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I The Executive Director has asked ne to help! expedite the 
consideration of applications for errtploymen_t. with the 
Com.uission. Pursuant to this assignment, I have held 
discussions with Mary Valentino and John·Eberle in an 
attempt to +earn t_he. present _status of our staffing pro­
gram. These discussions made clear that it'would be 
very help£ul if Mary Valentino had copies of all appli­ .•.·, .,I' ,,, ' 

cations wJ1ich have been forwarded to' a~'1Y of;Eicial of theI· :·1' 
.1·',Com..;;.1ission. 

I 1 r:•· 

rt·· is, therefore, request.ed 'that as soon as poss_ible you 
forward to Mary Valentino the original· or a copy of any 
application in your.possession which should be considered 
for possible appoin~~ents. 

Upon receipt of.these applications, ari. accelerated pro­
gr~~ of processing applications will be developed. 

In this connection, if there· are any.applications on 
····which you want advance notice_ before the applicant is 

advised as to his/her prospects, please lat me know. 
Your cooperation in this matter will be greatly appre­
ciated. 
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UNITED STATES GOVERNMENT EQUAL EMPLOYMENT 

Memorandura 
See Addressee List Below 

Commissioner Aileen C. Hernandez 

Merit Employment Councils 

Since the subject has been set for an agenda item, I am suggesting 
the following policy decision on merit employment councils: 

1. The Equal Employment Opportunity Commission encourages 
business groups throughout the nation voluntarily to 
form councils for the purpose of implementing Title VII. 

2. The Equal Employment Opportunity Commission urges 
Plans for Progress and other organization (for example, 
the Urban League) to stimulate the formation of such 
councils and to give guidance ,and assistance to them 
in developing meaningful pro_grams to integrate minority 
and women workers more fully into the work. force. '/..__ 

3. The Equal Employment Opportunity Commission will 
provide materials and spea~ers, wherever practicable, 
to assist in the program.s ot these groups. 

The intent of this statement is to lower the priority given to 
EEOC participation in the formation 0f merit employment councils 
not because I do· not feel that. such councils can serve ··a useful 
purpose, but because I believe the commission's limited 
facilities should be focused in other ways for the time being._ 

It is my considered opinion, and I hereby seek Commission 
concurrence, that among the top priorities of the Technical 
Assistance Office at this time should be: 

1. To .maximize the results of indiv.tdual cases by a 
planned program of technical assistance to designated 
respondents; 
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2. To initiate affirmative 
and expanding industries 
that assistance can be 

action contacts with new 
on a planned basis so 

given in integrating work 
forces before hiring patterns have been set. •. I 
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General Counsel 
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Addition to Item 2, Page 1 

I •To achieve this, EEOC will initiate plans to convene a 
meeting jointly sponsored by Plans for Progress,· the 

', .Urban League and.EEOC for the purpose of evaluating exist- . i. 

ing and projected merit employment programs. Other organizations 
(like NAM, Chambers of Commerce, etc.) involved in promoting_~ 
similar programs will also be invited to participate. 

/ 
Addition to Page_2 

3. To draft, for Commission consideration, a proposed policy 
statement on merit employment councils, including specific 
guidelines for meaningful programs by these councils. 
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I'REFACE 

This study, conducted by the Institute of Labor and Industrial 
~elations at Wayne State University, Detroit, Michigan, with th~ 
cooperation of eleven state and municipal civil rights agencies, 
was made possible by a grant from the Equal Err.ployment Ooportunitv

• Commission. 

In addition to providing ·the funds, valuable assistance 1~_1.::\s rend­
ered by members of the Commission staff and we wish to exoress 
gratitude to Commissioner Aileen Hernandez, Alfred w. Blumrosen 
and Herbert A. Belkin for their aid and encouragement in the early 
stages of the study and to Ben Segal from the time he assumed the 
position of Chief of Liaison .. 

Members of the Ins~itute staff .who provided invaluable guidance and 
cooperation include Ronald w. Haughton and Charles M. Rehmus, Co­
Directors; Louis A. Ferman, Resear·ch Director; Mrs. Bonnie DeAthos, 
Miss Elizabeth Brumage_, and Mrs. Billie Wint of the secretarial 
staff. 

Walter R. Greene and Joseph Schore of the Equal Employment Oopor­
tunity program f~r the Department of Defense were extremely generous 
in serving as consultants thereby contributing to the effectiveness 
and validity of the field operation. 

Finally, this study ~would not have been possible without t·he commit-
ment and effort of the director_s-and, in some cases, other adminis­
trative personnel in the eleven participating agencies. By contributino 
their expertise, they provided the necessary guidance and support to 
the investigators and study supervisors. Several agencies also made 
available additional funds from their own budgets in order to enhance 
both the scope and quality of the study. It is the hope of' the nro-
ject staff that the findings conta-ined in this report will benefit 
their programs and that of other public civil rights agencies who 
were not able to participate directly it}.,.-this project. It is also 
hoped that the Equal Employment Opportunity Commission will continue 
to provide financial assistance and support to state and municipal 
agencies and thereby advance the ca~e of merit employment and ex­
panding job opportunities for al 1·: Americans . 

.:: 

--Frances R. Cousens 



INTRODUCTION 

The present document is the ~bird and final report of a study 
undertaken by the Wayne State University - The University of 
Michigan Institute of Labor and Industrial Relations. The 
study was-begun in August, 1965 and was funded by a grant of 

-$165,000 from the United States Equal Employment Opportunity 
Commission. It was designed as a pilot study for the purpose 
of obtaining insights into the employment practices of a number 
of selected industries loca~•d throughout the country rather 
than utilizing the more traditional type of social science 
research approach which attempt-s to corroborate or reject one· 
or more hypotheses. Further, a distinction can be made between 
research projects having data collection as the prime responsi­
bility and the present one which mandates plans· for utilization 
of data as an additional and integral ingredient. 

The impetus for this· project was indirectly provided by a 1964 
study of the New Jersey Divisi·on on Civil Rights by Alfred W. 
Blumrosen, then with the Rutgers University Law School and 
Leonard Zeitz of their Department of Sociology.I 

The findings in the New Jersey study matched a growing consensus 
on the part of intergroup ~elations professionals about state 
and municipal Fair Employment Practices and'Civil Rights agencies, 
namely, that an orientation focused on receiving and processing 
complaints by aggrieved individuals generally has had little 
effect on overall patterns and practices of manr.>ower util1zation 
and employment discrimination. Further, a significant segment 
of the Negro community is increasingly losing confidence in the 
effectiveness of these agencies for the reasons that the claims 
process is exceedingly slow and even when an allegation of dis­
crimination is supported by investigation, there is only slight 
probability that the claimant will obtain the job he originally 
sought. 

Although the Wayne State University division of the Institute 
was made the orime contractor and given responsibility for 
selecting the staff to design and direct the oroject, the field 
research activities were conducted by one or more individuals 
employed by and working under the direction of a public state 
or municipal fair employment or ·civil rights agency. For this 

1Alfred w. Blumrose, "Antidiscrimination ~aws in Action in New 
Jersey: A Law-Sociology Study" and Leonard '?eitz, "Survey of 
Negro Attitudes Toward Law," Rutger!!_ Law__Review, Vol. 19, No. 
2, Winter 1965 
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reason,. more than 70 percent of the total grant was made avail­
able to such agencies under subcontracts with Wayne State Univer­
sity. The consensus of agency directors attending the conference 
in Washington, o.c. on August 19-20, 1965, called by the Equal 
Employment ~portunity Commission to discuss Title VII of the 
1964 Civil Rights Act, was that it would be more productive to 
limit the number of agencies in order to achieve greater depth. 
The determination was then made to select twelve agencies which 
wo~ld receive an allocation for active participation in the 
data collection aspect of the project. 

The process of selecting this number·from a total of approximately· 
100 existing public agencies required the establishment of criteria 
which were cons.idered r,elevant. Among these were the following: 

a. the desire of the agency to 
ment to provide all necessary 

participate 
guidance 

and a commit­
and assistance; 

b. enforcement powers 
and, if possible, 
size and tenure; 

in the area 
a professional 

of ✓ emp

staff 
loyment practices 

of sufficient 

c. the presence of an industry of general importance 
was also impor~ant to the economy of th~ agency's 
isdictional area and/or had been signifi~ant in 
complaint experience; 

which 
jur­

its 

d. the quality 
director; 

of the tentative proposal submitted by the 

e. obtaining a desirable geographic mix. 
obtain such a geographic distribution, 
one agency in a state was chosen; as 
an excellent proposal from Pittsburgh, 
this agency was denied the opportunity 
for the reason that Philadelphia had 

In order to 
no more than 

a result, despite 
for example, 
to participate 

been selected. 

On the basis of these factors, eleven agencies were selected 
to investigate a primary and secondary industry, and it was 
understood that the California Fair Employment Practices Commis­
sion would continue with its investigation of testing programs 
used by employers to screen applicants. Prior to embarking on 
the field work the Illinois Commission withdrew from the project, 
leaving a total of eleven. These are enumerated in the Appendix 
on page 
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One of the stipulations in the contract between_ the ~qual 
Employment Opportunity Commission and Wayne State University 
and subsequently in the subcontrac~s with the participating 
agencies was that each would receive·up to $11,000 for the 
purposes of employing a full-time investigator and covering 
all other administrative costs connected ~ith th~ project. 
Some agencies·found it necessary to supplement this amount 
with additional funds from their budgets whereas others were 
able to conduct ·the project for less than the sum allocated. 

Although some agencies found it necessary to employ two or more 
professionals on a part-time basis, it was clearly understood 
that none of these individuals was to engage in routine or -
other agency activities in addition to or not directly related 
to· the study. All but one or two director_s followed this dictum. 
Those.who did not found that the quantity of work and/or the 
quality of the ?roject was impaired to some degree, thus sub­
stantiating the judgment of Equal Employment Opportunity 
Commission personnal in establishing this edict. 

The recruitment of competent investigators provided the agencies 
with a problem inasmuch as the ideal person to undertake such a 
task-would be one with knowledge and experience in both research 
methodology and intergroup relations. At present in~ividuals 

·with expertise in either are in such great demand that they are 
not readily available; and less so for temporary short-term 
assigments. The problem challenged the creativity of agency 
administrators and was resolved in various ways; where feasible, 
by assigning a senior member of the agenci•s staff to conduct • 
the project and using the allocated funds to replace that nerson; 
by obtaining ~he services of an academician on leave from a local 
college or university on a full time basis or by using mrire than 
one such person to work part-time on the project in conjunction 
with a teaching load. One agency employed a doctoral student 
who had completed his course work but had not yet embarked on 
his dissertation. Such individuals are often available for short­
term research projects in communities with universities which 
have graduate programs in behavioral science disciplines. In 
one instance, the project director assisted in arranging a leave 
for an individual from another state ·agency to work with the 
civil rights·commissiQn for the duration of the project. Un­
fortunately, valuable time was lost because three investigators 
had to be replaced. 

It should be ciearly noted here that although the competence of 
the investigator was a crucial factor in the quality of the data 



-4--

obtained, it was really necessary for the director or another 
ranking official of the agency to be actively involved in such 
a study. Where such a co~itment existed throughout the study, 
the results ·were significantly better and, it may be presumed, 
will better serve the long-ranee interest of the agency beyond 
the immediate purpose of the present study. 

After thg investigators had been recruited, they met with the 
project staff and several resource persons from the Equal Employ­
ment Commission and from th~ cpmmunity on the Wayne State University. 
campus in late November, 1965, to become more fully oriented to 
the goals and objecti~es of the study. Time was also spent in 
modifying the tentative interview schedules and discussing generally 
the methodology to be. followed. Some three months later, in mid­
·March, the project staff again had an opportunity to meet individ­
ually with each investigator to discuss experiences in gaining 
entree to the selected companies and obtaining statistical and 
other types of information from respondents, general acceptance~ 
and cooperation accorded the investigator by respondents, and 
instructions for preparation of the interim report for submission 
to the Equal Employment Opportunity Commission on May l. 

A final meeting with investigators as well as agency reoresenta~ 
tives took place at a debriefing session on the Wayne State­
University campus, June 9-10. Resource people from the E.E.o.c., 
other compliance programs, and the community also attended. Most 
of the agencies were represented by the head of a compliance 
division or another official at that level~ At this conf~rence, 
experiences were exchanged by the investigators, and the entire 
group had an opportunity to meet four officials of the Equal 
Employment Opportunity Commission: Herman Edelsberg, Executive 
Director; Ben Segal, Chief of Liaison; Charles Markham, Director 
of Research; and John Wagley, Assistant to Mr. Segal. 

At the beginning of the study it was possible to establish only 
a few explicit guidelines. The original charge from the E.E.o.c. 
is attached as part of the appendix. As a result, many inferences 
on the part of the project directors were necessary. By the time 
of the debriefing session, all concerned wexe better able to 
enumerate the end products of the study which they envisaged and 
deemed desirable. Of these, ·the greatest emphasis was placed on 
affirmative action, i.e., the ways in which each participating 
agency visualized using the information to achieve greater 
equality of employment opportunity and the utilization of larger 
numbers of Negroes and other nonwhites in their respective areas 
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of jurisdiction. For this reason, it was particularly.important 
to have top ~gency representation present inasmuch as the olans 
and decisions about affirmative action would ultimately be theirs. 
However, ·all agencies were requested to include a section on 
affirmative action as an integral portion of their final report. 

Throughout the field work aspect of the study, duplicate copies 
of completed interviews were received in the project office. 
In order to maintain anonymity of those interviewed, the name 
of each respondent company was systematically removed from the 
face sheet. On the basis of data contained in the interviews, 
including the important interviewer's comments and impressions, 
a series of tentative codes was established for selected items 
which were considered most important in revealing data about the 
following: a company's patterns of recruitment, hiring, upgrading 
and other relevant aspects of its personnel process; needed 
statistical information regarding size and occupational charac­
teristics of the total work force; number and distribution of 
nonwhite employees. It is on the basis of these data that the 
present report was prepared. It is important to note that this 
was done only for the eight agencies using the interview schedule 
prepared by the project staff. Michigan, Philadelphia and Calif­
ornia devised their own research instruments, ones which would be 
more meaningful and productive for their industries and the area 
of testing respectively. 

Early in the project, the decision was made that each agency 
would prepare its own interim and final reports. In tha tradi­
tional type of study, i.e., where a single area is explored, 
the director is usually responsible for the final report of 
findings, albeit the understanding that the individual conducting 
the interview is best able to communicate impressions of the 
respondent and climate of the interviewing situation. In this 
study, comprising as it does twelve distinct industries as areas 
of concern, with a number of characteristics indigenous to each, 
a composite report would have been much less meaningful, analogous 
to a comparison of potatoes and onions whose similarity is limited 
only to the facts that both grow underground and are edible. All 
employers have certain common characteristics in that they hire 
workers and are in business to show a profit. However to attempt 
a comparison, say, between financial institutions with predomin­
antly white collar work forces and manufacturing concerns where 
blue collar jobs are in the majority would have been of relatively 
little value. 
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Another factor which figur~~ importantly in employment patterns 
is the communi'ty in .which the establishment is located. The 
investigator as a resident of the locality knows and can provide 
the subtleties of community life relevant to the study. T~is 
decision proved to be a judicious one, making possible both a 
composite report having greater objectivity and -a series of 
individual-reports containing important impressionistic views 
and conclusions. 

--Frances R. Cousens 

t 
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GQ\LS AND OBJECTIVES 

The major objectives of the study as jointly defined by the 
Equal Employment- Opportunity Commission and the project staff 
were (a) _the development and refinement of a method of approach 
for identifying patterns of discrimination in employment; and 
(b) the development of techniques for utilizing the information 
obtained in the expansion and improvement of employment oppor­
tunities for all minority group individuals, particularly Negroes 
and other nonwhites. The former was to be the responsibility 
of the project staff and the investigators; the latter ~he 
obligation of the respective agency directors. 

It has been noted by a number of observers that, for the most 
part, state and municipal agencies charged with.protecting 
citizens• rights against discrimination in employment have relied 
chiefly on complaints by aggrieved individuals. The consensus 
has been that such reliance and orientation is not a viable 
approach for a broadly-based attack on the problems encountered 
by minority group job ;seekers. What is needed, in addition to 
processing of formal complaints, are pattern-centered or survey 
methods of assessing the overt manifestations of an employer's 
employment policies and their 'implementation at various levels 
within the establishment. 

Because of the importance of this objective, the legal right 
to conduct such investigations was made a major criterion in 
selection of the agencies to participate in the study. In 
addition, ·these agencies could, within their present statutory 
powers and normal range of activities, engage in many types of 
af£irmative action, the need and extent to be dictated in part 
by~he data which had been collected. 

, 
A second objective, agreed upon by most of the agency represen-
tatives who attended the August 1965 meeting in Washington was 
the systematic sharing of both the substantive content and method­
ology of the present study with the many other public agencies 
whom it was not possible to select for direct participation. 
Thus, it was hoped that what could be learned about a given indus­
try in one state or city would contribute to an understanding of 
that industry in another geographic area. Furthermore, the accepte<l 
social science research methodology utilized in this pilot study, 
i.e., selection of a sample, the interview schedules for both 
employers and union officials and the method of analvzing and 
interpreting the raw data, would all be useful. Should any other 
agency wish to replicate the study of any given industry, it 
would be possible· to proceed with a minimum of preliminary effort. 
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A £inal objective was to contribute to an expanded ·and improved 
relationship and cooperation between the federal Commission and 
the state and municipal agencies in effectuating equal employ­
ment opportunity. The Equal Employment Opportunity Commission, 
provided £or by tha Civil Rights Act of 1964 and created at the 
beginning of fiscal 1965 can bring to the problem a national 
perspective and the stature of Congressional action; the state 
and local agencies, in existence for periods ranging up to 
twenty years, can contribute experience of greater longitude 
and the intimate knowledge of their respective jurisdictional 
areas. Together, they can bring greater expertise to bear on 
the problem than any one agency, thus making the sum in actuality 
greater than its parts. 

It is to be hoped that the above objectives have been or will 
subsequently be served by the study; a more accurate assessment 
must wait for future activ~ties by these agencies at all levels 
of government. What is already apparent, however, is that it is 
possible for a representative of a state or municipal agency to 
gain entree to company and union officials for the purpose of 
collecting statistical and attitudinal data. Agencies which have 
been reluctant to attempt such activity should be encouraged to 
proceed in this direction and thereby enlarge their oreviously 
more narrow approaches to fair employment practices through an 
almost total reliance on receiving and processing formal allega­
tions 0£ discrimination. 

--Prances r.. Cousens 
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CHRONOLOGYOF ACTIVITIES 

Pursuant with the goals and objectives of the study articulated 
by the 
earlier 
chronology 

Equal Employment 
in this report, 

of activities: 

Opportunity 
the project 

Commission and 
staff conducted 

discussed 
the following 

- "i. A letter was s
employment or 
was available 
to invite· them 

ent to every 
civil rights 
in order to 

to indicate 

state and municipal fajr 
agency for whom an address 

inform them of the study and 
a desire to participate. 

2. A meeting was held with agency directors and other 
representatives during the Title VII conference sche­
duled by the E.E.o.c. in Washington on August 19-20, 
1966. At this time, there was an opportunity to discuss 
the study and exchange ideas about effective methods of 
conducting the field work phase and utilization of data 
by all public agencies, whether or not they participated 
directly in collecting the information. Early consensus 
developed at this meeting that the funds made available 
for the study be used by a smaller number of agencies 
in order to achieve·greater depth with the clear under­
standing that all reports issued, the methodology, and 
experiences in conducting the study would be shared with 
all. In this way, any agency not participating directly 
could, at the completion of the study, replica~e the. 
investigation of any of the industries and benefit from 
the methodology employed and other experiences of the 
participating agencies. 

During the week of September 13 a total of 42 letters 
were addressed to public agencies for the purpose of 
soliciting informal proposals which would contain a 
primary and secondary industry in their respective areas 
and some Fationale for this selection, i.e., whether 
the industries named were important to their jurisdiction 
and/or had figured significantly in the agency's claims 
experience. A completed questionnaire containing infor­
mation about the agency had to accompany the p~oposal. 

4. Proposals and questionnaires were received from 22 and 
carefully scrutinized in order to select the twelve 
agencies which could realistically be funded for. the 
desired in-depth investigation, estimated to be $11,000 
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per agency. On the basis of a number of variables, 
discussed in greater detail on page , eleven were 
selected to investigate a primary and secondary indus­
try, and the California F.E.P.C. enabled to continue 
their study of testing. 

s. At a meeting with public agency representatives attend­
ing the NAIRO conference in Chicago: during mid-October, 
the project staff, a Commissioner and two members of 
the E.E.o.c. staff discussed the projected study and 
informed the group which agencies had been selected. 
It was again pointed out that all public _agencies would 
receive reports of the findings and generally share 
the study experience. 

6. The twelve agencies selected for direct participation 
were instructed _to submit a more detailed proposal and 
proceed to obtain the services of a full-time investi­
gator,.the latter in consultation with the project staff. 

7. Soon after this meeting, the Illinois Commission asked 
to withdraw from the project. 

a. At the end of November the investigators attended a 
briefing sessio~ at Wayne State University for dis­
cussion of the study objectives and ten,tative instruments. 

9. Interview schedules and manuals were prepared for both. 
employers and union officials, duplicated and sufficient 
quantities mailed to eight of the participating agencies. 
The other three cho.se to devise their own instruments 
which, in their opinion, would serve their respective 
studies more effectively and were permitted to do so 
after submitting them to the project office. 

10. Equal in importance to a competent investigator is 
- access to the industry to be investigated. Most of the 

agencies released news stories of their participation 
in the project and/or notified ootential respondents by 
means of letters, meetings, or similar devices .. The 
Michigan Commission prepared a brochure with questions 
and answers about the study for distribution to building 
contractors, union officials, and other interested groups. 
In Philadelphia, the agency worked through the organiza­
tion of hospital administrators; New Jersey enlisted the 
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aid of--the Public Service Commission; in D.C. the inves-
• tigator was able to gain access to bank officials and 

their counterparts in the other financial institutions 
surveyed and the Missouri study director attended a con­
ference of restaurateurs in order to learn more about 
this industry. In almost every'case, the participating 
agencies exhibited creativity and aggressiveness and 
succeeded to varying degrees in gaining access and co­
operation from those whom they interviewed. The industry 
leaders were not helpful in all cases, however. In one 
instance, the management organization threatened to be 
a deterrent rather than a help and had to be deal~ with 
by the agency administration in order to protect. the 
validity and reliability of the study. Neither did 
community leaders prove to be universally helpful. Where­
as in Washington, a letter £rom the District eq~ivalent 
of a city's mayor succeeded in providing essential access 
to bank presidents, in another city a similar letter from 
the mayor was ignored by such a large ·number of company 
presidents that the effect on respondents in the sample 
was negligible. 

