
1964. 

In considering the analysis that follow, it rriust 
be borne in mind that Standard Form 40 does not 
cover those contractors participating in the Com­
mittee's Plans for Progress program. While 
these companies are subject to the Executive order 
and the compliance program, they furnish sta­
tistics under a separate reporting program. The 
two reporting systems have been made statistically 
compatible and together will provide information 
on the estimated coverage of more than 15½ mil­
lion employees. 

It should also be pointed out that the reporting 
program involving the use of Standard Form 
40 does not apply to the construction or utilities 
industries. Due to the distinctive nature of the 
construction industry and the fluid nature of the 
work force represented by the building trades, a 
separate reporting system has been developed and 
is now in operation. Under the reporting pro­
gram for construction contracts, each contractor 
having a contract for construction, repair and 
alteration for $100,000 or more, and each subcon­
tractor having • a subcontract thereunder for 
$50,000 or more is required to file compliance re­
ports. A special form, designated as Standard 
Form 41 (Compliance Report-Construction) has 
been developed and distributed by the contracting 
agencies. All contracts and subcontracts subject 
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to the reporting requirements awarded on and 
after January 1, 1963, are affected by this report­
ing program. The first reports started flowing to 
the contracting agencies on March 31, 1963. Un­
like the reporting procedures for the other indus­
tries, construction contractors and subcontractors 
are required to file reports directly with the con­
t.ra.cting agencies and not with the Committee. 
An appropriate reporting system for utilities is 
beingdeveloped. 

Approximately 80 percent of the money ex­
pended in Government contracts for construction, 
repair and alteration is for contracts having a dol­
lar value of $100,000 or more. Thus, it is estimated 
that a very large portion of the workers in the 
construction industry and the building trades will 
be covered by this reporting program. 

Current Review of the Compliance 
Reporting Program 

The compliance reporting program utilizing 
Standard Form 40 has been in effect for more 
than 18 months. It has demonstrated that it is a 
reliable medium for co11ecting specific detailed and 
hitherto unavailable data relating to minority 
group employment affected by Government con­
tracts. 

It has also proven to be an effective instrument 
for use by contracting agencies in developing 
affirmative action programs with Government 
contractors. A copy of each report filed is trans­
mitted by the Committee, after review and process­
inl[, to the appropriate contracting agency. Each 
agency, after reviewing the report and the results 
of the machine processing, then selects establish­
ments for follow-up actions. 

The objectives and the procedures involved in 
the sun 1eys were discussed earlier in this report 
( see Private Employment Section). 

Thron~h the use of electroni~ data processing 
equipment and programing, compliance report 
shttistics on employees by race and sex, by occu­
pation, by industry, and by geographical areas are 
tabulated. The report form was designed to en­
able this information to be compared with data 
such as the 1960 census and the tabulations, now 
being gathered, are being so structured as to pro­
vide comparisons on a national, regional, State 
and standard metropolitan statistical area basis 
( major metropolitan and labor market areas in the 
United States). 

Preliminary tabulations, covering some 10,033 
establishments and about 4.2 million workers from 
usable reports received by the Committee through 
June, 1962, are discussed in this report. It should 
again be noted that the fo11owing are not included 
in these statistical tabulations: 

1. Companies participating in the Committee's 
cooperative Plans for Progress program. A sum­
mary of most of their reports is presented in the 
Plans for Progress section of this report. Becau.so 
a very substantial majority of employers in the 
aerospace field and the transportation equipment 
industry are participating in the Plans for Prog­
ress program, they are underrepresented in the 
data. 

2. The great majority of the contractors in the 
construction contract industry who are required 
to file Standard Form 41, which is especially de­
signed for the construction industry. The few 
construction contractors who filed Standard Form 
40 are included in t.he overall totals in these pre­
liminary tabulations. 

3. Public utilities, which do not have general 
contracts. 

4. Compliance reports not statistically usable 
which were returned to contractors because of in­
completeness. More than 3,000 reports, covering 
more than one million additional employees, fall 
in this category. 

A primary purpose of securing reports from 
Government contractors is to obtain as accurate 
a picture as possible of employment relating to the 
utilization of minority group workers in the labor 
force. However, because of time limitations, it 
has been possible to present in this report only 
the data on employment of Negroes, the principal 
minority group covered by this reporting program. 
Later tabulations, presently incomplete, will pre­
sent. data for Spanish-Americans, orientals and 
other specified minorit.y groups. 

(The foil owing analysis was made by the 
Bureau of Labor Statistics of the Department 
of Labor under the direction of Ewan Clague, 
C~mmissioner of the Bureau.) 

Profile of Negro Employment in Estab­
lishments Filing Compliance Re­
ports in 1962 

To provide a basis for evaluating the perfom1-
1mce of Federal contractors under the current 
executfre orders banning employment discrimina-
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tion, n study of Negro occupational patterns was 
undertaken, based on the 10,033 compliance re­
ports filed in 1962. 1 

The establishments reported about 4.2. million 
employees, of whom 267,000 or 6.3 percent were 
Negroes (see Table 1). 

Nearly three-fourths of both total employment 
and Negro employment was in manufacturing in­
dustries, particularly those producing durable 
goods. Services, notably colleges and universi­
ties, accounted for the largest share of reported 
DDnmanufacturing employment. 

Establishments in the northeast and north cen­
tral regions had nearly two-thirds of the total 

• 'Ille -pHe- npertlas .,.. • ., 1M PrNW.■t'• C.aalUN 
............. 0.per1aalt7 ... .adally .,. ........ Ilardi 
I, INS. TIie Nale npertlq "'lllin-■t le die •••••• ef a 
-,U.- ,.._. (....._. Peno .. ) ~ ucl, prl- coatnctor or 
Int-du 1al ■ ba..w wllo llu a coatnct, .. -■tract, or plll'dlue 
INlr wl6 UIF ...._.. -IIC7 or •portae•t la die ... ■at ef 
....... • - ... wllo -•-,. a total of II or _,. pe-.
lllll~t _...._ ••t II• Nporate nperte for tlM 
,rladfaJ.._ ., .._ _,..,. ... for eocll uta~ll .. -•t perfono-
111er _,.... to -•no -I'll .... r ~t coatncCII or 
--■tnct■• laltlal -•u.■• nperlll are .,....,.. wltlua H • .,.. 
dlU • ...... .-tnet •~ ... It ..,.. ofter tlM awaN of a lnt­
dlr ..._tnd. ,,__,_r, nperte are •• aaa..U,. •• Ilardi 
......... - ... - -tractor or •ucoatncter ....... ••Joet 
.................. _Ill. 
ft■ s-t ..,.._ ., 6o coapU.- nporCII la ltU nf■rrN to 

.... llanll ....... J-. wldl April die peak -■ di. 
ft■ fllll ...., • wlalda tllle Netloa le __. le KW■IN for..............,..... 

employment and slightly over half of the Negro 
employment (see Table 2). Southern establish­
ments reported 20 percent of the total employment 
and 40 percent of the N e.gro employment. 

Blue Collar Employment 

The 267,000 Negro employees included 215,000 
men and 52,000 women. About 95 percent of the 
Negro men and 81 percent of the Negro women 
employees were in blue collar occupations ( crafts­
men, operatives, laborers, or service workers; see 
Table 3) . As shown below, Negroes were much 
more highly concentrated in these occupations 
than were other employees: 

Nerpo,-.11,- OdMr, .... ,._ 

Mo■ Wo-■ Mo■ w.-
---

811 
1••
11.2 

N■ alMr(..._..) ............. 
r--.. ......................... 

Wlllto collar oec■,■tie• ... .... 
·---------······-·-· 

Zll 
1•• 

I.I 
N.1 

u 
1•• 
lt.2-

a.n• 
1•• 
a.1 
U.I· ... 

Negro blue collar employees were slightly more 
than 9 percent of the total blue collar employ­
ment; they held about 12 percent of the operative, 
laborer, and service jobs in the reporting estab-

T.&.BLE1. Total employment and Negro employment, by indmtry, in eatabli.8hmentaftl,ingcompli.ance 
report& vn19614 

Negro employees NegroAll employees 
employeesNumber 
aa percentor report-

Number Percent- Number Percent- or alling unita 
employees(thou- age dia.(thou- age dia. 

aanda) .eanda) tributiontribution 

Total________________________________ 267 100. 0 6. 3 10,033 4,236 100. 0 

... ufaeturing..______________________________ 190 71. 2 6. 1 6,446 3,134 74.0 

49. 5 116 43. 5 5. 54,005 2,098 
55 20. 6 10. 8 482 12. 0 507 

2. '7441 10. 4 12 4. 5 870
'Zlectricalequipment. ________________ 14 5. 2 3. 6 911 390 9. 2Dura=~~~~===================== 

11 4. 1 4. 3493 256 6. 0 
7. 1 74 27. 7 2,441 1,036 24. 5 ~oo!::~-~~~~~~~::::::::::::Food..______________________________ 7. 1 31 11. 6 10. 3940 301Cbemicale__________________________ 8 3.0 4. 3 187 4. 4 398 

Olher•_____________ . 77 28. 8 3,587 1, 102 26. 0 

tion and public utilities _________ 9. 3 303 23 8. 6 248 5. 9
and retail trade ________________ 5 1. 9 2. 9 1,504 174 4. 1 ~ 

l'lnance,inaurance, and real eetate _________ 115 2 .7 2. 9 1. 7 70Bervleea 40 15. 0 9. 1 441 10. 4 1,095
CoDegeaand universities __________________ 154 266 29 10. 9 Io. 9 6. 3 

•ToWIaboWDinclude unallocated data. 

7.0 
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TABLE 2. Total, empwyment and Negro employment, by regi<>M and 8eflJ, in utabluh~ fil,ing 
compliance rep<>rl,8 in 196B 

All employees 

Number Percentag 
(thouaanda) distribution 

Male: 
United Stat.ea, total ____________________ 3, 291 100.0 

Northeaat ____ - - - - - - -- - - - - - - - - -- - - - - - - - - - 1,061 32. 2 
North CentraL __________________________ 1, 133 34. 6 
South.___________________________________ 669 20. 3 We11t___________________________________ 428 13.0 

Female:
U oited Stat.ea, total ____________________ 946 100. 0 

Northeut _______________________________ 
326 M. 6

North Central ___________________________South ___________________________________ 291 30.8 
196 20. 6 We11t___________________________________ 133 14. 1 

Negro employees 

Number Percentag 
(thouaanda) distribution 

215 100.0 

ro 23.3 
66 30. 2 
86 40.0 
14 6. 6 

62 100.0 

16 30.8 
12 23. 1 
21 40.4 
3 6. 7 

Negro 
mployr<'8 

u percent 
of all 

mployef's 

6. 5 

4. 7 
5. 7 

12. 9 
3. 3 

5. 5 

4. 9 
4. l 

10.8 
2. 3 

lishments, but less than 3 percent of the skilled 
jobs. 

Of the Negro blue collar workers more than 90 
percent were in jobs below the skilled level. As 
indicated in the tabulation below, about 1 in every 
3 men in blue coJlar occupations was a skilled 
worker, while among Negro men in these occupa­
tions, lees than 1 in 10 was skilled. The propor­
tion of women blue collar employees holding 
skilled jobs was small in both groups, but 77 per­
cent of all Negro women employees-both blue and 
white collar-in the covered establishments were 
operatives, laborers, or service workers, as com­
pared to a ratio of 46 percent in total female 
employment. 

.._,.,_ ,1 ,_N.........__...... ....·- ... .. .. ·-dN...,_(11. srts}............ I.ITI.._,__________________________........ .... .... 
c..n-...~----------- M.I ... ... ... ... .., "' N.I~---------~-~:-

White Collar Employment 

Negro white collar employment totaled 21,000, 
including 11,000 men and 10,000 women (see Table 

Negro men. Negro women employees were ri.3 
percent of all female officials, professional rm­
ployees, and technicians; the corresponding nite 

for Negro men was 1 percent. However, nenrly 
three-fourths (or 8,000) of the Negro male wliitA! 
collar employees were officials, professional rm­
ployees, or technicians, whereas the majority of 
Negro women in white collar positions (6,000 out 
of 10,000) were clerical employees. 

Only 8,300 Negroes were employed in sales occu• 
pations out of a total of 124,000 such jobs. 

The preponderance of Negro white collar em­
ployment was in services and other nonmanufao­
turing industries, although manufacturing indua­
tries provided nearly two-thirds of the total male 
white collar employment and 63 percent of the 
total female white collar employment includedin 
this study (see Table 4). Colleges and unh-er­
sities provided 49 percent of the 10,000 white col­
lar jobs held by Negro women and 30 percent of 
thoee held by Negro men. The highest Ne.gro 
shares of total wh.ite collar employment, both for 
men and women, were in colleges and universitiell 
Insurance caFriers also were important BOurcesof 
white collar employment for Negro wornt11. 

Among both men and women in each region, the 
largest number of Negroes per 1,000 white collar 
employees were in nonmanufacturing industrltftl 

3). There were about 10 male Negro white col­ with the highest rates in services, finance, ~ 
lar employees out of every 1,000 male white collar ance and real estate (see Table 5). Very hipl 
employees. The corresponding rate among wom­ proportions of Negro white collar employeee inthe/ 
en white collar employees was 21 Negroes per South's service industries reflected predomio1"1 
1,000 employees-more than double the rate for Negro educational institutions. Except for BY· 
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-, northeastern establishments in each industry the reported jobs, but only 1.3 percent of the white 
aployed higher proportions of Negro women in 
whit.tcoDarjobs than did the aouthem establish­
mmtaincluded in this study. 

Sunllnary 
The purpoee of securing compliance • reports 

1nmGovernment contract.on is to obtain as accu­
nte a picture as poesible of their utilization of 
Negroesand other minority groups in the Nation's 
laborforce. 

The data which have been presented show clearly 
themagnitude of the problem of underutilization 
of Negro manpower by the contracton who filed 
nportsin 1962. The Negroes held 6.3 percent of 

collar jobs. Similarly, the Negro share of skilled 
blue collar employment was much smaller than 
the Negro share of total blue collar employment. 
The great majority of Negro men and women em­
ployees in the reporting establishments were em­
ployed in relatively low paying jobs which require 
little or no training; these are the jobs with the 
highest unemployment rat& 

A very small proportion of the reporting estab­
lishments accounted for the bulk of Negro white 
collar employment. Ten percent of the units em­
ployed nearly 60 percent of all the Negro male and 
more than 90 percent of all the Negro female white 
collar employees. • 

Tm.. 3. Total employ,n,fflt and N~ ~loy,n,fflt, by occupation. and,_,, mutabliil,,~ 'fllit,,g 
complumc~ Npqrtl ffl 1961 

All employees Negro employees Negro em-
ployeeeu 

Number Percentage · Number Percentage 
percent of all 

employees 
(thouaanda) dlatribution (thouaanda) distribution 

Both eexee, total _______________________ .. 236 100. 0 267 100. 0 8. 3 

Whitecollar occupations ______________________ 1,606 37.9 21 7.9 1. 3 

Offlciala,profeealonal, and technical _________ 862 20. 3 12 4. & 1."Clerical_________________________________ 
619 l4. 6 9 3." 1. & 

Salee.___________________________________ 12" 3. 0 (1) ------------ . 2 

Bluecollar occupations. _______________________ 2,631 62. 1 m 92. 1 9.-4 

Craftsmen (lkllled) _______________________ 776 18. 3 21 7.9 2. 7 
Operatives, laboren, and aervice worken ____ 1,8&& "3. 8 22& 84. 2 12. 1 

Male, total ____________________________ 3,291 100. 0 21& 100. 0 6.& 

White collar occupations ______________________ 1,120 34. 0 11 &.1 1. 0 

Offlciala, profeealonal, and technical. ________ 786 23.9 8 3. 7 1. 0 Clerical _________________________________ 
218 6. 6 3 1. 4 1. 4Salea.___________________________________ 
116 3.& (1) ------------ .2 

Blue collar occupations ________________________ 2,171 68. 0 20-4 94. 9 9.-4 

Craftsmen (lkllled) _______________ . __ . ____ 748 22.7 19 8. 8 2. & 
Operatives, laboren, and eervice worken ____ 1,423 43. 3 18& 86. 1 13. 0 

Female,total __________________________ 
9"& 100. 0 &2 100. 0 &.& 

White collar occupations ______________________ 48& &1.3 10 19. 2 2. 1 

Officials, profeealonal, and technical __________ 76 8. 0 " 7. 7 &.3
Clerical. ________________________________ -401 -42. " 6 11. & 1. & 
Sales .... ________________________________ 8 .9 (1) ------------ .7 

Blue collar occupations ________________________ 460 -48.7 -42 80. 8 9. 1 

Craftsmen (lkllled) _______________________ 28 3. 0 2 3. 8 7. 1 
Operatives, laboren, and eervice worken ____ 432 -46.7 "° 77.0 9.3 

1 The reporting eetabliahmenta had 330 Negro Nlee employeee, of whom 277 were men and &3were women. 
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All white collar 
employee. 

Negro white oollar 
employee. 

Negro
employee. 
.. percent 

of all 
employee.Number 

(thoueanda) 
Percentage
dlat.rlbut.ion 

Number 
(thouaanda) 

Percentage 
dlat.rlbutlon 

Male,total_________________________

ManuflOWring___________________________

~.:.:;-ai~:::::::::::::::::::Eleotrical::tlpment _________________ 
Nondurable ______------ ___________

,ooc1_____________________________
ChemicaJa_________________________

Otllw•-------------------------------------
Servloel..____________________________

&lucat.ional aervlce11________-- ________ 
Collepe & unlvenitlm ____________ 

Mlloellaneou1, medical, and other ■erv-

-----------------------------llaUJ'alloecarrier■ _ - - _- - - - __-_- -- - - - -- - - - -Wholelale trade ________________________

l'emale,total________________________

Manufaoturmg..__________________________

~ai~::::::::::::::~:::::::Electri~ulpment _________________ 

Nondurable,ooc1 ------------------------_____________________________
Cbemlcall_________________________

Other•-------------------------------------
8ervieea_____________________________

&lucat.ional ■ervlcm__------ ____- ---- _
Collepe & unlver■it.im ____________ 

. ·Milaellaneoue, medical, and other ■erv-
lOII------------------------------

J...uanoe carrier■ ____- -- - --- -- --- - ----- - -Wholeeale trade ________________________

___ 1,120 100. 0 11. 0 100. 0 1. 0 
____ 697 62. 2 4. 1 37. 3 . 6 

484::: 90 
107 

_ 213 __ 55 __ 62 

43. 2 
&O 
9.6 

19. 0 
4.9 
5. 5 

2. 8 
.5 

L2 
1. 3 
.3 
. 5 

2S.5 
4. 5 

10. 9 
11. 8 
2. 7 
4. 5 

. 6 

. 6 
Ll 
.6 
. 5 
. 8 

423 37.8 6. 9 62. 7 1. 6 
____ 206 

115 
113 

91-- 22 
__ 71 

l& 4 
lo.3 
lo. 1 

& 1 
2. 0 
6. 3 

5. 0 
a4 
a3 

1. 6 
.2 
. 3 

45. 5 
30. 9 
30. 0 

14. 5 
1. 8 
2. 7 

2. 4 
ao 
2. 9 

LS 
.9 
. 4 

__ 485 100. 0 10. 0 100.0 2. 1 

____ 255 52. 6 LS 15. 0 .6 

165 
24 
38 
90 __ 23 __ 27 

34. 0 
-i.9 
7. 8 

l& 6 
4. 7 
5. 6 

.9 

. 1 

.4 

.6 
1 

.2 

9.0 
1. 0 
4. 0 
6. 0 
1. 0 
2. 0 

.5 

.4 
1. 1 
.7 
.4 
. 7 

230 47. 4 &5 

6. 5 
5. 3 
4. 9 

1. 2 
LS 
. 1 

85. 0 

66.0 
53. 0 
49.0 

12. 0 
16. 0 
1. 0 

3. 7 

s. a 
e.2 
6. 9 

a2 
ae 
. 4 

____ 122 
85 
83 

37 
42 

__ 26 

2S. 2 
17. 5 
17. 1 

7. 6 
&7 
5. 4 

Till.a'- Total emp'loym,t,,t,I ~Negro~~ in 1Dhiu collar oooupatiou, by wlwtry Mill,.,mutal,U,11,mtmt, 'fUffl!Joompliancd Nport, in 11161 
... 

• Totall llhowninclude unallocated data. 
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TABLE 5. Num1Jer of Negro 'UJMU collar em,ployua JW"1./}QO'tDAiuoollar employua, by,_,, mdwtry,
and ngum, in eatahli,hmfflu filmg com7>liancenporu m1961 

United 
Btatee, 

total 

Male N Pgro white collar employee1:
Number, all indQaViee_______________________________________ _ 11,000 
Number per 1,000 male white collaremployee1: _Manufacturing__________________________________________ 

6Durable goods ______________________________________ _ 6Nondurable goods ___________________________________ _ 6Wholesale and retail trade ________________________________ _ 6
Finance, insurance, and real estate __________________________Services ________________________________________________ _ 7 

24 
Female Negro white collar employee1:

Number, all induavfee________________________________________ 10,000 
Number per 1,000 female white collar employee1: _Manufacturing__________________________________________ 

6 
Durable aooda- - - - - - - - -- - -- - - - - --- - - -- ---- - - - - - - -- - - -NondurabJegoocla ____________________________________ 6 

7
Wholeeale and retail trade ________________________________ _ 7Finance, inauranoe, and real estate _________________________ _ 34
Services__·_--------- ____________________ -· ______________ _ 63 

North-
eut 

4,000 

7 
7 
8 
7 
6 

17 

3,000 

8 
7 
9 

10 
47 
28 

North-
central 

2,000 

3 
3 
3 
2 
6 

18 

2,000 

4 
3 
7 
9 

12 
37 

BouQ. 

4,000 

7 
6 
8 
6 

20 

'" 
4,000 

3 
3 
3 
3 
9 

96 

(The following analyala of 1962 and 1983 
eompliance reports alao was prepared b7 the 
Bureau of Labor Statistics at the request of 
the President's Committee. It Is preliminary 
In form and content and represents merel7 an 
lftrall view. A more detailed anal7(1ia and 
upanded tables will be published b7 the Pnai­
llent's Committee when the information has 
beencompiled earl7 in 198'.) 