11. The :field work was begun in December and January. A 
sample was drawn and interviews conducted using either 
the standard questionnaire devised by the project staff 
or one prepared by the agency. As interviews were com­
pleted, copies were sent to the project office for reac­
tion and, where necessary, technical assistance.· 

12. On January 1 a status report was submitted to the E.E.o.c. 
and copies subsequently distributed to all state and muni­
cipal agencies. 

13. Early in February, the project director met with members 
of the E.E.o.c. staff and further refinements and clari­
fication made. 

14. Early in March, in the offices of the New York City 
Commission, the project staff met with all but two of 
the investigators; (the others were visited later) to 
share :field.experiences to that point and to provide 
suggestions for preparation of the interim report. 

15. On May 1 an interim report was submitted to the E.E.o.c. 
and, as in the case of the earlier document, distributed 
to all public agencies. This contained a chronology of 
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the prelimin_ary steps taken by each agency to gain 
entree and achieve the cooperation of leaders in the 
industry they were to investigate, and the findings 
accumulated to that point. The latter were extremely 
tentative; furthermore, there were sharp fluctuations 
in the progress made of the investigators. For these 
r~asons, no attempt was made to generalize but, rather, 
to present a status report for each agency. 

16. The cutoff for data collection was June 1 in ord~r to 
allow investigato~s sufficient time to prepare for 
the debriefing session. 

17. On June 9-10 a debriefing session was held on the Wayne 
State campus for all the investigators; agency directors 
were urged to attend· .or send a representative to join 
the discussion of field experienc·es and hear· presenta­
tions by the Executi~e Director, Chief of Liaison, 
Research Director and Assistant to the Chief of Liaison 
of the Equal Employment Opportunity· Commission. 

18. Each agency was instructed to begin work immediately 
on the coding, tabulation, and interpretation of its 
findings preparatory to writin~ of the final reoort 
which was due in the project office no later than June 
30, 1966. Although additional interviews might have 
been conducted, in the judgment of the project staff, 
it would be more productive to spend maximum time on 
analysis of data already collected than to sacrifice the 
quality of this crucial aspect for the sake of a few 
more interviews. Final reports were to be the respon­
sibility of each agency whether it was based on the 
standard questionnaire or designed for its particular 
industry. 

19. During the remainder of June and throughout July the 
project office received additional completed interviews 
but final reports, for the most part, were extremely slow 
in coming in. Although no records were kept, it can be 
stated that on June 30, not a single report had been 
received._ The following week, reports were in from only 
Wisconsin and Philadelphia, the latter having included 
data on the insurance industry in addition to hospitals 
which had been their primary area of investigation. 
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20. For approximately six weeks during July and August, 
the p~oject office conducted a coding and tabulation 
operation for a·number of items based on raw data in the 
completed interviews from the eight agencies using the 
standard questionnaire. Although each agency had been 
asked to prepare its own final report, it was felt that 
much could be gained from a comparative analysis of these 
items between industries studied, in some cases totals 
for the agency, and finally composite data for all eight 

-·agencies. In processing these data, decisions about 
degree of refinement were made for each agency depending 
on the nature and variety of industries surveyed. Thus, 
in Missouri hotels, motels, and restaurants were combined 
but utilities treated independently, whereas in D.C. 
where the study included banks, savings and loan companies, 
and insurance, for some purposes these were ·combined and 
at other times treated individually. Similarly, in Ohio 
machine tool and glass companies wer~ analyzed both sep­
arately and together as manufacturing. These decisions 
were based on the similarities and differences between 
the industries as learned from the interviews. In Louis­
ville so many disparate types of ~ompanies had been 
visited (retail and wholesale siores, breweries, banks, 
transportation and communication, and manufacturing} and 
so few interviews for each that all the companies were 
combined and treated as a single entity. Besides the 
qualitative differences.between industries which- dictated, 
in large part,.the decision on treatment of the data, 
there was the matter of completeness which provided an 
additional variable. In many cases, stastical information 
and/or responses to open-ended questions. were missing for 
such a large number of interviews that separating them 
into categories would have produced little if any usable 
and reliable meaning. Therefore, some cells or cate1o~i•s 
were collapsed in order to produce frequencies of greater 
statistical significance. 

21. The final report of findings submitted by the project 
staff to the Equal Employment Opportunity Commission is 
composed of several parts, as follows: (a) individual 
industry and agency reports of employment statistics 
and frequency of responses to the selected questions in 
the standard interview schedule, ile., the one devised 
by the project staff and used by eight agencies; (b} a 
composite report of these industries as well as the 
analysis and interpretation of the project staff; 
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(c) the eleven reports prepared by each agency as 
submitted to the project. office. 

22. At the debriefing session, the agencies were asked and 
agreed to submit fifty copies of their respective final 
reports, inasmuch as the job of preparing a stencil or 
other master is considered by most typists to be less 
difficult than producing several carbon copies. This 
effort.by the agencies has served to greatly decrease 
the amount of work required of the project secretary, 
and is sincerely appreciated. The fifty copies were 
distributed as follows: 20 to the E.E.·o.c.; 14 to the 
investigators, most of whom are no longer with the agency 
for which they directed the project; 11 to the partici- • 
pating agencies; and the remaining five for the co­
directors of the Institute of Labor and Industrial Rela­
tions, its research Director, and the two project directors. 

23. Although the project office had assumed the responsibility 
of duplicating and distributing approximately 90 copies 
of the first two reports to all the public agencies, this 
was not possible in the case of the final report. First, 
it was several times larger in volume; second, the oro-
ject office was moved from the Wayne State campus on 
August 31; with the delay in receiving agency reports, 
it was a physical imoossibilitv to complete the writing 
in sufficient time for the composite report to be dunli­
cated in quantity. The E.E.o.c. staff very kindly consented 
to undertake this responsibility, and therefore only a 
limited number of copies were prepared, for the E.E.o.c. 
and to retain in the files of the project office. 

https://effort.by
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CC>IMENI'S ON THE STANDARD INTERVIEW SCHEDULE 

One of the methodological objectives of the study was to devise 
a standard interview schedule sufficiently flexible for use in 
a variety of industries and subsequently, to assess the utility 
of this instrument and suggest modifications in its design ... In­
vestigators for eight of the participating agencies used the 
standard questionnaire devised by the project staff. The other 
three agencies found it more feasible to construct their own in­
struments, although many of the questions in the standard interview 
schedule were iliained. A copy of the standard questionnaire is 
included in the appendix section of this report. 

The standard interview schedule was divided into eight sections, 
exclusive of a statistics form for data about the number and dis­
tribution of white and nonwhite employees in the company at the. 
time of the interview. Each section was designed to elicit infor­
mation about some particular facet of the company's employment 
policies and procedures. The sections-and general types of infor­
mation sought were: (1) A face sheet, indicating the foliowing: 
(a) title and duties of the respondent, (b) the company name and 
location (deleted before submitting completed interviews to the 
project office), (c) the company's major product or service; (2) 
general employment practices and procedures, with emphasis on 
affirmative action measures undertaken by the-company; (3) re­
cruitment programs and procedures; (4) training and upgrading 
programs and procedures; (5) company-union relationships and 
agreements; (6) contacts with civil rights organizations and fair 
employment practices agencies; (7) anticipated changes in employ-
ment policies and procedures; (8) a statistics form; (9) interviewer's 
comments about respondent cooperation, the general tone of the 
interview, etc. 

The statistics form for this study follows the basic format of the 
Standard Form 40 devised by the President_' s Committee on Equal 
Employment Opportunity. Two of the eight agencies using the 
standard questionnaire found it ·advisable to develop statistics 
forms better suited to the industries they were studying. These 
were New York City (retail trade) and Missouri (hotels, motels, 
and restaurants). In both cases it was felt that the job categories 
on the standard form did not adequately reflect the employment 

_structure of the industry. There is little doubt that the form 
devised by the project staff is more useful for manufacturing 
concerns; for other types of companies measures similar to these 
taken by the New York City and Missouri investigators should be 
considered 
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Some inveatigators found it more profitable to send the sta-
tistics form with an explanatory note to a company several days 
prior to the interview. Others obtained the information from 
the respondent at the time of the interview. There is no clear 
indication that one technique is best under all conditions; each 
method has some advantages. If it is believed that sending the 
form ahead would foster a defensive attitude on the part of res~ 
pondents or destroy the desired spontaneity in the interview, 
obviously this technique should be avoided._ On the other hand, 
where no such problem is anticipated, sending the form beforehand 
serves to cut down the length of the interview session. In addi­
tion, having the completed form in hand at the time of the interview 
permits the investigator to make a quick assessment of the employ­
ment picture before launching into the other questions. 

Turning now to the question series in the schedule, the following 
general comments are in order. • (1) Although we believe the inter­
view schedule is thorough in its coverage, there is little doubt 
that its utility is compromised unless the interviewer has some 
prior knowledge of the employment structure in.the type of organ­
ization he will be visiting. For example, there are obvious 
differences between machine tool companies and retail trade estab­
lishments, and without such knowledge of features peculiar to an 
industrial type, an interviewer may lose valuable time and even 
adversely affect the respondents cooperation by failing to adapt 
some questions or by stating others inappropriately. Most of the 
investigators in the current study met with industry representa­
tives before going out to interview. These contacts provided a 
general understanding about typical features of the employment 
structure within th~ particular industry. All attested to the 
value of these meetings in saving time and contributing an orien­
tation to the general employment situations to which the questions 
were to be applied. 

(2) Although they are grouped by categories, none of the questions 
should be treated as discrete items of information. The entire 
schedule is designed as a tool to be used in obtaining the overall 
picture of a company's employment practices and procedures, with 
particular reference to job opportunities for nonwhites. 

(3) The information obtained by using the standard questionnaire 
can only provide a profile of the employment pattern in a company 
or industry, and care should be taken to assess each item in terms 
of its relationship to the whole. 

(4) There is no substitute ~or the interviewer's skill in using 
the questionnaire. A thorough acquaintance with its design, the 
proper wording of the questions, even voice inflection, the use 
of probes to obtain maximum information, and ability to keep the 



-17-

respondent interested and the interviewing process flowing 
smoothly are requisite to its effective use. However adequate 
·the schedule maybe, the intervi_ewer' s competence is a cri tica~ 
factor. At a _minimum, the interviewer should be thoroughly 
knowledg~able.about the instrument and have used it-~n a number 
of practice situations before conducting interviews in the field. 

(5) In its current fo~m, questions in the interview schedule are 
not numbered consecutively throughout. Instead, a new sequence 
is started at the beginning of each section. We now feel this 
was a mistake, and coding operations would have been made easier 
by arranging numbers consecutively for th~ entire schedule. 

Generally speaking, the interview schedule was considered ade­
quate, and comprehensive by the investigators who used it, although 
their cum~lative experiences have suggested some modifications and· 
recommendations _for future use. In some .cases these suggestions 
reflect experiences within a particular industry and in others they 
relate to the instrument without regard to industry type. Both 
types are considered in the following discussion. 

The information sought on the face sheet (page 1) of the question­
naire is fairly standard for this kind of study. However, the 
experiences of the coders who worked with the completed question­
naires suggest two matters to which interviewers should be especially 
sensitive: (1) In addition to his official title and major duties, 
it is important to know where the respondent is located in the 
company's organization structure. It may be necessary to ask for 
more information than the questi~nnaire contains in ·order to estab­
lish this. (2) The major product or service of the company should 

·be carefully specified. The usefulness of this becol'lles apparent­
when interviews are grouped according to industrial codes (e.g~, • 
the Standard Industrial Code was used in the present study). 
Incomplete or partial information makes it difficult to classify 
a company correctly. 

Relatively few of the companies surveyed in the.present study were 
members of Plans for Progress. In the questionnaire (page 3), a 
"no" answer to the question about membership ·in Plans for Progress 
is followed by a further question which asks whether the company 
participates in a similar plan or program. Our experiences show 
that many respondents apparently struggled to give some type of 
affirmative answer to the latter question, in many cases naming 
an almost random assortment of items. This series was designed 
to uncover other types of affirmative action but in view of the 
results it would be wise to eliminate all ·questions but the ··one 
dealing with Plans for Progress. This would save time and avoid 
"coaching" respon~ents. The mea_ning of the question should be 
made explicit to the respondent. 
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In an industry where any type of special plans or programs for 
equal employment opportunity are virtually nonexistent, such as 
the service establishments studied in Missouri, this entire 
section should be eliminated. Where some program did exist, 
experience showed that the information was quickly volunteered 
by the respondent, whereupon the interv.iewer followed it up by 
several other questions to get more details. But ·the series of 
questions itself is meaningful only if there is an established 
company commitment to an equal employment opportunity program, 
and where this is not the case, valuable time can be saved by 
eliminating irrelevant questions. 

The question series on recruitment procedures, which begins on 
page 6 of the questionnaire, invites both general and specific 
comments. Generally speaking, the questions are concerned with 
typical recruitment sources used by a company and any special 
sources which have been developed to facilitate recruitment of 
Negro applicants. ()_ur experiences show that although a single 
enumeration of various sources is useful in itself, the utility 
of the questions is extended if some probing is done to dete~mine 
how productive the respondent feels each source or channel of 
recruitment has been. For example, in the first question in this 
series (Q. 1, page 6), it is useful to know not only the different 
recruitment sources used for various job levels in the company 
but also which sources are used with greatest frequency for each 
level. To illustrate, if a resoondent reports both use of news­
paper ads and referrals by present employees, the further question 
can be asked as to which is considered most productive, in as much 
as dependence on personal referrals has been shown to be a dis­
criminatory mechanism in companies where the employee base is 
predominantly white. The same general advice can be applied to 
questions 4a-4c on page a, where questions are asked about specific 
company-community contacts. In shor\ a simple enumeration is not 
adequate and more qualitative information is needed. 

On page 11, question 10, asks about preferred minimum educational 
requirements. A simple "yes" or ''no" answer to this question is 
not sufficient. Actually, the omission of follow-up questions 
was recognized and corrected early. On the basis of experience, 
two modifications are suggested: (1) It is important to discover 
not only whether a minimum educational requirement exists but 
also whether it is a standard which is rigidly applied or at 
times relaxed. (2) It is also important to find out if and how 
the educational requirements vary with job levels in the company. 
Neither point was prescribed in the_ current study, and analysis· 
of the completed interviews shows that these were serious omissions. 
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The series of questions on testing (Qs. 11-llc, page 11) are 
important ones and perh~ps the most difficult to administer. 
Little can be said other than advising the i~terviewer that he 
should probe these questions until satisfied that he has a clear 
picture of the role of testing in the company. At a.minimum, 
probing should be continued until two types of information are 
obtai~ed: (1) The kinds of tests used to sc~een applicants for 
various types of jobs; and, (2) whether the tests used are related 
to job-performance (typing ability) or to general a~ility (e.g., 
the Wonderlic). Also, our experience shows that testing programs 
are highly informal in some industries, such as the Missouri 
service establishments and a large number of retail stores in New 
York City. Where this is the case, these questions should not be 
forced, since there is the danger of making testing programs 
appear more formal and important ·than they actually are. 

Few responses were obta.ined to question 12, page 11, and the 
question itself seemed to antagonize some respondents. The 
question contributed little of a useful nature and should be 
excluded from the instrument. 

Questions 13-14j, pages 11-13, deal.with the company's use of 
private and public employment agencies. In constructing the 
schedule, it was considered important to maintain the public­
private distinction, but for a variety of reasons the results 
were generally obscure and coding made very difficult. One ques_­
tion, 13a, probably should be restated in order to clearly identify 
companies using on~y one type of employment agency. Other· than 
this there is little reason to revise the question series, but 
interviewers are well advised to maintain a clear distinction 
between public and ·private agencies throughout. 

The series on training and upgrading procedures, which begins on 
page 14, is one of the most important in the questionnaire. In 
constructing the schedule it was felt that no standard set of 
question could be devised which would anticipate all contingencies 
relevant to promotion and upgrading. A review of this section does 
not suggest specific changes in the questions, but they would be 
greatly improved by being adapted for each particular industry. 
For example, apprentice training programs are not found in all 
types of companies. In Missouri practically no employee training 
programs of any type were found in the service industry. Infor­
mation obtained from banks in Washington, D.C., showed that while 
employee training programs do exist in the industry, the term, 
"apprentice training program," is not appropriate to describe them. 

I, • 
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Some investigators found that training and upgrading procedures 
within an industry are generally in~ormal, making some questions 
in the series irrelevant ~nd some responses brief and lacking in 
reliability, As in the case o~ testing, caution must be exercised 
to avoid making a company's policies and procedures appear more 
formal then they actually are. ·In Missouri few standard promotion 
procedures were discovered in the service industry. In Washington, 
D.C., many respondents mentioned "ability and merit"'' to be of 
greater importance than most o~ the categories included in question 
3, page 15. Investigators who studied manufacturing concerns fre­
quently found the entire series more appropriate with few modifi­
cations, whereas in other cases terms, like "seniority," were 
practically foreign to an industry. In sum, the questions were 
designed to serve as guides for determining how training and up­
grading procedures figure in a company's overall employment picture. 
The interviewer must accept the responsibility for getting as com­
plete information as possible, adapting questions where necessary 
and perhaps even registering additional comments on separate sheets. 

The question series dealing with company-union relationships (Qs. 8-
12, pages 18-19) did not generally elicit significant information. 
It is possible that the questionnaire could be modified to include 
only questions 8 and 9, and the general information sought by the 
questions obtained by probing question 9. The typical responses 
to these questions in the current study showed a conviction that 
control over employment functions is a managerial prerogative and 
unions have little or no effect on the company's equal employment 
policies. Questions 10-12 had the effect of belaboring anoint 
which the respondent considered closed. 

Questions 13-19f, pages 19-21, ask about the company's contacts, 
if any, with civil rights organizations and/or rublic fair emolovment 
practices agencies. Al though responses to the questions ~,arieo 
considerably in the current study, there is little reason to make 
basic changes in the questions. One possible change would be 
substituting, "In what ways could such an agency be heloful to your 
company?", with present question 19f. Our data show that most 
employers generally have little knowledge about the public fair 
employment practices agencies in their community or state, and 
other than the implications of question 19g, specific impressions 
of the agencies by employers are not obtained by the questionnaire 
as it now stands. 

Questions 20-2la did not prove effective. This series was devised 
to "round out" the interview on a fairly informal note, but it 
would appear that the questions are more time-consuming than mean­
ingful. It is possible that the entire series could be boiled down 
to a single question similar to the present #21, followed by~ one __like 
the present 20f. 
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In co~clusion, our experience shows that in the hands of a com­
petent interviewer, a .standard questionnaire can be useful in 
studying a variety of industries, although some adaptations in 
the wording of questions may be necessary to make them more mean­
ingful in particular cases. As is true of most studies, success 
-ful use of the schedule is largely dependent on interviewing skills. 

--Frances~. Cousens 



FINDINGS 
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INTROOOCTION 

Each agency's investigator(s) was asked to prepare an analysis 
of the data obtained through the interviews. The individual 
agency reports contain these analyses, and in most cases th~ 
reports also include statements prepared by the agency director 
or another agency offi~al about the utilization of .the data for 
affirmative action. 

The project staff also.decided to utilize a series.of codes and tab­
ulate responses to selected items in the questionnaire for each 
agency that had used the standard questionnaire. This was done-
for eight of the agencies, with the Michigan, Philadelphia, and ~ 

Californi~•agencies excep~ed, in as much as these had decided to 
develop different interview schedules more suitable for their 
respective investigations. 

In estab1ishing codes for the quest~on series there was no expec­
tation that these tabulation would, or could, substitute for the 
individual agency reports. Since, the investigators who had ac­
tually conducted the interviews were more able to convey ideas 
and impressions about the community locales, respondent cooper­
ation, and the general tenor of the interviews than is possible 
for anyone removed from the actual field experiences.· Thus, for 
a more thorough statement about any individual agency's findings 
about a particular industry, the reader is well advised to refer 
to that individual report. 

In establishing the co~es and independently preparing tabulations 
fbr selected questionnaire items, the project staff had several. • 
objectives in mind: First, a key item in the entire interview 
schedule pertained to employment data for the company at the time 
of the visit, and it was of interest to note (a)·the extent of 
cooperation afforded field investigators by employes with respect 
to such a request, and (b) the comparative distributions of white 
and nonwhite employees in the workforces of the companies visited. 
Second, such tabulations were considered necessary for the pre­
paration of general statements to be included in the composite 

-report prepared by the project staff. Third, because the research 
effort was designed as a pilot study, with one objective being the 
refinement of methodological approaches, it was felt that this 
would help to provide suggestions for methods of approach in future 
studies of this nature. 

As noted previously, not all it~ms in the questionnaire were coded 
and tabulated. In addition to the employment data, t~enty differen~· 
parts of the questi~n series were included in the codes. In some. 
cases, the code developed represented the sum of responses -to more 
than one question bearing on ~he same general topic, e~g., different 

https://series.of
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job classifications Negroes have held and sources of recruitment 
for different job levels in the company. 

The process of coding and tabulation was a comp~icated on~~for 
several reasons. In some cases, the interviewer had not obtained, 
or perhaps because of lack of respondent cooperation~ was not 
able to obtain complete information_on a particular questionnaire 
item. In others, the meaning of the re~orded response was some-
what doubtful because the project staff lacked acquaintance with the 
meaning of a nama.or phrase idigenous to a particular locale or 
company, e.g., an agency or organization used by the company as 
a recruitment source. Also, it is quite possible that the coding . 
operation was complicated by ambiguity in the questions themselves, 
and for this the project staff assume responsibility in that they 
originally devised the interview questions. It should be reiterated 
however that in a pilot study, one of the purposes is the refinement 
of the research insttuments themselves, and such developments are 
not unexpected.- In every doubtful case, the work of each coder 
was checked by another, and when needed, further discussion and 
cross-checking by project staff were undertaken before a decision was 
made on how to record a response. 