ChangesIn Negro Employment From 
1962 to 1963 In Establishments 
Filing Compliance Reportsfor Both 
Yean 

In order to determine whether Negroes have 
made job gains during the past year among em­
ployerssobject to Federal policies regarding equal 
Fployment opportunity, a comparison was made 
of~mplianoe report8 submitted by the identical 
llt&blishmentin both 1962and 1963.1 Some 4,600 

lc-,Jwee ..... la •• - ......... II, • srat -
Jlrltr" _.. .. wtt .. ,- .... 11an1a.._.. .1-. 
• .., ......... fte ... ., .......... wlllda 
............................................ _.. 
-.1W1M1r•c, ................ ~.-. 
n..•11 ■1 111 .......... ......or..,_ .. _._.. 

............................. ...__. 

out of the 10,000 units which filed compliance 
reports in 1962 also filed in 1963. These estab­
lishments accounted for nearly 60 percent of both 
the total employment and the Negro employment 
shown on compliance reports for 1962. (Compa­
rable data for coverage in 1963 are not yet .avail­
able.) 

The data, which are summarized in Table 1, 
show improvement in the utilization of Negroes 
in white collar occupations.' Negro white collar 
employment increased 17.4 percent while total 
white collar employment increased by only 1.9 per­
cent. The net gain by Negroes of 1,830 white 
collar jobs increased the Negro share of total white 
collar employment in these establishments from 
12 Negroes per 1,000 white collar workers in 1962 
to 13 per 1,000 in 1963. Approximately 1 out of 
every 13 Negroes (8 percent) were white collar 
workers in 1963 as compared to 1 out of 15 (7 
percent) in 1962. 

Both Negro and total blue collar employment 
dropped slightly, but the somewhat larger relative 
decline in total blue collar employment caused the 
Negro share of total blue collar employment to 
rise slightly, from 97 Negroes per 1,000blue collar 
workers in 1962to 98 per 1,000in 1963 . 

........................... ~ ..... 1a11,.... . The great majority of Negro employees in both ._ ...................... ~....... 

............................... la ......... ,__ years were employed in se"ice, semiskilled, and 

......... A..., el•_....,......_.•• ......,ea latlr la• ,.,cw.......... ,_....._.._, .... ......._......,,.__.._ .._.._.,........ 

.. 1111...... la tlae ,_......_la 111w ,.-.n 111111 II el ............ ......... ,_ .... ., • t-.a•• t. .A 

............................................ ... Nrm el • .......... II, ......... ..oar 111• 111 

................................. , ............ uw1·, ... - ... , ... ,. ........ 
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TA..BLB1. Total emp'loym,fflt tJf'tll N~ro emp_'loy,Mn,ttn.-'.P10unit, wh,i,ch,'f/1,«lOompliance Report, iA 
' both 1961 and 1963 

196~1963 change 
1962 1963 

Number Percent 

-0.92, 4<M,2li32, 42&,873 -21,620AllT:,~;:fu~~~~~~---------------------------------
White collar _________________________________________ 1. 9918,928 936,198 17,270Blueoollar ___________________________________________ 

-2.61,488,0661,606,946 -38, 890 
Negro employment:Alloccupatlona ____________________________________--- -0.6166,677166,441 -764 

White collar __________________________________------- 17.412,349 1,830Blue collar___________________________________________ 10,619 
143,328 -2, 694 -l.8146,922 

Number of Neltl'Oeeper 1,000 worken: 
66 1~:C:E~~~::~:::::::::::::::::::::::::::::::::::: 64 

12 13 1Blue collar ___________________________________________ 97 98 1 

unskilled blue collar occupations. This report is 
focused on white collar employment in order to 
determine the extent of Negro gs.insin occupations 
in which they have made little penetration in the 
past. 

Net changes of 50 or more Negro white collar 
employees were reported in 7 of the 44 metropol­
itan areas in which the total employment in the 
compared establishments was 10,000or more (see 
Table 2). (In the other areas, those in which the 
employment totals were smaller, there were no 
changes of any significant size.) The Negro white 
collar gs.ins in these seven areas, shown below, 
represented more than three-fourths of the total 
national ga.in-1,393 out of 1,830jobs: 

ments, reached 2 percent in Philadelphia, and 
movedwell above 1 percent in Pittsburgh, Newa~·k, 
and Chicago. 

The proportion of Negroes employed in white 
collar positions also rose in each of these areas. 
In Washington an additional 6 of every 100 Ne­
groes gained white collar jobs; in New York this 
ratio went up by nearly 4 per 100; in Philadelphia, 
Pittsburgh, and Newark, the gain was about 2 per 
100. 

Despite these improvements, however, the pro­
portion of Negroes in white collar jobs in each of 
these areas remained substantially below the com­
parable proportion for other persons, as the fol­
lowing tabulation shows: 

N..,._wldee eellar_...,_,............., ...... 
All ,._■ tel 
lellllN ......a..__...,_,.....,., 
.....,....== ....__.... 

IIU ·-IIU ·-INI 

... -- ...... -- ...... -- -- ....a.J ... •l,J•••• LI ... I.I... 
I.J 

IU -.. I, I 1.J I.I 
ff 11.J1'-J 
t4 LI LJ LJ L'u IU JU.a 

New Ta ..............==.e:::~:~..,...................... 
Ne..tl ................. 
LaA...- ............. 
Clilelae.... ............. 

N.... wlllle.........,.....--=_...,
WIii•--,....,...,
•'--•...,._,.,.··..-:c,:•'. - ~·-.................,_.":: .... -

·-.a
J'-a:::..
1.J 

l'-J 
IJ.I u 

-.......::::. 1.J 
I.I 

11.J 
IJ.1..

.·...a.1...
a.a..... •u 

-ltu . •••a.t.41.1 
a.a......a.1..
·
17.t..,
J'-t...41.T 
17,l.a.a 

-... 
IL4 
ILt 
IJ.t.2'-1a., 
17.t 
41.1 

By far the largest changes in the number of 
Negro white collar employees were in New York, 
Washington, and Philadelphia. Washington led 
the rises in the Negro share of total white collar 
employment with a jump from 3.6 to 4.9 percent 
but the Negro proportion of white collar employ­
ment rose above 3 percent in New York establish-

There was a slight narrowing of this occupa­
tional gap between Negroes and others in 4 of the 
7 areas but the changes were not large enough to 
alter the basic community patterns of relative ex­
clusion from employment opportunities in white 
collar occupations. 

Negro white collar employment changes in the 44 
areas in which the contractors employed 10,000or 
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T.m.aI. Nlf'l'O10Aiucollatt,mployfflfflt m.UaN<U, array«l by Auf'l'IMical cMAg~ from 1961to 1963 
I-'- .. ..._,,.. CIOll&nd«lllldadld ID the oomparlloal -lllo,wd I0.000or-.. --- ta 1911) 

Negro white oollar employee. 

19e2 1"3 Cbaop from 19e2 to 
1963 

Percent of Percent of Percent of 
Number total white Number total white Number total white 

collar em• collar em­ oollar em­
ployment ployment ployment 

llffYort ........................... . 2,317 3.0 2,788 3.4 451 0. 4 
~ D.O.................. ____ 812 3.6 1,211 399 1. 3 4. 9 

847 1. 6 901 2. 1 2a4 .6~·=-·-········--·-----------· 256 1. 1 340 1. 6 86 .6 
293 3701.0 1. 2 77 .2 
637 1.0 601 1. 2 64 .2 
500 . 8 .9 63 . 1 
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1. 1 UM 1. 7 41 .6e~:::=======================2101. 1 1. 3 36 .2 
at' i;r_····-·---·------------·-·­ 175 

67 . 4 ge .6SuPraaoiloo__._. __.•. ------------··· 29 .2 
8 .2 29 .6 21 .4~·----·-····-·--------·--·- 244 1. 0 14 . 1.9 258 

48 .6 62 .8Ctncinnati...... ___.. _._·············· 14 ,2 
Denver............•.•.•.• _···---····· 15 .2 29 . 5 14 .3 

48 .7 61 .9 13 .2 ~ Cl,y - - ·- •••• ·-·--·· ·-· ·- •• - - •• 14 .2 '¥1 .4 13 .2 
106 .6 118 .7 12 . 1 

Bafalc>•.•••••••• - •• ·-······---··-···· 
Cllvlland.••.•.•. -·•·-·-·-·----······· 

41 . 4 29 .3 -12 -.1 
lllllt.roi\....... ..... - ....... ·- .. -· .... . 96 .7 107 .8 11 . 1 
Brldpport...... _..... - .. -··--·-····-· 62 .7 72 .8 10 . 1 
Nn Orleana.- ............... - ....... . 35 . 6 44 .8 g .2 
)liDnelpolll-St. Paul_ ... _._ ... _ .. __ ._ .. 239 .9 247 .9 8 

15 .3 23 . 4 8 . 1Roebeller -·-········-··-······........ s.o•........ -.... -.............. -. 41 . 5 49 . 5 8 
1. 2 7 . 1 

Wbaon-Salem••• - •• ··-····-·-········ 
Louil\'ille... - .............. - . - ..... - - . 63 1. I 60 

.9 7 .230 .7 37 
498 1. 9 491 1. 9 -7Blhimore•••• ·-········-···-·-········ 

JeaeyCity..... -.............. -..... . 60 1. I 54 .9 -6 -.2
NtwHa\·en.......... _ .. _.. __. _ ...... . 34 .7 30 . 7 -4 
Akron...... _.... - ........... - ..... _ .. 16 . 4 19 .4 3 ------------22 .2 2a .3 3 . 1Bart.ford••• -·-··············-········ 
•iawn ........ __... _ ........... _ . _ .. 72 .8 70 .8 2 
Blehmond•••••••••• -·-····-·········· 69 1. 2 71 1. 2 2 
Panland - .................. ........... 4 . 1 2 . 1 -2 
Cllnt,on _ .. ·- ........ ...... ............ 10 . 2 11 .2 1 
C»l111Db111...... _ ............... _.... . 111 1. 1 112 1. 0 1 -, 1 

49 .9 60llallu.............. ----- . - .......... . .9 1 
5 . 2 6 .2 1=~:::::::::::::::::::::::::::: .3 1 . 1 

Albany................ --···-····-···· 
g . 2 10 
5 . 1 4 . 1 -1 

AJlento,rn............ - .............. . 2 ------------ 2 
Mihraukee.. _............ _ ........... . 35 .3 36 • 3 ---------- ------------
SleubenviJle.Welnoo......... _ ........ . 5 .2 6 • 2 ---------- ---·-------­

2 . 1 2Wmeea1er ·-··-····--·-····........... . 1 ---------- ------------

more workers in 1963 are presented in Table 2. 
Inmostof these areas there was little or no overall 
ehangeeither in the number of Negro white collar 
,nployeesor in the Negro's share of total white 
eollaremployment; in 4 there was no change and 
in20 others the net changes amounted to fewer 
than10 Negroes. Consequently, the Negro share 
of tDtal white collar employment was steady in 16 
areu,and changed by only one- or two.tenths of 

one percent in 21 other areas. In the 7 southern 
areas within this group of 44:(not counting Wash­
ington or Baltimore), the increases were relatively 
slight. 

Detailed breakdowns of the net gain in Negro 
white collar employment from 1962to 1963 reveal 
little or no change in the great majority of estab­
lishments. Of the 4,610 establishments compared, 
more than 8,700 ( 4: out of every 6) reported no 
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TABLB3. White collar emp~ chMt,gu fr!,m 196B to 1963 in 118 unit, reporting incnaau or 
<UCNalU of 6 or moN N~gro1Dh.iu oollar~' by 1Mt«l ifllltutry grou,p, 

1912 1963 
1962-1963chanp 

.. 

Number Percent 

Allwhite collaremployeea,tow.._________________
Manufacturing_____________________________________

Durabler.::---------------------------------------
Nondura le gooda__-------------------------------- __

Nonmanufacturing__________________________________

Educationaleervio•-____--_--- -- _---- ------ ----- --- --Inaaranceoarrien ____________________________________Othernonmanufacturtng__________________________

Negrowhite collaremployeea,total _________________

Manufacturing______________________• ________--- . ---- ____ 

Durableri::---------------------------------------Nondura legooda_______________________________
Nonmanufacturing__________________________________

EducationalaerviceaInaurancecarriera ________________________---- - --- --_______________________________
Other nonmanufacturing__________________________

____178,689 186,792 9,203 6.2 
______ 

88,327 11,ffl -1, 903 -2.8 

81,4&0
81,877-

32,243
84,181 

-4, 207 -11.6 
2,3(K 7.2 

______ 
108,262 119,368 11,106 10.8 

69,840 
____ 28, Ila 

22,267 

61,897
30,680
28,891 

•2,037 3.4 
4,416 18.9 
4,634 20. 8 

__ 6,670 7,087 1,617 27.2 

883 1,069 188 21.1 

806 _____ 278 
694 
376 

89 14.7 
97 34.9 

______ 
4,887 8,018 1,331 28.. 

_____ 2,761
1,236 ____ 701 

3,327
1,708

983 

616 20.9 
473 38.3 
282 '°'2 

change in Negro whit.e collar employment, while 
666 (1 in 8) reported increaaea, and 82T (1 in 16) 
reported decreases. Gains consisted of one 
Negro whit.ecollar worker in half of the 666 eetab­
lishment.a which reported increases. Gains of 6 
or more Negro whit.ecollar jobe were reported in 
only 93 establishments. Similarly, in moat of the 
82T establishments which reported decreasea in 
Negro whit.e collar employment, the changes in­
volved very few employees;_declines of 6 or more 
were reported by only 26 of these establishments. 

Alt.ogether, the 118 unit.a reporting increases 
or decreases amounting to 6 or more employees 
acoount.edfor about 1,600 or roughly 80 peroent 
of the 1,830 net change in Negro white collar 
employment, as the following tabulation shows: 

.. . 

..........,,".............II ' ..·-- H 
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U■II■ ...,.., Ual• _ ......,..-Ual• ......,_ 
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Tabulations of whit.ecollar employmen_tchanges 
by industry have been prepared only for the 118 
establishments which report.ed increases or tie­
creases of 6 or more Negro whit.ecollar employees 
(Table 3). 

Nonmanufacturing industries account.edfor vir­
tually all of the increase in total whit.ecollar em­
ployment and for 88 percent of the increase in 
Negro whit.e collar employment. Insurance car­
riers and educationa.linstitutions reported the larg­
est numerical increases in Negro whit.e collar em­
pioyees. While manufacturing industries also 
showed a substantial percentage increase in their 
Negro white collar employment, the numerical 
ga.ins were quite small, largely reflecting the de­
cline in total employment in the durable goods 
industries. 

As shown on page 26, the distribution of Negro 
whit.e collar ga.ins between manufacturing and 
nonmanufacturing closely followed the distribu­
tion of Negro whit.ecollar employment in 1962,so 
that in general the industries which provided moat 
of the Negro whit.e collar jobe in 1962 also pro­
vided most of the ga.inover the year. 
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Discussion 
Encouragement may be drawn from the Negro 

white collar gains which have been outlined above, 
although much remains to be done. The net 
changes from 1962 to 1963 provide evidence of 
forward movement, although of course they were 
relatively small. 

The concentration of Negro white collar job 
openingsin a relatively small proportion of the 
eatablishmentsincluded in the comparisons may be 
CODSideredevidence of a pattern of specific adjust­
ments and accommodations rather than of a steady 
andevenly spread upward trend. 

About 10 percent ( 447) of the establishments 
cmnd in this study did not have a single Negro 
whitecollar employee either in 1962 or 1963 al­
thoughin each (1) there were at least 100 white 
collaremployees in 1963 and (2) white collar em­
ployment increased or remained steady over the 
,-r. Among these were 37 establishments which 
had600 white collar jobs each, but did not report 
any Negro white collar employees. The 447 estab­
liahmentswere located in ·the following States: 

Oneguide to the selection of establishments in 
whichsignificant improvement could be antici­
patedis the fairly close connection between 
changesin Negro and total white collar employ­
mmL Among the 118 establishments which ac-

N-ber•f 
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counted for the bulk of the Negro gains from 1962 
to 1963, this relationship was as follows: 

........ _ .............. ldcllletlllwllll•Olllar.....,_ .... 
MIQUIL 

In general, thus, Negro gains are most likely to 
occur -where total white collar employment is also 
increasing. 

The preceding Bureau of Labor Statistics re­
ports further underscore the fact that the man­
power resources of this country represented by 
the Negro remain virtually untapped. 

That the problem exists throughout the economy 
is evident from the Manpower Report of the Presi­
dent transmitted to the Congress in March, 1963. 

The 1963 Manpower Report of the President, 
for example, points out: 

"Discrimination against nonwhites,. pri­
marily Negroes, results in an estimated 
annual waste of $17 billion of production 
and services, in addition to the sizeable hu­
man and social costs involved." ,The Re­
port further states that "in this period of 
unprecedented world tension, the country 
cannot afford either the reckless waste of 
manpower or the social injustice involved 
in employment discrimination." .................. 
The inescapable conclusion is that the under­

utilization of Negroes and the denial or limitation 
of equal employment opportunities to a significant 
segment of the citizens of this nation-solely ~ 
cause of reasons of race or color-is a flagrant.., waste of one of the most vital resources of this 
country. 

This waste appears in several forms. For ex­
ample, restrictions on the employment of Negroes, 
among industries and occupations, are a serious 
limitation on mobility, which makes the achieve­
ment of full employment and the efficient response 
to a structural change much more difficult. This 
is especially significant because the great majority 
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of job opportunities presently available to Negro 
workers are in those semiskilled and unskilled oe­

. cupations, which are particularly vulnerable to the 
adverse effects of automation and other techno­
logical developments. 

Moreover, the inability of educated Negroes to 
find appropriate employment reacts upon the effec­
tiveness of the education of the next generation. 
It reduces the incentives to leam and to get more 
training. It therefore must lower the quality of 
education, regardless of new buildings, later 
school-leaving age-even of desegregation in the 
schools. 

Such pyramiding of problems in succeeding 

generations is recognized as a serious drag on the 
economic growth of the nation . 

The Federal Government, State and local gov­
ernments, management a.nd labor, schools and col­
leges, organizations and individuals alike, must 
share the responsibility for correcting this situa­
tion. All of these institutions must cooperate to 
eliminate employment practices which economi­
cally and socially disadvantage citizens of this 
country and to provide the incentive, the counsel­
ling, and training for all persons, particularly 
these under-utilized minority groups, to meet the 
manpower needs for achieving this country's full 
economic and industrial potAmtial. 
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CHAPTERFIVE 

Equal Employment in the Federal Establishment 

laclcground and Penpective 

Kore than 80 years ago, the Federal Govern­
ment first established a policy that its employees 
lhouldbehired and advanced solely on the basis of 
meritandfitness for their jobs. This provision 
Int appeared in the Act of January 16, 1883, 
which established the United States Civil Service 
Commission. This law prohibited the considera­
tionof individual characteristics extraneous to fit­
-, soch as religion or political affiliation. 

Difficultieshave beenexperienced in putting this 
policyinto practice where certain disadvantaged 
pupe have been concerned. As a result, the Gov­
ernment has established, from time to time, spe­
cializedagencies, usually within existing depart­
ments,to deal with the problems of particular 
pups, e.g., the handicapped, and, more recently, 
womenand youth, as well as racial, religious and 
ethnic minorities which are the primary concern 
of. the President's Committee on Equal Employ­
ment Opportunity. 

All of these agencies have been concerned with 
reducing manpower waste because of the under­
anployment of those disadvantaged elements of 
thepopulation. Much of this waste result.a from 
individuals being deprived of the chance to fully 
develop their capacities and abilities. However, 
111chwasteis also caused by the exclusion or under­
utilization of persons for reasons unconnected 
with their qualifications to do the job-such as 
nee,creed, color, religion, or place of origin. The 
President's Committee is directly concerned with 
t.bfl88latter causes of manpower waste. It is 
charged with administering Executive Order 
109'lll, which, as one of its major provisions, re­
quiresequal opportunity to Federal Government 
1111ployeesand applicants without restrictions 
baaedon race, creed, color or national origin. 

FunctfOM Performedby Covemment 
Employment Division 

The Committee's primary efforts within the Fed­
eral establishment have been directed toward the 
following: 

1. Helping aarencies and departments to carry 
oat effectively the affirmative action reqairecl 
of them under the Executive Order. 

2. Taking, through the U.S. Civil Service 
Commission, an annual ceMas of minority em• 
plo)'lllent in Federal agencies. This makes 
possible the monitoring and appraisal of ageney 
emplo)'lllent practices and establishes a hue 
for corrective action where deemed neceasaey 
by the Committee. It alao permits the periodic 
anal)'Sis and report to the Vice President and 
President of developments in Federal minority 
emplo)'lllent. 

3. Reviewing the actioM taken by depart­
ments and agencies in response to complaints 
flied and Judging the safftcieney of their cor­
rective action& 

Certain of the ra.ci&l and ethnic minorities 
covered by the Executive Order feel keenly the re­
strictiomr upon equ&l employment opportunity be­
cause of both limited skill development and out­
right discrimination-even against the qualified. 
The Committee, therefore, has had to be concerned 
with raising qualifications and expanding voca­
tional horizons, as well as with eliminating dis­
crimination. For this reason, continuous liaison is 
maintained with Government agencies concerned 
specifically with greater manpower development 
and uae, especially among disadvantaged groups. 

Similar eloee liaison with local community 
leadership is desirable because of the rel&tionship 
between equal employment opportunity and Gov­
ernment installation and community services. The 
growing decentra.liz&tion of Federal establiah-

27 



ments geographically and the frequent location of 
Government installations in the suburbs of metro­
politan communities increasingly emphasize the 
importance of factors such as housing restrictions 
and mequitable use of installation facilities such 
as restaurants, rest rooms and recreational facil­
ities, in determining whether minority groups can 
achieve true equal employment opportunity. In­
equities in living conditions--housing, educational 
opportunity, and public accommodations-have 
led Negro and other minorities to stay 'behind and 
sacrifice employment rights of high value when 
their activities have moved to lees hospitable com­
munities. ·This is true even when discrimination 
is absent from the essential employment prac­
·tices-recruitment, hiring, promotion, and post­
employment tra.ining. 