In the following pages, commentaries and·a9companying tables for 
each of the eight agencies using the standard questionnaire are 
presented. Only responses to the selected i terns c'oded and tabulated 
by the project staff are represented. A more complete explication 

. of these items and others is available in most of the individual 
agency reports-, and the individual who wishes a more thQrough 
account should refer, to them. 

--Joe A. !·li l ler 



-24-

DISTRICT OF COLUMBIA 

In the·washington, D.C. study,) interviews were conducted in a· 
total of 60 companies comprising 15 companies in the banking 
indu~try, 24 in the saving and loan industry, and 21 in the insur­
ance industry. Employment data were obtained from a total of 57 
companies; however, one bank was subsequently excluded from the 
analysis as it employs an all-Negro work force. Also; it will be 
noticed that the commentary included in this section is sometimes 

• complicated by a high rate of nonresponses in interviews with 
insurance·companies. 

The reported employment data show that slightly more than ten per­
cent of all employees in the combined industries is nonwhite. Non­
white employees account for a little more than five percent of all 
employees in white-collar'·jobs. On the other hand nonwhite employees 
hold 60.9% of all blue-collar jobs. This latter ·figure is sign1fi­
cant inasmuch as in the three industries, nine out of ten jobs are 
white-collar and only one is blue-collar. 

Nearly eighty percent of the interviews were conducted at the com­
pany•·s corporate headquarters. Over three-fourths of the respondent_s 
were either presidents, owners, or vice-presidents of.their establi!;h­
ments. In about one-fifth of the cases, the respondent wns an offi­
cial in charge of personnel functions. 

Because of the generally high nonresponse rate to questions about th~ 
length of time Negroes·had been employed summary statements related 
to Table #·5 are questionable. Over half. of the b~nking a.nd savings 
and loan companies reported to have had Negro employees for periods 
of twenty years or more, and it is possible that the comparable fjgure 
for the insurance companies would be raised if the nonresponses for 
these companies were known. 

Table #4 shows that the most frequently reported job categories 
held by Negroes in the three types of compani~s are either mainten-. 
ance or clerical. The percentages for all other categories are 
uniformly low. ln mr1ny cases where no Negroes are reported in t!1ese 
categories may be due to the virtual absence of these types of ~osi.­
tions in financial institutions. 

Only one of the companies visited was reported to be a member of 
the Plans for Progress program. Over half of the banking comoanic~ 
and slightly more than 70 perce~t of the savings and loan associa­
tions were reported to have no special plan or program for the 
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recruitment of nonwhite employees. In the case of the insurance 
com~anies, the rate of nonresponses to this question is so high 
that no general statement will be attempted. However, Table# 
does show that nearly two-thirds of all companies visited demon­
strated no special efforts to recruit Negro app}icants. 

Specific affirmative action efforts were reported rather infrequently 
in the interviews. Of all the companies, less than 20 oercent were 
reported to have established contacts with civil rights organizations 
for such purposes. For nearly sixty percent of the companies, no 

•util.ization of the commonly identified channels for affirmative 
action was reported . 

. Almost eighty-five percent of the respondents reported high school 
graduation to be the preferred minimum educational requirement for 
their companies, with the response rate beihg highest in the case 
of the banking companie•. Nin~tee~ percent of the insurance com­
panies were reported to have no minimum educational requirement. 

Table #7 reports responses to questions concerning favored re­
cruitment methods for ~ifferent occupational levels. The table 
indicates that hourly rated jobs are a rather insignificant part 
of the total employment structure, and for this reason the question 
becomes rather meaningless. In the case of executive, managerial, 
and professional jobs, internal promotion is the most frequently 
names method by all types of respondents·. In the case of other 
white-collar and salaried positions, dependence on personal referrals 
by present employees and use of newsoaper ads were named most fre­
quently, with a considerable ·:,percentage of respondents also naming 
"walk in" applicants and newspaper ads as important sources. In 
this latter case, however, there are differences among the various 
types of companies and these can be noted in the table. 

According to Table# 9, employee training programs do not figure 
prominently in the financial institutions surveyed. In the cases. 
of both the savings and loan and the insurance companies, well over 
ahlf of the respondents reported that their companies sponsored no 
such program. In the case of the banking companies, however, ~ 

little more than seventy percent were rerorted to have some such 
program, and most respondents stated that Negro trainees were parti­
pating_ in· them. 

As Table #10 shows, promotion procedures in ·the financial institutions 
are very informal. Dependence on a supervisor's recommendation 
appears to be of considerable importance. In some cases seniority 
is a consideration, but, overall procedures appear to be quite 
informal. 
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With the high rate of nonresponses or·answers of "no seniority pro­
gram," as reported in Table #lOB, further comments on types or use 
of seniority in-the financial institutions would be questionable. 

Over half ·of all the respondents stated that their companies had no 
testing program~ This response was most frequent in the case of the 

·savings,and loan companies, with slightly more than 70 percent of 
the respondents giving this answer. When they are used, test• tend 
to be-confined to screening applicants for entry level jobs. 

About three-fourths of the insurance companies reported no contact 
with a private civil rights organization. This, however, becomes 
less surprising when it is realized that a great number of these 
companies are quite small and employ relatively few workers. Among 
respondents reporting some kind of contact the largest proportion 
was found to be the savings and loan companies, with nearly three­
fourths of the respondents stating this. Only one-fifth of the 
banking companies reported some form of direct contact with such 
an organization; however, over one-fourth of the banks re~ortedly h~d 
received some form of commendation for their equal er.nloyment o~oor­
tunity activities. 

Over ao·percent of all respondents reported that their companies had 
had no contact with a public fair employment practices agency; further­
more, they demonstrated little or no knowledge about the existence or 
work of such an agency in their community. 

When asked to evaluate the effectiveness of equal employment oppor­
tunity legislation with respect to their companies, over three-
fourths of the respondents commented that it had had "no effect" or 
was of "little importance." By contrast, when asked to evaluate the 
effectiveness of such legislation with respect to business and indus-
try generally in their community, only about one-fifth of the respon­
dents answered this way. In the latter case, close to fifty-six 
percent of all respondents regarded such legislation as of "some im­
portance" or of "great importance." Thus, the trend of answers is 
opposite for these two questions; however, the incidence of nonresponses 
in the second case was twice that in the first. At the same time, 
if the distribution of nonresponses for bot~ questions \\'ere known, 
the trend would probably not be changed. 

Few of the companies in the combined industries were reoorted to have 
.any plans for change of employment policies. Affirmative responses 
were obtained for only a few banking and savings and loan companies, 
and in both cases the figure is below ten percent. 

Questions about unions were omitted in the Washington, D.C. study 
because their relevance to financial institutions is negligible if 
not wholly irrelevant. 



Agency: District of Columbia 
Industry: .Banks, Savings and Loans, and Insurance 

Table #1:. Racial and Occupational Distribution of Work 1Force 
. 

3·
Banks 

Savings &
Loans Insurance· Total 

Number Percent Number Percent Number Percent Number Percent· 

Total employees 3615 100.0 1006 100.0 2113. 100.0 6734 100.0 

White.collar 3157 87.3 948 94.2 2003 94.8 6108 90.7 
' 

Blue collar 458 12.7 58 s.e 110 5.2 626 ·9.3 

Total nonwhite employees 475 13.1 64 6.4 182 8.6 • 721 10.7 

White coilar 221 1.0 2 21 
22.2 98 

2
4.9 340 2· s. 6 

Blue collar 254 2ss.s 43 74.1 2 84 
·2

76 .. 4 381 60 .• 9 2 

I 
(\) 

'-I 
I 

1Based on 56 interviews for which statistical information was available. 

2Percent of total whi~e collar and blue collar jobs,, respectively, filled ·by nonwhites. 

30ne Negro owned and completely Negro staffed bank in o.c. completely_ eliminated from 
all tabulations. 

I 
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Agency: District of Columbia 
I 

Industry: Banks, Savings and Loans, and Insurance 
Number o'L Interviews: S9 

Table #2: Title o'L Respondent 

~espondent 
\ 

1 

2 

3 

4 

5 

President or owner 

Vice-President 

Plant or works manager 

Personnel or employment 

other - lower echelon 

.. 

manager 

., \ 

Banks 

Percent 

21.4 

64.3 

14.3 

. 

Savings & 
. TotalLoans Insurance 

PercentPercent Percent 

I 
t\) 

OJ42.9 44.0 38.8 I 
. 

28.6 36.0 38.8 

4.03.4 3.0 

2S.0 16.0 19.4 



Agency: District of Colum~ia 
Industry: ·sanks, Savings "and Loans, 
Number o'L Interviews: 59 

and °Insurance 

Table #3: Place o'L Interview 

.. \ 

Banks 
Savings 
Loans 

& 

Insurance Total I 
l\) 

'°I 

- " 

Percent ·Percent 
- Percent Percent 

0 

1 

2 

No answer 

·Other than 

C~rporate 

corporate 

headquarters 

headquarters 

35.7 

--
64.3 

4.2 

--
95.B 

1·4.3 

.14.3 

71.4 

18.4 

6.1 

79.7 
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Agency: District of Columbia 
Industry: Banks, Savings and Loans, and Insurance 
Number of' Interviews: 59 

Table #4: Classi~1cation o~-Jobs Ever Held by Negroes 

... 

-

0 Other or no an.-er 

1 Laborers 

2 Other service jobs 

3 • Maintenanc·e--unskilled 
-, 

4 Operatives--semi-skilled 

5 Cra~tsmen,. f'oremen--skilled 

6' Sales 

7 Clerical 

8 .Managers, officials -
.g Professional, technical 

Banks 
Savings
Loans 

, 

& 

Percent Percent 

--
. 

12.s 

14.3 --
-- --

64.3 

42.9 

--

75.0 . 
8.3 

--
-- --

. 85.7 33.3 

7.1 -~ 
-- --

Insurance 

•Percent 

23.8 

47.6 

4.8 

S7.1 

Total 

- Percent 

18.4 

. I~-4 l,.) 

0 
I 

62 • .,. 

13.6 

1.7 
., 
S4.2 

1.7 
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Agency: District of Columbia 
Industry: Banks, Savings and Loan!il, and Insurance 
Number o~ Interviews: 59 • 

Table #S: When Negroes Were First Hired 

. 

Banks 
Savings & 
Loans In~urance Total 

. 
' 

Percent 
-

Percent Percent Percent 

0 

1 

2 

3 

4 

s 

Ottier or no answer 

Less than one year (1964 Civil Rights 
Act) 

1960 0~ 1962 Executive Orders 

State or municipal Fair Employment 
Practices Act .., 

19-~S years--World War II 

26 years and over 

35.7 

7.1 

--

. 
. --

57.1 

37.5 

--
--c.. 

--
4.2 

•
58.3 

61.9 

4.8 

--

--
4.8 

28.6 

45.8 

3.4 

--

--
3.4 

47.5 
.., 

I 
u> 
t-' 
I 



Agency: . District of Colu"'bi ;".\ 
Industry: 3<'nl·~~, • Savings and Loans, and Insurance 
Number of Interview•: 59 

Table #6A: Plans for Progress or Other Special Program 

Banks 
Savings & 
Loans Insui:ance Total 

., 

Percent Percent Percent Percent 
-

0 

1 

2 

3 

Other or no answer 

None 

Some type of program 

Plans for progress 

• 14.3 

57.1 

21.4 

7.1 

~- 29 •. 2 
..70.8 

-- • 

--

~ 

66.7 

28.6 

4.8 

--

•. 39.0 

.,2.s 

6.8 

1.7 

I 
lJJ 

. l\) 

I 

Table #68: Special Programs for Recruitment of-Negro or Nonwhite Employees 

Banks 
Savings & 
Loans Insurance Total 

. 
Percent PercEU"tt Percent Percent 

0 

1 

2 

Other 

None 

Yes 

or no answer --
so.a 
so.a 

8.3 

79.2 

12.S 

--
61.9 

38.1 

3.3 

66.1 

3o.s· 
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Ag~ncy: District of Columbla 
Industry: Banks, Savings and Loans, and Insurance 
Number o:f Interv~ewa: 59 

.• 
Table #6C: Types and Sources o~ Recruiting 

Ba
0 

nks 

Percent 

~. 
0 other or no answer 

1 None 42.9 

2 Negro radio stat·ions 

·3 Ads in Negro newspapers 

4 Negro-or civil rights organiz·ations . 42.9 

s. Communlty progr~• 14.3" 

6 Negro schools and colleges 14.3 

7 Subsidize training :for Negroes 

8 Some program--not specified 

Nonwhite Employ••• 

Savings & 
InsuranceLoans 

PercentPercent 
; 

12.s 

62 .. S 66.7 

. 
12.s 9.S 

4.2 -- . 
23.8 

4.2 

8.3 4.8 

Tot.al 

Percent 

S.l I 
w 

59.3 -W 
I 

--· -· 

18.6 

s.1. 

li.9 

1.7 

s.1 
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Agency: Distriet of Columbia 
Industry: Banks, Savings and Loans, and Insurance 
Number o~ Interviews: 59 

Table #6D: Plans ~or Changing 

0 Other or no -answer 

1 
.

No 

2 Yes 
~ 

Present Employment Policy 

-Banks 

Percent 

.. 

92.9 

7.1 

Savings &1'
Loans 

Percent 

4.2 

87.S 

8.3 

Insurance: 

Percent 

4._a. 

95.2 

Total 

I 
CJ.)

Percent ~ 
I 

-3.4, 
'• 

91.5 

s.1 •. 
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Agency: District of Columbia• 
Industry: Banks 
-Number of Interviews: 59 

. 1
Table #7:. Primary Sources of Employee Recruitment 

.. 

0 Other or no answer 
1 Walk-ins 

2 Employment agencies, public 

3 Employment agencies, private 
4 Ads 
5 Personal referrals 
6 Pre-motion from v,i thin 

7 Direct college or trade 
'school 

8 Civil rights organh:ations 

9 Unions 

A2 

~1.4 

--
--

7.1 
7.1 

7.1 
74.0 

--
--
--

83- I ·4
C 

14.3 85. 7
• 

57 .1 14.3 

21".4 --
57.1 7.1 
14.3 7.1 

57.1 7. 1· 

28.6 --

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

1More than one source of recruitment is used by: Gome companie~. 
2Bxecu~ive, managarial and professional pe%sonncl. 
3
white collar and salaried personnQl •. 

4Hourly rated personnel. 



Agency: District o.f Coiu.rnbia 
Industry: Savings and Loans· 
Number o~ Interviewsf 59 

. 1 
Table #7: Primary Sources 0£ Employee Recruitment 

0 

1 

2 

3 

4 

5 

6 

7 

8 

9 

, 

~ 

Other or no answer 
Walk-ins 

Employment agencies, public 
Emp lo},ment agencies, private 
Ads 

Personal referrals 
?romotion £rom within 
Direct college or trade 
school 

~ 

Civil rights organizations 
Unions 

A2 

4.2 

--
--
--

B.3 

--
91.·1 

--
--
--

B3 

20.8 
I 

50.0 

20.8 

62.5 

16. 7 

66.7 

16.7 

4.2 

--
--

c4 

100.0 

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

1More than one source 0£ re·cruitment is 
2Executive, managerial and professional 
3 . .
White collar and salaried personnel. 

used by: some 

personnel. 

companies. 

"Hourly rated personnel. 



. · • • -37-· 

Agency: District of Columbia· 
Industry: Insurance 
Number o~ Interviews: 59 

'fable 1#7: Primary Sources of Employee Recruitment ... 
·, 

'. A2 B3 c4 

: 

0 other or no answer . 33.3 9.5 .. 
100.0 

1 Walk-ins -- 4.8 --
2 Employment agencies, public -- • 9.5 --
3 Employment agencies, private 28.6 66.7 --
4 Ads 19.0 57.1 --
s Personal re~errals 23.8 ~1.9 --
6 PromotiQn from with~n 38.1 4. <a --

.. 
7 Direct college or ·trade 

school - 14.3 -- --
8 Civil rights organizations -- ,. -- • 

;_ I --
..9 Unions --

.,. 
-- --

1More than one source of recruitment is used by: some-companies. 
2 • 
Executive, managerial and .professional personnel. 

3
White 

.
collar· and salaried personnel. 

· 4Hourly rated personnel •. 
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Agency: District of Columbia 
Industry: Banks, Savings.and Loans, and Insurance (Combined) 
Number of Interviews: 

• • . i 
Table #7: Primary Sources o'L Employee Recruitment . 

A2 

--
B3 c4 

--
0 Other or no ans\"ler 18.6 15.3 

•. 
96.6 

1 Walk-ins -- 35.6 3.4 

2 Employm~nt agencies, public ..-- 16.9 --
3 Employment agencies~ private 11. 9 62.7 1.7 I 

4 Ads 11.9 30.5. 1.7-

s Personal referrals 10.2 62.7 1.7 

6 Promotion. from \Vithin 67. 8' 15.3 --
7 Direct college or trade 

school
'• 

5.1 1.7 --
8 Civil rights organizations -- -- --
9 Unions -- -- --

. 

1More ·than one source of. recruitment is used by: soctJe companies. 
2Executive,· managerial and profeosional personnel. 
3
White collar and salaried personnel. 

4Hourly rated personnel. 



Agency: 
Industry:
Number of 

District of Columbia 
Banks, Savings~and Loans,and 

Interv1ews: 59 . 
Insurance 

•
Table #8: Minimum ~ducational Requirements 

0 other or DO answer 

l None 

2- Some formal education 

3 Some high school 

4 -High school diploma 

s Some college 

6 College degree 

7 Requirement not specified 

• 

·Banks 
Savings
Loans 

& 
Insurance Total 

Percent Percent Percent Percent 

--
7.1 

--

--
8.3 

--

,.e 
19.0 

--

1.7 

-11.9 

--

I 
w 
\() 
I 

-- -- -- -- . 
92.9 

--
87.5 

--
76.2 

--
84.7 

--
-- -- -- --
-- 4.2· -- 1.7 



Agency: District 0£ Columbia 
Industry: Banks,Savings and Loans, and Insurance 
Number of Interviews: 59 

• 

Table #'9: Apprentice Training Programs 

Savings & 
Banks ' Loans 

Percent Percent 

0 Other or no answer 7.1 16.7 

1 None 21.4 58.3 

-
2 Only white apprentices 21~4 16. 7 ... 

3 Some Negro apprentices so.o ·8.3 

Insurance 

; 

Percent 

-----
66. 7· 

-
19.0 

14.3 

Total 

Percent 

8.5 

52.5 

18.6 

20.3 

I 
~ 
0 
I 
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Agency: 
Industry: 
Number of 

District of Coluabia 
Banks, S.-.f_ngs and 

Interviews: 59 
Loans, and Insurance 

Tai:,le #10\: Types of Promotion Procedure• 

0 Other or no answer 

1 No formal procedures 

2 Jobs posted and employees bid 

3 Recommended by supervisor 

4 Seniority 

5 Combination of 2, 3 and 4 

6 Combination of formal and informa1 1 

7 Combination of any two types 1 

Included in above. 
• 

Banks 

Percent 

100.0 ' 

so.o 
21.4· 

64.3 

Savings &
Loans 

Percent 

4.2 

100.0 

79.2 

20~8 

87.5. 

... 

Insurance 

Percent 

100.0 

9S.2 

4.8 

95.2 

. 

Total 

Percent 

1.7 

100.0 I 
~ ..., 
I 

.. 

.78.0·· 

-15.3 
. ;. 

-- •• 

. 84 .. 7 

• ---
1 



Agency: 
Industry: 
Number of 

District of Columbia 
Banks, Savings and Loans, 

Interviews: 59 
.and Insurance 

•
Table #10B: Types .of Sen.iority Procedures 

Banks 
Savings &

Loans Insurance Total 

Percent Percent Percent Percent 

0 

1 

2 

Other or no answer 

None 

Combination of 3, 4 and s 

--
64.3 

--

i2.S 

25.0 

--

as. 1 

4.8 

--

35.6 

27.1 

--
3 

4 

Craft·· or job 
-

Deparimental .. 

21.4 

--
--

8.3 

--
--

5.1 

3.3 

s 
6 

Plant-wide 
V 

1Combination of any two types 

21.4 

7.1 

61.9 

--
9.5 

--
30.5 

. • 1. 7 

11ncluded in a~ove. • 



Agency: 
Industry: 
Number of 

District of Columbia 
Banks, Savings and 

Interviews: 59 
Loans, and Insurance 

• 

Table #lOC: Does Seniority Shift _Between Jobs? 

Banks 
Savings & 

Loans Insurance Total 

Percent Percent Percent Percent 

o· 

1· 

2 

Other 

No 

Yes 

or 

. 

no answer 

I 

92.9 

--
7.1 

95.8 

--
4.2 

100.0 

--
--

96.6 

--
33.3 

I 
~ 
u> 
I 



Agency: 
Industry: 
Number of 

District of ColumbiA 
Banks, Savings and Loans, 

Interviews: 59 ' 
and Insurance 

Table •#11: Use of Tes~s in Hiring and Upgrading 1 

... 

Banks 
Savings & 

Loans Insurance Total 

Percent Percent Percent Percen·t 

0 

1 

2 

3 

4 

s 
6 

.
Other or no answer 

None 

Entry level--salaried 
.. 

Entry level--hourly 

Upgrading--salaried 

Upgrading--hourly 
Yes but no answer 

7.1 

42.9 

so.a 
14.3 

--
' --

--

8.3. 

70.B 

20.8 

--
--
--
--

4.8 

38. 1 

52.4 

--
14.3 

--

6.a· 

52.S 

.39.0 

3.4. 

6.1 

--
--

~ore than one practice used by sane companies. 
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Agency: 
Industry:
Number of 

District of Columbia 
• Banks, Sz:vings a-nd Loans, 

Interviews: 59 
and Insurance 

Table #12A: 
• 

Contacts With any Type of Civil Rights 

Banks 

Agency 

savings 
Loans 

or 

& 

Organization 

Insurance Total 

P..ercent Percent Percent Percent 

0 Other or no answer 
..' 

--
1 

2 

No-contact 

Any type of contact 
. 21.4 

21.4 

3 Boycott --
4 Picketing " --
s Knowledge of other firm.s' contact 64.3 

6 Commendation. 28.6 

8.3 

16.7 

75.0 
) 

·--

4.2 

9.5 

76.2 

· .14.3 
.. 