The basic techniques by which Executive Order 
10925 is enforced involve a variety of actions by 
the Committee staff and the employing agency. 
Many are complementary and mutually support­
ive. The development of effective affirmative ac­
tion programs requires many such relationships, 
as does the Committee's effort to promote training 
at all levels within each agency. The objective of 
the latter effort is to raise the capa.bi-lities of 
agency personnel to administer the Executive 
Order to such l~vels that compliance by each 
agency can beachieved with decreasing amounts 
of Committee staff involvement in reviewing and 
assuring functions. 

.At the same time, if the complaint-processing 
technique is to remain effective, the Committee 
must determine whether the decisions of agencies 
regarding complaints in their establishments are 
fair and adequate. Consequently, it must review 
agency decisions, monitor their actions, and judge 
whether they meet Committee standards. 

In the folJowing section, the major approaches 
by which the Committee has tried to achieve the 
goals of the order among the departments and 
agencies of Government are discussed. 

Affirmative Action 

An essential element in the administration of 
Executive Order 10925 is the requirement that 
both the Committee and Government agencies take 
"affirmative steps" and "positive measures" in 
order to realize the national policy of equal em­
ployment opportunity. (Executive Order 10926, 
Sections 201-202.) President Johnson's dedicated 

leadership is exemplified in the following st&te­
ment which he made to a group of employment 
policy officers while he was Vice President and 
Chairman of the President's Committee: "We do 
what we do in the realm of equal opportunity not 
because of fear of what the world thinks of us 
but because of what we think of ourselves and our 
system. We believ~we know-that equal em­
ployment opportunity is no unattainable or un­
reasonable goa.1 for a free society." 

Employment Census as a Tool for Agency 
Planning 

The Executive order has given a new impetus 
to the achievement of equll.l employment oppor­
tunity. By requiring the Committee tn study the 
employment practices of Government agencies and 
departments, and ·by directing ea.ch agency and 
department to study its own patterns, a basis has 
been laid for new and unique tools for insuring 
compliance with the Executive Order-the annual 
census of minority group employment. 

The authority given to the Committee to require 
Government agencies to provide specific facts 
about the employment practices of all Federal 
Government installations and to use this informa­
tion as a ·basis, in part, for monitoring agency 
practices and requiring corrective personnel ac­
tions has greatly increased the motivation of 
agency management to take positive action. 

Indispensable to sound management decisions 
in the field of equal opportunity, as in other phases 
of personnel relations, is an adequate body of 
objective, comparative information, gathered at 
regular intervals so as to reveal patterns of em­
ployment, changes over time, and differences 
among departments and agencies at the same time. 
With the help of the Civil Service Commission a 
reporting system has been developed. Through 
this system the President and the Committee re­
ceive annually a picture of the pattern of minority 
employment in the Federal establishment as a 
.vhole; by departments and agencies, and by bu­
reaus within ea.ch of these; as well as by state and 
local area. This information is processed and made 
available to the employment policy officer of each 
agency to be used as a basis for planning his 
agency's program by installation. 

Illustrative of the Committee's use of such data 
as a means of motivating and stimulating agency 
action is a Government-wide request by the 
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lncutive Vice Chairman under Memorandum E­

This memorandum, issued after each employ­
lllllt policy officer had received the June, 1962, 
Committeecensus figures for each bureau in his 
..-cY, requested that the data be thoroughly 
analyzedand appraised to determine where, if at 
all,it appeared that correction efforts might be 
neceaaaryto &lffllre that the agency was operating 
in compliance with Executive Order 10925. It 
wufurtherrequired that if such areas of apparent 
~mpliance were discovered, all appointments 
andpromotions should be preaudited for a tem­
ponryperiod in order to verify the practices and 
institute a corrective program, if required. All 
agencieshave been required to report to the Com­
mitteethat these procedures have been followed 
andto state the results of audits which were in­
lltituted.Asa result, Government-wide appraisals 
of thequality of compliance with the Executive 
Order have been made. 

Correcting Under-utilization 

One of the most widespread means of discrimi­
nating against minority employees is to employ 
t.hemarbitrarily below their highest skills. 

Recognizingthe importance of eliminating such 
uder-utilization of employees, the then Vice Pres­
ident Johnson, as Committee chairman, directed 
alldepartments and agencies to review the person­
nelfile of employees in the lower grades to locate 
under-utilized personnel. He requested that, 
whereBUchemployees were found, a~ive posi­
tiveeffort be made to place them in jobs more 
euitedto their abilities and training. 

While these reports still are coming to the Com­
mittee,those received to date disclose the discovery 
of a sizeable number of under-utilized employees, 
both from minority groups and otherwise. The 
agencies have reported that some such employees 
have been appropriately upgraded or transferred 
intoother units or agencies to jobs more suitable 
totheir talents, and steps are being taken to afford 
improved opportunities to others. 

Some examples of actions resulting from the 
review of personnel files include: 

Department of Defense.-Through question­
naires submitted to employees at levels of GS-6 or 
below, 170 employees (of whom 55 were Negro) 
wereidentified as significantly under-utilized. As 
of the last report, promotions had reduced the num­
ber of under-utilized employees to 47. 

Department of Commerce.-As a direct result 
of the survey findings, 16 minority group person­
nel have been promoted or reassigned. Of 2~38 
minority group employees whose files were re­
viewed ( out of a total of 13,661 files studied), 795 
had been promoted within the past year under nor­
mal promotion procedures. 

Department of Justice.-Several Negro U.S. 
attorneys and a United States marshal, as well as 
assistant U.S. attorneys and a deputy marshal 
have been appointed in southern and border states. 
A Negro became U.S. attorney for the Northern 
District of California and another U.S. attorney 
for the Northern District of Ohio. As of January, 
1961, there were only eight Negroes employed as 
assistant U.S. attorneys. That number is now 39. 
Those who became assistant U.S. attorneys in 
North Carolina, Oklahoma, Tennessee, Virginia, 
and Texas were the first Negroes ever to occupy 
that position in those states. A Negro has been 
appointed U.S. Marshal for the District of Colum­
bia for the second time in history, the first and 
only Negro in that position having been Frederick 
Douglas, who served from 1877 to 1881. The De­
partment has also expanded its nondiscriminatory 
recruitment and training programs at all levels. 

Department of Labor.-Since January, 1961, 
Negro employment in the Department of Labor 
has increased, particularly in the upper grade levels 
and in the Department's southern offices. 

On January 20, 1961, there were 24 Negroes 
among the 1,619 Departmental employees in grades 
12 through 18; by June 30, 1962, the total had in­
creased to 70 among 2,449. Among the Depart­
ment's ranking Negro employees· are an Assistant 
Secretary, an Assistant to the Secretary, the As­
sistant Director of the Office of Manpower Auto­
mation and Training, and the Deputy Administra­
tor of the Bureau of International Labor Affairs. 
All have been appointed since January 1961. 

A review of 2,213 personnel files has resulted in 
the promotion of 158 employees. In addition, 173 
employees have taken skill improvement training, 
45 have been reassigned and 53 have been assigned 
additional duties. Additional training or other 
actions are planned for greater utilization of 147 
other employees. 

Department of Health, Education, and Wel­
f are.-The survey of one installation ( Bureau of 
Old Age and Survivors Insurance headquarters in 
Baltimore) disclosed that approximately 600 em­
ployees (both white and Negro) had typing and 
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stenographic experience which was not being used. 
Inservice training classes are being offered to bring 
unused skills up to standard requirements. 

Civil Service Commission.-Although the re­
view of files indicated 99 cases of possible under­
utilization, final review showed only seven valid 
cases. Of the seven, two have resigned, three have 
been promoted to higher grades, one is on the pro 0 

motion roster without change to date, and one 
declined transfer despite limited promotion oppor­
tunities in present position. 

,General Services Administration.-Seven em­
ployees with position titles of laborer and grades 
ranging from Wage Board-1 to Wage Board-4 
were upgraded to such positions as clerk-typist, 
electrician, keypunch operator, etc. at higher 
grades. Ten employees in grades WB-6 and from 
GS-4: to GS-11 were upgraded to more responsible 
positions at higher grades. Some of these actions 
resulted in increa.ses of three or four grades. 

National Aeronautics and Space Administra­
tion.-The agency reports annual appraisals of 
all employees have resulted in significant place­
ment of Negroes in middle and upper job levels. 
During calendar year 1962', the number of Negroes 
in Grade 6-11 increased from 171 to 242 ( 41.6 per­
cent) and in Grades 12-18 from 31 to 46 (48.4 
percent). 

United States Information Agency.-Review 
of the files of 386 Negro employees indicated 79 
were under-utilized. Counseling interviews have 
been held with all, and 26 of the 79 have been 
promoted to positions of increased responsibility. 

Regional MNtlngs 

During the period of this report the Govern­
ment Employment Division took a major step to 
accelerate the program of equal job opportunities. 
In July, 1961, the Committee launched a series of 
14 regional meetings designed to assist key re­
gional officers directing and managing Federal 
programs involving over 500,000 civil employees 
for the purpose of implementing equal opportunity 
programs. The work of the Committee was aided 
considerably by the effective participation of the 
Civil Service Commission under the leadership 
of Chairman John Macy. 

At each conference the Civil Service Commis­
sion Regional Directors cooperated in organizing 
and in following-up the work of these sessions. 

The subjects highlighted at these conferences 

included Committee rules and regulations, com­
plaint procedures, techniques, affirmative action, 
and further steps that agencies. could take in sup­
port of the program. 

Even before the first round of regional meet­
ings was completed in July, 1962, a round of fol­
lowup conferences in each region was started. 
The followup program consisted of meetings with 
individual agencies to review past performance 
and to accelerate progress since the previous meet-
ings. 

The following Table indicates the number of 
employees covered in the followup meetings and 
the number of agencies involved. 
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Training and Recruitment 

A focal point in the discussion with agencies has 
been the limited number of qualified applicants 
from Negro and Spanish-speaking groups on the 
Federal. Service Entrance Examination and steno­
graphic and typing registers. Agency efforts to 
increase the number of these minorities appearing 
on various Federal registers include more extensive 
recruitment drives at high schools and colleges at­
tended by minority groups. The Civil Service 
Commission has also made a contribution in this 
direction by continuing to expand its program to 
represent a positive image of the Federal Govern­
ment as a good place for all persons to seek em­
ployment. 

Another problem posed by the agencies at the 
meetings was that members of minority groups 
lacked specialized experience and training neces­
sary for initial hiring. An example of this is the 
field of data processing. In some southern cities, 
Negroes experience difficulty in obtaining the nec­
essary training because they are excluded from the 
only bqsiness schools that provide preemployment 
training in this field. To overcome this problem 
one agency established a training program in co-
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operation with the private company providing the 
equipment. The Federal agency sends its em­
ployees to the company facilities to be trained. 
Upon completion of the training, the employee 
returns to his agency. Preemployment training, 
however, remains closed to this group of persons, 
aome of whom have high aptitude for data proc­
essing. The Civil Service Commission now for­
bids government agencies to deal with employment 
agencies, trade schools and similar recruitment 
aources that discriminate because of race, creed, 
color or national origin. 

Some agencies have established on-the-job train­
ing programs and others have made outside edu­
~-11tionalopportunities available to employees in 
order to qualify them for higher positions. One 
agency made a skill survey of the employees and a 
determination was then made as to what was 
neededfor an on-the-job training program. This 
ns done for a large number of employees in dead 
end positions who lacked training to move into 
new and higher positions. The agency made 
available typing and other courses to employees 
and &lso encouraged employees to take additional 
courses. 

Another agency, in cooperation with the Civil 
ServiceCommission, gave tests to electrician help­
erstA>determine their potential at the journeyman 
level. The employees attaining a passing grade 
wereaffordedfirst consideration for promotion. 
'Iboee who did not receive a passing grade were 
offered correspondence courses for their further 
!If-development. A training program in basic 
1111thematics em­is being planned for these latter 
ployees. This training program will be given 50 
percenton Government time and 50 percent on 
the employee's time. 

Someagenciespresented the problem of recruit­
ingminority group applicants in certain special­
ir.edfields, such as quality control, procurement 
pialist, and banking and finance. The agencies 
lltatedthat in these cases,experience gained in 
private industry provided the Government its big­
pit eourceof applicants. Because of restrictions 
byprivate industry in some areas, it has been diffi­
eultfor members of minority groups to qualify. 
TolllBUl'e equal opportunity, agencies have created 
traineepositions and recruited from the Federal 
ServiceEntrance Examination register and then 
providedthe necessary on-the-job specialized 
~ for those moving into these fields. 

Another area of concern to agencies was the 
difficulty in filling the higher administrative and 
professional positions where a definite number of 
courses and educational qualifications were pre­
requisites. This is particularly true in the fields 
of accounting, chemistry, and mathematics. The 
agencies found that schools where a large number 
of minority group members were attending did 
not include sufficient courses in their curricula to 
qualify their graduates for these positions. 

Secretary of Labor W. Willard Wirtz has spon­
sored four regional conferences attended by presi­
dents, deans and placement officers of predomi­
nantly Negro colleges, and representatives of many 
Federal agencies to discuss in depth employment 
opportunities and curriculum adjustment needs of 
colleges, and to motivate students to qualify for 
Government jobs. The Department of State has 
been working with a committee of college presi­
dents to develop a program that will prepare 
Negro students more adequately to qualify in the 
Foreign Service examination. 

Quite early in the Kennedy Administration, 
under the leadership of former Secretary of Labor 
Arthur Goldberg, the Labor Department greatly 
expanded its recruitment efforts among colleges 
and universities with large enrollment of Negroes 
and other minority groups. In like manner, the 
Civil Service Commission stepped up its positive 
recruitment program through its regional office 
programs, Federal Executive Board-directed ac­
tivities, and the example it has set by its own hiring 
practices in some regions. 

To sum up, a proliferation of measures has 
taken place in the last 2 years with the intent to 
improve education, increase the motivation, arul 
instill confidence of the youth of minority groups 
in departments and agencies of the Federal Gov­
ernment as willing sources of employment for 
them. We are beginning to see the fruits of this 
effort in increased numbers of such students taking 
the Federal Service Entrance Examination and a 
larger number of them passing it. 

Statistics on Increased Utilization of 
Minorities 

The accompanying table reveals the changes in 
minority group and total Federal employment as 
reported by the agencies participating in the 
followup meetings. 
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The increase in employment of minority groups 
in the classified grades, from 1961 to 1962, is 
pointed out by reports from specific areas. 

Significantly, Los Angeles revealed an increase 
for Spanish-surname employing in the classified 
grades from 270 in 1961 to 324 in 1962, or 20 per­
cent; whereas total employment increased from 
12,749 in 1961 to 13,199 in 1962, or 3.5 percent. In 
the middle grades, GS-5 through 11, the increase 
was from 119 to 169, or 42 percent, against a total 
employment increase from 6,188 in 1961 to 6,895 
in 1962, or 3.3 percent. 

In Atlanta, Negro employment in the middle 
grades, GS-5 through 11, increased from 23 in 
1961 to 32 in 1962, or 89.1 percent; whereas, the 
total employment increase was 7.4 percent. St. 
Louis revealed an increase for Negroes in these 
middle grades from 475 to 604, or 27.2 percent, 
against a total employment increase from 7,801 to 
7,810, or 7.0 percent. Significant gains for 
Negroes in grades 12 through 18 were revealed in 
all areas covered, particularly Philadelphia, where 
the gain was from 55 in 1961 to 81 in 1962 or 47.3 
percent, against a total change from 4,536 in 
1961 to 5,584 in 1962, or 23.1 percent. St. Louis 
revealed an increase in the upper grades, 12 
through 18, from 6 to 8 or 83.3 percent against 
a total increase from 1,268 to 1,383, or 9.1 percent. 
In New York, there was an increase of 32 Negroes 
in grades 12-18, for a 25 percent e-ain, compared 
to a total increase of 1,087 for a 10.8 percent gain. 
It must be stressed that the primary purpose of 
these meetings was to assist. the participating 
agencies in developing their affirmative action pro­
grams. Statistical information was gathered in 
order to indicate the general pattern of minority 

utilization a.nd significant changes that had occur• 
red between meetings. This gave an objective 
basis from which to discuss why the pattern was as 
described, whether a satisfactory local effort was 
being made, and what additional steps could be 
taken. The objective of the Committee in these 
meetings was to give on•the•spot aid to local Fed­
eral offices and installations in their efforts to assure 
equal employment opportunity for all applicants 
and employees. By covering further areas of 
higher government employment, this assistance 
was directed specifically to the field services. 

Agency Capability Development 

Through Committee help, the capabilities of 
agencies to carry out the Executive Order have 
been greatly increased. All Federal Agencies have 
had some basic orientation for assuring agency 
proficiency in fulfilling the intent of the Order. 
To do this, the Committee has conducted or aided 
in several major training programs on equal em• 
ployment opportunity in which either all agencies 
or several agencies participated. 

Departments and agencies employing more than 
% of all Government employees have had special 
training programs in equal employment oppor· 
tunity. Individual specialized training courses 
aimed at reaching all personnel responsible for 
department and agency equal employment oppor· 
tunity programs have been given by some depart• 
ments and agencies using the resources of the 
Committee. Departments participating in such 
individual specialized training programs included: 
Department of the Army, Department of the Air 
Force, Department of the Navy, Department of 
Agriculture, the Post Office Department, and the 

TABLE 1. Change in Negro 1 and total Federal emp'loyment 0,8 reported by agenciea participating in 
regional, foll01.Cttp meeting 

City 

First report Second report Percent change 

Total 
employment 

Negro Percent Total 
employment 

Negro Percent Total 
employment 

Negro 

Total .. ___. ____ 360,869 75,138 20. 4 365,647 79,892 21. 8 +1.3 +6.3 

Atlanta...... _.. _____ 
Chicago._.··---- - .. -
Loe An~lea ..... _____ 
St. Lo ·········---Philado9%hia.. _______ 
New am ......... 
New York ........... 

10, 796 
47,733 
63,893 
23,269 
62,062 
8,337 

144,779 

1,508 
18,044 
10,663 
4,736 

15,051 
1, 216 

23,920 

14. 0 
37. 8 
16. 7 
20. 4 
24. 3 
14. 6 
16. 5 

11,580 
47,224 
63,199 
24,843 
63,405 
8,911 

146,485 

1,476 
18,811 
10,844 
5,335 

15,348 
1,418 

26,660 

12. 7 
39. 8 
17. 2 
21. 5 
24. 2 
15. 9 
18. 2 

+7. 3 
-1. 1 
-1. 1 
+6.8 
+2. 2 
+6.9 
+1. 2 

-2.1 
+4.3 
+1. 7 

+12. 6 
+2.0 

+16.8 
+11.s 

1 Slmllar information wu obtained on other minorities where they are a significant part of the labor force. 
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Department of the Interior. These training ses­
sionswere from 1 to 3 days in length. 

In addition, the Office of Career Development, 
U.S.Civil Service Commission, conducted a 3-day 
equalemployment training session for 11 middle­
sizeddepartments ·and agencies. Committee staff 
servedas consultants and resource people. The 11 
departments and agencies participating were: De­
partment of Justice, Department of Labor, De­
partment of Commerce, Department of State, 
General Services Administration, National Aero­
nautics and Space Administration, Housing and 
Home Finance Agency, Atomic Energy Commis­
sion, U.S. Information Agency, Civil Service Com­
mi~ion and Agency for International Develop­
ment. 

To insure that such training reaches department 
and agency field personnel responsible for final ex­
ecution of the Order, regional training sessions 
have been held by the Committee in 14 major cities 
having large concentrations of Federal employees 
as described earlier. 

Department and agency personnel so trained aid 
the Employment Policy Officer in carrying out 
agency responsibility under the Executive Order. 
The agencies also have engaged staff personnel to 
work on their equal employment opportunity pro­
grams. The assigning of special personnel to han­
dle the equal employment program has enabled 
these agencies both to expedite complaint process­
ing and insure equal employment opportunity with 
growing effectiveness. 
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CHAPTERSIX 

Government Employment Census 
Prior to the issuance of Executive Order 10925, 

the belief was widely held that minority group 
employees of the Federal Government, partic­
ularly Negro employees, were denied equal oppor­
tunity in employment. No accurate measure 
existed, however, of the extent of such alleged 
discrimination. 

Accordingly, the late President Kennedy in­
cluded in his Order instructions to conduct a gov­
ernment-wide. survey of employees to provide 
statistics on current employment patterns. By 
direction of the Committee, that survey was made 
as of June, 1961. It was repeated in June, 1962, 
and June, 1963. 

The ~ults of the 1961 survey bore out in large 
measure the contention that Negroes were being 
denied equal access to employment opportunity. 
And it provided the Committee and the agencies 
with the necessary information for undertaking 
programs to insure equal opportunity. Among 
the findings in 1961 : 

-While Negroesheld 8.9 percent of the 1,012,447 
Classification Act or similar positions, 72 percent 
of their jobs were concentrated in the lower level 
of GS-1 through 08-4 where the starting salary 
range was from $3,185 to $4,985. Only 35 percent 
of all employees were in this job bracket. 

-Only 27 percent of the Negroesin Classifica­
tion Act or similar systems held jobs in the middle 
range of positions, GS-5 through GS-11 (salary 
range, $4,345 to $9,640), while 50 percent of all 
employees held jobs in this bracket. 

-Only 1 percent of the positions from GS-12 
through GS-18 ($8,955 to $18,500) were held by 
Negroes. 

In the Postal Field Service, the situation was 
similar-the great bulk of the Negroes concen­
trated in the lower grades, disproportionately 
small numbers in middle and upper grades. 

Even before the survey figures were available, 
however, the Committee and the various agencies 

had undertaken programs to insure equal oppor­
tunity in Government employment. By the time 
of the second annual survey of Government em­
ployment in June, 1962, the Committee was able 
to report substantial progress toward equal op­
portunity for Negroes in Federal employment 
( see tables) . 

Some Hi9hli9hh: 

-The percentage of Negro Federal employ­
ees in Classification Act jobs in Grades 1-4 
dropped from 72 percent to 68 percent while the 
number in the middle level GS-5 through GS-11 
positions climbed from %'1percent to 30 percent. 

-Of the net increase of 62,633 jobs from 
June, 1961. to June, 1962,Negroes accounted for 
10,737 or more than 17 percent. 

-In Classification Act jobs, Negro employ­
ment in the middle grades, GS-5 through GS-
11, increased 19.2 percent compared with an 
overall increase ·of 2.4 percent, while in the 
upper grades, GS-12 through GS-18, the in­
crease of Negroes was 35.6 percent compared 
with an overall increase of 9.5 percent. 

The second and third surveys also provided in­
formation ( not obtained in the 1961 census) on em­
ployment of the Spanish-speaking nationwide; of 
people of Mexican origin in five southwestern 
states; of people of Puerto Rican origin in four 
northeastern states; of people of Oriental origin 
in three western states, and of American Indians 
in seven states. 

Since this survey was the first to cover the ad­
ditional minority groups, there was no basis for 
comparison as to progress being made, but the 
picture presented was similar, although to varying 
degrees, to the picture of Negro employment (see 
tables). This material is still being tabulated for 
the 1963 census. 

At the time this report was being prepared, only 
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preliminary information wns arnilnble from the 
third census. ,vhat was a rn ilable, however, 
showed that sound and steady progress was still 
beingmade. 

Some Highlights: 

-Twenty-two percent of the net increase in 
Federal employment during the period repre-
11nted increased Negro employment. Thia 
eomparesto 17 percent for the previous census 
period. 

-This net increase brings total reported Ne­
rro employment to a new high of 301,899-up 
3 percent from 293,353 in June, 1962. The 
e1alllative percentage increase from June, 
lt&l, to June, 1963, amounted to 6.8 percent. 

-There were 545 more Negroes in the grades 
GS-12throughGS-18 (paying $9,475 to $20,000) 
t1wt there were a year earlier, an increase of 
31.7,ereent. The total number of jobs in these 
ara4• lnereased 12.4 percent during the same 
,eritd. 

-Necroea In the middle grades (GS-5-GS-
11)iacreuecl by 4,278, or 14.7 percent, while 
tltal e■plo11Dent in these grades increased 5.1 
,....t. 

-fte nmnberof Negroes in Wage Board 
,.sit•i•u paying more than $8,000 increased by 
113,tr l2Z pereent, while the total number of 
tk11t,-itions increased 41.5 percent. 
·-In t•e PNtal Field Senice, the number of 

Ne,rees ia M,her paJinr positions increased 

56.3 pereent, despite a 2 pereent decline in the 
total number of each Jobe (aee tabl• for fllJl­
ther details). 

These annual surveys provide the Committee 
and the agencies .,ith the necessary information 
for effective operation of equal opportunity pro­
grams. The statistics pinpoint areas and facilities 
where special efforts need to be made. They call 
the attent.ion of administrators to areas in their 
jurisdiction where equal opportunity may be lack­
ing, and they provide the basis for the development 
of affirmative action eff orte to insure equal oppor­
tunity. 

It is recognized that encouraging national 
figures do not always accurately reflect local situa­
tions. For tht.t reason, and as a supplement to 
the census reports, the Civil Service Commission 
has instituted ,. series of continuous community 
surveys of Federal facilities. 

These surveys last from 2 to 8 weeks and cover 
all personnel activities of each Government agency 
in the community being surveyed. 

Programs to improve the activities of each 
agency are developed and then carefully followed 
through, with help from the local community. 

One of the objectives of these surveys is to as­
sure the community residents that all qualified per• 
sons will receive equal opportunity with the Fed­
eral Government and to demonstrate to them that 
the Government provides a good place for career 
advancement . 
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Minority Group Study 
June 1963 

Foreword 
Executive Order 10925, dated March 6, 1961, reaffirmed the policy of non­

discrimination in government employment and directed that Federal agencies 
take additional affirmative steps to eliminate any discrimination in Federal 
employment because of race, color, religion, or national origin. The President's 
Committee on Equal Employment Opportunity established by this Order has 
compiled statistics on Federal employment and minority groups annually 
since 1961. 

Progressively, each of the annual studies has been modified to extend and 
improve the coverage and detail in the surveys. This expansion has increased 
the number of minority groups covered, added to the individual geographic 
areas identified separately, extended information by pay category, and refined 
the definitions and reporting instructions. These modifications, while improv­
ing the statistics for each current year, have brought about variations that affect 
year-to-year comparisons. 

The first minority census in 1961 included total and Negro employment 
worldwide. Data were collected department wide without separate geographic 
identification. Employees under the Classification Act were reported by grade 
and the Postal Field Service by level; Wage Board employees were reported 
only in overall total. 

The 1962 and 1963 surveys were broader in coverage and content than the 
1961 survey. Pay categories were expanded to include salary groupings for 
Wage Board and other pay plans. Minority groups included Negro and 
Spanish-Speaking worldwide and by State. Data on American Indians, Mexi­
can-Americans, Puerto Ricans, and persons of oriental origin were obtained in 
selected states. Overseas coverage in 1962 included only selected agencies, 
while in 1963 all agencies reported overseas personnel. Personnel in Alaska, 
Hawaii, and Puerto Rico were excluded in both years. Data were collected 
separately for 41 selected Standard Metropolitan Statistical Areas in 1963. 
The 1962 data in these tables are final revised figures and differ slightly from 
1962· data initially published. 

INDEX 
Table Coverage 

1 Negro and total employment, worldwide, 
1962-1963 

la Negro and total employment, worldwide, 
1961-1963 

2 Spanish-Speaking and total employment, 
worldwide, 1962-1963 

3 Mexican-American and total employment, 
selected states, 1962-1963 

4 Puerto Rican and total employment, se­
lected states, 1962-1963 

5 American-Indian and total employment, 
selected states, 1962-1963 

8 Oriental-American and total employment, 
selected states, 1962-1963 

Table Coverage 
Negro and Total Employment 1962-1963 

7 Washington, D.C., Metropolitan Area 
8 Boston Civil Service Region 
9 New York Civil Service Region 

10 Philadelphia Civil Service R~gion 
11 Atlanta Civil Service Region 
12 Chicago Civil Service Region 
13 St. Louis Civil Service Region 
14 Dallas Civil Service Region 
15 Denver Civil Service Region 
16 San Francisco Civil Service Region 
17 Seattle Civil Service Region 

• 
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TABLE !.-Negro and total, employment by grade and a<ilary groupa, Jwne 19611 and Jwne 1963, 
aum.mary,all agenci,u 

Pay category 

1963 Change from 1962 

Total 
employees 

Negro 
Total Perced Negro Percent 

Number Percent 

Total all pay plana ________ 

Total Cluaiftoation Aot or
similar _________________ 

GS-1 through 4_________________ 
GS-5 through 11________________ 
GS-5 through 8- ________________ 
GS-9 through lL _______________ 
GS-12 through 18 _______________ 

Total Wage Board ________ 

Up through $4,499______________ 
$4,500 through $7,999___________ 
$4,500 through $6,499___________ 
$6,500 through S7,999 ___________ 
SS,000 and over _________________ 

Total Poetal Field Service__ 

PFS-1 through 4 •---------------
PFS-5 through 11_______________ 
PFS-5 through 8 ________________ 
PFS-9 through IL ___- __________ 
PFS-12 through 2Q ___ - __________ 

Total other pay plana______ 

Up through $4,499______________ 
$4,500 through $7,999 ___________ 
$4,500 through $6,499___________ 
$6,500 through $7,999___________ 
SS,000 and over _________________ 

2,298,808 301,889 13. 1 +46, 474 +2. 1 +s. 804 +3.0 

1, 103, 051 101,589 9.2 +39, 403 +3. 7 +5, 052 +5.2 

355,329 
558,528 
315,203 
243,325 
189,194 

66,169 
33,468 
26,452 
7,016 
1,952 

18. 6 
6. 0 
8.4 
2. 9 
1. 0 

-8, 297 
+26, 842 
+ 10,940 
+15, 902 
+20, 858 

-2.3 
+5. 1 
+3. 6 
+7.0 

+12. 4 

+229 
+4, 278 
+3, 132 
+1, 146 

+545 

+0.4 
+14- 7 
+13.4 
+19.5 
+38. 7 

560,211 106,665 19. 0 -8, 402 -1. 5 +1,011 +1. 0 

84,268 
442,577 
301,257 
141,320 
33,366 

37,004 
69,328 
60,961 
8,367 

333 

43. 9 
15. 7 
20. 2 

5.9 
1. 0 

-19, 649 
+1, 468 

-32, 105 
+33, 573 

+9, 779 

-1& 9 
+.3 

-9. 6 
+31. 2 
+41. 5 

-7, 669 
+8,497 
+4, 655 
+3, 842 

+183 

-17.2 
+ 14-0 

+8.3 
+84-9 

+122. 0 

582,475 89,323 15.3 +11, 907 +2.1 +2, 443 +2.8 

499,630 
79,216 
66,205 
13,011 
3,629 

83,747 
5,551 
5,366 

185 
25 

16.8 
7. 0 
8. 1 
1. 4 
. 7 

+7, 713 
+4, 200 
+3, 630 

+570 
-6 

+1. 6 
+5. 6 
+5. 8 
+4. 6 

-. 2 

+1, 860 
+574 
+534 
+40 

+9 

+2.3 
+11.5 
+11.1 
+27.6 
+56.3 

53,071 4,312 8. 1 +3, 566 +7. 2 +298 +7.4 

11, 708 
22,362 
15,328 
7,034 

19,001 

3,152 
915 
754 
161 
245 

26. 9 
4. 1 
4.9 
2.3 
1. 3 

-917 
+ 1,545 
+1, 219 

+326 
+2, 938 

-7. 3 
+7. 4 
+8. 6 
+4.9 

+18. 3 

+462 
-187 
-123 

-64 
+23 

+11.2 
-17. 0 
-14.0 
-28.4 
+io. 4 

.. 
I Inoludel "b claa pcJlbDMten lllld rural caniln. 
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TABLE la.-Negro and total empl,oyment by grade aoo salary groups, June 1961 atUJ, June 1963, 
B111m11nary, al,l agencies 

Pay category 

1963 Change from 1961 

Total 
employees 

Negro 
Total Percent Negro Percent 

Number Percent 

Total all pay plans________ 

Total Classification Act or
similar_________________ 

OS-I through 4 _________________ 
OS-5through l L _______________ 
GS-5through 8 _________________ 
GS-9through 11 ________________ 
GS-12through 18 _______________ 

Total Wage Board ________ 

fl through $4,499______________ 
,SOOthrough $7,999 ___________ 

14,SOOthrough $6,499 ___________ 
M,SOOthrough $7,999___________ 
'8,000and over_________________ 

Total Poetal Field Service __ 

PFS-1through 4 '---------------PFS-5through 11 _______________ 
ffl..6 through 8 ________________ 
PFS-9through ll_ ______________
PPB-12through 20 ______________ 

Total other pay plana ______ 

fl through $4,499______________ 
,600through $7,999 ___________ 

f',600through $6,499 ___________ 
ll;600through $7,999 ___________ 
'8,000 and over_________________ 

I 

2,298,808 301,889 13. 1 +101, 448 +4. 6 +19, 273 +6. 8 

1, 103, 051 101,589 9. 2 +oo, 604 +8. 9 +11, 805 +13. 1 

355,329 
558,528 
315,203 
243,325 
189,194 

66,169 
33,468 
26,452 

7,016 
1,952 

18. 6 
6. 0 
8. 4 
2. 9 
1.0 

-117 
+ss, 470 

----------
----------+as, 2s1 

(') 
+11.0 

----------
----------+22. 9 

+1, 927 
+8, 963 

----------
----------+915 

+3.0 
+36.6 

----------
+88. 2 

560,211 106,665 19. 0 -8, 624 -1. 5 -188 -0. 2 

84,268 
442,577 
301,257 
141,320 
33,366 

37,004 
69,328 
60,961 

8,367 
333 

43. 9 
15. 7 
20. 2 

5. 9 
1. 0 

----------
----------
----------
----------
----------

----------
-----·----
----------
----------
----------

----------
----------
----------
----------
----------

----------
----------
----------
----------
----------

582,475 89,323 15. 3 +16, 324 +2. 9 +6, 136 +7. 4 

499,630 
79,216 
66,205 
13,011 
3,629 

83,747 
5,551 
5,366 

185 
25 

16. 8 
7. 0 
8. 1 
1. 4 
.7 

+12, 223 
+4, 236 

----------
-----------135 

+2. 5 
+5. 6 

----------
-----------3. 6 

+4, 766 
+1, 356 

----------
---..1------

+14 

+6.0 
+32. 3 

----------
----------+121. 3 

53,071 4,312 8. 1 +3, 144 +6. 3 +1, 520 +54.4 

11, 708 
22,362 
15,328 
7,034 

19, 001 

3,152 
915 
754 
161 
245 

26. 9 
4. 1 
4. 9 
2. 3 
1. 3 

----------
----------
----------
----------
----------

----------
----------
----------
----------
----------

----------
----------
----------
----------
----------

----------
----------
----------
--------------------

I J.- tbaD0.06 percent. 
I lneladllftll-dul l>Oltmuten and rural carrten. 
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TABLll 2.-Spaniah-apealcing and total em,ploym,entby grade and aalary groopa, Jti,'M1961 and J~ 
1963, fflmmary, all agenci.u 

1963 Change from 1962 

Pay category Total Spanish-speaking Spanish-
employees Total Percent speaking Percent 

Number Percent 

Total all pay plana ________ 2,298,808 51,682 2. 2 +46, 474 +2. 1 +995 +2.0 

Total Classification Act· or
similar _________________ 1,103,051 15,292 1. 4 +39, 403 +a. 1 +572 +a.9 

GS-1 through 4. _ - - _ - ___________ 355,329 7,520 2. 1 -8, 297 -2. 3 -281 -3.6
GS-5 through 1 L _______________ 558,528 6,987 1. 3 +26, 842 +5. o +692 +11.0
GS-5 through 8---- - - ___________ 315,203 4,809 1. 5 +10, 940 +a. 6 +ass +s.s
GS-9 through IL _______________ 243,325 2, )78 .9 +15, 902 +7. 0 +304 +16. 2 
GS-12 through 18 ____ - _ -- - - - - - - _ 189,194 785 .4 +20, 858 +12. 4 +161 +25. 8 

Total Wage Board ________ 560,211 25,175 4. 5 -8, 402 -1. 5 -1, 635 -6.1 

Up through $4,499 ______________ 84,268 5,792 6. 9 -19, 649 -18. 9 -1, 500 -20. 6 
$4,500 through $7,999 ___________ 442,577 19,105 4.3 +1, 468 +.a -254 -1. 3
$4,500 through $6,499 ___________ 301,257 15,272 5. 1 -32, 105 -9. 6 -1, 634 -9. 7 
~,500 through $7,999 ___________ 141,320 3,833 2. 7 +33, 573 +3J. 2 +1, 380 +56. 3
$8,000 and over _________________ 33,366 278 .8 +9, 779 +41. 5 +119 +74.8 

Total po11tal field service ____ 582,475 9,737 1. 7 +11, 907 +2.1 +1, 119 +1a. 0 

PFS-1 through 4 1______________ 499,630 9,194 1. 8 +7, 713 +1. 6 +1, 035 +12. 7 
PFS-5 through IL ______________ 79,216 534 .7 +4, 200 +5. 6 +79 +17.4
PFS-5 through 8 ________________ 66,205 472 .7 +3, 630 +5. 8 +65 +16. 0 
PFS-9 through lL ______________ 13,011 62 .5 +570 +4. 6 +u +29. 2 
PFS--12 through 20______________ 3,629 9 .2 -6 -.2 +5 +125. 0 

Total other pay plans 1 ____ 53,071 1,478 2. 8 +3, 566 +7. 2 +939 +174. 2 

Up through $4,499 ______________ u, 708 328 2. 8 -917 -7. 3 +101 +«. 5 
$4,500 through $7,999 ___________ 22,362 1,014 4. 5 +1, 545 +7.4 +803 +380. 6 
$4,500 through $6,499 ___________ 15,328 785 5. 1 +1,219 +8. 6 +614 +359. 1 
$6,500 through $7,999___________ 7,034 229 3. 3 +326 +4. 9 +189 +472. 5 
$8,000 and over _________________ 19,001 136 .7 +2, 938 +18. 3 +35 +34. 7 

• Includes 4th claa J)OIIUDuten and rural carriers. 
• In--. due partially to shift In reportlna rrom waceBoard to other pay plans. 
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TABLE3.-Me~ican-American and total employment by grade and salary groups, June 1969 and Jwne 
1963, summw,ry of selected-States 

[Arizona, Calltornta, Colorado, New Mexico, and Tens) 
-

Pay category 

1963 Change from 1962 

Total 
employees 

Mexican-American 
Total Percent Mexican-

American 
Percent 

Number Percent 

Total all pay plans _______. 

Total Classification Act or
similar_________________ 

GS-1 through 4 _________________ 
GS-5through ll_ _______________ 
GS-5 through 8 _________________ 
GS-9 through lL _______________ 
GS-12 through 18 _______________ 

Total Wage Board ________ 

Up through $4,499 ______________ 
$4,500 through $7,999 ____ ~ ______ 
$4,500 through $6,499 ___________ 
$6,500 through $7,999 ___________ 
SS,000and over________. ________ 

Total Postal Field Service __

PFs-1through41 ______________
PFS-,5 through ll _______________ 
PFS-5 through 8 ________________ 
PFS-9 through lL ______________ 
PFS-12 through 20 ______________ 

Total other pay plans 1 ____ 

Up through $4,499. _____________ 
$4,500 through $7,999 ___________ 
$4,500 through $6,499 ___________ 
$6,500 through $7,999 ___________ 
SS,000and over_________________ 

453,881 ·33, 925 7. 5 +12, 221 +2.8 +343 +1. 0 

212,142 
70,810 

110,562 
61,742 
48,820 
30,770 

9,603 
5,023 
4,339 
3,070 
1,269 

241 

4. 5 
7. 1 
3.9 
5. 0 
2. 6 
. 8 

+8, 066 
-1, 662 
+6, 131 
+2, 999 
+3, 132 
+3, 597 

+4.0 
-2. 3 
+5.9 
+5.1 
+6. 9 

+13. 2 

+595 
-128 
+639 
+423 
+.216 
+84 

+6.6 
-2. 5 

+17.3 
+16.0 
+20. 5 
+53. 5 

143,640 19,055 13.3 +2, 426 +1. 7 -1, 194 -5.9 

14,960 
120,036 
70,807 
49,229 
8,644 

4,391 
14,523 
11,970 
2,553 

141 

29. 4 
12. 1 
16. 9 
5. 2 
1. 6 

-2, 642 
+2, 221 
-7, 540 
+9, 761 
+2, 847 

-15. 0 
+1. 9 
-9. 6 

+24. 7 
+49. 1 

-1, 317 
+51 

-779 
+.830 

+12 

-23.1 
+.4 

-6.1 
+48. 2 

+104. 3 

_ 90,808 4,399 4. 8 +1, 178 +1. 3 +238 +5. 7 

_ 79,628 
10,502 
8,418 
2,084 

678 

4,206 
187 
164 
23 
6 

5. 3 
1. 8 
1. 9 
1. 1 
. 9 

+982 
+250 
+239 

+11 
-54 

+1.2 
+2.4 
+2. 9 
+.5 

-7.4 

+192 
+41 
+32 

+9 
+5 

+4.8 
+28.1 
+24. 2 
+64. 3 

+5oo. o 
7,291 868 11. 9 +551 +8. 2 +704 +429. 3 

1,186 
4,771 
3,316 
1,455 
1,334 

49 
815 
649 
166 

4 

4. 1 
17. 1 
19. 6 
11.4 

.3 

-338 
+973 
+432 
+541 

-84 

-22. 2 
+25. 6 
+15.0 
+59. 2 

-5. 9 

-58 
+765 
+606 
+159 

-3 

-54. 2 
+1, 530. 0 
+1,409. 3 
+2, 271. 4 

-42. 9 

I Jncludea 4th claas postmasters and rural carriers. 
• Increases due partially to shift In reponln1 from Wap Board to other pay plans. 
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TABLE 4:.-Puerto Ru:an and total employment by grade and salary grO'Ups,J'IJ/n6 1961 amd JUM 196.,, 
8'1J/fMT/,(1,ry-selectedStates 

[Connedlcut, New 1eney, New York, and Pennaylvanla) 

Pay category 

1963 Change from 1962. 

Total 
employees 

Puerto Rican 
Total Percent Puerto 

Rican 
Pecrent 

Number Percent 

Total all pay plans ________ 

Total Classification Act or
similar _________________ 

GS-1 through 4 _________________ 
GS-5 through lL _______________ 
GS-5 through 8 _________________ 
GS-9 through ll_ _______________ 
GS-12 through 18 _______________ 

Total Wage Board ________ 

Up through $4,499______________ 
$4,500 through $7,999 ___________ 
$4,500 through $6,4!)9___________ 
$6,500 through $7,999- __________ 
$8,000 and over _________________ 

Total Postal Field Service __ 

PFB-1 through 4 '---------------
P]fS-5 through lL ______________ 
PFS-5 through g ________________ 
PFS-9 through ll _______________ 
PFS-12 through 20 ______________ 

Total other pay plam ____ ~_ 

Up through $4,499______________ 
$4,500 through $7,999 ________ -~-
$4,500 through $6,499___________ 
$6,500 through $7,999 ___________ 
$8,000 and over_________________ 