-
.. 

6.8 

39.0 

40.7 

I 
~ 
VI 
I 

--
--

16.9 

6.8 



Agency: District of Columbia 
Industry: Banks, Savings and.Loans, and Insurance 
Number of Interviews: 59 

Table #12B: Contacts ·With the Sta~e. or Municipal Civil ~ights Agency 

Banks 
Savings & 

Loans Insurance Total 

Percent Percent Percent Percent 

0 

1 

2 

3 

4 

Other or no answer 

No contact, no knowledge. .. 

Kn_owledge but no contact -
..-

Contact through a complaint 

'Contact and knowledge 

7.1 

92.9 

--
--
--

16.7 

83.3 

--

--

9S.2 

--
--

4.8 

a.s 

89.8 

--

L7 
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Ag~ncy: District o:f Columbia 
.. Industry: Banks 
·Number of Interviews: 59 

Table #12C: Assessment of Effectiveness~ 
of Fair Employment Practices Legislation 

£or Respondent Company and Gen·erally 

J Company Ganerally 

O 
_l 

2 

3 

4 

Other or no answer 

No effect 

Littie importance 

Some importance 

Gr~at .impo~~ance 

·78.6 

7.1 

7.1 

,7.1 

21.4 

7.4 

42.8 

28.6 
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Agency: District of Columbia 
Industry: Savi~gs and Loans 
Number of Interviews: 59· 

Table-#12C: Assessment of Effectiveness 
of Fair Employment Practices Legislation 

for R.espond_ent Company and Gene;ral ly . 

-Company Generally 

() Other or no ans,,,er 16.7 25.0 

1 No effect 62.S 16.7 

2 Little importance 8.3 16. 7 

3 Some importance 12.s 37.5 

4 Great bportance 4.2 
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Agency: District 9f Columbia 
Induatrya Insurance 
Number of Interviews: 59 

Table #12C: Assessment of Effectiveness 
of Fair Employment Practices Legislation. 

for Respondent Company and Generally 

Company Generally 

b 

1 

2 

3 

4 

Other or no answer 

No effect 

Little importance 

Some importance 

Great :lmpoi~ance 

9.5 

76.2 

9.5 

4.8 

23.8 

14.3 

38. 1 

23.8 
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Agency: District of Columbia 
Industry: Banks, Savings and Loans_, ·and Insurance (Combined) 

.Number of _lnterviews~ 59 

Table #12C: Assessment of Effectiveness 
of Fair Employment Practices Legislation 

£or Respondent Company and GeneraJly 

Company -Generally-
() Other or no answer 10.2 23.7 

1 No effect 71.2 6.8 

2 Little importance s.1 13.6 

3 Some importance 10!2 39.0 

4 Great importance 3.4 16.9 



--
--
--

--

--
--
--
--

--

--
--

--

--

--
--
--

--

Agency: 
Industry:
Number of 

District of Columbia 
Banks, Savings and 

Interviews: 59 
Loans, and Insurance 

Table #13: Use and Assessment o:f Public and Private Agencies as Source 

• . 

Use 
0 No answer 
1 Never use agencies 
2 Use mostly public agencies 

3 Use mostly private agencies 

4 Use both equally 

Referral . 
o.s Used but no Negro referrals 
s Negro referrals by public agencies 

6 Negro referrals by private agencies 

7 Referrals by both equally 

8 Hire referrals from agencies 1 • 

9 Do not hire referrals 
1--~ 

10 Ref'erx-als of'·good quality 
111 Referrals same quality as whites 

12 Referrals of' poorer qualityl 

Banks 

Percent 

42.9 

57.1 

14.3 

7.1 

64.3 

14.3 

Savings & 
Loans 

Per~ent 

8.3 

20.8 
: 

!$4.2 

16.7 

8.3 

-.. .. 

8.3 

25.0. 

20.8 

• a.·3 

of Negro Referrals 

Insurance 

Percent 

9.5 

4.8 

76.2 
-
9_~5 

19.0 

14.3 

4.8 

33.3 

19.0 

Total 

Percent 

3.4 

11.9 

1.7 

71.4 

23.·7 

I 
U'I ..... 
I 

13.6 
/ --

1.7 

--
8.5 

11.9 

--
35.6 

13.6 

1Applies to Negro referrals hired by respondent co~panies. 



Agency: District 0£ Columbia 
Industry: Banks, Savings and Loans, and Insurance 
Number of Interviews: 59 

Table #14: Assessment of Union Influence on 
Company• s Equal Emp·loyment Objectives 

0 No union or no answer 
" 

1 Little or no influence . 
2 Adverse influence 

3 Positive influence· 

.. \ 

Banks 

Percent 

NO 

Savings & 
Loans Insurance- Total 

\ 

. 
PercentPercentPercent 

I 
VI 
l\) 

IUNirnS 

NO UNIC ~s 

UNIOOS.NO 

RO UNI4 INS 



-53-

LOUISVILLE 

In the Louisville study, interviews were conducted in a t~tal 
of 97 companies. These companies represent a variety of·types of 
establishment, including manufacturing, transportation and communi­
cation, wholesale and retail trade, and banking. Employment data 
were obtained from 74 of the companies, which employ a total of 
28,340 workers. How representative these are of the total number 
cannot be ascertained. The follq~ing should be noted, however; 
nearly hair of the companies whicn submitted employment data are 
in manufacturing and slightly less than one-third are in wholesale 
and retail trade. The othe~· two companies together make up only 
about one-seventh of the total. 

For purposes of this summary, employment figures for the 74 companies 
have been aggregated, and are presented in Table #1. Although the 
percentages do not appe~r in this table, slightly more th~n forty­
three percent of all-employees in the 74 companies are in white­
collar jobs. This figure reflects the la~ge number of retail stores 
in the sample and several ~anking companies. In the manufacturing 
companies only 28;1 of all empl~yees are in whi te-colla~ johs. 

Of all the companies in the Louisville study for which employment 
data are available, nonwhites, which for all practical purposes 
means Negroes, hold '1.JA of all jobs. Of all white-collar jobs, 
those held by Negroes account for slightly over two pereent of 
tht total as.compared with slightly more than 12 percent of blue-

·collar jobs. 

In slightly more than half the cases, interview~ were conducted 
at the.corporate headquarters, a category which 8lso includes , 
companies with only a singlP. inst~.llation. In some 45 oercent 
of the cases, the interviews were conducted at a local plant or 
installation of a larger corn~any. As T~ble # shows, the majority 

·of the respondents were ~anngers of their installations or person-
... nel or employment. re!'ations managers. A smaller percentage were 

either presidents, owners., or vice-!)rcsiclents 0£ their comoanies. 

Nearly sixty percent of the corr.panies were rerorted to h~ve h?d 
Negro employees for periods of twenty years or more. Verv few 
companies reported having hired Negroes only since 1960: however, 
over one-third of the companies either gave no response to this 
question or gave an uncodable answer. 

When asked about the job classifications Negroes have held in 
their companies, the responses show fewer than half of the companies 
with Negroes in white·-collar positions. This implies that, while 
only about two percent of all white-collar jobs in all the companies 
are held b~ ~egroes, they are concentrated in less th~n half of 
the companies surveyed. The only categories for which rr.ore th~n 
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half the companies were reported to have had Negro employees were 
those of labomer and maintenance. 

About three-fourths of the respondents stated that their companies 
were not participants in any special plan or program for equal em­
ployment opportunity. However, about seventeen percent of the com­
panies reportedly are members of ~lans for Progress,, and two percent 
of the others claim to have similar progr~ms. This leaves more 
than half of the companies which have made no special effort to 
recruit Negro applicants. Table #12:~'. shows that one-third of the com­
panies reportedly have used civil rights organizations for some type 
of affirmative action. The table also shows that more than half 
of the companies reported no affirmative action of any kind. 

Table# 7 lists the percentages of responses to questions about 
general methods of recruitment for different levels of employmemt. 
For executive, managerial, and professional positions, internal 
promotion is a favored method in the majority of companies and 
about one-fifth of them make use of private employment agencies to 
recruit for these positions. For other white-collar and salaried 
positions, newspaper ads was the most frequently reported source, 
with about one-third of the respondents reporting use of public 
employment agencies and smaller percentages mentioned dependence 
on internal promotion and private employment agencies. For hourly 
rated jobs, over half of the respondents use public employment 
agencies, about one-third use newspaper ads, and about one-fourth 
depend on "walk-ins." 

Slightly less than three-fourths of the respondents stated that 
their companies had a preferred ~inimum educational requirement, but 
in some thirty-six pJtrcent of the cases the requirement w~s not 
specified, so any further statement about this would be questionable. 

Some 42 percent of the companies do not use testing in screening 
applicants for jobs. Among those who do use tests one-third do so 
for hourly rated and salaried jobs, but in a very small percent 
of the cases are tests also used in considering individuals for 
upgrading and promotion. 

-
About two-thirds of the companies visited were reported to have no 
training program for employees. Of the. remainder, 16.5 percent h~ve 
such training programs, some with Negroes participating. 

It is difficult to comment generally on Table #7_,:,~~, in view of the 
great differences in the operations among the 97 companies. Many of 
the nonmanufacturing companies generally have informal promotion 
procedures. No formal promotional procedures were reported for some 
forty-six percent of t~.:e companies, and other figures show a fairly 
broad· distribution of specific types of procedural items, reflecting 
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in many cases a combination of formal and informal considerations. 
In view of this, locating the significance of seniority in the 
employment processes of the 97 companies become quite difficult. 
Table #108 which is concerned with type of seniority, gives no 
clear indication of its function in the employment and promo·tional 
processes. The problem is furt~er complicated by the high rates of 
nonresponses and uncodable answers to the questions represented in 
Tables #lOA and #lOE • 

Table #1~ shows that a nwnber of the companies surveyed have no· 
union contract. Of the respondents who provided an opinion about 
the union's influence on· equal employment, well over half stated that 
unions have little or no effect on s~ch policies in their companies. 

. . . 

Slightly over three-fourths of the respondents reported that their 
companies had had no ~ontact with a private civil rights organization. 
This figure is somewhat questionable when compared with the distri­
bution of responses ·to the questions represented by Table#~?-} which 
shows one-third of the respondents' stating that their companies had 
used a civil rights organization for affirmative nction purposes. 
According to the percentages in the latter table, more than three­
fourths of the respondents reported no type of contact with such an 
agency. It cannot be determined whether this discrepancy is attri­
butable to a slip in me·mory or dishonesty on the part of the respon­
dent, or to the failure of the interviewers to state the questions 
clearly and probe the answers given. The discreoancy remains, how­
ever, and would appear to raise some question about the validity of 
the responses in one or the other table or both. It can be noted, 
however, that a very small percentage of the companies have either 
experienced boycotting and/or picketing, or have receiued a commen­
dation from a civil rights organization for their equal employment 
opportunity activities. 

Table #12C shows that nearly one-third of the companies hnve had 
contact with a public fair employment practices agency via the 
filing of a complaint. Over sixty percent of the companies renorted 
having had no contact at all, although half of these claimed to have 
some knowledge of the existence and work of such an agency in their 
community. 

Table #12C gives the percentages of responses to questions concerning 
the effectiveness of equal employment opoort~nity legislation with 
respect to the respondents' companies and to bus ines_s and industry 
generally in their community and state. In both cases many respon­
dents did not answer the questions, with slightly more than fifteen 
percent in the first case and nearly twenty-five percent in the 
second. Of those who did provide an answer, over fifty-five percent 
sta-ted that such legislation had had little effect on their own 
companies, and almost sixty percent stated that such legislation was 
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o.f "some importance" or o.f "great importance" for business 'and 
industry generally. 

Very few of the companies stated that they had any plans for policy 
changes which would affect equal employment opportunities. Of all 
the companies, only three, representing 3.1~ of the total, stated 
that any such changes were being considered. 

- -Joe A . r-Ii 11 er 
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Agencya Louisville 
Indu•try: Manufacturing, . Transportation, Retail & Wholesale Trade & Banks 

Table #1: • Racial and Occupational· 
-... Di•tribution o~ Work P'orce 1--

Nwaber 

Total employee• 28,430 

Whi ta col_lar . _12,411 

Blue collar 16,019 

Total nonwhite employees 2,240 

White collar 265 

Blue collar 1,985 
.. 

Percent 

1qo.o 

43.7 

·56.3 

7.9 

2. 1 2 

12.4 2 
·, 

1 . 
Based on 74 coapan'ies -~or ·which·atatiatical·i~or■ation ••• 
available. 

2Percent o~ total white collar and blue collar job■, r•~pec­
tively, ~illed by nonwhit•••. 



Agency: Louisville 
Industry: Manufacturing, Transportat·ion, Retail & Wholesale Trade & Bank! 
Number of Interviews: 97 

Table #2: Title of Respondent 

Percent-Respondent • 

1 President or owner 16.0 

2 Vice-President 14.0 

3 Plant or works manager 28.0. 

4 Personnel or employment manager 41.0 

s Other - lower echelon 1.0 

Table #3: Place of Interview 

Percent 

0 No answer 1.0 

1 Other than corporate headquarters 45.4 

2 C~rporate headquarters 53.6 



Agency: .. Louisville .•· 
Induatry: Manu:facturing, Transportation, Retail & Wholesale 'tml!de & Banks 
Number o:f Interviews: 97 

Table #4: Claasi:fication of 
Jobs Bver Hald by Negroes 

0 Other or no answer 

1 Laborers 

2 Other service jobs 

3 Maintenance--unskilled 

4 Oper·~tives--semi~skilled. ' 

5 Craftsmen, :foremen--akill•d 
6 Sales 

7 Clerical 

8 Managers, o:f:ficials 

9 Professional, technical 

Percent 

6.2 

51.5 

30.9 

61. 9. 

43.3 

25.8 

22.7 

46.4 
•
5.2 

17.5 

Table #5: When Negroes Were First Hired 

0. Other or no answer 
1 Less than one year ('1964 Civil Right• Act') 
2 1960 or 1962 Executive Order• 
3 State or municipal Fair Employment 

Practices Act 

4 19-25 years--World W~rII 
S 26 years and over· 

Percent 

37.1 

3.1 

9.3 

50.5 
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Agency: Louisville 
. Industry: . Manufacturing, Transportation, Retail & Wholesale Trade &-·iranks 

Number of ·interviews: 97 

Table # 6A: Plans for Progress or 
Other Special Program 

Percent 

s.20 Other or no answer 
1 None 75.3 
2 Some type of pr_ogr..aa 2.1 

3 Plans for progress 17.5 

Table #68: Special Programs for 
Recruitment of Negro or Nonwhite Employees 

Percent· 

0 

1 
2 

Other 
None 
Yes 

or no answer 4.1 

56.7 

39.2 

Table #6C: Types and Sources 
of Recruiting.Nonwhite Employees 

O Other or no answer 
1 None 
2 Negro radio stations 
3 Ads in Negro newspapers 
4 Negro or civil right• organization• 
5 Community programs 
6 Negro schools and colleges 
7 Subsid-ize training 'Lor Negroe• 
8 Some program--not specified 

Percent 

6.2 
55.8 

4.1 
33.0 

4.1 

6.-2 

4.1 



Agencys Louisville 
Industrys Manufacturing, Transportation, Retail & Wholesale Trade & 
Number o~ Interviews 1 97 Banks , 

Table #6D: Plans ~or Changing 
Preaen't &aployaent ..Policy· 

O Other or no anawer 
1 No 
2 Yes 

Percent 

4.1 

92.8 

3.1 • 

. 1
Table #7: Primary Sources o~ Employee Recruitment· 

A2 B3 c4 

0 Other or no anawer 15.5 14.4 . 11.3 

1 Walk-ins -- 8.2 25.8 

2 Employment agenciea, public 10.3 34.0 53.6 

3 Employment agencies, Rrivate .22. 7 22.7 14.4 

4 Ads 17.5 39.2 32.0 

5 Personal re~errala 6.2 17.5 19.6 

6 Promotion ~rom with~n 54.6 .26.8 4.1 

7 Direct college or trade 
school 10.3 7.2 --

I 

8 Civil rights organizations -- .. -- --
9 Unions -- -- --
1 .
More than 

2
Bxecutive, 

3White.collar 

one source o~ recruit■ent is 

■anagerial ~nd pro~•••ional 

and aalaried per ■ onnel. 

uaed by: ■ m• 

per ■ onnel. 

coapani••• 

4eourly rated per ■ onnel. 
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-Agency: • Louisville . 
Industry: Manufacturing, Transportation, Retail & Wholesale Trade & 
Number of Interviews: 91 Banks 

Table #8: Minimum Educational Requirements 

O Other. or no answer 
l None 

2 Some formal education 

3 Some high school 

4 High school diploma 
S Some college 
6 College degree 

7 Requirement not specified 

Percent 

28.9 

5.2 

s.2 

24.7 

36.1 

Table #9: Apprentice Training Programs 

0 Other or no answer 

1 None 

2 Only white apprentices 

3 Some Negro apprentices 

Percent 

s.2 

68.0 

10.3 
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Agency: Louisville 
Industry:Manufacturing, Tr·ansportation,· Retail & Wholesale Trade & 
Number of Interviews: 97 Banks 

Table· #10\: Types., of--~ro•otjon Procedures 

0 Otner. or no answer 
1 No formal procedures 
2 Jobs posted and employees bid 
3 Recommended by supervisor 
4 Seniority 
5 Combination of 2, 3 and 4 

6 Combination of formal'" and informal 1 

7 Combination of any two types 
1 

Percent 

16. S 
46.4 
21.6 
32.0 
32~,Q 

, 18.6 

30.9 

21.6 

1Included in ·above •• 

Table #10B: Types of Seniority Procedures 

Percen'.t 

0 other .~:s;.~o ans~er 29.9 
1 None 11.3 

2 Combination. of 3., 4 and 5 9.3 
3 Craft or job s.2 

-
4 Departmental ~0.6 

s Plant-wide 32.0 

6 Combination of any two 1types 8.2 

1Included in above. 

Table #lOC: Does Seniority Shift Bet.ween .. Jobs? 

o Other or no answer 
1 No 
2 Yes 

Percent 

·34_0 

14.4 

51.5 
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Agency:
Industry: 

Louisville 
Manufacturing, 

. 
Transportation, Retail & Wholesale Trade & 

Number of Interviews: 97 Banks 

Table #11: Use ot Teais in Hiring and Upgrading 
1 

0 Other· or no answer 
1 None 
2 Entry level--~•laried. 
3 Entry level--hourly 

4 Upgrading--aalaried 

s Upgr·•ding--bourly 

6 Yea but no answer 

Percent 

2.1 

42.3 

39.2 

36.1 

9.3 

13.4 

t.o 

1Nore than one practice uaed by •ca• cmpani••• 

Table #12A: • CoDtacta Witb any Type 
ot Civil Right• Agency or Organization 

0 Other or r,o anawer 
1 No contact 

2 Any type ot contact • 
3 Boycott 

4 Picketing 

s Knowledge of other tima• contact 

6 Commendati-on 

Percent 

s.2 

76.3 

11.3 

2.1 

2.1 

4.1 



Agency: Louisville. . 
Induetrys. Manufacturing, Transportation, Retail &Wholesa1e·Trade & 
N~er o~ Interviewa: 97 ·sanks 

Table #12B: Contacts With the State 
• or.Municipal Civil Rights Agency 

Percent 

·O Other or no answer 3.1 

1 No contact, .no ·knowledge 32.0 • 

2 Knowledge but no co-.t•o.t 32.0 

3 Contact through· a. ccaplaint 1.0. 

4 Contact and knowledge 3~.o 

Table #12C: Assessment of E~fectiveness 
o~ Fair Employment Practices Legislation 

~or Reapondent Company and Generally 

() Other or no answer 

.Company 

l5. s . 

Generally 

24.4 

1 No ef:fect 38.1 6.2 

2 Little importance 17.5 9.3 

3 Some ~portance, __ 22.7 35.1 

·4 Great :laportance . 6.2 24.7 
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Agency: Louisville 
Industry: Manufactur_ing, • Transportation, Retail & Wholesale Trade & 
Nuaber 01' Interviews: 97 Banks 

Table. #13: Use· and Assessment 01' Public 
and-Private Agenciea •• Source 01' Negro Re1'errala 

Use 
O No answer· 

1 N~~er use 
2 Use mostly 
3 Use mostly 

agencies 
public 
private 

agencies 
agenciea 

Use both equally 

Re1'erral 

o.s Used but no Negro re1'errals 

5 Negro re1'errala by public agencies 

6 Negro re1'errals by private agenciea 
7 Re1'errals by both equally 

8 Hire referrals traa agenciea 1 

9 Do not hire re1'erra1a· 

~10 Re1'errala of good quality 1 

11 Re~erral• same quality aa whi.tea 1 

12 Referral ■ of poorer quality 1 

Percent 

2.1 

,11.3 

34.0 

6.2 

30.9' 

•.. 

2:i.6 

s.2 

2.1 

9.3 

42.3 

7.2 

1Appli~• to Negro referral• hired by respondent companies. 
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Agency: Louisville 
Induatrya Manufacturing, Transportation, Retail &Wholesale Trade & 
Nuaber o~ Interview•: 97 Banks 

Table #14: A•••••••nt of Union Influence on 
Company•a.Bqual Bmployment Objective• 

• 

o· Mo union or .no answer • 

1· Little or no influence 

2 ••Adverae ini'luence 

3 Poaitiv• ildluence 

Percent 

41.2 

55.7 .' ' 

1.0 
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MASSAa«JSETTS 

In Massachusetts interviews were conducted in 49 companies. 
Employment data are available for only 34 of these. (This 
excludes the data from one large airline, with a total work-
force of over 36,000 employees, for the reason that they submitted 
only national, rather than Massachusetts employment figures). 
The 34 companies reported the em?loyment of 20,576 workers. Table 
#1 is arranged to show employment figures by types of companies in 
the transportation industry. 

Slightly less than one-third of all employees in the combined 
industries white-collar job. The percentage of nonwhite employees 
·(for all practical purposes, Negro) in th~se companies is very low 
--only 3.3%. Nonwhite employees hold 4.5% ~fall blue-collar jobs. 
but less than one· percent of al_l white-coll_ar jobs. In no type of 
company does the percentage of.nonwhite employees holding white­
collar jobs reach two percent. Of the 34 companies for which em­
ployment data were available, ten had no Negro employees at the time 
of the interview. 