377,735 4,092 1. 1 -4, 514 -1. 2 -183 -4.3 

150,919 695 .5 -800 -.6 +25 +a. 7 

49,948 
77, 116 
39,216 
37,000 
23,855 

443 
234 
172 
62 
18 

.9 

.3 

. 4 

.2 

. 1 

-2, 098 
-194 

-1, 165 
+971 

+1, 402 

-4.0 
-.3 

-2. 9 
+2.6 
+6. 2 

-9 
+37 
+18 
+19 

-3 

-2.0 
+1s. 8 
+11.7 
+44. 2 
-14. 3 

78,964 1,436 1. 8 -6, 144 -7. 2 -52 -3.5 

8,442 
66,209 
42,880 
23,329 
4,313 

685 
740 
496 
244 

11 

8. 1 
1. 1 
1. 2 
1.0 
. 3 

-2, 425 
-4, 720 

-11, 640 
+6, 920 
+1, 001 

-22. 3 
-6. 7 

-21. 3 
+42. 2 
+30. 2 

-106 
+49 

-145 
+194 

+5 

-13.4 
+7.1 

-22. 6 
+ass. o 
+83.3 

143,052 1,923 1.3 +3, 558 +2. 6 -160 -7. 7 

125,368 
16,938 
13,972 
2,966 

746 

1,832 
91 
86 

5 
----------

1. 5 
.5 
. 6 
.2 

----------

+1, 645 
+1, 005 
+1, 694 

+211 
+s 

+1. 3 
+12. 7 
+13. 8 
+7. 7 
+1.1 

-198 
+as 
+as 

----------
----------

-9.8 
+71.7 
+79. 2 

----------
----------

4,800 38 .8 -1, 038 -17. 8 +4 +11.8 

2,714 
1,409 
1,034 

375 
677 

17 
18 
10 
8 
3 

.6 
1. 3 
1. 0 
2. 1 
.4 

-325 
-580 

-17 
-563 
-133 

-10. 7 
-29. 2 

-1. 6 
-60.0 
-16. 4 

-2 
+5 
+5 

---------+1 

-10. 5 
+as. 5 

+100. 0 
-----------+so.o 

• IDcladea 4th c1aNpoetmutera and rara1 carrlera, 
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TABLE 6.-American Indian and total, em1iloyment by grade and ,al,arg group,, June 1961 and JtitM 
1963, aummarg of ,ekcted Statu 

[~ Callbula, Montana, New Medco, Nonb Carolina, Oklahoma, llld Boath Dakota] 

Pay category 

1963 Change from 1962 

Total em-
ployeee 

American Indian 
Total Percent American 

Indian 
Percent 

Number Percent 

Total all pay plans ________ 

Total Cluaificationsimilar Act or_________________ 

GS-1 through 4 _________________ 
GS-5 through 11 _______________
GS-5 through 8 _________________ 
GS-9 through ll ________________ 
GS-12 through 18 __ -- --- _ --- ____ 

Total Wage Board________ 

Upihrough $4,499______________ 
$4,500through $7,999 ___________ 
U,500 through $6,499 __. ___ . ____ 
18,500through $7,999_ - _________
$8,000 and over________________

Total Poetal Field Service. _ 

PFS-1through41 ______________
PFS-Sthrough 11 ______________
PFS-5 through s _______________
PFS-9through lL _____________
PFS-12 through~--------------

Total other pay plans ______ 

t.hroqh'4,499_ - - --- -- - -- - - -111Dthrough $7,999. __________ ~ $4,llOthrough $6,499___________ 
18,IIIOthrough $7,999 ___________ 
$8,000and over________________

393,705 10,592 2. 7 +14,405 +a.8 +1, 679 +18. 8 

177,300 5,315 3.0 +9, 094 +5.4 +486 +10.1 

_ 
59,424 
93,005 
51,314 
41,691 
24, 921 

3,373 
1,792 
1, 311 

481 
100 

s. 7 
1. 9 
2. 6 
1. 2 
. 6 

-290 
+6, 169 
+2, 753 
+3, 416 
+3, 215 

-.5 
+7.1 
+s.7 
+8.9 

+14.8 

+296 
+147 
+73 
+74 
+43 

+9.6 
+8.9 
+S.9 

+18. 2 
+40. 2 

129,001 4,949 3. 8 +3.811 +a.o +1, 251 +3a. 8 

_ 

10,803 
109, 944 
63,614 
46,330 
8,254 

2,540 
2,377 
2, 113 

264 
32 

23. 5 
2. 2 
3. 3 
.6 
.4 

-1, 677 
+2, 627 
-6, 642 
+9, 269 
+2, 861 

-13. 4 
+2.4 
-9. 5 

+25.0 
+sa. 1 

+940 
+303 
+183 
+1~ 

+8 

+58. 8 
+14.6 
+9.5 

+83.3 
+33. 3 

80,214 286 . 4 +1, 678 +2. 1 +12 +4.4 

_ 
_ 
_ 
_ 

70,537 
9,272 
7,479 
1,793 

405 

238 
48 
45 
3 

----------

.3 

.5 

. 6 

. 2 
----------

+1, 687 
+61 
+51 
+10 
-70 

+2.5 
+.7 
+.7 
+.6 

-14. 7 

-2 
+15 
+15 

-----------1 

-0.8 
+45. 5 
+ro.o 

-100.0 

7,140 42 . 6 -178 -2.4 -70 -62. 5 

_ 

1, 136 
4,838 
3,377 
1,461 
1,166 

11 
31 
28 
3 

----------

1. 0 
.6 
.8 
. 2 

----------

-145 
+223 
+17 

+~6 
-256 

-11. 3 
+4.8 
+.5 

+16. 4 
-18. 0 

-66 
-2 
+1 
-3 
-2 

-85. 7 
-6. 1 
+3.7 

-&0.0 
-100.0 

,....._tlh cllllpoRIIIIIWI111drural carrlen. 
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TABLE 6.-0nental-Ammca1' and total employment by yrt1,(Uand aalary groupa, J~ 1961 and J~ 
1963, aummary of aekcted Sta.tu 

(cautanda, Orelaa, and WaaldnltoaJ 

Pay category 
Total em-

ployeee 

1963 Change from 1962 

Oriental-American 
Total Percent Oriental-

American 
Pereent 

Number Percent 

Total all pay pJana________ 325,418 

Total Clueification Act or
similar_________________ U2,295 

GS-1 through 4 _________________ f8,0f3
GS-5 through 11________- _______ 73,fe()
GS-5 through 8 _________________ f0,'30
GS-9 through 11________________ 33,030
GS-12 through 18_______________ 20,792 

Total Wage Board ________ 108,569 

fl through 14,499______________ 4,388 
,500 through $7,999----------- 95,002

14,500 through $6,499___________ 46,742
16,500 through $7,999- - - - _______ 48,260
$8,000 and o,ver_________________ 9,179 

Total Poetal Field Service__ 67,372 

PFB-1 through 4 1_______________ 59,441
PFS-5 through ll _______________ 7,440 
PFB-5 through 8 __ - ---------- ___ 5,929
PFB-9 through 11_______________ 1,511
PFS-12 through 20 ______________ 491 

Total other-pay pJana ______ 7,182 

fl through 14,499______________ 861
,600 through $7,999___________ 5,198 

14,600 through 16,499_- - - ___ ---- 3,490
16,500 through $7,999___________ 1,708
18,000 and over_________________ 1,123 

10,168 3. 1 +11, 163 +3.6 +780 +&3 

3,.00 2. 4 +7, 987 +6.9 +362 +1L9 

1,108 
2,037 
1,279 

768 
255 

2. 3 
2. 8 
3. 2 
2. 3 
1. 2 

-480 
+5, 615 
+2, 848 
+2, 767 
-2,852 

-1.0 
+&3 
+7. 6 
+9. 1 

+16. 9 

+16 
+295 
+IM 
+111 

+s1 

+L5 
+16. 9 
+16. 8 
+11. 2 
+26.0 

... 399 4. 1 +886 +o. 8 +1, 124 +34. 3 
= 
-lA. 5 
+36. 8 
+23. 7 
+57.1 

+160. 8 

136 
4,177 
2,461 
1,718 

86 

3. 1 
4.4 
6. 3 
3. 6 
.9 

-653 
-1, 278 

-13, 193 
+u, 915 
+2, 817 

-13. 0 
-1. 3 

-22. 0 
+32. 8 
+44. 3 

-25 
+1+096

472 
+624 
+53 

2,228 3. 3 +868 +1. 3 +78 +a. 8 

2,129 
98 
92 
6 
1 

3. 6 
1. 3 
1. 6 
.4 
.2 

+681 
+340 
+348 

-8 
-63 

+LO 
+4. 8 
+6.2 

-. 5 
-11. 4 

+67 
+11 
+12 
-1 

----------

+a.2 
+12. 8 
+16. 0 
-14. 3 

----------
131 1. 8 +1, 432 +24. 9 -7M -86. 7 

72 
68 
45 
13 
1 

&4 
L 1 
1. 3 
.8 
. 1 

-149 
+1+787 

936 
+831 
-186 

-14. 8 
+51.5 
+36. 6 
+94. 8 
-14. 2 

+60 
-834 
-747 
-87 
-10 

+5000 
-93. 5 
-94.3 
-87.0 
-96. t 



T.w.z 7.-Negro and total empwy,n,ent by grade and aalary group,, June 196B and June 196,, 
Waahington, D.O., MetropoUto:n .AMI 

Pay category 

1963 Change from 1962 

Total 
employee11 

Negro 
Total Percent Negro Percent 

Number Percent 

Total all pay plane ________ 

Total Clauification Act or
almilar_________________ 

08-1 through 4 _________________ 
08-5 through IL _______________ 
08-5 through 8 _________________ 
08-9 through 1 L _______________
08-lHhrough 18_______________ 

Total Wage Board ________ 

through $4,499 ____ -- __ --- ___ 
through S7, 999 ___________~ U,500through S6,499 ___________ 

M,600through $7,999 ___________ 
18,000 and over_____- - __________ 

Total Poatal Field Service __ 

PFS-1 through 4 1_______________ 
PFS-5 through 1 L _____________ 
PFS-5 through s ________________ 
PFS-9 through lL _____________
PFS-12 through 20 ______________ 

Total other pay plane ______ 

fl
through $4,499 ______________ 

,500 through S7,999 ___________ 
U,500through S6,499 ___________ 
M,500through S7,999 ___________ 
18,000and over_________________ 

247,094 59,832 24. 2 +4.665 +1. 9 +4. 468 +s. 1 

192,252 33,098 17. 2 +3, 844 +2.0 +2, 116 +6.8 

49,368 
89,569 
59,778 
29,791 
53,315 

19,913 
12,503 
10,814 

1,689 
682 

40. 3 
14. 0 
18. 1 
5. 7 
1. 3 

-1, 884 
+2, 425 
+2, 139 

+286 
+a, 303 

-3.7 
+2.8 
+3. 1 
+1. 0 
+6. 6 

+98 
+1, 857 
+1, 586 

+211 
+161 

+.5 
+17. f 
+17. 2 
+19.1 
+30.9 

36,958 20,:425 64. 7 -882 -2. 3 +1, 844 +10. 0 

9,729 
23, 'S62 
18,012 
5,540 
3,677 

8,743 
11, 345 
10,665 

680 
137 

89. 9 
48. 2 
64. 8 
12. 3 
3. 7 

-2, 578 
-556 
-49 

-507 
+2, 252 

-20.9 
-2. 3 
-.3 

-8. 4 
+158. 0 

-1, 151 
+2, 890 
+2, 671 

+219 
+105 

-11. 6 
+34. 2 
+33. 4 
+47.5 

+328. 1 

12,173 6,059 f9. 8 +335 +2.8 +380 +6.7 

9,740 
2,256 
2,038 

_ 218 
177 

5,506 
560 
645 

5 
3 

56. 5 
24. 4 
26. 7 

2. 3 
1. 7 

+370 
-29 
-37 
+8 
-6 

+3.9 
-1. 3 
-1. 8 
+3. 8 
-3. 3 

+404 
-26 
-30 
+4 
+2 

+7.9 
-4.5 
-6.2 

+400. 0 
+200. 0 

5,711 450 7. 9 +1, 368 +31.5 +128 +39. 8 

709 
972 
558 
414 

4,030 

322 
78 
55 
23 
50 

45. 4 
8. 0 
9. 9 
6. 6 
1. 2 

-2 
-179 
-165 
-14 

+1, 649 

-.3 
-15. 6 
-22. 8 

-3. 3 
+62. 4 

+91 
+7 
-2 
+9 

+30 

+39. 4 
+9.9 
-3. 5 

+64.3 
+150. 0 

I llldadlll fib claa poatmu&er'I ad nnl cwrlen. 

Non: Indude, tbe Dlltrlct of Columbia; Alnadrla ad Falla Church dtlea, Arllnctoa ad Falrfu Coantiea. Va.; Uld MootcomerJ ad Prtnee Oempl
0..1111,Md. 
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tbroqh 

tbroqh 

tbroqh 

Tilt& 8.-N,gro and total ~ kt~ awl lf!l,aty group,, JVN 19n fllNl Jvn,e1963,BOltot& 
OwilB~R,gum 

IOomlNlloat,lhbll, llwabw&tl, Nwllmapaldrl, Bbodllllud,111111VtrmOa&. 

Par CMetPJ 

1968 Change from 1962 

Total 
emplo7eea 

Ntll'o 
Total P•oent Ntll'o P•oent 

Number P•oent 

Total all pay p1ana________ 

Total Clualflcatlon Aot or 
llmllar--------------

08-108-6 tbroqh •-----------------11_______________
08-6 8-----------------08-9 tbroqh 11_______________
08-12 tbroqh 18______________

Total Wqe Board________ 

fl tbroqh U,499 ______________ 
600 through 17,999___________

14,600 *·"-- ---------M,600 tbroqh f79,99___________
'8,000 and over____-------------

Total Poetal Field 8errioe__ 

P~l tbroqh ••---------------P~6 tbroup 11______________
P~6 tbroqh 8_______________
p~ tbrouch 11-_____________
P~12 tbroqh 20--------------

Total other pay p1ana_____

fl tbroup U.499 _____________
,600 tbroach 17,999___________

M,600 tbroqh M.499___________aeaoo tbrouah 11,999___________
18,000 andover_______________

113,361 a,ee2 a. 2 +3,4'7 +a. 1 +128 +a.8 

31,,10--- 1,128 2. I +1, 838 + .. I +8 +.6 

13,'81 _ 11,668 
. 10,362 _ 1,208 

_ 8,391 

7"3 
MO m 
117 
•6 

6. 6 
1. 7 
2. 2 
1. 3 
.7 

-380 
+1,331 

+667 
+782 
+877 

--2..,. 
+7.3 
+6.7 
+1.3 

+16. I 

-28 
+23 

+1 
+1• 
+11 

-a. 8 
+7.3 
+ .. 2 

+1a. 8 
+n.4 

81,fee 1,188 a. 8 +824 +2.1 +81 +s. 1 

J.873 
_ ,460 

11,896 
_ 8,084

1,138 

'81 
783 
814 
189 

2 

1.. 0 
2. I 
a. 2 
2. 1 
.2 

-·ase 
+see 

-8,661 
+',226 

+6'" 

-11. 8 
+2.6 

-16. 6 
+110.1 
+12.4 

-82 
+u1 
+M 

+116 
+2 

-13. 4 
+23. 6 
+6.1 

+213. 0 

----------
fl, 083 1,338 a. 2 +284 +.8 +29 +2. 2 

36,2" _ 6,680 _ "_ 
267 

1,223
109 

= 101 
8 
1 

3.6 
2. 0 
2. 2 
.I 
.4 

-164 
+414 
+•18

-2 
+4 

-.4 
+s.o 
+9.8 
-.2 

+1.8 

+11 
+10 
+10 

----------
----------

+1.8 
+10.1 
+11.0 

--------------------
_ 1,412 16 1. 1 +623 +68.8 +• +88.4 
_ •M _ 708 
_ 389 
_ 387 __ 262 

10•3 
1 
1 

2. 2 
.8 
. 8 
.3 
.4 

-•+406 
+138 
+288 
+121 

-.9 
+136. 3 
+69. 7 

+888. 4 
+12. 4· 

----------+3 
+3 

---------+1 

--- +aoo.. 

----------
-----------
---------~ 

IIJllllaclelt&hellllpos1ZDMIK11Dcllllllal..,.._ 
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TDLB 9.-Negro and total employment by grade anil 6alary group6, Jwne 196S and Jwne J96j, N6'1JJ 
Y orle Owil, Service Region 

(N- J-7 and N- York) 

Pay category 

1963 Change rrom 1962 

Total 
employeee 

Negro 
Total Percent Negro Percent 

Number Percent 

Total all pay plana ________ 

Total Cluliflcation Act or
lbnilar________________

08-1 through 4 _______ - - - - - - - - - -
08-6 through 11_______________
08-5 through 8 ________________
03-9 through 11_______________
08-12through 18______________

Total Wage Board___- ____ 

fltbroup 14,499 ______________ 
500 through $7,999___________ 

M,500 through $6,499___________ 
18,500through$7,999___________ 
18,000 and over________________

Total Poetal Field Service __ 

PPS-I through 4 •--------------PFS-5through 11 _______________ 
PFS-5 through 8 _______________
PFS-9 through 11 _________ -- --- _ 
PFS-12through 20 _____________

Total other pay plane _____

UptbroU1h14,499 ______________ 
M,500 through $7,999 ___________ 
M,500 through 167.499___________ 
18,500 through I ,999- _ - _ -------18,000 and over_______________

231,473 34,328 14. 8 +726 +.3 +2, 020 +6.3 

_ 87,947 10,200 11. 6 +717 +.8 +355 +3.6 

28,251 
_ 44,062 
_ 22,241 
_ 21,811 _ 15,644 

6,742 
3,212 
2,309 

903 
246 

23.9 
7. 3 

10. 4 
4. 1 
1. 6 

-1, 132 
+536 
-601 

+1, 136 
+1, 314 

-3.9 
+1. 2 
-2.6 
+6.5 
+9.2 

+4 
+289 
+189 
+100 
+62 

+. l 
+9.9 
+8.9 

+12. 5 
+33. 7 

42,918 6,822 16. 9 -3, 378 -7. 3 -251 -3.5 

5,360 
34,866 
20,918 
13,948 

_ 2,702 

·2, 232 
4,546 
3,360 
1,186 

44 

41. 7 
13. 0 
16. 1 
8. 5 
1. 6 

-894 
-2, 874 
-5, 296 
+2, 422 

+390 

-14. 3 
-7.6 

-20. 2 
+21. 0 
+16. 9 

-220 
-48 

-990 
+942 
+17 

-9.0 
-J. 0 

-22.8 
+386. 1 
+63. 0 

98,492 17,003 17. 3 +3, 313 +3.5 +1, 966 +1a. 1 

87,379 
10,661 

_ 8,738
1,923 

_ 452 

16,245 
751 
709 
42 

7 

18. 6 
7. 0 
8. 1 
2. 2 
1. 5 

+1, 853 
+1, 446 
+1, 259 

+187 
+14 

+2.2 
+16. 7 
+ 16. 8. 
+io.8 
+a2 

+l, 867 
+98 
+86 
+12 
+1 

+13. 0 
+16. 0 
+13. 8 
+40-0 
+16. 7 

_ 2,116 303 14. ·3 +74 +a& -50 -14. 2 

882 
728 
500 
228 __ 506 

240 
50 
43 
7 

13 

27. 2 
6. 9 
8. 6 
3. 1 
2. 6 

-13 
-52 

-52 
+139 

-1. 5 
-6.7 

-----------18. 6 
+37.9 

-41 
-15 
-9 
-6 
+6 

-14. 6 
-23. 1 
-17.3 
-46.2 
+86.7 

I lleladll Ub clul poemiut.n &ad nara1arrten. 
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TABLJD 10.-N~ro and total, em,p_loym,eflt ~ yratk and 1al,ary gt'OUP,, Jum 1969 and IVIM 19t13, 
Pliikuklplua Owil St'MJi,ce Reg-um 

(Dua--, Maryland, l'mmJlftnia, Vlqlma, and W..i Vlrpala) 

Pay category 

1963 Change from 1962 

Tot.al 
employees 

Negro 
Tot.al Percent Negro Percent 

Number Percent 

Tot.al all pay plane ________ 

Tot.al Claaeificatlon Act orsimilar_________________ 

08-1 through•-----------------08-6 through IL _______________ 
08-6 through 8_________________ 
08-9 through 11________________ 
08-12 throup 18 _______________ 

Tot.al Wage Board ________ 

through 14,499______________ 
~,600 through 17,999___________ 
14,600 through 16,499 __ ---------
16,600 through 17,999 ___________ 
18,000 and over _________________ 

Tot.al Post.al Field Service__ 

PF8-1 through••---------------PF8-6 through 11______________
PF8-6 through 8----------------PF8-9 through IL ______________ 
PF8-12 throup 20 ______________ 

Tot.al other pay pJana ______ 

through h,499 ______________ 
~,600 through 17,999 ___________ 
h,600 through 16,499 ___________ 
16,600 through 17,999 ___________ 
18,000 and over _________________ 

266,929 46,661 17. 6 -l,M9 -0.6 -1, •16 -3.0 

123,849 H,091 11. 4 +2, 627 +2.2 -173 -1.2 

... 2M 
62,MO 
3-i, 639 
28,101 
16,9M 

9,193 
-i, 669 
3,467 
1,202 

229 

20. 8 
7. r, 

10. 0 
{. 3 
1 .• 

-1, 667 
+2, 067 

+726 
+1,3'1 
+2, 217 

-3. 6 
+3.• 
+2.1 
+6.0 

+16. 0 

-302 
+60 
-60 

+110 
+79 

-a2 
+1. 1 
-1. 7 

+10. 1 
+62.7 

80,862 21,,19 26.6 -3, 962 -t.7 -1, 302 -6. 7 

9,686 
68,0.3 
61,799 
16,2 .. 
3,124 

6,114 
16,282 
1-i, 987 
1,296 

23 

62. 8 
23.9 
28. 9 
8. 0 
. 7 

-6, 706 
+732 

-6, 614 
+6, 246 
+1, 021 

-37. 1 
+1. J 
-9.6 

+62.6 
+48. 6 

-3, 398 
+2, 086 
+1, 226 

+860 
+11 

-39.9 
+At. 7 
+8.9 

+197. 7 
+91. 7 

67,164 9,840 17. 2 +616 +1. 1 +134 +1. 4 

_ 
'8,630 

8,319 
7,012 
1,307 

316 

9,116 
724 
709 

16 
1 

18. 8 
8. 7 

10. 1 
1. 1 
. 3 

+43 
+666 
+462 
+1oa 

+8 

+.1 
+7.3 
+7. 1 
+s. 6 
+2.6 

+• 
+129 
+128 

+1 
+1 

(1) 
+21. 7 
+22.0 

+7.1 

----------
.,OOj 1,211 29. 8 -840 -17. 1 -76 -6.8 

2,228 
1,167 

786 
381 
669 

1,162 
61 
40 
11 
8 

61. 7 
{. 4 
6. 1 
2. 9 
1. 2 

-237 
-629 
+78 

-607 
-74 

-9.6 
-31. 2 
+11.0 
-61. 4 
-10. 0 

+11 
-96 
-66 
-30 
+3 

+1. 6 
-66.1 
-61.9 
-73. 2 
+60. 0 

I lncluda Ub due~ and nnl ourlln. 
I 1- 0.06 pen,mt. 



TA111.1111.-Nagro anti total employmfflt l>y yra,tk and Mllary groupa, JVM 19n and JVNJ 1988, 
Atlanta Ofuil 86"Jici Region 

(Alabama,l1odda, Otorlla, Mlllllllppt, Nania Oarallm, 8oa&hOarallm, ,.._, llld VlrllDIllaDdl) 

P.,- category 
Total 

employeea 

1963 

Negro 
Total 

Change f

Pscent 

rom 1962 

Negro Psoent 

Number Pscent 

Total all pay p1am ________ 

Total Clueificationaimi(ar Aot or_________________ 

08-1 through 4_________________ 
08--&through 11. _________. _____ 
08--&through 8--- ---- --- • --- • --
08-9 through 11----------------
08--12 through 18 .... ____....... 

Total Wage Board_______

Upthrough $4,499 .. ____________ 
14,600through 17,999 __ .. _______ 
14,600through 16,499 ___________ 
16,600through 17,999 ___________ 
18,000 and over _________________ 

Total Poatal Field Service __ 

PFS-1 through 41______________
PFS-5 through 11______________
PFS-6 through 8 ________________ 
PFS-9 through 11______________
PFS-12 through 20 ______________ 

Total other pay plane ______ 

Up through U,499 ______________ 
14,600through 17,999 ___________ 
14,600through 16,499. __________ 
16,600through 17,999- __________
18,000 and over _________________ 

276, W7 30,591 11. 1 +2,603 +1.0 -281 -0.9 

120,747 4,286 3.5 +1,872 +1.6 +126 +a.o 

40,640 
61,727 
34,282 
27,445 
18,380 

3,166 
1,053 

799 
254 
67 

7.8 
1. 7 
2.3 
.9 
.4 

-2, 194 
+2.042 

+433 
+1, 609 
+2,024 

-5. 1 
+3.4 
+1.3 
+6.2 

+12. 4 

-84 
+178 
+98 
+so 
+32 

-2.6 
+20.3 
+14.0 
+46.0 
+91.4 

_ 86,905 19,895 22. 9 -2, 046 -2.3 -316 -1. 6 

18,250
63,874 
46,983 
16,891 
4,781 

10,794 
9,098 
8,640 

458 
3 

59. 1 
14. 2 
18. 4 
2. 7 
. 1 

-4, 322 
+936 

-2, 791 
+3, 727 
+1,340 

-19. 1 
+1. 5 
-5. 6 

+28. 3 
+38.9 

-1, 432 
+1, 114 

+848 
+266 

+2 

-11.7 
+14.0 
+10.9 

+138. 6 
+200. 0 

58,676 5,849 10. 0 +2, 261 +4.0 +3 +0.1 

_ 
_ 

_ 

49,347 
8,917 
7,388 
1,529 

412 

5,611 
337 
331 

6 
1 

11.2 
3. 9 
4. 5 
. 4 
.2 

+1, 874 
+377 
+279 
+98 
+10 

+3.9 
+4.4 
+3.9 
+6.8 
+2. 5 

-13 
+16 
+13 
+3 

---------

-0.2 
+s.o 
+4. 1 

+100. 0 
-----------

9,079 561 6. 2 +616 +6.0 -94 -14. 4 

1,984 
4,059 
2,874 
1,185 
3,036 

417 
136 
123 
13 
8 

21.0 
3. 4 
4. 3 
1. 1 
.3 

+22 
+193 
+247 
-M 

+301 

+1. 1 
+s.o 
+9. 4 
-4.4 

+11.0 

+76 
-126 
-66 
-70 
-44 

+21.9 
-47.9 
-30.9 
-84.3 
-84.6 

11D111ac11e4th._~ n&mue111 llld ranl mrr11n. 

Non: Ercludel ._. Rloo lllr 1-llld 1981; and VlrltD lllaDda lilr 1811. 

49 

https://TA111.11


T.A.BLB 12.-Nigro and total employfMflt by grade and ,alary group,, IVM 1961 and IVM 196~, 
0,A.icagoOiw 8~ Rigitm 

Ul1tDoil,llld-., KailallQ, lllablla, Oblo, Uld Wllaalla) 

1963 Change from 1962 

Pay category Negro 
Percent Negro PercentTotal Total 

employeea 
PercentNumber 

Total all pay plaDI- - - - - - - - 311,680 68, 317 18. 7 +a. 288 +1.1 -1, 130 -1. 9 

Total Claaiftcatlon Act or 
1lmflar____- - ---- - - -- --- 133,921 19,966 14. 9 +6. 872 +4.6 +691 +a6 

08-1 through 4 _________________ ff, uo 13, 4M 29. 2 -1, 362 -2.9 -304 -2. 2
08-6 through 11. _______________ 66,377 6,087 9. 3 +a. 967 +6.4 +864 +16. 6 
08-6 throuch 8. - - - - - - - - - - - - - - - - 36, 199 4,623 12. 8 +1, 089 +a2 +561 +14. 208-9 through 11________________ 30,178 1,564 6. 2 +2. 868 +10. 6 +303 +24.0
08-12 throuch 18 _______________ 22,394 424 1. 9 +a. 'l77 +17.1 +131 +44.7 

Total Wqe Board________ 50,303 9,901 19. 7 -2, 728 -6. 1 -446 -4. 8 

fl through 14,499______________ 6,981 3, 128 62. 3 -1, 492 -20.0 -332 -9.9,500 through 17,999 ___________ 41,034 6,762 16. 5 -1, 111 -2.6 -105 -1.6
14,500through S&,499___________ 26,946 6,968 23. 0 -2, 614 -8.8 -212 -3. 4
M,500 through 17,999___________ 16,089 794 6. 3 +1, 403 +10. 3 +107 +1a. e
18,000 and over. ________________ 3,288 21 .6 -126 -a7 -9 -30.0 

Total Poatal Field Servioe. _ 124,217 28, 168 22. 7 +142 +.1 -1, 317 -4. a 
PFS-1through41 _______________ 106, 726 2e,134 24. a -96 -. I -1, 632 -a.a
PFS-6 through IL. ____________ 16, 816 2,016 12. 0 +211 +1. 3 +213 +11.8 
PFS-6 throuch 8 •• - - - - - - - - - - - - - - 14, 124 I, 969 13. 9 +220 +1. e +209 +11.9
PFS-9 through IL _____________ 2,692 67 2. 1 -9 -.3 +4 +7.6 
PFS-12 throuch ~-------------- 876 8 1. 2 +'l7 +4.2 +2 +33.8 

Total other pay plaDI .. ____ 3,239 292 9.0 +2 +. l -68 -1a. e 

fl throuch 14,499_ - - __ - - __ - __ - _ 1,249 237 19. 0 -268 -17. 1 -74 -28. 8 
,500throuch 17,999__- _ ---- _ -- 1,298 43 3. 3 +147 +12. 8 +11 +34. 414,500through S&,499___________ 1,016 39 as +167 +19. 7 +12 +44.4 

M,600through 17,999_ - __ ------- 282 4 1. 4 -~ -6. 6 -1 -~.o18,000 and over. ________________ 692 12 1. 7 +113 +19. 6 +a +71.4 
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through 

TABLB13.-N~ and total empW1/fflMl,tby group,, JUtM 1IJ88,~ and a<J!,o,y 1961 and JUM 
St. Loui,a Owil S~ R~ 

[Jon, KaDw, M1nn--, IOwl, Nebnlb, N.ih Duota and loalll DuotaJ 
r--. 

Pay categcry 

1963 Change from 1962 

Total 
employeee 

Negro 
Total Percent Negro Peroent 

Number Percent 

Total all pay plana ________. 

Total ClaeeUlcation Act or 
similar- - - - -------- -----

08-1 through 4_________________ 
08-6 through 11----------------
08-6through s __- __- - - - _- - _- - - -
08-9 through 11----------------08-12 through 18_______________ 

Total Wage Board ________ 

fl~ugh U,499 ______________ 
,IIOOthrough 1'7,999___________ 

M,IIOOthrough 16,499_- - - - - - - - - _18,IIOOthrough 17,999___________ 
18,000and over_________________ 

Total Poetal Field Service__ 

PPB-I 4 •---------------PPB-6through IL ______________ 
PPB-6through 8________________ 
PP8-9through 11_______________ 
PPB-12through 2() ______________ 

Total other pay plana______ 

fl through U,499 ___-----------
IIOOthrough 1'7,999____-------

M,IIOOthrough 16,499___________ 
11,IIOOthrough 17,999___________
18,000and over_________________ 

144,710 11,565 8. 0 +7,848 +6. 7 +1,086 +10. 4 

67,184 4,620 6. 7 +6, 061 +s. 1 +871 +23. 9 

22,409 
36,661 
20,274 
16,287 
8,214 

3,118 
1,360 
1,066 

306 
42 

13. 9 
3. 7 
6. 2 
1. 9 
. 6 

+1, 600 
+2, 764 
+1,626 
+1, 139 

+797 

+7.2 
+s.2 
+s.7 
+7.6 

+10. 7 

+496 
+363 
+282 
+81 
+12 

+1s. 9 
+36. 4 
+36. 6 
+36. 2 
+40. 0 

17,196 2,268 13. 1 +1, 639 +10. 6 +313 +16. 1 

4,419 
12, 128 
9,039 
3,089 

648 

1,163 
1,098 

996 
108 

7 

26. 1 
9. 1 

11. 0 
3.3 
1. 1 

-121 
+1, 623 

+MO 
+973 
+237 

-2.7 
+14. 4 
+6.6 

+46.0 
+67. 7 

+77 
+232 
+178 

+M 
+4 

+7.2 
+26. 8 
+21.8 

+110.2 
+183. 8 

69,063 4,769 8. 1 +1, 282 +2.2 -36 -.7 

48,686 
10,032 
8,704 
1,328 

446 

4,409 
349 
338 

16 
1 

9. 1 
3.6 
3.8 
1. 2 
.2 

+1, 090 
+203 
+169 
+« 
-11 

+2.3 
+2. 1 
+1.9 
+3.4 
-2.4 

-60 
+24 
+19 
+6 
+1 

-1.3 
+7.4 
+6. 1 

+46. 6 
----------

1,268 28 2. 2 -134 -9.6 -63 -69.2 

613 
601 
368 
133 
2M 

20 
4 
2 
2 
4 

3.9 
.8 
.6 

1. 6 
1. 6 

+6 
-147 
-126 
-22 
+8 

+1.0 
-22. 7 
-26. 4 
-14. 2 
+a.a 

-3 
-69 
-60 
-9 
-1 

-13. 0 
-93.7 
-96. 2 
-81.8 
-20-0 

TN-IIOO H II 
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TABLE 14:.-Negro and total, empl,oymen,t by g'IVMk and aalary group,, J~ 196B and Jtt.M 1963, 
Dallaa Civil, Servwe Begum 
(Art-, IAalllana, OtJabomaUld Te-) 

Pay category 

1963 Change from 1962 

Total 
employees 

Negro 
Total Percent Negro Percent 

Number Percent 

Total all pay plana ________ 

Total ClaMiflcation Act or
1lmllar _________________ 

08--1 through 4_________________ 
~ through IL _______________ 
08-6 throu1h s ______________-- _ 
08--9 throu1h u ________________ 
08-12 through 18 _______________ 

Total Wage Board ________ 

fl through 14,499 ______________ 
,600 through 17,999___________ 

14,600 through 16,499___________ 
16,600 throu1h $7,999__- ________ 
18,000 and over ________________

Total Poetal Field Servioe__ 

PPS-I t.hrough 4 1_______________ 

PPS-6 through 1L _____________ 
PPS-5 throuah 8________________ 
PPS-9 through lL _____________ 
l!PS-12 through 20 ______________ 

Total other pay plana _____

fl through 14,499 ______________ 
,600 through 17,999___________ 

l4,600 through 16,499___________ 
16,600 through 17,999___________
18,000 and over________________

197,907 16,128 8. I +635 +o. 3 +33 +0.2 

95,714 3,237 3. 4 + l, 231 +1. 3 +74 +2. 3 

31,608 
52,403 
28,908 
23,495 
11,803 

2,420 
804 
628 
176 

13 

7. 7 
1. 5 
2. 2 
.7 
. I 

-1, 608 
+1, 545 

+675 
+970 

+ I, 194 

-4. 6 
+3.o 
+2.0 
+4.3 

+11.3 

-12 
+79 
+48 
+31 

+1 

-.5 
+10. 9 
+8.3 

+21. 4 
+ 116. 7 

56,723 7,790 13. 7 -717 -1. 2 -92 -1. 2 

12, 936 
43,024 
37, 715 

5,309 
_ 763 

4,012 
3,778 
3,703 

75 
----------

31. 0 
8. 8 
9. 8 
1. 4 

----------

-4, 029 
+3, 088 
+1, 604 
+1, 484 

+224 

-23. 7 
+7. 7 
+4.4 

+as. 8 
+41. 6 

-572 
+485 
+455 

+ao 
-6. 

-12. 5 
+14. 7 
+14.0 
+66. 7 

----------
43,647 4,972 11. 4 +1, 474 +3. 5 +225 +4.7 

37,323 
6,071 
4,930 
I, 141 

253 

4,771 
201 
198 

3 
----------

12. 8 
3. 3 
4. 0 
.3 

----------

+ 1, 124 
+354 
+267 

+87 
-4 

+3. 1 
+6. 2 
+5. 1 
+8.3 
-1. 6 

+187 
+38 
+37 

+1 
----------

+4. 1 
+23.3 
+23. 0 
+so. 0 

----------
_ 1,823 129 7. I -1, 353 -42. 6 -174 -57. 4 

758 
661 
500 
161 _ 404 

110 
18 
14 
4 
I 

14. 5 
2. 7 
2. 8 
2. 5 
.2 

-310 
-1, 126 

-826 
-300 
+83 

-29. 0 
-63.0 
-62. 3 
-65. 1 
+25. 9 

-137 
-38 
-40 
+2 
+1 

-56.5 
-67. 9 
-74. 1 

+ 100. 0 
----------

I IIIIIDdel~ olaa pGl&mMCen and rural lllllTlen. 
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through 

TABL& Ir,.-Negro and total employment •by yratk and ,aJ,a,rygroup,, Jt.1.M 196B and Jf.fM 1963, 
Dm1Jer Owil Service Region. 

[Artala, Colorado, N- Muioo, Utah, and WJOIDIDI) 

Pay category 

1963 Change from 1962 

Total 
employees 

Negro 
Total Percent Negro Percent 

Number Percent 

Total all pay plana ________ 

Total Claaeification Act or
1imilar _________________ 

GS-1 through 4_________________ 
GS-5 through 11________________ 
GS-5 through 8_________________ 
GS-9 through 1L _______________ 
GS-12 through 18. ______________ 

Total Wage Board ________ 

Up through $4,499 ______________ 
$4,500through $7,999___________ 
$4,500through t6,499 ___________ 
16,500through $7,999___________
$8,000and over ________________

Total P01tal Field Service__ 

PFS-1 4 •---------------PFS-5 through IL ______________ 
PFS-5 through 8_______________
PFS-9 tlirough 11_______________ 
PFS-12 through 20______________ 

Total other pay pJana______ 

Up through $4,499 ______________ 
$4,500through $7,999___________ 
$4,500through t6,499 ___________ 
16,500through $7,999___________ 
$8,000and over ________________

117,082 3,338 2. 9 +3,642 +3.2 +24 +o. 7 

6&,163 1,493 2.3 +2, 278 +3.6 +42 +2.9 

22,443 
33,66& 
18, 726 
14,939 
9,0M 

778 
676 
521 
55 
39 

3. 5 
2.0 
2.8 
1. 0 
. 4 

-274 
+1, 630 

+2M 
+1, 376 

+922 

-1. 2 
+5.1 
+1. 4 

+10.1 
+11.3 

-34 
+74 
+31 
+43 
+2 

-4.2 
+12. 3 
+6.3 

+38. 4 
+5.4 

34,941 1,176 3. 4 +635 +1. 9 -26 -2.2 

6,022 
27,915 
21, 166 
6,749 _ 1,004 

320 
855 
795 
60 

1 

5.3 
3. 1 
3. 8 
.9 
. 1 

-11 
+383 

-1, 424 
+1, 807 

+263 

-.2 
+1. 4 
-6.3 

+36. 6 
+35.5 

-72 
+47 
+27 
+20 
-1 

-18. 4 
+5. 8 
+3.5 

+50.0 
-50.0 

15,727 642 4. 1 +661 +4.4 +2 +o.3 

13,259 
2,331 _ 1,983 

348 
137 

620 
22 
21 

1 
----------

4. 7 
.9 

1. 1 
. 3 

----------

+496 
+148 
+104 
+44 
+17 

+3.9 
+6.8 
+5.5 

+14. 5 
+14. 2 

-4 
+6 
+6 

--------------------

-0.6 
+37.5 
+40.0 

----------
----------

1,251 27 2. 2 +68 +5. 7 +6 +28. 6 

446 
427 
333 
94 

_ 378 

27 
----------
--------------------
----------

6. 1 
----------
--------------------
----------

-113 
+11 
+20 
-9 

+170 

-20.2 
+2.6 
+6.4 
-8.7 

+81. 7 

+10 
-3 
-3 

-----------1 

+58.8 
----------
----------
----------
----------

I lncludtl tth olaa J)Clltmallln and runl oarrias. 
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through 

TilLII 16.-Neg-,o MIil total lffl1'_~ by fl"dlU_MIil ,alat,/ f"'O"P,, JtJM 1961 and JUM 1968, 
8<fflFmncuoo Owil 8fflMf If~ 

ICeldandaaad N"11da] 

Pay category 

1963 Change from 1962 

Total 
employeee 

Negro 
Total Pfl'cent Negro P•oent 

Number Pfl'cent 

Total all pay p1ana________ 

Total Cluliflcatlon Act orllimilar_________________ 

08-1 through•-----------------08-6 through 11________________ 
08-6 through 8_________________ 
08-9 through 11_______________
08-12 through 18_______________ 

Total Wage Board________ 

l through M,f99 __------------
~ ,600 through 17,999- __________ 
M,.600through 16,f99 ___________
16,600 through 17,999___--------18,000 and over ________________

Total Poatal Field Service__ 

PF8-1 f •---------------PF8-6 through 11______________
PFB-6 through 8_______________
PFB-9 through 11______________
PF8-12 through 20______________ 

Total other pay p1ana_____

fl through Sf,f99 ______________ 
600 through 17,999-__________ 

Sf,600 through 16,f99 ___________ 
16,600 through 17,999___________
18,000 and over________________

268,096 M,206 18. 0 +10,76' +'-3 +a. 216 +10." 

112,316 8,603 7. 7 +&,BM +6.6 +811 +10." 

_ 

37,fM 
67,739 
31,776 
26,963
17,111 

6,132 
2,367 
1,868 

"89 
llf 

16. f 
.. 1 
6.9 
1. 9 
.7 

-112 
+f,W 
+2, fOl 
+2,1M 
+2, "31 

-.3 
+s. 6 
+s.2 
+9.0 

+16. 6 

+362 
+ffl 
+337 
+92 
+ao 

+6.1 
+22.3 
+22.0 
+28. 2 
+36.7 

90,807 16,067 16. 6 +2, 67f +2.9 +1, 363 +9.9 

_ 

_ 

2, °"81,117 
39,618 
fl,699 
7,660 

862° lf, 161 
10,726 
3,"26 

M 

fl. 8 
17.f 
27. 1 

8. 2 
.8 

-6'6 
+"80 

-7,31" 
+7,79" 
+2, 639 

-21.1 
+.6 

-16. 6 
+28. 1 
+62. 7 

-296 

+im 
+1, 171 

+39 

-26. 7 
+12. 9 
+'-"

+62.0 
+lH.0 

6f, f7f 10,096 18. 6 +318 +.6 +960 +10. 6 

_ 
_ 
_ 

f8, 6M 
6, f"8 
... 299 
1, H9 

M2 

9,631
"62 
f33 
29 
3 

19.8 
8. 6 

10. 1 
2. 6 
.9 

+f36 
-"6 
+21 
-67 
-71 

+.9 
-.8 
+.6 

-6.6 
-17. 2 

+917 
+•1 
+82 
+9 
+2 

+10.6 
+9.7 
+s.o 

+f6. 0 
+200. 0 

_ 6,600 "39 8. 0 +1,008 +22.• +82 +2a.o 

_ 

6"3 
... 18" 
2,888 
1,296 

773 

101 
33f 
282 
62

" 

18. 6 
8. 0 
9.8 
.. 0 
.6 

+83 
+1, 228 

+697 
+Al 
-303 

+18. 0 
+"1.6 
+31.8 
+69." 
-28. 2 

+36 
+60 
+ao 
+20-• 

+Mf 
+17.6 
+11.9 
+62. 6 
-60.0 

IIJldadelt&helw&1•m ....... alldnnlOlll1en. 
Non: SlllladN Hawaii. 