Most of the interviews were conducted at a corporate headquarters, 
a category which includes some companies witb only a single install­
ation. Only in the case of the five airlines companies was· there 
a reversal in this trend. Nearly one-third of the respondents were 
either presidents or owners of their companies. The majority of 
the other respondents were either olant managers or manage~s of 
personnel or employee relations. 

Considering the transportation industry in Massachusetts as a whole, 
Negroes have held or are holding a variety of jobs in the industry. 
However, only in the semi-skilled category {operatives) did rr:ore 
than half of tha•~·respondents report having emploved Negroes in 
these types of jobs. In only one other category, namely maintenance, 
did more than one-third of the respondents claim to have had Negroes-. 
An inspection of Table# 1 shows that, with the exception of the 
five airlines companies, where the distribution is uniformly better 
than that for any other industry, the percentages for categories 
other than that of operatives are not striking. 

Considering the combined industries, forty-seven percent of the 
companies reported having had Negro employees for periods of twenty 
years or more. (See Table# 5 ). Figures for all other categories 
are under ten percent. It should be noted, however, that this 
distribution is seriously affected by the large proportion, more 
than one-third, who either did not answer this question or gave 
an uncodable answer. 

Six of the 49 companies visited were members of Plans for Progress.
Table# 6u shows only five such companies, for the reason that in 
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one interview the respondent was not aware that at the corporate 
level his company was a member of Plans for Progress. Also, it 
should be noted that four of the six Plans for Progress co~panies 
are airlines operations. The majority of the companies visited 
(42 of 49) reported no special plan or program for equal employment 
opportunity. For slightly more than three-fourths of the companies 
(77.6%) there was no report of special efforts for the recruitment 
of Negroes. As Table # 6B shows, 78% of the respondents reoorted 
no utilization of the more common channels of affirmative action. 
Contacts with civil rights organizations is the most frequently 
reported approach but only 16.2% of the interviewe, responded this 
way. Again, in the case of the airlines companies, where the sample 
of companies is quite small, the responses show greater activities 
of an affirmative action nature. 

Table# 7 on general methods of recruitment reveals few,clear 
patterns. The clearly favored method of recruitment for executive, 
managerial, and professional jobs is internal promotion. For other 
wkite collar and salaried jobs, use of newspaper ads, private employ­
ment agencies and public employment agencies are the most frequently 
reported primary sources, in that order. In the case_of hourly rated 
jobs, the percentages for the combined industries are affected -partly 
by the high percentage of trucking companies which rely on unions 
as a recruitment source. The only category in which responses are 
fairly even across all three industries is that of walk-ins, with 
a little over one-fifth of the respondents reporting this ~s ~ 
primary source of recruitment. 

While all the airlines companies reported having a preferred m1n1mum 
educational requirement - ~lthough unspecified - approximately two­
thirds of the companies in both the other industries reported that 
they had no such requirement. The others, like the airlines had 
some requirement, but it was not specified. 

Few of the bus, train, or taxi companies reoorted use of tests for 
either salaried or hourly-rated jobs. Two-thirds of these companie~ 
reported using no tests at all. Among trucking firms, almost forty 
percent use no tests, a like proportion use them for entry level 
salaried jobs, and in an additional one-fifth they are used for 
entry level hourly-rated jobs. All of the airlines companies reported 
use of tests. 

Table # <,; shows that· in the combined industries, three-fourths of 
the companies have no apprentice training program. Of those which 
do have some such program, 8.2% reported having only white appren­
tices and the same percent reported some Negro ppprentices in their 
training programs. 
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Table #lOA would seem to indicate a strong dependence on the 
supervisor's recommendation in matters of promotion for all three 
industries·. Job_ posting and bidding and seniority rand second and 
third in the responses given, ·but the percentage for each is far 
less than that for supervisor's recommendation. Table #lOBshows 
craft or job seniority to be most prevalent three-fourths of the 
companies report that seniority is not lest when the employee shifts 
from one job to another. 

Table #14 shows that the overwhelming majority of the respondents 
regard the unions as having little or no influence on the eq~· -
employment policy or practices of their companies. 

Nearly three-fourths of the companies visited reported no contacts 
with a private civil rights organization. Slightly over twelve 
percent reported some such conta~t and an equal number claimed to 
have received some form of commendation from a civil rights group 
for their equal employment activities. 

Only about one-fourth of the companies visited had had some direct 
contact with a public fair employment practices agency. Of the 
sixty-one percent having had no contact nearly forty-three percent 
of these demonstrated some knowledge of the agency and its program. 

Comments by respondents on the effecti~eness of equal employrr.ent 
opportunity legislation with respect to their companies and to 
business and industry generally in their state are shown in Table 
# • As shown there, the relatively high number of nonresponses 
makes any interpretation of doubtful value. Few companies appear 
to anticipate any changes in their employment policy. Of the 49 
companies visited, one did not respond to this question, 43 stated 

. "no plans" and only five reported some plans for change. 

- -Jo c _..._. l\1i 11 er 



Agency: Massachusetts 
Indus'try1 Railroads, Buses, and Taxis. 

Trqcking 

Table #1: 

Total employees 

White collar 

Blue collar 

Total nonwhite employees 

White coilar 
f 
<,_Blue collar 

', 

1sased on 33 in'terviews for 

and Airlines. 

Racial and Occupational Distribution 

Railroads, 
Buses and Taxis 

Number 

13474 

3025 

10449 
" 

524 

11 

513 

Percent 

100.0 

22.s 

77.S 

3.9 

.42 

4.9 2 

which statistical 

. 
Trucking 

Number 

3538 

1234 

2304 

65 

15 

·so 

P~_r,cent 

100.0 

34.9 

65.1 

1.8 

1.22 

2.2 2 

of Work Force 1 

Airlines 

Number 

3564 

2191 

1373 

100 

29 

71 

information was available. 

3 
.. 

Percent 

100.0 

61.S 

38.S 

. 2.8 

1.32 

2s.2 

To'tal 3-

Number 

20576 

6450 

14126 

689 

55 

634. 

2Percent of total white collar and.blue collar jobs, respectively, filled by nonwhites. 

3These figures exclude one large airline company having more than 36,000 employees which 
would have affected the totals to an unwarranted degree. 

Percen't 

100.0 

31.3 I 
...... 

-I-' 
I 

68.7 

3.3 

_g2 

2.•.4.5 
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,.Agency: Massachusetts 
Industry: Railroads, Buses, Ta~is, Trucking and Airlines 
Mmaber o~ Interviews: 49 

Table #2: Title o~ Respondent 

.. Respondent 

1 President or owner 

2 Vice-President 

3 Plant or works manager 
" 

4 Personnel or employment manager 

s Other - lower echelon 

Railroads, 
Buses & 
Taxis 

Percent 

34.8 

8.7 

26.,1 

26.1 

4.3 . 

Trucking 

Percent 

'34.8 

-a. 7 

34.8 
.. 

21.7 

• --
• 

• 

Airlines 

Pe:rcent 

-( 

16.6 

16.6 

66.8 

- Total 
.. 

Percent 

I . 
'-I 

·N
32.7 I 

1.a 

28.8 

28.8 

1.9· 



Agency: Massachusetts 
Industry: Railroads, Buses, Taxis,·Trucking and Airlines. 
Number of Interviews: 49 

Table #3: Place of Interview 

!Railroads 
!Buses &· 
ITaxis 

Trucking_ Airlines Total 

Percent - Percent Percent Percent 

0 

l 

2 

-

No answer· 

Other than corporate headquarters· 

Corporate headquarters 

-- • 

19.0. 

81.0 

--
f 

43.S 

56 .. 5 

--
80.0 

20.0 

--
.36.7 

63.3 

I 
....... 
l>J 
I 
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Agency: Massachusetts 
Industry: Railroads, Buses, Taxis, Trucking and Airlines. 
Number of Interviews: 49 

Table #4: Classification of Jobs Ever Held by Negroes 

Railroads 
Buses & Total 
Taxis 

Trucking Airlines 

. 
Percent Percent Percent Percent 

-

0 Other or no 
"-

answer 23.8 26.1 22.4--··· 

1 Labo:cers 12.214 .. 3 B.7 20.9 

2 Other service jobs 9.5 40.0 8.2 
~ 

3 Maintenance--unskilled 42.·9 13.0 100.0 34.7 
I 

4 Operatives--semi-skilled 61.9 65.2 so.a 65.3 

s Craftsmen, foremen--skilled 19.0 13.0. 80.0 22.4 

6 Sa:les 4.3 40.0 6.1 

7 Clerical 9.5 26.1 so.a 24.5-
8 Managers, officials 4.3· 20.0 4.1 

9 Professional, technical 4.8 40.0 6.1 



~gency: Massachusetts 
Industry: Railroads, Buses, Taxis, Trucking and Airlines. 
Number of Interviews: 49 

Table #S: When Negroes Were First Hired 

I 

Railroad~ 
Buses & 
Taxis 

Trucking Airlines Total 
-

, .. 
, 

I 

' 
Percent Percent Percent Percent 

0 Other or. no answer 

1 Less than one year (1964 Civil Rights 

28.6 47.8 

. 

20.0 36.7 

Act) 4.8 4.3 -- 4.1 

2- 1960 or 1962 Executive Orders 

3 State or municipal Fair Employment 

4.8 4.3 . .... -- 4.1 

Practices Act 9.5 8.7 -- 8.2 

4 19-2S years--World War II . 4.8 4.3 -- 4.1 

s 26 years and over 
' 

47.6 
•

30.4 80.0 42.9 

I 
"'-J 
U1 
I 
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Agency: Massachusetts 
Industry: Railroads, Buses, Taxis, Trucking and Airlines. 
Number of Interviews: 49 

• 
Table #6A: P~~ns for Progress or Other Special Program 

Railroads 
Buses & 
Taxi~ 

T~ucking ~irli:nes Total 

Percent Percent Percent Percent . 

0 

1 

2 

3 

. 
Other or no answer 

None 

Some type of program 

Plans for progress 

--
90.5 

4.8 

4.8 

4.3 

95.7 

--
--

--
20.0 

--
80.0 

2.0 

85.7 

2._o 

10.2 

I 
'I 

°'I 

Table #6B: Special Programs for Recruitment of Negro or Nonwhite Employees 

-
Railroads 

TotalBuses & Trucking Air;tines 
Taxis . 
Percent PercCU1t Percent Percent 

0 Other or no answer 

1 None 81.0 87.0 20.0 77.6 

2 Yes 19.0 13.0 80.0 22.4I 
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Agency: 
Indus.try: 
Number o'f. 

Massachusetts 
Railroads, 

Interviews: 
Buses, 

49 
Taxis, Trucking and Airlines. 

Table #6C: 
• 
Types and Sources 

( 

o'f. Recru·i ting 

Railroads 
Buses & 
T2v;~ 

Percent 

Nonwhite 

Trucking 

Percent 

Employees 

Airlines 

Percent 

Total 

Percent 

0 other or no answer --
1 None 81.0 

2 Negro radio stations --
3 Ads .in Negro newspapers --
4 Negro-or civil rights organizations 14.3 

5 _Community programs --
6 Negro schools and colleges 4.8 

7 Subsidize training 'f.or Negroes 4.8 

8 Some program--not speci'f.ied --

I 

20 .. 0 78.0 "87.0 
I " 

8.7 -- 4.1 

8.7 60.0 16-~3 

8.7 -- 4.1 

8.7 60.0 12.2 

-- 60.0 8.2 



Agency: Massachusetts. 
Industry: Railroads, Buses, Taxis, Trucking and Airlines. 
Number of Interviews: 49 

Table #6D: Plans for Changing Present Employment Policy 

Railroads 
Buses & 
Taxis 

Trucking Airlines Total 

Percent Percent Percent Percent 

0 

1 

2 

Other or no answer --

. 
No 

Yes 

--
90.5 

9.5 

4.3 

91.3 

4.3 

--
60.0 

40.0 

2.0 

87.8 

10.2 

·f . 
...... 
co 
I 
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Agency: Massachusetts 
Industry: Railroads, Buse$,. Taxis. 
Number of Interview~: . 49 • • 

. l 
Table #7: Primary Sources of Employee Recruitment 

, 

a 
A2 83 c4 

0 

1 

2 

3 
4 

s 
6 

7 

8 

9 

Other or no answer 
Walk-ins 

Employment agencies, publ~c 
Employment agencies~ private 
Ads 

Personai referrals 
Promotion from within 
Direct college or trade 
school 

Civil rights organizations 
Unions 

--
4·. 8 

14.3 

19.0 

19.0 

4.8 
. . 

57°. l 

,.4.8 

--
.--

9.5 •. 

4.8 

38.1 

28.6 

23.8 

14.3 

28.6 

--
--
--

--
23.8 

23.8 

--
33.3 

27.3 

4.8 

--
--

8.7 

. 

l .h f • i db. iMoret an one source o .recruitment s use y. some compan es. 
2Executive, managerinl and professional personnel. 
3
White collar and salaried personnQl. 

4Hourly rated personnel. 
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Agency: Massachusetts 
Industry: Trucking 
Number of Interyiews: 49 

. . l 
fable #7: Primary Sources of Employee Recruitment 

~ 

.• 
A2 ~ 

B c4 

0 

1 

2 

3 

4 

s 
6 

7 

8 

9 

Other or no ansv1er 
Walk-ins 

Employment agencies, public 

Employment agencies, private 
Ads 
Personal referrals 
Promotion from within 
Direct -college or trade 
school 

Civil rights organizations 
Unions .. 

--
--

4.3 

17.4 
17.4 

4.3 

65.2 

4.3 ,. 

--
--

B.7 
I 

--
21.7 

34.5 
47.8 

8.7 

--
--
--
--

4.3 

-21.7 

4.3 

4.3 

--
8.7 

--

--
--

78.3 ---
1More than one source of recruitment is used by: some-companies. 
2
Bxecutive, managerial and µrofess:to11al p~rscnnale 

3
Whi te collar a1id sal~ried personnel. 

4Hourly rated porcotme1.. 
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Agency: Massachusetts 
1ndust ry: Airlines . 
Number of ~nterviews: 49 

. 1 
Table #7: Primary Sources of Employee Recruitment 

A2 B3 c4 

--
--

20.0 

20.0 

20.0 
40.0 

40.0 

--

--
--
------

0 

1 

2 

3 

4 

5 

6 

7 

8 

9 

Other or no answer 
Walk-ins 

Employment agencie~, public 

Employme:~t agencies, private 
Ads 

Personal referrals 
Pro,notion :from within· -
Direct college or trade 
school 

Civil rights organizations 
Unions 

20.0 

--
--

20.0 

40.0 

40.0 
60 •. 0 

20.0 

--
--

--
--

20.0 

20.0 
4o.o· 
40.0 

--
40.0 

--
--

• 

1More ·than one source of rccrui tr11ent is used by: co1:1e companies. 
2

Executive» managerial ~n~ profes~i~nal personnel. 
3
White collnr and snlaried·pcrsonnel. 

4Ho~rly rated persom1el. 
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Agency: Massachusetts 
Industry: Railroads, Buses, Taxis,· Trucking and Airlines {Co1~bined). 
Number of Intervieus: 49 

'l.~ . l 
Table #7: Primary Sources of Employee Recruitment 

~,·
A·2 c4B 

2.02.0 8.00 Other or no answer 
• 

22.42.02.01 Walk-ins 

2 Employment agencies, public 28 .. 6 14.3 

3 Employment agancies, P.rivata 

8.2 

30.6 4.118.4 
36.0 18.420.44 Aos 

5 Personal re:ferrals 20.414.3.8.2 .. 
6 Prolilotion from ,·Ji thin 12.2 2~0 

7 Direct college o,: trade 
school 

61.2 

4.16.1 

8 Civil r:l.ghts orgnni~ations 

9 Unions '10.8 - -~ ......... ..,.. _~~..........-::.........- ~~--, ..~....,..,~ 

1
More than 

2 . 
Executive, 

on•~ so~n:ce 

rn.~n~gcr.ial 

of recnd troent 

am) professional 

1.s used by: sc.:1c 

persom1cl. 

cou~">~mies. 

3
Whi te collar ancl salar:tod perEotmel. 

4Ho\.trly rated pcrsc,nnel. •.. 



Agency: Massachusetts 
In"1,lstry: Railroads, Buses, Taxis,· Trucking and Airlines. 
Number of Interviews: 49 

• 
Table #8: Minimum ~ducational Requirements 

·-

~ 

Railroads 
Buses & 
Taxis• 

Trucking Airlines Total. 

Percent Percent Percent Percent 
' 

0 Other or no answer 4.8 -- -- 2.0 

1 None 66. 7 69.6 --
-

61.2 • 

2 Some formal education -- -- -- --
3 Some high school . -- -- -- . --
4 High school diploma -- -- -- --
s Some college -- -- -- --
6 College degree_ -- -- -- --
7 Requirement not specified 28.6 30.4 100.0 36.7 

I 
(''· 

lJJ 
I 

• 



--

Agency: Massachu~etts 
Industry: Railroads, Buses, Taxis, Trucking and Airlines 
Number of Interviews: 49 

Table #9: Apprentice Training Programs 

Railroads 
... Buses & 

rf'!:lV; C 

Percent 

0 Other or 1)0 answer 4.8 

1 None 81.0 

4.82 Only white apprentices 

9.53 ·Some Negro apprentices 

Trucking 

Percent 

8.7 

73.9 

13.0 

4.3 

Airlines 

Percent 

20.0 

60.0 

. 
20.0 

Total 

Percent 

I 
c:, 

a._2 ~ 
·I 

75.~ 

8.2· 

8.2 



--
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Agency: 
Industry: 
Number of 

Massachusetts 
Railroads, 

Interviews: 
Buses, 

49 
Taxis, Trucking·and Airlines. 

Taole #lOA: Types of Promotion Procedures. 

Railroads 
Buses, & 
rr~v-f C: 

Percent 

0 Other or no answer 

1 No formal procedures 

2 Job~ posted and employees bid 

3 Recommended by supervisor 

4 • Seniority -

s Combination of 2, 3 and 4 

6 Combination of formal and informal 
17 Combination of any two types 

1 

4.8 

9.5 

19.0 

61.9 

19.0 

--
--

14.3 

1 
Included in above. 

Trucking 

Percent 

4.3 

_30.4 

47.8 

17.4 

• --
4.3 

. Airlines 

Percent 

60.0 

80.0 

~o.o 
20.0 

ao.o 

Total 

Percent 

4.1 
I4.1 co 
U1 
I28.6 

57.1 

18.4 

2.0 

--
14.3 
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Agency: 
Industry: 
Number of 

Massachusetts 
Railroads, Bu~es, 
Interviews: 49 

Taxis, Trucking and Airlines-. 

• 
Table #10B:. Types .of Seniority Procedures 

~ailroa.ds 
Iluses & 
Taxis 

Percent 

Trucking 

Percent 

Airlines 

Percent 

·Total 

Percent 

0 Other or no answer 

1 None 

2 Combination of 3, 4 and s 
3 Craft or job 

4 Deparimental 

5 Plant-wide 

6 Combination of any -two types 1 

11ncluded in above.· 

71·.4 

9.5 

23.8 

14.3 

4.3 

87.0 

4.3 

13.0 

8.7 

100.0 

20.0 

20.0 

• --
2.0 

--

I 
CJ 

°'I -

81.6 

8.2 

16.3 

10.2 
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Agency: Massachusetts 
Industry: Railroads, Buses, Taxis, Trucking and Airlines. 
Number of Interviews: 49 

Table #lOC: Does Seniority 

0 

1· 

Other or 

No 

no answer .. 

2 -Yes 

Shift Between Jobs? 

Railroa'ds 
Buses & 
T:.v; C! 

Percent 

19.0 

61.9 

19.0 

Trucking 

Percent 

91.3 

8.7 

Airlines 

Percent 

40.0 

40.0 

20.0 

Total 

Percent 
I 
co ..... 

12.2 I 

73.5 

14.3 



Agency: Massachusetts 
Industry: Railroads, Buses, Taxis, Trucking and Airlines. 
Number or Interviews: 49 

Table •#11: Use or Tes~s in Hiring and Upgradin~l 

Railroads 
Buses & 
Taxis 

Trucking Airlines Total 

Percent 
.. ' 

Percent Percent Percent 

0 Other or no answer 4.8 17.4 
( 

-- 10.2 

1 None 66.6 39.1 -- 46.9 

2 Entry level--salaried 4.8 39.1 100.0·- 30.6 

3 Entry level--hourly .. 19.0 
-

21.7 '60.0 24.5 

4 Upgrading--salaried 9.5 13.0 80.0 18.4 

5 Upgrading--hourly -- 4.3 -- 2.0 
6 Yes but no answer -- -- -- --

I 
co 
co 
I 

~ore than one practice used by some companies. 



Agency: 
Industry: 
Number of 

Massachusetts 
Railroads, 

Interviews: 
Buses, 
49 

& Ta~is, Trucking and Airlines. 

Table #12A: 
• 

Contacts With any Type of Civil Rights Agency or Organization 

Railroads 
Buses & 
Taxis 

Trucking Airlines Total 

Percent Percent Percent Percent 

0 Other or no answer 

1 No contact 

2 Any type.of contact 

3 Boycott 
-

4 Picketing. 

s Knowledge of other firms• contact 

6 Commendation~ 

--
81.0 

14.3 

--
--
--

4.8 

4.3 

82. 6 

8.7 

--
--
--

4.3 

--
--

20.0 

--
--
--

ao.o 

. 
2.0 

73.5 

12.2 

-- . 

--
--

12.2 

I 
co 
\0 
I 



Agency: Massachusetts 
Industry: Railroads, Buses, Taxis, Tr~~king & Airlines 
Number of Interviews: 49 

• 

Table #12B: Contacts ·With the State or Municipal Civil Rights Agency 
. 

Railroads 
Buses & 
Taxis 

Trucking Airlines Total 

Percent Percent Percent Percent 

0 

1 

2 

3 

4 

Other or no ans~er 

No contact, no knowledge 

Knowledge but no contact 
. 

Contact through a complaint 

Contact and knowledge 

4.8 

19.0 

47.6 

28.6 

--

17.4 

21. 7 

47.8 

8.7 

4.3 

--

--
--

80.0 

20.0 

. 10.2. 