TilLE 17.-Negro and total employment by grade and salary groups, June 196~ and June 19tJJ, 
Seattle Oivil Service Region 
[Idaho, Montana, Oregon, and Washington] 

Pay category 

1963 Change from 1962 

Total 
employees 

Negro 
Total Percent Negro Percent 

Number Percent 

Total all pay plans __ -~ ____ 

Total Classification Act or 
similar_________________ 

08-1 through 4 _________________ 
08-6 through ll_ _______________ 
08-6 through 8 _________________ 
08-9 through 11________________ 
GS-12through 18 _______________ 

Total Wage Board ________ 

Up through $4,499 ______________ 
U,600 through $7,999 ___________ 
k,600 through $6,499 ___________ 
91,&00through $7,999 ___________ 
18,000and over_________________ 

Total postal field service ___ 

Pl'Prl through 4 1 _______________ 
Pl'Pr5through 11_______________ 
Pl'Pr5through g ________________ 
PFB-9 through 11______________ 
Pl'Prl2 through 20______________ 

Total other pay plans ______ 

fl through $4,499 ______________ 
,600through $7,999 ___________ 

N,600 through $6,499 ____________ 
16,aOOthrough $7,999 ___________ 
18,000 and over_________________ 

89,595 1,961 2. 2 +3, 705 +4. 3 -12 -.6 

45,336 558 l. 2 +3, 449 +8. 2 +59 +11.8 

15,881 
23,894 
13, 110 
10,784 
5,561 

403 
143 
106 
37 
12 

2. 5 
.6 
.8 
.3 
.2 

+373 
+2, 231 

+936 
+1, 295 

+845 

+2. 4 
+10. 3 

+7. 7 
+13. 6 
+11. 9 

+36 
+16 
+16 

----------+1 

+9. 8 
+12. 6 
+17.8 

----------+140.0 

24,605 810 3. 3 -1, 317 -5.1 -124 -13. 3 

4,762 
18,092 
10,395 
7,697 
1,751 

211 
599 
506 
93 

----------

4. 4 
3. 3 
4. 9 
1. 2 

----------

-155 
-1, 438 
-5, 786 
+4, 348 

+276 

-3. 2 
-7. 4 

-35. 8 
+129. 8 

+18. 7 

-158 
+34 
-30 
+64 

----------

-42. 8 
+6.0 
-5 .. 6 

+220. 7 
----------

17,640 554 3. 1 +1, 102 • +6. 7 +as +7.4 

14,696 
2,781 
2,307 

474 
163 

532 
22 
22 

----------
----------

3. 6 
.8 

1.0 
----------
----------

+563 
+533 
+462 

+71 
+6 

+4.0 
+23. 7 
+25. 0 
+11. 6 

+3. 8 

+21 
+11 
+19 

-2 

----------

+4. 1 
+340. 0 
+633. 3 

----------
----------

2,014 39 1. 9 +471 +30. 5 +15 +62. 5 

442 
1, 151 

719 
432 
421 

6 
30 
28 

2 
3 

1. 4 
2. 6 
3. 9 
.5 
.7 

-303 
+597 
+283 
+314 
+177 

-40. 7 
+101. 8 

+64. 9 
+266. 1 

+72. 5 

+1 
+16 
+15 

+1 
-2 

+20. 0 
+114. 3 
+115.4 
+100. 0 

-40. 0 

1lllelodee4th class postmBSters and rural caniers. 

Non: Bscludes Alaska. 
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Negro and Total Employment in Selected Agencies June, 1963 

INDEX 

Negro and Total Employment, 1962-1963 

Table Coverage Table Coverage 
1-1 Department of State (Including AID, 1-13 General Services Administration 

Peace Corps, and IB & WC) 1-14: National Aeronautics and Space Admin-
1-la Department of State (Excluding AID, istration 

Peace Corps, and IB & WC) 1-16 Tennessee Valley Authority 
1-2 Department of the Treasury 1-16 Housing and Home Finance Agency 
1-3 Summary, Department of Defense 1-17 Atomic Energy Commission 
1-3& Office of Secretary of Defense and 1-18 Government Printing Office 

other defense act.i ,·ities 1-19 Selective Service System 
1-3b Department of the Anny 1-20 Civil Service Commission 

1-21 Information Agency1-3c Department of the Navy 
1-22 Small Business Administration 1-3d Department of the Air Force 
1-23 Interstate Commerce Commission 1-4 Department of Justice 
1-24 Railroad Retirement Board1-6 Post Office Department 
1-26 National Labor Relations Board 

1--6 Department of the Interior 1-26 Smithsonian Institution
1-7 Department of Agriculture 1-27 Federal Communications Commission 
1-8 Department of Commerce 1-28 Securities and Exchange Commission 
1-9 Department of r.bor 1-29 Federal Deposit Insurance Corporation
1-10 Department of Health, Education, and 1-30 Federal Home Loan Bank Board 

Welfare 1-31 Federal Trade Commission 
1-11 Veterans Administration 1-32 Federal Power Commission 
1-12 FederalAviationA.gency 1-33 Soldiers'Home 
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Tm.s 1-1.-Negro and total, employment by grade and aalary groupa, JuM 196ft and J'IJ/M 196$, 
Department of State 

[lneladea Asmc, for ln&ernallonal Development, P- Corpe, and the lnl«natlonal Boundar7 and Waler Comml•lonl 

-

Pay category 

1963 Change from 1062 

Total 
Negro 

Total Percent Negro Percent 
employees 

Number Percent 

Total all pay plana ________ 21,476 2,042 9. 5 +1, 009 +4.9 +368 +22. 0 

Total ClusificationliJnilar Act or _________________ 
8,408 1,592 18. 9 -34 -.4 +294 +22. 7 

OPrl &broush 4 _________________ 
08-6&broush 11__ ______________ 
08-6&broush s _____________- ---
08-I tbrouch 1L_ ______________ 
0Prl2 tbroucb 18_______________ 

1,708 
4,480 
3,292 
1, 188 
2,220 

646 37.8 
909 20. 3 
835 25. 4 

74 6. 2 
37 1. 7 

-74 
+322 
+456 
-134 
-282 

-4. 2 
+7. 7 

+16. 1 
-10. 1 
-11. 3 

-12 
+288 
+264 

+24 
+1s 

-1. 8 
+46. 4 
+46. 2 
+48. 0 
+94. 7 

Total Wage Board ________ 434 223 51. 4 +19 +4.6 +as +20. 6 

tlirouab14,499 ______________ 
tbroush 17,99\J ___________U....., &broush 16,499 ___________ 

....,through 17,999___________ 

... andover_________________ 

141 
288 
246 
42 

5 

46 31. 9 
177 61. 5 
160 65.0 

17 40. 5 
1 20. 0 

-3 
+23 
+11 
+12 

-1 

-2. 1 
+s.7 
+4.7 

+40. 0 
-16. 7 

+2 
+35 
+26 

+9 
+1 

+4. 7 
+24.6 
+19. 4 

+ 112. 6 
----------

Total other pay plana •----- 12,634 227 1. 8 +1,024 +s.s +36 +1s. 8 

tlirouab14,499_- - -- - -- - --- --
&broush 17,999 _______ -- - -lt::....., &broush 16,499 ___________ 

....,&broush 17,999___________ 

... and over_________________ 

220 
5,169 
'3,332 
1,837 
7,245 

1 .6 
112 2. 2 
84 2. 5 
28 1. 5 

114 1. 6 

-608 
+542 
+au 
+231 

+1, 090 

-73. 4 
+11.7 
+10.3 
+14. 4 
+17. 7 

·-12 
+27 
+17 
+to 
+21 

-'-92. 3 
+31.8 
+25. 4 
+66.6 
+22. 6 

·---- , ..... 8en1oe Penoonel. 
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TABLE 1-la.-Negro aM total employment by grade aM salary groups, Jwne 196B aM JuM 1963, 
Department of State . 

(E'IC\ud• Apocy for International Development, P..ee Corp11, and the International Bouodar)' and Water Commlalon) 

Pay category 

1963 Change from 1962 

Total 
Negro 

Total Percent Negro Percent 
employees 

Number Percent 

Total all pay plans ________ 13,968 1,260 9.0 +877 +46. 7 +144 +12. 9 

Total Classification Act or
similar 1________________ 

through 4 _________________ G~l
G~5 through IL _______________ 
G~5 through 8-----------------
G~9 through IL _______________ 
G~l2 through 18 _______________ 

13,743 1,064 7. 7 +851 +6. 6 +115 +12. 1 

1,312 
7,555 
5,291 
2,264 
4,876 

446 34. 0 
578 7. 7 
512 9. 7 
66 2. 9 
40 1.8 

-549 -29.5 -23 
+1, 073 +16. 6 +124 

+785 +11. 4 +100 
+288 +14. 6 +24 
+327 +7. 2 +14 

-4.9 
+27. 3 
+24. 3 
+57.1 
+53. 8 

Total wage board _________ 225 196 87. 1 +26 +13. 1 +29 +17.4 

Up through $4,499 ______________ 
$4,500 through $7,999 ___________ 
$4,500 through $6,499 ___________ 
$6,500 through $7,999 ___________ 
$8,000 and over _________________ 

54 
167 
142 
25 
4 

45 83. 3 
150 89. 8 
133 93. 7 
l7 68. 0 

1 25. 0 

+19 +54. 3 +12 
+6 +a. 7 +16 

+11 +s. 4 +5 
-5 -16. 7 +11 
+1 +33. 3 +1 

+36. 4 
+11.9 
+3. 9 

+183. 3 
----------

Total other pay plans ______ ---------------------- ---------- ---------- ---------- ---------- ----------
Up through $4,499 ________ - -- - --
$4,500 through $7,999 ___________ 
$4,500 through $6,499 ___________ 
$6,500 through $7,999 ___________ 
$8,000 and over _________________ 

------------
------------
------------
------------
------------

---------- ----------
---------- ----------
---------- ----------
---------- ----------
---------- ----------

---------- ---------- ----------
---------- ---------- ----------
---------- ---...------ ----------
---------- ---------- ----------
---------- ---------- ----------

----------
----------
--------------------
----------

• Includ11 forelp ~ce penoooel. 
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TABLE 1-2.-Negro and total, empl,oyment by gmde and aal,ary groups, J""'™ 196B and June 1963, 
Department of tM TreaB'Ury 

1963 Change from 1962 

Pay category Negro 
Total Total Percent Negro Percent 

employees 
Number Percent 

Total all pay plans ________ 85,791 10,965 12. 8 +6, 103 +7. 7 +1, 337 +1a. 9 

Total Classification Act or 
similar_________________ 78,037 8,329 10. 7 +6, 233 +8. 7 +1, 266 +17.9 

GS-1 through 4 ____________- - ___ 22,912 5,996 26. 2 +2, 853 +14.2 +968 +19. 3 
GS-5 through ll ________________ 41,701 2,214 5. 3 + 1,821 +4.6 +260 +1a. a 
GS-5 through s _________________ 20,904 1,580 7. 6 +569 +2. 8 +167 +11.8 
GS-9 through 1L _______- - __ - - - 20;797 634 3.0 +1, 252 +6. 4 +93 +11.2 
GB-12through 18_______________ 13,424 119 .9 +1, 559 +13. 1 +as +46.9 

Total Wage Board ________ 6,360 2,630 41. 4 +7 +.1 +97 +a. s 

~ 
through U,499 ________- - _ - - - 863 734 85. 1 -860 -49. 9 -727 -49. 8 

500 through S7,999 ___________ 4,902 1,889 38. 5 +607 +14. 1 +817 +76. 2 
M,500through $6,499 ___________ 4,325 1,862 43. 1 +682 +18. 7 +s11 +77.2 
l&,500through S7, 999 ___________ 577 27 4. 7 -75 -11. 5 +6 +28.6 
18,000 and over _________________ 595 7 1. 2 +260 +77.6 +7 ----------

Total other pay plana ______ 1,394 6 .4 -137 -8. 9 -26 -81. 3 

fl through U,499 ___________- __ 35 2 5.-7 -102 -74. 5 -24 -92. 3 
500 through S7, 999 ___________ 953 4 . 4 -110 -10. 3 -2 -33. 3 

M,500through $6,499 ___________ 611 1 . 2 -164 -21. 2 -5 -83. 3 
l&,500through S7,999 ___________ 342 3 .9 +54 +18. 8 +a ----------18,000 and over _________________ 406 -------------------- +75 +22. 7 --------------------
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TULa 1~.-Negro Gfttl total. nt.ploymlmt by ,raM Gfttl ,alary grovp,, JVM JIJ(JI Gfttl JUN 11JU, 
8Umffl(Jry,Oepartment of De/eMe 

Pay category 
Total 

employeea 

1N3 Change from 1N2 

Nt!ll'o 
Total Percent Nt!ll'o Percent 

Number Percent 

Tot.al all pay ptana________ 947,979 

Total Cluliacal.ion Act or -603,168
limiJar_________________ 

OS-1 through 4 _________________ 167,18908--6 through 11________________ 268,734
OS-6 through 8__- _ - _____- ______ 144,007
08-9 through 11________________ 114,727OS-12tbrougb 18 _______________ 77,246 

Tot.al Wage Board ________ 434,041 

fl through 14,499______________ 37,838 
,aoo through 17,999 ___________ 372,399 

u,aoo through 16,499 ___________ 249,968
11,aoo tbroucb 17,999___________ 122,4.31
'8,000 and over __________•-______ 23,804 

Tot.al other pay plana____- - 10,770 

fl through 14,499______________ 2,730,aoothrough 17,999 ___________ 6,731
M,aoo through 16,499 ___________ 4,661
11,800 through 17,999 ___________ 2,170
'8,000 and over _________________ 1,309 

110,771 11. 7 -9,953 -1.0 -897 -0.8 

38,634 7. 7 +3,620 +.7 +159 +.4 

22,799 13. 6 
14,974 6. 8 
11,644 8. 0 
3,430 3.0 

861 1. 1 

-12, 323 
+9, 283 
+3, 694 
+&, 689 
+6,660 

-6.9 
+a. 7 
+2.6 
+6. 1 
+9.4 

-1, 611 
+1, 479 
+1, 031 

+448 
+191 

-6.2 
+11.0 

+9.8 
+16. 0 
+28. 6 

70,262 16. 2 -12, 871 -2.9 -686 -1.0 

16,834 41.8 
64,197 14. 6 
46, 70'J 18. 7 

7,496 6. 1 
221 .9 

-16, 227 
-4,464 

-37, 232 
+32, 768 

+6, 820 

-28. 7 
-1. 2 

-13. 0 
+36. 6 
+40.2 

-6, 629 
+4, 761 
+1, 199 
+a, w 

+93 

-26. 9 
+9.6 
+2.6 

+90. 1 
+72.7 

1,885 17. 6 -70'J -6.1 -371 -16. 4 

1,447 53.0 
436 6. 6 
374 8. 2 

62 2. 9 
2 . 2 

-621 
+748 
+677 
+71 

-829 

-18. 6 
+12. 6 
+17. 4 

+3.4 
-38. 8 

-2N 
-70 
-53 
-17 

-6 

-17. 0 
-13. 8 
-12. 4 
-21. 6 
-71. 4 



T.w.m1~.-Negro anatotal~ by (lfYMk MIil ,al,ary group,) JUM 1961 and JUM 1968, 
Of!IH of Secretary of Def,mu and other defenae activiti& 

Pay category 
Total 

1963 Change from 1962 

Negro 
Total Pfl'cent Negro Pfl'cent 

emplo'.''eell 
Numbfl' Pfl'cent 

Total all pay plan, ________ 80,692 

Total cluli1lcatlon act orlllmilar_________________ 23,879 

6,208 20. 2 +6, 979 +29.4 +1, 257 +25.4 

3,488 H.6 +5, 161 +27.6 +665 +23. 6 

OS-1 ~ugh 4_________________ 7,544G&-6~ugh 11________________ 12, 631 
~ ~ugh 8 _________________ 7,371G8-9~ugb 11-_______________ 5,160
OS-12~ugb 18_______________ 3,804 

1,914 25.4 
1,516 12. 1 
1, 121 15. 2 

3£5 7. 7 
58 1. 5 

+1,364 
+2, 855 
+1, 501 
+1+364

942 

+22. 1 
+29.5 
+25. 6 
+35.6 
+32. 9 

+183 
+451 
+341 
+110 
+31 

+10. 6 
+42. 3 
+43.7 
+38. 6 

+114..8 

Total Wap Board ________ 4,970 1,625 32. 7 +1, 880 +58. 3 +602 +58. 8 

191~~ "'·""--------------~ugh 17,999___________ 4,665
8',IOO~ugh 16,499 ___________ 3,889 
ll,IOO~ugh 17,999- ___ --- --- - 776
'8,000 and over _________________ 114 

86 45.0 
1,635 32. 9 
1,468 37. 7 

67 8. 6 
4 3. 5 

-131 
+1, 932 
+1, 585 

+347 
+29 

-40. 7 
+10. 1 
+68. 8 
+80. 9 
+84.. 1 

-41 
+643 
+620 
+23 

----------

-32. 3 
+72. 1 
+73. 1 
+52. 8 

----------
Total other pay plane ______ 1,843 

1,496~~ "'·""--------------~ugh 17,999. - _- ------- 230
N,MIO~ugh 16,499 ___________ 177 
ll,IOO~ugh 17,999_ - - - - - - - - - - 63
'8,000 and over _________. _______ 117 

1,095 59.4 -12 -0.6 -10 -0.9 

1,060 70. 9 
35 15. 2 
29 16. 4 
6 11. 8 

--------------------

-121 
+98 
+59 
+34 
+16 

-7. 5 
+67.9 
+50.0 

+178. 9 
+15. 8 

+23 
-33 
-82 
-1 

----------

+2.2 
-48. 5 
-52. 5 
-14.. 8 

----------
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TABLll 1--3b.-Negro awl total envp~ by graJUawl aal,arygroup,, JUM 1961 awl JUM 196.,, 
Departm,m,t of the Arm.y 

Pay category 

1963 Change from 1962 

Total 
Negro 

Total Percent Negro Percent 
employeee 

Number Percent 

Total all pay plan.a __ - - __ - - 325, 117 38,965 12.0 -20, 952 -6.1 -3, 669 -8.4 

Total Clauifioation Act or
similar _________________ 198,652 17,836 9.0 -7, 622 -3. 7 -953 -5.1 

GS-1 through 4 _________________ 
08-6 through 11_ _______________ 
08-6 through 8 _________________ 
08-9 through lL _______________ 
08-12 through 18 _______________ 

65,554 
102,616 
69,644 
42,972 
30,482 

10,590 
6,917 
6,676 
1,341 

329 

16.2 
6. 7 
9.3 
3. 1 
1. 1 

-9, 678 
+389 

-67 
+466 

+1, 667 

-12. 7 
+.4 
-. 1 

+1. 1 
+6.4 

-1, 361 
+347 
+267 

+90 
+61 

-11.3 
+6.3 
+4.8 
+7.2 

+18.3 

Total Wage Board ________ 124,176 20,891 16. 8 -13, 878 -10. 1 -2, 296 -9. 9 

Up through U,499 ______________ 
14,600 through $7,999__ - ________ 
14,600 through $6,499_____ - - ____ 
$6,600 through $7,999___________ 
$8,000 and over _________________ 

16,922 
102,539 
73,908 
28,631 

6,716 

7,010 
13,842 
12,600 
1,242 

39 

44. 0 
13. 6 
17. 0 
4. 3 

.7 

-7, 024 
-7, 691 

-12, 099 
+4, 608 

+737 

-30.6 
-6. 9 

-14. 1 
+18. 7 
+14. 8 

-1, 669 
-716 
-984 
+269 

-11 

-18.3 
-4.9 
-7.2 

+27.6 
-22. 0 

Total other pay plane ______ 2,289 238 10.4 +548 +31. 5 -32} -57. 4 

fl through $4,499 ______________ 
,600 through $7,999___________ 

$4,600 through $6,499___________ 
$6,600 through $7,999___________ 
18,000 and over _________________ 

649 
1,341 

908 
433 
299 

186 
61 
46 

6 
1 

28. 7 
3.8 
6. 1 
1. 2 
. 3 

-306 
+792 
+528 
+264 

+62 

-32. 0 
+ 144. 3 
+138. 9 
+166. 2 

+26. 2 

-344 
+22 
+22 

----------+1 

-64. 9 
+76.9 
+91. 7 

--------------------
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TABLE 1-3c.-Negro a'Nl, total empl<Jyment by grade a'Nl, aalary group,, JWM 196B a'Nl, J'l,//M 196.,, 
Department of the N<J1Vy 

1963 Change from 1962 

Pay category Negro 
Total Total Percent Negro Percent 

employees 
~umber Percent 

Total all pay plans ________ 320,440 45,018 14. 1 +8, 754 +2. 8 +2, 151 +5. o 
Total Classification Act orsimilar_________, _______ 128,093 9,784 7. 6 +6, 260 +5. 1 +600 +6. 5 

GS-1 through 4 _________________ 46,002 6,153 13. 4 -46 -0.1 +69 +1. 1 
08-5 through lL. ______________ 61,838 3,426 5. 5 +3, 740 +6. 4 +476 +16. 1 
08-5 through 8 _______ --- __ -- _ -- 32,946 2,559 7. 8 +1, 627 +5. 2 +337 +15. 208-9 through 11 ________________ 28,892 867 3. 0 +2, 113 +7. 9 +139 +19. 1
GS-12 through 18 _______________ 20,253 205 1.0 +2, 566 +14. 5 +55 +36. 7 

Total Wage Board_ ________ 190,825 35,226 18. r; +6, 393 +3. 5 +1, 900 +5. 7 

fl through $4,499 ________ -- __-- _ 12,524 5,726 45. 7 -3, 560 -22. 1 -2, 854 -33. 3 
,600 through $7,999 ____________ 164, 109 29,342 17. 9 +4, 683 +2. 9 +4, 655 +18. 9

M,600through $6,499____________ 94,410 23,828 25.2 -18, 387 -16. 3 +1, 613 +7. 3
16,600through $7,999 ____________ 69,699 5,514 7. 9 +23, 070 +49. 5 +3, 042 + 123. 1 
18,000 and over_________________ 14,192 158 1. 1 +5, 210 +59. 1 +99 +167. 8 

Total other pay plan1 ______ 1,522 8 .5 -3, 899 -71. 9 -349 -97. 8 

fl through $4,499 ________ -- -- -- _ 56 ---------- ---------- ·-55 -49. 5 -2 -100. 0 
,600 through $7,999____________ 885 7 .8 -2, 869 -76. 4 -342 -98. 0 

M,liOOthrough $6,499 ____________ 494 7 1. 4 -1, 785 -78. 3 -277 -97. 5 
16,600through $7,999____________ 391 ------------ ------------ -1, 084 -73. 5 -65 -100. 0 
18,000 and over_________________ 581 1 . 2 -975 -62. 7 -5 -83. 3 
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through 

T.6.BLB 1-3d.-N,gro and tolal ~by~ aNl ,(!lary group,, JVM 1968 tlflO JUN 1968, 
Deparlnwm,lof tM .Air 11MW 

Pay OMegOry 
TCMI 

1983 

Negro 
TCMI 

Change f

Peroent 

rom 1962 

Nllll'o Peroent 
employees 

Number Percent 

Total all pay plana ___- - - - - 271,730 20,680 7. 6 -4,734 -1. 7 -736 -3.6 

Total Clallilcation Act oraimllar_________________ 162,644 7,626 '- 9 -179 -.1 -163 -2.0 

GS-1 through'-----------------
OS-6 through 11----------------
GS-6 8-----------------Gs-9 through 11_______________
OS-12 through 18___----- ---- ---