18.4 

42.9 

24.S 

4.1 

I 

'°0 
I 
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Agency: Massachusetts 
Industry: Railroads, Buse~ & Taxis 
Num~er of Interviews:· 49 

Table #12C: Assessment of Effectiveness 
of Fair Employment Practices Legislation 

for Respondent Company and Generally 

Company Generally 

() Other or no answer 47.~ 47.6 

1 No effect 23.8 4.8 

2 Little importance 14.3 4.8 

3 Some importance 14.3 42.9 

4 . Great importance . 
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Agency: Massachuse_tts 
Industry: Trucking 
Number of Interviews: 49 

Table #12C: Assessment of Effectiveness 
of Fair Employment Practices Legislation 

fox Respondent Company and Generally 

Company G-anerally 

() Other or no answer 78.3 78.3 

1 No effect 

2 Little importance 13.0 

3 Some importance fJ. 7 13.0 

4 Great importance 8.7 
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Agency: Massachusetts 
Industry: Airlines 
Number of Interviews: 49 

Table #12C: Assessment of Effectiveness 
of Fair Employment Practices Legislation 

for Respondent Company and Generally 

Company Generally 

0 

1 

2 

3 

4 

Other or no answer 

No effect 

Little importance. 

Some importanc':: 

Great impor.timce 

40.0 

20.0 

20.0 

20.0 

40.0 

60.0 
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Agency: Massachusetts 
Industry: Railroads, Buses & Taxis, Trucking,Airlines (Combi~ed) 
Number _of Interviews: 49 

Table #12C: Assessment of Effectiveness 
of Fair Employment Practices Legislation 

for Respondent Company and Generally 

Company Generally 

0 Other or no answer 61. 2 61.2 

,1 No effect 12.2 2.0 

2 Little importance. 14.3 2.0 

3 Some importance 12.2 30.6 

4 Great ioportance· 4.1 
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Agency: 
Industry: 
Number of 

Massachusetts 
Ra~lroads, 
Interviews: 

Buse~, 
49 

Taxis, Trucking and Airlines 

Table #13: Use and Assessment of Public and Private Agencies as Source of Negro Referrals 

• 
. 

Railroads 
Buses & 
Taxis 

Percent 

Trucking 

Percent 

Airlines 

Percent 

Total 

Percent 

Use 
.... 

0 No answer 

1 Never use agencies 

2 Use mostly public agencies 

3 Use mostly private agencies 

4 Use both equally 
.. 

Referral 

o.s Used but no Negro referrals 

.5 Negro referrals by public agencies 

6 Negro referrals by private agencies 

7 Referrals by both equally 

8 Hire referrals from agencies 1 

9 Do not hire referrals 

10 Referrals of ·good quality 
1··· 

11 Referrals same quality as whites 1 

12 Referrals of poorer quality 1 

4. 8·, 

19.0 

85. 7 

4.8 

38.1 

9.5 

38.1 

14.8 

30.4 

52.8 

17.4 

34.8 

4.3 

30.4 

40.0 

40.0 

~o.o 

60.0 

2.0 
22-.4 

61.2 

14.3 

20.0 
' 

I 
'-0 
U1 

.I 

32.7 

--
--
--
--
--

6.1 

36.7 

2.0 

1Applies to Negro referrals hired by respondent companies. 



Agency: Massachusetts 
Industry: Railroads, Buses, Taxis, Trucking and Airlines 
Number of Interviews: 49 

Table #14: Ass~ssment of Union Influence on 
Company's Equal Employment Objectives 

... Railroads 
Buses & 
Taxis 

Trucking Airlines Total 

. ' 
Percent Percent Percent Percent 

0 

1 

2 

3 

- No union or no answer 

Little or no influence 

Adverse influence " 

Positive influence 

14.3 

81.0 

4.8 

--

4.3 

95.7 

--

--

--
80~0-

--
20-.0 

8. 2· 

87. 8-

2.2 

2.2 
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MISSOURI 

-I- Service Establishments 

In the Missouri study interviews were conducted with establishments 
in two industries: service establishments such as hotels, motels, 
and restaurants and public utilities. Primary attention was given 
to the former industry, and the latter treated as a secondary area 
of study. For purposes of discussion, they are treated separately 
with tables presented for each industry. 

Hotels, Motels. and Restaurants 

It is important to understand that the service establishments in­
cluded in the Missouri study present an overall picture of little 
formalized personnel procedures, including hiring. With the excep­
tion of some large ·hotel operations in the major cities of the state, 
majority of the establishments were small, and employment functions 
did not enjoy a high priority on the part of owners and managers. 
Undoubtedly this affected the responses given to many of the questions 
posed by the interviewer~ and the fai>lY inarticulate nature of many 
of the answers made coding procedures extremely difficult. Therefore, 
rather than confining these remarks solely to the tables presented 
in the following pages, recourse is taken to the Missouri study direc­
tor's own report for the purposes of establis.hing a clearer context 
for the data. 

Employment data were obtained from a total of 125 serv_ice ·establish­
ments. For all practical purposes, the terms "nonwhite" and ''Negro" 
are interchangeable in the Missouri study. Of the total reported 
workforce, nonwhites represent about one-fourth of all employees,~ 
the majority of them concentrated in blue-collar jobs. Of all white­
collar employees, nonwhites represent only 1.4% of the total, compared 
with 30.3% of all blue-collar jobs. 

The majority of the interviews were conducted at a corporate head­
quarters which in this industry means a single installation, many 
of them quite small. The majority of the respondents were either 
_owner-managers of their operation or their assistants. 

The director of .the Missouri study has noted in his report a decided 
"recency effect" in the hiring· of Negroes by the service establish­
ments, with nearly sixty percent of the respondents reporting that 
no Negroes had been employed by their establishments prior to 1950_, 
and in most cases only since 1960. Table #5 shows the results of 
coding and tabulation carried out by the project staff, which were 
not as clear on this point, and the statem~nts by the Missouri study· 
director were accepted as more conclusive. 
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There is little evidence of special programs for the recru{tment of 
Negroes or of affirmative action efforts by the service establishments 
in the Missouri study. Therefore, Table #6B is virtually devoid of 
meaning in the Missouri survey of service establishments. Quite early 
in the study, it was discovered that special plans and programs for 
recruitment of nonwhite employees were practically unknown in the 
industry, and questions dealing with this were dropped from the inter­
view schedule. Tables # 6B and # IC also indicate that, even at a 
general level, special efforts to recruit nonwhite employees are vir­
tually nonexistent. This is an industry where special programs for 
general ~ecruitment purposes are not found, and when combined with 
the relative neglect o°f typical employment funcltions, the figures 
appearing in these tables are not at all surprising. It is interesting 
to note from the Missouri agency's report, however, that high employee 
turnover rates are frequent in this industry, which would appear to 
imply that job openings are not rare, but the combination of low wages 
and apparent inattention to employment functions holds few promises 
for progress in nonwhite employment. Newspaper ads and public employ­
ment agencies are the most prominent sources of recruitment. Referrals 
by present employees also rank high in importance. The least used 
recruitment sources are private. employment agencies, probably because 
the low wage patterns in the industry do not make this a profitable 
venture for either the employer or the job seeker. Apparently, 
internal promot~on is not used extensively for recruitment into 
higher-level jobs. 

Few education standards are maintained in this industry. Even in 
cases where some minimum educational requirement was reported, it did 
not appear that such standards were considered hard and fast rules. 
According to the study director's report, a "bright and neat-appearing"' 
person is more requisite than an educated'one. 

Formal testing programs are virtually unknown in the industry. Only 
one company reported the use of distinctly formal tests. Instead, on­
the-job tryout is the preferred technique. The prevailing sentiment 
seems to be that, for any particular type of job fhe most prevalent 
means or evaluating a person is actually seeing him perform on the 
job. Some of the respondents commented that there are great differences 
among service establishments, and past experience in one type does 
not necessarily indicate that an individual is well-suited for work 
in another kind. 

rraining is very informal in this industry, and where it exists is 
usually done on the job. It would be an exaggeration to refer to 
training programs at all. Very few of the firms visited had ever 
underwritten any training for their employees. 
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Promotion procedures are apparently informal throughout the indus-
try, and some sort of supervisor's recommendation is the only technique 
identified as of some importance. No explicit statement about sanior­
ity systems can be made, and it would appear that the conc~pt of 
seniority, as generally defined, is scarecely known in this indu~trv .. 
Trade union organization is almost entirely limited to the Kansas 
City and St. Louis areas. Of those firms which responded to questions 
about union influence on Negro employment, in all but one the union 
was regarded as having little or no influence. 

Very few of the firms visited were reported to have had contact with 
a private civil rights organization. Of the few for which some such 
contact was mentioned, almost invariabl9 these were located in the 
large cities. In some cases respondents stated that the contacts 
themselves were seldom focused on employment opportunities-but rather 
on public accommodations issues. In his report the Missouri study 
director reported that civil rights groups a~pear to be poorly organ­
ized in communities outslde of Kansas City and ~st. Louis and the 
lack of contact is not at all surprising. 

Respondents in the Missouri study showed very little evidence of 
contacts with a public fair employment practice agencies or of 
knowledge about the existence and work of such an agency. Many of 
the respondents tended to confuse public agencies with private civil 
rights organizations and lumped them together in their answers, which 
were tjenerally negative in tone. A generally poor response was 
obtained to questions about the effectiveness of equal employment 
opportunity legislation and it is possible that this is largely 
attributable to a genuine lack of information .. Typically, responses 
were negative, with the feeling that any sort of pressure from civil 
rights groups or from legislation enactment was to be resisted. 

There aie very few reports in the interviews of plans for possible 
policy chang,s. Only three of the total number of respondents 
stated that\~ome possible changes were under consideration. 

_,,,,..... 

--Joe A. Miller 



Agencya Missouri 
IndustryaService Establishments 

Table #1: Racial and Occupational 
Distribution o~ Work Force 1 

Number Percent 

Total employees 

White_.collar 

Blue collar 

7992 

1317 

6675 

. 
100.0 

16. 5 

83.S 

Total ·nonwhite·employeea 

White collar 

Blue collar 

2740 

19 

2721 

34.S. 
1.42. 

234.0 

1aa~ed on 125 companies ·-Lor ·which atatiatical • in~ormation was 
available. 

2Percent of total white collar and blue collar job ■, respec-
tively, ~illed by nonwhite ■ •. 
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Agency: Missouri 
Industry: Service Establishments 
Number of Interviews: ·126 

--: ,.Table #2:. Title o~ Respondent 

Respondent 

l President or owner 

2 Vice-President 

3 Plant or works manager 

4 Personnel or employment manager 

5 Other - lower echelon 

Percent 

40.5 
• 

2.4 

51.2 

3.1 

3.1 

Table #3: Place of Interview 

Percent 

0 No answer 

1 Other· than corporate headquarters 

2 Corporate headquarters 

14.3 

34.1 

51.6 
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Agency: • Missouri 
Industry: Service Establishments 
Number of Interviews: 126. 

Table #4: Classification of 
Jobs Ever Held by Negroes 

Percent 

0 Other or no answer 

1 Laborers 

2 Other service jobs 

3 Maintenance--unskilled 

4 Ope~atives--semi-skilled 

5 Craftsmen, foremen--skilled 

6 Sales 

7 Clerical 

a Managers, of':ficials 

9 Professional, technical 

3.2 

1.6 

39.7 • 

95.2 

.a 
7.9 

5.6 .. 

Table #5: When Negroes Were First Hired 

Percent 

36.S 

1 Less than one year (1964 Civil Rights Act) 
0 Other or no answer 

11.9 

2 1960 or 1962 Executive Orders 17.5 

3 State or municipal-Fair Employment 
Practices Act 3.2 

12.74 19-25 years--World War II 

18.3S 26 years and over 



._ 103-

Agency: Missouri 
Industry: Service Establishments 
Number of Interviews: 126 

Table #6A: Plans for Progresa or 
Oth~r Special Program 

O Other or no answer 
1 None 
2 Some type of program· 

3 Plans for progress 

Percent 

75.4 
23.8 

• 
.8 

Table #6B: Special Programs for 
Recruitment-of Negro or Nonwhite Employees 

Percent 

0 

1 
2 

Other 

None 
Yes 

or no answer 4.8 

84.1 

11.1 

Table #6C: Types and Sources 
of Recruiting Nonwhite Employees 

0 Other or no answer 
1 None 
2 Negro radio stations 
3 Ads in Negro newspapers 
4 Negro or civil rights organizations 
5 Community programs 

6 Negro schools and colleges 
7 Subsidize training for Negroes 
8 Some program~~not specified 

Percent 

7.1 

81.7 

4.0 
1.6 

4.8 

.a 
3.2 
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Agency: 
Industry: 
Number of 

Missouri 
Service 

Interviews: 
Establishments 

126 

Table #60: 
Present 

Plans :for Changing 
Employment Policy 

Percent 

0 
1 
2 

Other 
No 
Yes 

or no answer 4 •. o 
93.7 

2. 4 • • 

. 1
Table #7: Primary Sources of Employee Recruitment 

_. 
A2 

... 

83 . 4 
C 

0 

1 

2 

3 

4 

s 
6 

7 

8 

9 

Other or no answer 
Walk-ins 

Employment agencies, public 
Employment agencies, private 
Ads 
Personal referrals 
Promotion :from within 
Direct college or trade 
school 

Civil rights organizations 
Unions 

75.4 

1.6 

7.1 

.a 
14.3 

9.5 
7.1 

2.4 

--
--

43.7 

6.3 

33.3 

3.2 

31.7 

22.2 

4.8 

2.4 

.a 
1.6 

8.7
• . 

15.9 

61.9 

4.8 
61. 9. 

. 42.9 
3.2 

3.2 

.B 

4.0 

1
More than one source o:f recruitment 

2
Executive, managerial and professional 

3
white collar and salaried personnel. 

is used by- acae·companies. 

personnel. 

4Hourly rated personnel. 
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Agency: Missouri. 
Industry: Service Establishments 
Number 0£· Interviews: 126 .. 

Table #8: Minimum Educational Requirements_ 

·Percent 

0 Other.. or no answer 5.6 
1 None . 77.6 
2 

3 

Some £ormal education 

Some high school 
7.9 

1.6 
• 

4 High school diploma 7.9 

s Some:.' college 
•. 

1~6 

6 College degree. · 

7 Requirement not sp~cif'ied 

I I 

Table #9: ~pprentice Training Programs 

O Other or no answer 

1 None 

2 Only white apprentices 

3 Some Negro apprentices· 

Percent 

4.0 

93.7 
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Agency: Missouri 
Industry: Service .Establishments 
Number 0£ Interviews~ 126 

Table #lOA: _ Type's of Promotion Procedures 

0 Otner .. or no·answer 
l No £ormal procedures 
2 Jobs posted and employees bid 
3 Recommended by supervisor 
4 Seniority 
5 Combination 0£ 2, 3 and 4 

6 Comtiination of formal and informa1 1 

7 Combination 0£ any two types 1 

Percent 

12.7 
84.9 

47~6 
19.0 

43.7 

5.6 

1Included in above. 

Table #10s·: Types of Seniority Procedures 

Percent 

0 other or no answer 24.6 
l None 31.0 
2 Combination 0£ 3, -4 and 5 

3 Cra£t or job 4.0 
4 Departmental 27~8 

5 Plant-wide 6.3 

6 Combination 0£ any two types l 1.6 
-1 Included in above. 

Table #lOC: Does Seniority Shift Between Jobs? 

O Other or no answer 
l No 

2 Yes 

Percent 

64.3 
2.4 

33.3 
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Agency: Misso_uri 
Industry: Service Establishments 
Number 0£ Interviews: 126 

Table #11: Use of Tests in Hiring and Upgrading 

O Other•.or •no answer 
1 None 
2 Entry level--salaried. 

3 Entry level-~hourly 

4 Upgrading--salaried 

S Upgrading--hourly 

6 Yes but no answer 

Percent 

10.3 

84.9 

•. 8 
•.a 

1.6 

·1.6 

¾.tore than one practice used by sane companies. 
.••. 

• Table #12A: Contacts With any Type 
of Civil Rights Agency.or Organization 

Percent 

0 

l 

2 

3 

4 

s 
6 

Other or no answer 
No contact 

Any type of contact 

Boycott 

Picketing 

Knowledge of other 

Commendation 

i'ims• contact 

s.s 
as. 1 

4.8 

.a 
.4.0 

1.6 

.a 

https://Agency.or


Agency: Missouri 
Industry: Service 
Number o~ Interviews: 

Establishments 
126 

Table .#12B: 
·o;.Municipal 

Contacts 
Civil 

With 
Rights 

the State 
Agency 

.. Percent 

0 Other or no answer 2.4 

1 No con~act, no knowledge 82.5,. 

2 Knowledge but· no contact 7.1 

3 Contact through" a canplaint .2.4 

4 Contact and knowledge 5.6 

.·•. 
~able #12C: Assessment of Effectiveness 
of Fair Employment Practices Legislation 

for Respondent Company and Generally· 

Company Generally 
I• 

o· Other or no answer 12.7 32.5 
·1 No effect 70.6 13.S 

2 Little importance B.7 9.5 

3 ·some importance 5.6 37.3 

4 Great importance . 2.4 7.1 

•.• 
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Agency: Missouri 
Industry: Service Establ~~hments 
Number 0£ Interviews: 126 

Table .. f/13: Use and Assessment 0£ Public 
and Private Agencies as Source 0£ Negro Re£errals 

Use 

0 No answer 

1 N~ve;- use 

2 Use mostly 
3 Use mostly 

4 Use both e

agencies 

public 
private 

qually 

agencies 
agencies 

Re.ferral 

o.s Used but no Negro re.ferrals 

5 Negro referrals by public agencies 

6 Negro re£er~als by private agencies 
7 Re.ferrals by both equally 

18 Hire referrals £ran agencies 

9 Do not hire re.ferrals 
110 ·Re.ferrals o.f good quality 

111 Re.ferrals same quality as whites 
·112 Re.ferrals ·ox poorer quality 

Percent 

2.4 

·1;5.9 

·73.0 

4.0 

4.0 
•. . 

14.3 

1.6 

-·-

5.6 

4.8 

• 10.3 

3a·.a 

4.0 

1Applies to Negro re~errals hired by r~spondent companies. 



• • 

-110-

Agency: Missouri 
Industry: Servi_c~ _Establishments 
Number o~ Interview~:. 12 l> 

· Table #14: Assessment of Union Influence on 
Cocpany•s Equal Employment Objectives 

O No union or .no answer • 

1 Little or no influence 

2 Adverse infiuence 

3 Positive influence: 

Percent· 

75.4 

23.8 .. . 

• 8· 
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MISSOURI 

-II- Public Utilities 

The survey of public utilities as a secondary area of study was 
limited to 19 interviews in 16 companies because of inadequate time. 
Twelve of the 16 are privately owned and the remaining four are 
municipally controlled. All the installations visited are located 
in cities which had a p0pulation of over 10,000 in 1960 with non­
whites more than one percent, thus meeting the same criteria which 
were applied in the primary study of hotels, motels, and restaurants. 

Employment data are available for 17 of the installations visited. 
The aggregate figures show a total employment of 12,532, of which 
nonwhites comprise three percent, or 378 workers. Nonwhites hold 
1.7~ percent of all white-collar and four percent of all blue-collar 
jobs. Although white-collar jobs account for more than 41 percent 
slightly less than 30 percent of all .nonwhites are in these categories. 

The majority of all respondents were either plant or works managers, 
or managers of personnel or employment relations. In some cases more 
than one person was interviewed. In nearly three-fourths of the 
cases, the interviews were conducted at the corporate headquarters. 

Table# 4 indicates that Negroes have held a variety of types of jobs. 
in these companies, but for the most part these were blue-collar 
categories. No respondent mentioned Negroes having held sales 
positions, but employment _data for specific occupational categories 
not shown here reveals three Negro female employees in sales positions 
in a total sales force of 156. 

A majority of the companies reportedly have had Negro employees for 
periods of 26 years or more. However, a review of the previous table 
leads to the conclusion that the employment history of Negroes in· 
this industry has been one of concen~ration in the lower-skilled 
job categories. 

Early in the study the decision was made to omit questions regarding 
participation in Plans for Progress or similar special programs, 
since they elicited little of a productive nature. Table# 6B 
indicates that nearly 85 percent of the companies do not have any 
special program for the recruitment of Negroes. Nor, according to 
Table# 6C, have many. companies used any of the more commonly iden­
tified channels of affirmative action. Only about 15 percent of 
the companies reported having any contacts with predominantly Negro 
schools or colleges for the purpose of recruiting Negro applicants. 

~espondents claimed that walk-in applicants constitute a major source 
of rec~uitment for j0bs other than the professional, managerial, or 
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executive types. In his individual report, the Missouri study d_irector 
has offered the foltowing comments on recruftment: "One of the most 
interesting features of recruitment in the utilities field is that 
the jobs are so desirable that most companie·s are inundated with 
applicants." Apparently, few companies find it necessary to adver-
tise or seek the services_ of public or private employment agencies. 
Only when the general unemployment rate shows a significant drop and 
an increasingly tight labor market, is recourse taken to these more 
formal channels of recruitment. By implication, then, the combina-
tion of low turnover rates_ in the industry, scant use of public· media 
or emplpyment agencies for recruitment, and the predominance of white 
employees in the present workforce, operate to limit opportunities 
for important advances in Negro employment in companies which exert 
no special efforts in the recruitment of non-white applicants. 

Tables #lOA and 108 .-_• ( Tables on Promotion Procedures and 
Type of Seniority) show that the great majority of the companies 
visited have seniority programs in which relatively formal criteria 
are applied in upgrading and promotion. Table #lo (note: Promotion 
Procedures) shows that half of~ the companies in which job oosting 
and bidding are part of the promotional procedures. An additional 
31 percent reported the use of a bidding system in conjunction with 
other criteria. lt comes as no surprise, then, that a majority of 
the companies have high school graduation as the preferred minimum 
educational requirement. As the Missouri study director states in 
his report, the high school diploma is practically an "irrevocable 
standard" in companies located in the larger cities. This is not 
the case for most companie~ in smaller communities. Many.respon­
dents regarded the high standards as one type of defense against 
the rigidity of the job bidding and seniority systems by assuring 
that applicants moving up through the ranks would be well qualified. 

As Table# 9 sho~s, few companies have appr~ntice training programs. 
Two reported having such a program, but only one of these had Negroes 
participating. 