'8,089 
81,749 
""046 _ 37,703 
22,706 

4,142 
3,116 
2,288 

827 
269 

8.6 
3. 8 
6. 2 
2.2 
1. 2 

-',063 
+2,299 

+633 
+1,666 
+1, 686 

-7.8 
+2.9 
+1. 6 
+4.6 
+7.6 

-412 
+206 
+96 

+109 
+M 

-9.0 
+7.0 
+'-4 

+16.2 
+26.1 

Total Wage Board________ 11', 070 12,610 11. 0 -7, 216 -6.9 -892 -6.7 

Up through 14,499 ______________ 
14,600 through 17,999___________ 
14.600 through 16,499 ___________ 
16,600 through 17,999___________
18,000and over_______________

9,201 
101,086
77,761 
23,326 __ 3,783 

3,012 
9,478 
8, ffl 

20 

32. 7
·9_4 
11.3 
2.9 

.6 

_., 612 
-3,488 
-8,331 
+4, 843 

+784 

-32.9 
-3.3 
-9.7 

+26.2 
+26. 1 

.-~
-60 

+218 
+6 

m -26.1 
+1.8 
-.6 

+48.0 
+33. 3 

Total other pay plana ______ 6,116 644 10. 6 +2, 661 +108. 4 +309 +131. 6 

flthrough 14,499______________ 
600 through 17,999 ___________ 

'4,600 through 16,499 ____ - _- _- _-
16,600 through 17,999___________
18,000and over_______________

629 
4,276 
2,982 
1,293 __ 312 

201 
343 
292 

61 
----------

38. 0 
8. 0 
9.8 
3. 9 

----------

-139 
+2, 732 
+1,876 

+867 
+68 

-28.8 
+177. 1 
+169. 4 
+196. 6 
+27.9 

+27 
+283 
+234 
+49 

-1 

+16. 6 
+471. 7 
+403. 4 

+2,460. 0 
-100. 0 
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TABLE 1-4.-Negro and total empl,oyment by grade and salary groups, Jwne 196ft and June 196-1, 
Department of Justice 

Pay category 

1963 Change from 1962 

Total em-
Negro 

Total Percent Negro Percent 
ployeea 

Number-\ Percent 

Total all pay plans ________ 31,290 1,213 3. 9 +1, 256 +4.2 +112 +10. 2 

Total Classification Act or
similar_________________ 28,951 1,072 3. 7 +1, 279 +4.6 +93 +9.5 

GS-1 through 4 ________________
GS-5 through 11 ________________ 
Gs-5 through 8-- _______________ 
GB-9 through 11 ________________ 
Gs-12 through 18 _______________ 

_ 6,861 
15,102 
10,270 
4,832 
6,988 

666 9. 7 
384 2. 5 
315 '- 3. 1 

69 1. 4 
22 . 3 

-256 
+1, 399 

+784 
+615 
+136 

-3.6 
+10. 2 

+8. 3 
+14. 6 

+2.0 

+42 
+48 
+42 
+6 
+3 

+6. 7 
+14. 3 
+15. 4 
+9. 5 

+15. 8 

Total Wage Board ________ 1,533 93 6. 1 +81 +5. 6 ---------- ----------
Up through $4,499 ______________ 
14,500through $7,999 ___________ 
~,500 through $6,499 ___________ 
86,500 through $7,999 ___________ 
SS,000and over_________________ 

52 
1,234 

299 
935 
247 

8 15.4 
83 6. 7 
76 25:~7 
2 .8 

-10 
-3 

+29 
-32 
+94 

-16. 1 
-.2 

+10. 7 
-3. 3 

+61. 4 

-7 
+6 
+5 
+1 
+1 

-46. 7 
+7.8 
+7. 0 

+16. 7 
+100. 0 

Total other pay plans ______ 806 48 6. 0 -104 -11. 4 +19 +65. 5 

Up through $4,499 ______________ 
$(,500 through $7,999 ______ -----

t,500 through $6,499 ___________ 
. ,500 through $7,999 ___________ 
$8,000and over_________________ 

26 
130 

11 
119 
650 

9 34. 6 
8 6. 2 

---------- ----------8 6. 7 
31 4. 8 

+14 
-283 
-196 

-87 
+165 

+116.7 
-68. 5 
-94. 7 
-42.2 
+34. 0 

+9 
-4 
-5 
+1 

+14 

-----------33. 3 
-100. 0 
+14. 3 
+82.4 
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Tuu 1-f,.-Neyro and total ~ by 9f'OMand ,alary group,, Jt.l'M 196B and JVN J96j, 
Po,t Of/lo, DdpartmMt.t 

Pay category 

1963 Change from 1962 

Total 
employeea 

Negro 
Total Percent Negro Percent 

Number Percent 

ToW all pay plana ________ 

Total Clauification Act or,1m11u-________________

08-1 throqh 4-----------------
08-6 throqh 11----------------
08-6 throqh 8-----------------08-9 throqh 11_______________
08-12 throush 18 •• ---- ---- - --- -

Total Wap Board... _- .. -
throqh M,499 .. ___________

600 throqh 17,999. __. _____..~ M,600 throqh 16,499. __. _______ 
16,600 through 17,999. __________
18,000 and over________________

Total Poetal Field Bervloe .. 

PFB-1 throuch 4 •---------------PJ'B-6 through 11______________
Pl'B-6 throqh 8----------------PFB-9 through 11______________
PFB-12 tbrouch 20--------------

Total other pay plana. __. _. 

Up throuch M,499______________ 
14,600 through 17,999 ••• --- -----
M,600 thro111h 16,499 ••• --------16,600 through 17,999 ___________ 
18,000 and over ... ___.. ___. _. _ .. 

684,140 89,612 16. 3 +11,980 +2.1 +2, 493 +2.9 

_ 1,619 168 10. 4 +81 +6.3 +61 +4&6 

262 
774 
636 _ 239 
683 

99 
60 
63 

7 
9 

37. 8 
7.8 
9.9 
2. 9 
I. 6 

-18 
+26 
+M 
-9 

+73 

-6.4 
+a6 
+1.0 
-a6 

+14. 3 

+10 
+20 
+29 

---------+3 

+2a8 
+oa6 

+120. 8 
- +60.0 

37 21 66. 8 -2 -6.1 -1 -4.6 

_ 1 
34 
23 
11 

_ 2 

1 
20 
16 
4 

----------

100. 0 
68. 8 
69.6 
36. 4 

----------

-1 
-11 

-----------1 

----------

-60. 0 
-2.9 

----------8.3 

----------

-1 
---------

-·-------------------
----------

-60. 0 
-----------
--------------------
----------

682,476 89,323 16. 3 +11,907 +2.1 +2, 443 +2.8 

499,630 
_ 79,216 

66,206 
_ 13,011 

3,629 

83,747 
6,661 
6,366 

186 
26 

16. 8 
7.0 
8. 1 
1. 4 
.7 

+7, 713 
+4, 200 
+3, 630 

+670 
-6 

+1. 6 
+6.6 
+6.8 
+4.6 
-.2 

+1, 860 
+674 
+634 
+40 
+o 

+2.a 
+11.6 
+11.1 
+27.6 
+66. 8 

9 ---------- ---------- -6 -40.0 ---------- ----------
------------------------
------------
------------9 

----·-----
----------
----------
--------------------

-------------------
----------
--------------------

--------------·---------·----
~·-------

-6 

----------------------
----------
-----------40.0 

----------
----------
----------
----------
·---------

----------
----------
----------
----------
----------

I Illaladee ,th .. pcll&me.... Uldnn1 ean1ln. 

66 



TABLE 1-6.-Negro and total employment by gra,d,e and salary groups, June 196f and June 1963, 
Department of the Interior 

-

1963 Change from 1962 

Pay category Negro 
Total Total Percent Negro Percent 

employees 
Number Percent 

Total all pay plans ________ 65,076 2,346 3. 6 +10, 337 +18. 9 +415 +21. 5 

Total Classification Act orsimilar _________________ 47,992 1,215 2. 5 +6, 454 +15. 5 +147 +13. 8 
GS-1 through 4_________________ 13,927 520 3. 7 +2, 234 +19. 1 +63 +13. 8 
GS-5 through ll ________________ 25,643 669 2. 6 +2, 565 +11.1 +10 +11.7
GS-5through 8_________________ 13,975 537 3. 8 +960 +7.4 +25 +4. 9
GS-9 through 11 ________________ 11,668 132 1. 1 +1, 605 +15. 9 +45 +51. 7 
GS-12through 18 _______________ 8,422 26 . 3 +1, 655 +24. 5 +14 +116.7 

Total Wage Board ________ 16,245 1,092 6. 7 +4, 481 +s8. 1 +254 +so. s 

Up through $4,499 ______________ 5,247 232 4. 4 +1, 629 +45. 0 -125 -35. 0 
$4,500through $7,999 ___________ 10, 118 853 8. 4 +2, 444 +31. 8 +375 +78. 5 
$4,500through $6,499 ___________ 7,640 810 10. 6 +1, 981 +35. 0 +368 +83. s 
$6,500through $7,999 ___________ 2,478 43 1. 7 +463 +23. 0 +1 +19. 4 
$8,000and over _________________ 880 7 .8 +408 +86. 4 +4 +133. 3 

Total other pay plans ______ 839 39 4. 6 -598 -41. 6 +14 +56. 0 

Up through $4,499______________ 300 2 . 7 -476 -61. 3 +2 ----------$4,500through $7,999 ___________ 432 22 5. 1 -178 -29. 2 -1 -4. 3 
$4,500through $6,499 ___________ 281 7 2. 5 -225 -44. 5 _,7 -50.0 
$6,500through $7,999 ___________ 151 15 9. 9 +47 +45. 2 +6 +66. 7 
$8,000and over _________________ 107 15 14. 0 +56 +109. 8 +13 +650.0 

726-880 06t 6 
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TMLm 1-7.-Neg-ro and total ~ by fl"IIU Mid aalary grtNpa, JVM 1961 Mid Jvna 196J, 
D,partmfflt of .Agricvltun 

Pay category 

1963 Change from 1962 

Total 
Negro 

Total Percent Negro Percent 
employees 

Number Percent 

Total all pay plans ________ 95,623 3,105 3. 2 +3, 513 +3.8 +214 +7.4 

Total Claulfication Act or
1imilu- _________________ 82,072 2,326 2. 8 +3,409 +4.3 +61 +2. 7 

08-1 through 4_________________
08-5 through 11 ________________ 
0~5 through 8_________________ 
08-9 through IL _______________ 
08-12 through 18 _______________ 

24,634 
46,772 
26,737 
20,035 
10,766 

1,296 
975 
828 
147 
55 

6. 3 
2. 1 
3. 1 

.7 

.5 

-122 
+2, 592 
+1, 290 
+1, 302 

+939 

-. 5 
+6.9 
+6. 1 
+7.0 
+9. 6 

-39 
+91 
+84 

+7 
+9 

-2.9 
+10. 3 
+11.3 

+6.0 
+19. 6 

Total Wage Board ________ 11,604 765 6.6 +123 +1. 1 +143 +23.0 

fl through 14,499_ - - _ - -- - - - - - - -
,500 through 17,999 __ - - ___ - __ -

14,500 through 16,499 ___________ 
N,500 through 17,999 ___________ 
18,000 and over _________________ 

6,966 
4,558 
3,937 

621 
80 

401 
364 
351 

13 
----------

6. 8 
8. 0 
8. 9 
2. 1 

----------

-494 
+602 
+399 
+203 

+15 

-6. 6 
+16. 2 
+11.3 
+48. 6 
+23. 1 

+42 
+101 
+98 

+3 
----------

+11.7 
+38. 4 
+38. 7 
+30.0 

----------
Total other pay plaD1______ l, 947 14 . 7 -19 -1. 0 +10 +250. 0 

fl through 14,499_ - - ___________ 
,500 through 17,999 ___________

14,500 through 16,499 ___________ 
N,500 through 17,999 ___________ 
18,000 and over _________________ 

484 
1,088 

796 
292 
375 

8 
6 
6 

----------
----------

1. 7 
.6 
.8 

----------
----------

-142 
+17 

-3 
+20 

+106 

-22. 7 
+1. 6 

-.4 
+7. 4 

+39. 4 

+5 
+5 
+5 

-----------·--------

+166. 7 
+500. 0 
+500. 0 

--------------------
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TABLE 1-8.-Negro and total employment by grade and aal,a,ry grO'Upa, J'IJ/IUJ 196B and June 196.j, 
Department of Oommerce 

1963 Change from 1962 

Pay category Negro 
Total Total Percent Negro Percent 

employees 
Number Percent 

Total all pay plans ________ 29,891 3,832 12. 8 +502 +1. 7 +392 +11.4 

Total ClS1111ificationAct or
similar _____________~ ___ 26,517 2,958 11. 2 +291 +1. 1 +235 +8. 6 

GS-1 through 4_________________ 6,190 1,741 28. 1 -128 -2. 0 +89 +5. 4
GS-5 through 1 L _______________ 13,246 1,122 8. 5 -193 -1. 4 +124 +12. 4
GS-5 through 8 _________________ 7,209 920 12. 8 -59 -.8 +86 +10. 3
GS-9 through 11 ________________ 6,037 202 3.3 -134 -2. 2 +38 +23. 2 
GS-12 through 18 _______________ 7,081 95 1. 3 +612 +9. 5 +22 +30. 1 

Total Wage Board _________ 2,354 799 33.9 -383 -14. 0 +94 +13. 3 

Up through $4,499 ______________ 225 161 71. 6 -237 -51. 3 +43 +36. 4 
14,500through $7,999 ___________ 1,970 636 32.3 -170 -7. 9 +50 +8. s 
U,500 through $6,499____________ 1,472 593 40. 3 -200 -11. 7 +36 +6. 5 
16,500through $7,999 ___________ 498 43 8. 6 +30 +6. 4 +14 +48. 3
18,000 and over_________________ 159 2 1. 3 +24 +17.8 +1 +100. 0 

Total other pay plans ______ 1,020 75 7. 4 +594 +139. 4 +63 +525. 0 

Up through $4,499 ______________ 484 64 13. 2 +363 +300. 0 +62 +3100. 0
14,500through $7,999____________ 298 10 3. 4 +198 +198. 0 ---------- ----------14,500through $6,499 ___________ 208 9 4. 3 +160 +333. 3 -1 -10. 0 
16,500through $7,999. _. ________ 90 1 1. 1 +38 +73. 1 +1 ----------18,000 and over____._. ___________ 238 1 .4 +33 +16. 1 +1 ----------
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TABLII 1-9.-Negro and total employment by grade and aalary group,, JU11AJ 196B and Ju,,,e 1963, 
Department of Labor 

Pay category 

1963 Change from 1962 

Total 
employees 

Negro 
Total Percent Negro Percent 

Number Percent 

Total all pay plana ________ 

Total Claaification Act or
aimilar________________

~l through"-----------------08-6 through 11-_______________ 
08-6 through 8-----------------~9 through lL _______________ 
~12 through 18 _______________ 

Total Wap Board ________ 

fl through U, -699______________ 
600 through 17, 999 ___________ 

U, 600 throu1h 16, -699__________
16,600 through 17, 999 ___________ 
18, 000 and over ___----------- __ 

Total other pay plana_____

fl through U, -699______________ 
600 through S7, 999 ___________ 

M, 600 through 16, -699__________
16,600 through S7, 999 ___________ 
S8, 000 and over ________________ 

9,018 1,719 19. 1 +623 +7.-6 +188 +12. 3 

_ 8,879 1,619 18. 2 +692 +7.1 +169 +10. 9 

2, 2"6 
-6,296 
2, -617 
1,879 
2,337 

868 
662 
622 
130 
99 

38. 6 
16. 2 
21. 6 
6. 9 
... 2 

-263 
+-698 
+2-60 
+268 
+367 

-10. 6 
+13. 1 
+11.0 
+16. 9 
+18. 0 

-30 
+138 
+108 

+30 
+61 

-3.3 
+26. 8 
+26. 1 
+30. o 

+106. 3 

113 82 72. 6 +13 +13. 0 +12 +17.1 

_ 

-66 
66 
M 
12 
2 

28 
63 
"3 
10 
1 

62. 2 
so.3 
79. 6 
83. 3 
60.0 

+3 
+9 
+9 

----------+1 

+7.1 
+16. 8 
+20.0 

----------+100. 0 

_,
+16 
+u 
+1 
+1 

. 
-12. 6 
+39. 6 
+ua 
+11.1 

----------
_ 26 18 69. 2 +18 +226. 0 +11 +1, 700. 0 

-_-
-

17 
-----------
-----------
-----------9 

17 
----------
----------
----------1 

100. 0 
----------
--------------------11. 1 

+11 
----------
--------------------+1 

--------------------
----------
----------+12. 6 

+17 

----------
----------
--------------------

----------
----------
----------
----------
----------
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T.w.s 1-10.-Negro and total empwyment by grade and aalary gf'()tl,pa, J't/A'&lJ196B and J't/A'&lJ1963, 
Department of Health, Education, and Wel,fare 

Pay category 

1963 Change from 1962 

TottJ 
egro 

Total PErcent egro Percent 
mploy 

umber Percent 

Total all pay plane ________ 77,798 14,992 19. 3 +7, 423 +10. 6 +1, 107 +s. 0 

Total Clulification Act orlimllar_________________ 66,102 11, ~ 17. 2 +3, 182 +6. 1 +1, 017 +9. 8 

08-1 Uirouch 4_________________ 
08-6 Uirouch lL _______________ 

08-6 throuch 8-- -- - - -----------
OIM throuch lL_ - - ------------08-12 Ulrouch 18 _______________ 

26,766 
32,680 
21, 90t 
10, 776 
6,666 

7,661 
3,736 
3, 19' 

Ml 
106 

2s. 3 
11. 4 
l'- 6 
6. 0 
1. 6 

+62 
+2, 069 
+1, 338 

+121 
+1, 061 

+. 2 
+6.7 
+6. 6 
+7.2 

+1s. 9 

+638 
+461 
+366 

+86 
+28 

+1. 7 
+1a 7 
+12.9 
+1s. 9 
+36. 9 

Total Wage Board ________ 6,341 3,314 62. 3 +237 +3. 9 +21 +o.6 

fl tllroup k,499 __------------
600 throuch 17,999_ - - --------

'6;600 Ulrouch 16,499_ - _ --------.-;600 Uirouch 11,999 ___________
11;000aDdover _________________ 

3,130 
3,147 
2,636 

612 
64 

2,208 
1, 106 
1,073 

33 
----------

70. 6 
36. l 
40. 7 

6. 4 

----------

-331 
+624 
+273 
+261 

+« 

-9. 6 
+20. 0 
+11.6 
+96. 2 

+220. 0 

-317 
+338 
+317 

+21 

----------

-12. 6 
+KO 
+41.9 

+176. 0 

----------
Total other pay plans ______ 6,366 276 6. 2 +4, 004 +200. 4 +69 +33. 3 

fltllroap k,499 ______________ 
600 tllroup 17,999 ___________ 

'6;600 tllrouch 16,499____ -- -----
11;600tllrouch 17,999 ___________ 
11,000aDdover_________________ 

692 
1,647 
1, IM 

493 
3,116 

184 
65 
66 
9 

27 

31. 1 
a9 
.. 9 
1. 8 
.9 

+185 
+1, 264 

+839 
+426 

+2, 655 

+46. 6 
+330. o 
+266. 3 
+626. 0 
+466. 4 

+1 
+49 
+40 
+9 

+19 

+o. 6 
+306. a 
+2ao. 0 

----------+237. 6 
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TABLB 1-11.-Negro and total employmfflt by grade and ,alary group,, JtJM 1961 and J-uM 1968, 
V eterana Adminiatmtum 

Pay category 

1963 Change from 1962 

Negro
Total Total Percent Negro Percent 

employees 
Number Percent 

Total all pay plaoa ________ uo, 273 35,986 23. 9 -"47 -0.3 +707 +2.0 

Total Claaeification Act or 
llimilar•-- _______ . _. _. __ 112,530 21,662 19. 2 +1, 822 +1. 6 +639 +a.o 

OS- 1 through 4 _________________ 
0~5 through 11________________ 
0~5 through 8_________________
0~9 through IL _______________ 
0~12 through 18 _______________ 

53,924 
45,979 
30,255 
15,724 
12,627 

17,098 31. 7 
4, 3" 9.4 
3,382 11. 2 

962 6. 1 
220 1. 7 

-1, 620 
+2, 009 

+918 
+1, 091 
+1, 423 

-2.9 
+4.6 
+a1 
+7. 5 

+12. 8 

-56 
+616 
+381 
+235 

+79 

-0.3 
+16. 6 
+12. 7 
+32.3 
+56.0 

Total Wage Board._. _____ 35,094 13,764 39. 2 -867 -2.4 +100 +1. 2 

ft.through $4,499. __. _________. 
,500 through $7,999___________

$4,500 through $6,499 ______ . _ ... 
$6,500 through $7,999___________ 
$8,000 and over_________________ 

_ 
19,766 
15,026 
12,214 
2,812 

302 

= 
9,929 50, 2 
3,830 25. 5 
3,584 29. 3 

246 8. 7 
5 1. 7 

-2, 300 
+1, 370 

+454 
+916 

+63 

-10. 4 
+10. 0 

+3.9 
+48. 3 
+26. 4 

-687 
+8"4 
+727 
+117 

+3 

-6.5 
+28. 8 
+25. 4 
+90. 7 

+150, 0 

Total other pay plaoa______ 2,649 560 21. 1 -1, 402 -34. 6 -92 -14. 1 

through $4,499. _____________l1/.,500 through $7,999___________ 
$4,500 through $6,499_____ .. _ .. _ 
$6,500 through $7,999__________ . 
$8,000 and over________. ________ 

2,198 
353 
268 
85 
98 

528 24. 0 
30 8. 5 
24 9.0 
6 7. 1 
2 2. 0 

+535 
-1, 285 

-846 
-439 
-652 

+32.2 
-78. 4 
-75. 9 
-83. 8 
-86.9 

+213 
-251 
-161 
-90 
-54 

+67.6 
-89.3 
-87.0 
-93. 8 
-96. 4 

I Docton, deatllta, and DW'IN of tbe Department of Medlclne and Burpry Included u llmllar to ClulUlca&lm Act. 
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