As shown in Table# 11, over 40 percent of the companies have no 
testing program. Where tests are used it is to determine qualifi­
cations for entry-level hourly rated jobs. About one-fifth also 
used tests in considering persons for upgrading or promotion. The 
Missouri study director has commented in his report that testing 
prograJDS are found more frequently in companies located in the larger 
cities. 

Several of the companies visited did not have contracts with unions, 
as revealed by the figures in Table # 14 . The trend of responses 
for companies with unions.is similar to that found in the larger 
study, viz., that unions ar~ not regarded as having any great effect 

https://unions.is
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on Negro employment opportunity. 

Table #12Bindicates that a majority of the respondents reported 
that their companies had experienced no contact with any civil 
rights organization. Those having some contact were in the 
larger cities, chiefly St. Louis. The distribution or responses 
to questions about companies, contacts with a public fair employment 
agency is somewhat similar. Although about one-fourth of the res­
pondents did not answer this question or gave an uncodable answer, 
a majority reported no contact and few of the respondents even had 
knowledge of such an agency. 

Table #12C, which gives the distribution of responses regarding the 
effectiveness of equal employment opportunity legislation, is 
difficult to interpret because of the high nonresponse rate for 
both parts of the question. The great majority of respondents 
regarded such legislation as having little or no·effect on their 
companies. In response to questions about its effect on business 
and industry generally jn their state, most thought it to be of 
little or no effect, although the trend of the answers is not as 
pronounced as in the former question. 

As Table ~-6D shows, no respondent stated that his company was 
anticipating any policy changes that would effect its equal employ­
ment opportunity· activities. Three respondents did not answer this 
question, but it is unlikely that these would have varied signifi­
cantly from responses given by others. 

--Joe A. Miller 
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Agency: Missouri 
Industry: Public Utilities 

Table #1: ·Racial.and Occupational 
Distribution of Work Force 1 • 

Number Percent 

• 
Total employees 12532 ; 100.0 

White co~lar 5190 41.4 

Blue collar 7342 58.6 

Total nonwhite employees 
.. . 

White collar 

Blue collar 

378 

87 

291 

3.0. 
1.72 

4.0 2 

1
Based on17 
available. 

• companies ~Qr which statistical·information was 

2
Pe~cent 
tively, 

of total white collar 
filled by nonwhites. 

and blue collar jobs, respec-
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Ager.cy: Missouri 
Industry: Public Utilities 
Number of Interviews: 19 

Table #2: Title of Respondent 

~espondent Percent 

2 

?resident er 

Vice-PresiC:ent 

owner 3.8 

19.2 • 

3 Plan"; or works manager 30.7 

4 Personnel o: employment manager '38.5 

5 Ot!ler - lower echelon 7.7 

Table #3: Place of Interview 

Percent 

0 No a~.swer 

1 Othe: than corpo:ate headquarters 26.3 

2 Corporate headquarters -73.7 
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Agency:· Missouri 
Industry: Public. Utilities 
Number 0£ Interviews·:· 19·. 

Table #4: Classification of 
Jobs Ever Held by Negroes 

0 Other or no answer 

1 Laborers . .. . .. 

2 Other service jobs 

3 Maintenance--unskilled. 

4 Ope~-~ti ves--semi-skilled 

5 Craftsmen, :!oremen~;.skilled· 
6 Sales 

7 Clerical 

8 Mai1agers,. o~:ficials .. 
9 Pro~essional, 1:echnical ·:•• 

Percent 

10.5 

36.8 

57.9 

31.6 

15.8 

15'.8 

Table #5: Wher:i Negroes Were First Hired 

Percent 

0 
l 
2 

Other or no answer 
Less than one year. (1964 Civil 
1960 or 1962 Executive Orders 

Righta Act) 
31.6 

3 State or 
Practices 

mui1icipal 
Act 

Fair 
• • 

Employment· 
• 5.3 

4 
S 

19-25 years--World_~ar ~I 
26 years and over. .._.:_-· 63.2 



Agency: Missouri 
Indus-try: Public Utilities 
Number 0£ Interviews: 19 

Table #6A: Plans £or Progress or 
Other.Special Program 

Percent 

O 
1 
2 

3 

Other or no answer 
None 
Some type 0£ program 
Plans £or progress 

·100.0 

• 

Table #6B: Special Programs £or 
Recruitment of Negro or_Nonwhite Employees 

Percent 

0 

1 

2 

Other 
None· 
Yes 

or no answer 5.3 

84.2 

10.5 

Table #6C: Types and Sources 
0£ Recruiting Nonwhite Employees 

0 Other or no answer 
1 None 
2 Negro radio stations 
3 Ads in Negro newspapers 
4 Negro or civil rights organizatio~• 
5 Community programs 

6 Negro schools a~d colleges 
7 Subsidize training £or Negroes 
8 Some program--not speci~ied 

Percent 

·--
84.2 

5.3 
5.3 

15.8 



Agency: 
Industry, 
Number ot 

Missouri 
Public 

Interviews 
Utilities 
, • 19 

Table #6D: 
Present 

Plans tor Changing 
limployment Policy 

Percent 
····" 

0 Other 
; .• 

or no answer 15 .. 8 

1 

2 

No 
Yes 

84.2. 

• • 

. . 1
Table -#7: Primary Sources ot Employee Recruitment 

0 

1 

2 

3 

4 

s 
6 

7 

8 

9 

Other or no anawer 
Walk-ins 

Employment agencies, public 
Employment agencies, private 
Ads 
Personal referrals 
Promotion from within 
Direct college or trade 
school 

Civil rights organizations 
Unions 

. A2 

63.2 

--
5.3 

--
10.5 

--
5·.3 • 

31.6 

--
--

,, 

B~ 

36.8 
•· 

47.4 

10.5 

15.8 

10.5 

15.8 

10.s 

5.3 

• 5.3 

--

c• 
-

lS.8. 
84.2 

21.1 

--
21.1 

15.8 
10·.5 

5.3 

10.5 

--
1 . 
More than one soµrce ot recruitment is used by: •m• oompani••• 

2
.Executive, managerial and profeaaional pereonnel. 
3
White collar and ■ alaried per ■onnel. 

4eourly rated peraonnel. 
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Agency: Missouri 
Industry: Public Utilities 
Number 0£ Interviews:· 19 

Table #8.: Minimum Educational Requirements 

0 Other. or .no answer 
.1 None 

2 Some £ormal education 

3 Some high school 
4· High school diploma 

s Some' college 

6 College degree 

7 Requirement not sp~ci£ied 

Percent 

21.1 
10.s 

s.3 

63.2 

s.3 

Table #9: Apprentice Training Programs 

O Other or no answer 

1 None 

2 Only white apprentices 

3 Some Negro apprentices 

Percent 

26.3 

63.2 

~-3 

5.3 
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Agency: Missouri 
Industry: Public Utilities 
Number of Interviews: 19 

Table #lM: _Types of Promotion Procedures 

O Otner.·or .. no answer 
l No formal p~ocedures 
2 Jobs posted and emp~oyees bid 
3 Recommended by supervisor 
4 Seniority 
s ·Combination of 2, 3 and 4 

6 Combin~tion of formal and into~mal 1 

7 Combination of any two types 1 

5.3 
36.8. 

so.o 

10.s 
31.6 

26 • .3 

1Included in above. 

Table #10B': Types ot Seniority_ Procedures • 

Percen:t 

0 Other or no answer 
1 None 
2 Combination of 3, 4 and 5 

3 Craft or job 
4 -Department al 
s Plant-wide 

16 Combination ot any two types 
1Included in above. 

.26.3. 

5 • .3 

.31.6 

36.8 

Table #lOC: Does Seniority Shift Between Jobs? 

.Percent 

o Other 
1 No 
2 Yes 

or no answer 26.3 



1

-121:.. 

Agency: Missouri 
Industry: Public Utilities 
Number of Interviews: 19 

Table #11: Use of T~sts in Hiring and Upgradino • 

0 Other· ·or.-no answer 

1 None 
2 Entry level--salarie~ 

3 Entry level--hourly 

4 Upgrading--salaried 

s Upgr·ading--hourly 

6 Yes but no answer 

Percent 

10.s 

42.1 

15.8. • 
42.1 

21.5 

21.·5 

1Mor• than one praotioe u ■ed by ■ an• oompani••• 

Table #12A: Contacts With any Type 
of Civil Rights.Agency or Organization 

0 Other or no answer 
l No contact 

2 Any type ot _-contact· 

3 Boycott 

4 Picketing 

s Knowledge 0£ other tims• contact 

6 Commendation 

Percent 

5.3 

57.9 

21.1 

5.3 

10.5 



Agency& Missouri . 
Industry& Public Utilities 
Nwaber o'L Interview•: • 19 • • 

Table #i2e: • Contacts With the State 
Of.Municipal Civil Right• Agency 

Percent 

O • Other or no answer· 26.3 

1 No contact, no knowledge, 47.4 • 
2 iCnowledge but nQ contact 15.8 

3 Contact through a cmpla~t . 5._3 

4 Contact ar..d knowledge. 5.3 

Table #12C:. Assessment of Effectiveness 
ot Fair Employment Practices Legislation 

'Lor ~••pondent Coapany and Generally 

() Other or no answer· 

Company 

15.8 

Generally 

36.8 

1 No e'L:fect 73.7 ~1.1 · 

2 ~ittle hpor~ance 5.3 21.1 

3, Some importance 5.3 21.1 

4 Great importance 
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Agency: Missour_i 
Industry: Public Utilities 
Number o:f Interviewai 19 

Table,#13:_ Use -and.Assessment of Public 
and Private Agencies as Source of Negro Referral• 

Use 
o No answer 

1 N~ver ...use agencie• .. 
2 Use mostly p~blic agencies 
3 Use mostly pri.vate agencie ■ 

4 Use both equally_ 

Referral 

o.s .Used but no Negro referrals 

5 Negro referrals by public agencies 

6 Negro referrals by priv~t• agenoie• 
7 Referrals by both equally 

18 Hire re:ferrals fraa agenciea • 

9 Do not hire referrals 
110 Re:ferrals of good quality 

11 Referral• same quality.a■ white ■ 1 

112 Referrals of poorer quality 

Percent 

10.s 

• 42.1 

5.3 

.. 

26.3· 

-.. 

1Appll~• to Negro referral• bired by re•pondeat o~panie~. 
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Ag.ency: Missouri 
Industry: Pubi"ic ·utilities 
Number o~ Interviews:_ .19 

Table #14: Assessment of Union Influence on 
Compa~y•_s • Equal Employment Objectives 

• 

Percent 

0 No union or no answer 42.1 

1 

2 

Little or no influence 

Adverse imluence 

42.i 
•. 

10.s 

3 Positive influence 
i 

5.3 
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NEW JERSEY 

In the New Jersey study, interviews were conducted in 35 install­
ations of public utilities companies. In some cases multiple in­
stallations of the same general company were surveyed. In all, a 
total of 13 companies are represented in the 36 interviews. Inas­
much. as these installations are geographically spread throughout 
the state, each interview is treated as a separate entity in sub­
sequent discussion, unless otherwise noted. 

Employment data are available for all but two of the installations 
visited. Reported employment figures show a combined workforce of 
51,142 in the 33 installations. Only five percent of the total 
workf'orce is nonwhite. Of all nonwhite employees, the overwhelming 
majority are Negroes, althou9h some Spanish-American employees are 
included in this category. Utilizing the two general categories 
of white-collar and blue-collar positions, the employment data show 
that nonwhite employees are fairly evenly distributed between the 
two. Nonwhites comprise 5.2% of all the white-collar employees and 
47 percent of all blue-collar employees. Four of the installations 
which submitted employment data had no ~egroes at the time of the 
interview. 

Sixty percent of the respondents were plant or works managers in 
their companies. In view of the fact that a great number of the 
interviews were conducted at iocal installations of ·larger companies, 
this figure would seem to speak well for the level of cooperation 
and acceptance accorded the interviewer. As Table # 3 shows, less 
than half of the interviews were conducted at a corporate headqu~rters. 

(

More than half of the respondents reported that Negroes had held some 
position in all blue-collar categories at their installation except 
"other service." Other than this exception the "Craftsmen/Foremen" 
category showed the lowest figure, with 57.1% of the companies having 
had Negroes in such positions. Turning to the white-collar categories 
the "ClericaP' category is the· only significant category representing 
more than half of the respondents. None mentioned having had Negroes 
in sales jobs, and the percentages for the other two top level cate­
gories are quite low. 

Slightly less than one~third of the respondents either provided no 
answer or gave an uncodable response to questions about when Negroes 
were first hired. Of those who did respond, over sixty percent 
stated that Negroes had been employed for periods of twenty years 
or more. 
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Table.# 6Ais to be interpreted cautiously. Although 10 of the 
installations visited were reported as participants in the Plans 
for Progress program, eight of these are installations of a single 
company, and the remaining two are installations of another company. 
Thus the majority of the companies surveyed do not participate in 
Plans for Progress or similar program. However, Table# 7 shows 
that nearly half of the respondents reported that their installations 
had made or-were making some special efforts for the recruitment of 
Negro employees, and Table# 6Cshows that the favored channels of 
affirmative action, listed in rank order of frequency are: civil 
rights organizations, contacts with predominantly Negro schools and 
colleges, and community programs. Of course, while these tables give 
some evidence of respondents• sensitivity toward special programs 
and recruitment sources, they do not provide any sense of the intensity 
of any of these efforts. 

Table# 7 shows the percentages of various methods of general recruit­
ment named. For executive, managerial, and professional jobs, internal 
promotion and college recruitment show up as the most favored methods. 
For the other two occupational levels, there is a considerable spread 
of the answers across a number of categories, but dependence on "walk 
in" applicants and personal referral by present employees rank high-
est in both bases. 

Table# 8 shows that four-fifths of the respondents stated high 
school graduation to be the preferred minimum educational require­
ment in their companies. Several of the New Jersey interviews show 
that many of the respondents related educational requirements to 
changing skill requirements being necessitated by technological 
developments in the industry. 

Table# 11 indicates that tests are used extensively in the companies 
surveyed, both for hourly rated and for salaried jobs. Considerable 
percentages of the respondents also noted that tests are used in up­
grading and promotion procedures, as well as for screening applicants 
for entry level jobs. In the case of two companies, it was reported 
that all or most of the testing was·conducted at the corporate head­
quarters. 

Few of the respondents claimed to have an operative apprentice train-
·ing program at their installation. Only two of the respondents, re­
presenting 5.7% of the total, reported this, and in both cases it was 
reported that no Negroes were particip~nts in the program. 

The data from the New Jersey study were arranged in a·way which 
enabled some distinctions to be made between promotion procedures 
for employees who are members of a bargaining unit and those who 
are not. As shown in Table #10B, seniority is more frequently named 
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as a criterion where workers are in. a bargaining units whereas re­
commendation 0£ supervisors is used more frequently for those who 
are not members 0£ a bargaining unit. Job posting and bidding 
figures only in bargaining units. Overall, promotion procedures 
are reported to be more formalized in the case of bargaining units 
undoubtedly re£1ecting stipulations in union contracts. As Table# 

10B shows, more than three-~ourths of the respondents reported a 
plant-wide seniority system, although in more than half also reported 
some form of departmental seniority. 

The majority of the respondents (80%) reported that the union had had 
little or no effect on Negro employment in their particular operations, 
and of those who gave other responses, 14.3% evaluated the union's 
effect as a positive one. 

Some 45 percent 0£ the respondents reported that their companies 
or installations had had no contact with a private civil rights 
organization, only two reporting contact through the picketing of 
the company or installation, (5.7%), whereas, one-fifth reported 
having received some type of commendation for their equal employment 
opportunity activities. 

Table #J..2sshows the distribution 0£ responses to questions about 
contacts with a public fair employment practices agency. Slightly 
less than one-third of the respondents reported such a contact, 
and in one-fifth of all the cases this had come about through filing 
of a complaint. In a considerable number of cases, representing 
about forty~two percent of the total, no direct contact was reported 
al though the respondents did demonstrate· .some knowledge of the 
existence and work 0£ such an agency in their community or state. 

Respondents were asked to give their opinions on the effectiveness 
of equal employment opportunity legis~ation with respect to their 
companies and to business and industry generally in their state. 
Table #i.2cshows the distributions 0£ these responses. Although the 
£requency of nonresponses to the latter question is considerable, 
the table does indicate that respondents in general view such 
legislation as having more effect on business and industry· generally 
than on their particular companies. The trend of the responses to 
this question is quite similar to that found by other participating 
agencies. 

Few 0£ the respondents men~ioned that their companies were contemplating 
any changes in employment policies that would ef£ect equal employment 
opportunities. Only £ive 0£ the respondents, representing 14.3% of 
the total, stated that possible changes were being considered. 
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Ag~ncy: New Jersey 
Industry: Public Utilities 

Table #l: Ra~i~: and Occupational 
pistribution of Werk· Force 1 

Number Percent 

Total e.:nployees 

White _.collar 

Blue collar 

Total nonwhite employees 

White collar 

Blue collar 

Sl{l2 

29390 

22022 

2573 

1542 

1031 

100.0 

57.2 

42.8 

s.o 
25.2 

... 72~. 
l 
Ba~ed on 33 cocpanies for which statistical information was· 
available. 

2 
Percent of total white col:ar and bl~e collar jobs, respec-
tively, f'illed by nonwni·.:es. 



·-129-

Agenc:,: New Je::sey 
Ir.dustr7: Public Utiliti~s 
Kumb-2::- 0£ In-'.;ervie·ws: 35 

Table #2: Title of Responde~t 

Respondent Percent 

1 ?resider.·;; or owner 
•2 Vice-?resident 25.7 

3 Plar.~ or works mauager 60.0 
.. 

4 Personn~l or emp_loyn:ant manager 14.3 

5 O~her ~ lower ac~e~o~ 

Tc. • ..>le #3: ?lace of Intarview 

I 
/Percent 

O No a:,,swe:r 

1 Ot?:e:.c t:-:an corpor a'te hec..dquartc: .·s 57.l 

2 Co~porate h~acquarte~s ·42.9 
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Agency: New Je...,:sey. 
Industry: Public Utilities 
N"1mb~r of I~terviews: 35 

Table #4: Classificati~n of 
Jobs Ever held by Neg~oes 

0 Other or no answ3r 

i ~aborers 

2 Other service jcbs 

3 • ·Maintenance--anskilled • • 

4 Ope~~tives--semi-skilled 

5 Craftsmen, foremen-~skillad 

\l -Sales 

7 Clerical 

8 Managers, of£ic~als 

9 Professional, technical 

Table #5: When Negroes We=e First Hired 

·' 
0 
l 

2 

Other 
Less 

1960 

or no an;:Mer 
than one year .(1964 Civil 

or :962 Executive Orders 

R:.ghts Act) 

3 S--..a·:e or 
Pra::tices 

mu:1icipal 
Act 

-Fair Emplcy.nent 

4 19-2S years--World w~r. II 

S 26 years and over·: 

Percent 

· 80.0 
• 

17.4 

62.9 

80.0 

57.1 

60.0 ... 
5~7 

14.3 

Percent 

31.4 

2.9 

2.9 

.8. 5 

54.3 
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Agency: New_Jersey 
Industry: Public Utilities 
Number 0£ Interviews:· 35 

Table #6A: .Plans £or Progress or 
Other Special Program 

Percent 

0 
1 
2 

3 

Other or no answer 
None 
Some type 0£ program 

Plans £or progress 

• 
65. 7 

5.7 

28.6 
• 

I'• '. 

Table #6B:. Special Prograr.1s £or 
Recruitment 0£ Negro or Nonwhite Employees 

Percent 

0 

1 
2. 

Other 

None 
Yes 

or no answer 2. 9 • 

48.6 

48.6 

Table # 6C: Types and Sources 
or Recrui·~ing Nonwhite Employees 

O Other or no answer 
1 None 
2 Negro radio stations 
3 Ads in Negro newspapers 
4 :~ ~gro or civil rights organizations 
S Community programs 

6 Negro schools and colleges 
7 Subsidize training £or 

I 
Negroes 

, 

8 Some program--not speci~ied 

Percent 

2.9 
48.6 

8.6 

42.9 
22.9 

37.l 

https://Prograr.1s
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Agency: New Jersey· 
Inclu~try: Public Ut.ilitie.s. 
Num~er o~ I~terviews: 35 

::able _#6D: Plans for Changing . 
Present E::lploy··:ent Policy 

Percent 

O Other or no anst;ar 5,7 

1 No 80.0 

2 Yes 14.3 .. 

. 1 
Tab.le #7: ·Primary Sources o'L Emplo}-31'. Rc·oruitment 

============================================::;.==--··===:========
h 2 B:., c4 

57.2 25.70 Other or no answer 11.4 

1 Walk-ins 62.9 68.6 

2 Employme~.t agencies, P':lb_lic 51.5 42.9 

3 1 Employment ager.cies·, private 42.9 31.S 

4' !.d~ 17.2 ·48.6 37.2 

5 Personal referrals 60.1 80.1 • 

6 Pro::aotion f'rom idthin 37.2 ·2.9 

7 Dir~ot college or trade 
school 80.1 2.9 

8 Civil rights organizations 17. 2 17.1 

Si Unior..3 2.9 2.9 

1 . 
Mere -.:1~anone so\:.rce of recruitment is used by: so:ne companiE.3. 

2
Executive, ~anagezial 

. 
and pro~essional personnel. 

3 ·. • • 
W~ite collar and _salaried persor..nel. 

4ifour ly rated personnel. •• • 
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Agency: New Jersey 
rndustry: Public Utilities 
Number of Interviews: 35 

Table #8: Minimum Educational Requirements 

Percent 

0 Other. or no answer 8.6 

l None 11.4 

2 

3 

Some :formal education 

Some high school· 
• 

4 High school diploma 80.o 

s Some-.., college 

6 College degree. 

7 Requirement not specified 

... 

Table #9: Apprentice Training Programs 

Percent 

0 Other or no answer 2.9 

l None 91.4 

2 Only white apprentices s.1 

3 Some Negro apprentices· .--
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Agency: New Jersey 
Industry: Public Utilities 
Number of .Interviews: 35 

Table #lOA: Types of Promotion Procedures 

Percent 

0 Otner. pr.no answer 17.1 

l No .formal procedures 25.7 

2 Jobs posted a~d employees bid 40.0 

3 Recommended by supervisor 14.3 

4 Seniority 51.4 

5 Combination of 2, 3 and 4 54.3 

6 Combination of formal and informal 1 • 20.0 

7 Combination of any two types 1 
37.1 

1Included in above. 

Table #10B:· Types of· Seniority Procedures· 

0 Other or no answer 
l None 
2 Combination of 3, 4 and 5 
3 Craft or job 
4, Departmental 

s Plant-wide 
16 Combination ox any two _types . 

Percent 

5.7 

2.9 
,20.0 

17.1 

54.3 

77.1 

54.3 

1Included in above. 

Table #lOC: Does Seniority Shift Between Jobs? 

O Other or no answer 
1 No 

2 Yes 

Percent 

8.6 

17.1 

74.3 
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Agency: New Jersey 
Industry: Public Utilities 
Number 0£ Interviews: 35 

Table #11: Use 0£ Tests i~ Hiring and Upgrading 

0 Other•or·no answer 
1 None 

2 Entxy level~-salarie6 

3 Entry level--hourly 

4 Upgrading--salaried 

5 Upgr,iding--hourly 

6 Yes but no answer 

· Per·cent 

14.3 

5.7 

54.3 
•

68.6 

34.3 

62.9 

1More than one practice used by sane companies. 

Table #12A:. Contacts With any Type 
0£ Civil Rights Agency or Organization 

O Other or to answer 
1· No contact 

2· Any type of contact 
3 Boycott 

4 Picketing 

5 Knowledge 0£ other :firms• contact 

6 Commendation 

Percent 

2.9 

45.7 

25.7 

. 5. 7 

20.0 
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Agency: New Jersey 
Industry: Public Ut il i ti.es 
Number of Interviews: 35 

Table #12B: Contacts With the State 
o~_Mu~icipal Civil Rights Agency 

Percent 

O Other or no answer 

1 No contact, no knowledge 
2 Knowledge but no contact 

3 Contact through a canplaint . 

4 Cont~ct and knowledge. 

2.9 

22.9 •• 
42.9 

l~.4. 

20.0 . 

.•... 

Table #12C: Assessment of E~fectiveness 
o~ Fair Employment Pract~ces Legislation 

for ReGpondent Company and G:nerally 

Company Generally 

() Other or no answer 5.7 17.l 

1 No effect ,34.3 14.3 

2 Little importance 11.4 5.7 

3 Some importar.ce 37.'l 48.6 

4 Great importance 2.9 14.3 

,•. 



Agency: New J er s~y .• 
Industry: Public Utili.ti~s· 
Number· 0£ Interviews: •·35 :· 

Table ..1/13: Use .and As_ses'sment 0£ Public 
and Private Agencies as Source o'£ Negro Re£errals 

Use 

J No answer 

1 Never use agencies·,,. 

2 Us~ mostly public.agencies 
3 Use mostly p::ivate agencies 

~ Us~ both equally 

Re.ferral 

0.5 Used but no Negro referrals 

S Negro referrals by public agencies 

6 Negro referrals by. private agencies 

7 Referrals by both equally 

8 Hire re.ferrals fran agancies 1 

9 Do not hire refer=als 
• 1 

10 Re.ferrals of good quality 

11 Re.ferrals same qu~lity as whites 1 

12 Re.fe=rals·o.f poorer quality 1 

Percent 

.. 
22.9 

.• 20.0 

28.6 

2.9 

20.0 

.•.. 

11.4 

5.7 

8.6 

8.6 

2.9 

22.9 

8.6 

•1Appiies to Negro re~errala hired by respondent companies. 
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Agency: New J·ersey • 
Industry: Public Utiiities 
Number o~ Interviews : • 35 • 

Table #14: Assessment o= Union Influence on 
Company's Equ&l Employment Objectives 

'. •, 

0 No union or no answar 

l Little or no in£luen~e 

2 Adverse i:.'lf'luence 

3 Positive influence 

Percent 

5.7 

80.0 
.... 

14.3 
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NEW YORK CITY 

In the New York City study a total of 62 retail stores was visited, 
and employment data are available £or 51 of these. The employment 
figures are reported in Table# 1. In the majority of cases, emp­
loyment data were obtained from the EE0-1 Standard Forms submitted 
by companies early in 1966 to the federal Joint Reporting Committee. 
For 14 of the companies, employment data were obtained by using an 
employment statistics form developed independently by the research 
team conducting the study in New York City. 

The 51 companies reported a total of 129,883 workers. Of this 
number, 74% are in white-collar and 26% are in blue-collar jobs. 
About sixteen percent of all employees are listed as "nonwhite," 
a category used in the New York City study to refer to Negroes, 
Puerto Ricans, Orientals, and American Indians. Nearly three-fourths 
of the nonwhite employees in the stores surveyed are Negroes; most 
of the other nonwhites are Puerto Hican. Nonwhites hold about one­
fourth of all blue-collar jobs but only 12.7% of all white-collar 
employees are nonwhite. 

Slightly more than three out of every four interviews was conducted 
at a corporate headquarters, a category which also includes companies 
having only a single installation. In slightly more than one-third 
of the cases, respondents were at the vice president level. In a 
little more than twenty percent of the cases, resnondents were store 
managers, and in about forty percent of the cases they_ were managers 
of personnel or employment relations. In many cases more than one 
representative of a store participated in the interview. 

Over sixty-five percent of the respondents stated that their companies 
had employed Negroes for periods of twenty years or longer. Inasmuch 
as nearly one-fourth of the respondents either did not respond to 
this question or gave an uncodable answer, further comment will not 
be attempted. 

Table# 4 shows that Negroes reportedly have held a variety of 
types of jobs in the stores included in the survey. For some cate­
gories, e.g., craftsmen, the low percentage figures may reflect the 
infrequency of such jobs in this particular industry. At the same 
time, it should be noted that the percentages in the table have no 
relationship to the actual numbers of Negroes or other nonwhites 
who may have held or presently are holding such positions in the 
stores. White-collar jobs predominate in this industry generally, 
and it should be expected that the percentages would be high, if 
nonw•ite are making any notable progress at all. 

Over sixty percent of the companies were reported to have no special 
plan or program f~r equal employment opportunity, and only slightly 
more than ·forty peu.J nt of the respondents claimed that their com­
panies had used any of the more commonly identified channels for 
affirmative action. It is perhaps notable that nearly fifteen oercent 
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of the companies are members of the Plans for Progress, and an 
additiona~ 22.6% of the companies were reported to have a similar 
plan or program. As Table #6B shows, half of the companies were 
reported to have made some special efforts to recruit Negroes. 

Although respondents named a variety of sources used for general 
recruitment purposes (See Table #7 ), favored methods tended to 
vary with different occupational levels. For executive, managerial, 
and professional jobs, use of private employment agencies, newspaper 
ads, and internal promotion were the most frequently reported sources. 
For other white-collar and salaried positions, newspaper ads and 
private employment agencies ·were named most frequently, although 
more than thirty percent named public employment agencies and about 
one-four~h depended on "walk ins." For hourly rated jobs, newspaper 
ads, public employment agencies and "walk in" applicants were the 
most frequently reported sources. 

Table #12A, shows that over forty percent of the respondents reported 
that their companies had not made use of any of the more common 
channels of affirmative action. Of those who did report some use of 
one or more of these, the most favored were civil rights organizations 
and community programs. Recruitment at predominantly Negro schools 
and colleges ranked third but was far behind the first two. 

Nearly one-third of the companies studied have no minimum educational 
requirement for employment .. Among those having some requirement 
of high school graduation was mentioned by 41.9% of the respondents. 
Many of the respondents, however, did qualify their answers by 
stating that minimum requirements tended to vary with particular 
job levels, and requirements are scaled accordingly. 

For about one-third of the companies visited, no tests are used 
in the screening of applicants. In companies using tests, they 
function mainly as screening devices for entry level jobs and 
very infrequently in decisions for upgrading and promotion. 

According to Table# 9 , training programs are infrequent in the 
retail trade industry. About one-fifth of the companies reported 
having training programs in which Negroes are participating. For 
the most part, however, as inspection of the actual interview data 
would show, training is of an informal, on-the-job type. The func­
tion of employee seniority in the retail trade industry is not clearly 
revealed by Table #10B. Many respondents stated that seniority 
considerations were confined chiefly to decisions regarding vacation 
and layoffs. Length of service may be considered when an individual 
is considered for promotion but its overall significance in general 
employment processes is not great. 
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Union influence on employment policies in the retail trade industry 
is similarly not very great. No employees• union was operative in 
many of the stores. In the majority of cases where companies did 
have unions, as Table #14 shows, the union's influence on equal 
employment opportunity was regarded as being very slight. 

About forty-five percent of the companies were reported to have 
had no contact with a civil rights agency. A fair percentage 
of companies had had some such contact, with 12.9% of the companies 
having experienced some form of·boycott and 21.0% picketed by civil 
rights groups. On. the other hand, 8.1% of the companies were re­
ported to have received some form of commendation from such a group 
for their equal employment opportunity activities. 

Slightly·more than thirty percent of.the companies were reported to 
have had no contact with a public fair employment practices agency. 
An additional 35.5% reported no contact but did have some knowledge 
of the existence and work of such an agency. In a little over one­
fifth of the cases, it was· stated that the company's contact was 
through the filing of a complaint. 

When asked to give an evaluation of the effectiveness of EEO legis­
lation with respect t~ their companies, 67.8% of the respondents 
regarded it as of "no effect" or of "little importance." When 
asked .to comment on the effect of such legislation on business and 
industry generally in thei~ community, 56.3% regarded it as being of 
"some importance" or of "great importance." It should be noted, 
however, that the rate of nonresponses to the latter q~e·stion was 
double that of the first . 

. Very few of the companies were reported to be considering changes 
in their employment policies. Of the 62 companies visited, only 
two respondents stated that possible changes were under consider~tion. 

--Joe A. Miller 



-142-

Agency1 New York City 
Industry: Retail Trade 

Table #1: Racial and Occupational 
Distribution o~ Work Force 1 

Nulllber Percent 

Total employee•. 

White collar 

Blue collar 

129883 

96173 

33710 

100.0 

74.0 . 
26.0 

Total nonwhite employ••• 

White collar 

Blue collar 

*2087S 

*12240 

* 8635 

16.1 

12.1 2 

25.6 2 

1Based on 51 companies ~or which etatiatical·in~or■ation waa 
available. 

2Percent o~ total white collar and blue collar job•; reapec-
tively, ~illed by nonwbit••• 

* Includes Negroes and Puerto Ricans, of which 15,617 (12%) are Negro-. 
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Agency: New York City 
Industry: Retail Trade 
Number of Interviews: 62 

Table #2: Title of Respondent 

Respondent Percent 

1 President. or owner 2.5 

2 Vice-President 35.8 

3 Plant or works manager 22.2 

4 Personnel or employment manager 39.5 

s Other - lower echelon 

Table #3: • Place of Interview 

Percent 

0 

1 

2 

No answer 

Other. than corporate headquarters 

Corporate headquarters 

1.6 

21.0 

77.4 
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Agency: New York City 
Industry: Retail Trade 
Number of Interviews: 62 

Table #4: Classification of 
Jobs Ever Held by Negroes , 

Percent 
> 

0 Other or no answer 

1 Laborer~ 

2 Other service jobs 

3 Maintenance--unskilled 

4 Oper·ati ves--semi-skil led 

5 Craftsmen, foremen--skilled 

6 Sales 

7 Clerical 

8 Managers, officials 

9 Professional, technical 

46.8 

77.4 

51.6 

59.7 

35.5 

82.2 

88.7 
6~.9 

37.1 

Table #5: When Negroes Were First Hired 

Percent 

0 
1 

2 

Other 
Less 

1960 

or no answer 
than one year (1964 Civil 

or 1962 Executive Orders 

Rights Act) 
25.8 

1.6 
4.8 

3 State or 
Practices 

municipal 
Act 

Fair Employment 
1.6 

4 

S 

19-25 years--World 

26 years and over 

War II 14.5 

51.6 
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Agency: New York City.· 
Industry: Retail Trade. 
Number of Interviews: 62 

Table # 6A: Plans· for Progress or 
Other Special Program 

O Other or no answer 
1 None 
2 Some type o~ program 
3 Plans for progress 

Percent 

62.9 
22.6 

14.S 

Table #6B: Special Programs for 
Recruitment of Negro or Nonwhite Employees 

Percent 

0 

1 
2 

Other 
None 
Yes 

or no answer 

so.a 
so.o 

Table # 6C: Types and Sources 
of Recruiting Nonwhite Employees 

Percent 

0 Other or no answer 
1 None 41.9 
2 Negro radio stations 1.6 
3 Ads in Negro newspapers 1.6 
4 Negro or civil rights organizations 35.S 
s Community programs 37.1 

6 Negro schools a~d colleges 17.7 

7 Subsidize training for Negroes 9.7 
8 Some program--not speci~ied 
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Agency: New York City 
Induatrys Retail Trade 
Number o~ Interviewss 62 

Table #6D: Plan• ~or Changing 
Present B:lllployaant Policy 

Percent 
·~.·' 

0 

1 

2 

Other 
No 
Yes 

or DO answer 8.1 

88.7 

3.2 • 

. 1
Table #7: Primary Sources o~ E■ployee Recruit■ent 

A2 83 c4 

0 Other or no answer 16.1 8.1 •. 14.5 

l Walk-ins 4.8 24.2 33.9 

2 Employment agencies, public 8.1 30.6 35.5 

Employment agencies, private 64.5 41.9 22.6 

4 Ads 51.6 75.8 66.1 

s Personal re~errals 21.0 17.7 19.4 

6 Promotion ~rom within 48 •. 4 14.5 1.6 

7 Direct college or trade 
school 30.6 8.1 1.6 

8 Civil rights organizations -- -- --
9 Unions 1.6 4.8 4.8 

~ore than one source o~ recruit■ent i• uaed by: ■ ca• coapaniea. 
2

Executive, ■anager~al ~nd pro~e••i~n•l peraonnel. 
3
White collar and aalaried·per ■ onnel. 

4e~ly rated peraonnel. 
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Agency: New York City 
Industry: Retail Trade 
Number of Interviews: 62 

Table #8: Minimum Educational Requirements 

Percent 

0 Other. or no answer 9.7 

l None 32_.3 

2 Some f'orm~l education 6.5 

3 Some high school 9.7 

4 High school diploma 41.9 

s Some· college 3.2 

6 College degree 3.2 

7 Requirement not specified 3.2 

Table #9: Apprent.ice Training Programs 

Percent 

0 Other or no answer 4.8 

l None 64.S 

2 Only white apprentices 11.3 

3 Some N~gro apprentices 19.A 
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..;.f ~ncy: l'Je1:"JYo::-k City 
r~~ust::y: Retai: T=ade 

.. 

?.ar~e,'"lJ,;I• 
I -A ,:-, 

- • \J\J Ot;:::::. or no ~11svlcr :, 

~ No for~al prcccdur~s 35.5I 
I L! ':>2 Jc~s pos~ed and e~ploye~s bid . .:. u 

3 ~e~crw~~.-::d~d oy supervisor 67.,1 

1. 64 Scr ..ic::i ty 
1.6Cc=~~nat~on c~ 2, Z &nd 4 

1 16.10 ~c.mli::.uation 0£ foru:ai ar.d in::ormal 
. . . .... 1

7 Cc::;:~:!.r..a·" ..:.c:1 01: •.n:J ·,wo L.yp.as 

2 Ccr.:bin~t~c: .. o:f s, 4 a6c 5 

3 ~=a=t or j c..~:>• 

6 Cor.·.bir:.-r~::on o-z any two -cypes· 
,
~I~cluded ir. a~ove. 

32.2 
33.9 

Lo 
C' , 
'-' • .I. 

25.8 

----- -=~-=========-=-========:;_::.====== 
Perce~-:t 

O Other o:: :>.o a~swer 51.6 
i Ne., 9.7 

2 Ye3 33.7 
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Agency: New York City 
Industry: Retail Trade 
Number of . Interviews: 62 

Table #11: Use of Tests in Hiring and Upgrading 

O Other•or·no answer 
l None 
2 Entry level--salaried 

3 Entry level--hourly 

4 Upgrading--salaried 

S Upgr·ading--hourly 

6 Yes but no answer 

Percent 

6.5 
33.9 

41.9 

38.7 

4.8 

l.'6 

1More than one practice used by sane companies. 

Table #12A: Contacts With any Type 
of Civil Rights Agency or Organization 

Percent 

0 Otber or no answer 1.6 

1 No contact 45.2 

2· Any type of contact 21.0 
3 Boycott 12.9 

4 Picketing 21.0 

s Knowledge of other tims• contact 4.8 

6 Commendation 8.1 



Agency: New York City 
Industry: Retail Trade 
Number of Interviews: 62 

Table #12B: . Contacts With the State 
or.Municipal Civil Rights Agency 

Percent 

0 Other or no answer 3.2 

1 No contact, no knowle~ge 30.6, 

2 Knowledge but nocontact 35.S 

3 Contact through a ccnplaint 22.6 

4 
·,'

Contact and knowledge 8.1 

Table #12C: Asse$sment of Effectiveness 
of Fair Employment Practices Legislation 

for Respondent Company and Generally 

() Other or no answer 

Company 

17.7 

Generally 

35.5 

l' No effect 61.3 6.5 

2 Little importance 6.5 4.8 

3~ Some importance 9.7 32.3 

4 Great impo~tance 4.8 21.0 
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-Agency: New York City 
Industry: Retail Trade . 
Number o'L Interviews: 62-

Table ,13: Use and Assessment of Public 
and Private Agenciee as Source o'L Negro Referrals 

Use 

0 No answer 

1 N~ver use 

2 Use mostly 
3 Use mostly 

4 Use both e

agencie• 

public 
private 

qually 

agencies 
agencie• 

Re'Lerral 

O.S Used but no Negro-re'Lerrals 

S Negro referrals by public agencies 

6 Negro referrals by private agencie• 

7 Referrals by both equally 
18 Hire referrals fraa agenciee 

9 Do not hire referrals 
110 Referrals of good quality, 

lJ Referrals same quality as whitee 1 

112 Referrals _of poorer quality 

Percent 

• 
1.6 

.3.2 

11.3 

6.5 

77.4 
•.. 

4.8 

8.1 

1.6 

11.3 

1.6 

6.5 

56.5 

9.7 

1Appli•• to Negro referral• hired by reepondent OOllpanie•. 
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Agency: New York City 
Industry: Retail Trade 
Number o~ Interviews: • 62 

Table #14: Assessment of Union Influence on 
Company's Equal Employment Objectives 

·, ... 

Percent 

0 No union or no answer 30.6 

1 

2 

Little 

Adverse 

or no influence. 

int'luence 

48.4 ... 
1.6 

3 Positive in£luence 19.4 
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OHIO 

In the Ohio study.interviews were conducted in sixty-four companies. 
Employment data are available for sixty of these, which toge·ther 
report a total workforce of 40,761 employees. Table #1 is arranged 
to show the employment figures for the machine tool and glass indus­
tries separately, and for the combined industries. 

Considering all the companies for which employment data were re­
ported, approximately three-fourths of all employees are in blue­
collar jobs, and the rest in white-collar positions. Slightly less 
than five percent of the reported work force is nonwhite. For all 
practical purposes this category in the Ohio study is equivalent 
to Negro. While slightly more than six percent of all blue-collar 
jobs are held by nonwhites, less than one percent of all white-collar 
jobs are held by nonwhites. A comparatively larger percentage of 
the work force in the machine tool industry is nonwhite (6.5% com­
pared to 3.2% in the glass industry), but in neither case is the 
figure for nonwhite employees in white collar positions above one 
percent. Significantly, eleven of the sixty companies (or 18.3%) 
reported that they had no Negro employees at the time of the inter­
view. 

Table #3 shows that over three-fourths of the interviews were con­
ducted at the corporate headquarters. In view of the fact that the 
category "corporate headquarters" includes companies with a single 
installation, and many of the companies visited were relatively small, 
this figure is to be expected. The greatest number of interviewees 
were managers of personnel or employee relations, although considered 
together, company presidents, vice presidents, and plant managers 
represented more than half of all respondents. 

Slightly less than half (46.8%) of the machine tool companies were 
reported to have h.ad Negro employees for periods of twenty years 
or more. The corresponding percentage for the glass industry was 
23.5%. Nearly one-third of th~ glass companies were reoorted to have 
had .Negro employees for less than one_year prior to the time of the 
interview; the corresponding percentage for the machine tool comoanies 
was slightly more than ten percent. More than one-fourth of all 
the companies included in the Ohio survey were reported to have 
hired Negroes only since 1960. 

When the responses for the combined ipdustries are considered, 
Negroes have held jobs in the unskilled (laborers) and one semi-­
skilled (operatives).categories in more than half of the companies. 
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While one-fourth of the machine tool companies were reported to 
have had Negro employees in clerical jobs, only one of the 17 
glass companies in the survey reported this. One machine tool 
company was.reported to have had a nonwhite in a sales position, 
but the employrr.ent data given to the interviewer showed no non­
white employee occupying such a position in either industry. A 
total of 575 white employees, however, were reported to be in such 
positions in the combined industries. In sum the proportion of 
companies reporting Negro employees in any of the white-collar 
categories are uniformly low. 

Eleven of the 64 companies w~re reported to be members of the 
Plans for frogress program, and an additional three companies re­
ported a similar special plan or program for equal empJovment 
opportunity. A little more than one-third (37.5%) of all the 
comp·anies in the combined industries were reported to have made 
some special efforts to recruit Negroes, and less than half of 
the respondents mentioned any specific activities that reflected 
affirmative action. Of those who did mention some specific course 
of action, the most frequently reported channels were contacts with 
civil rights organizations in the machine tool industry and con­
tacts with predominantly Negro schools and colleges in the glass 
industry. However, considering the high percentage of companies 
in either industry mentioning no specific activities, the question 
arises as to how intensive any of these actions actually are. Of 
course, this question cannot be answered from the data available. 

For purposes of general recruitment, depend~nce on "walk~in 11 appli­
cants was considered important only in the case of hourly-rated jobs, 
with slightly more than forty percent of all respondents in the 
combined industries specifying this as a favored method. Generally 
speaking, the reported methods tend to vary with differences in 
occupational level. For executive, managerial, and professional 
positions, the use of private employment agencies and reliance on 
internal promotion were most frequently reported, although news-
paper ads and personal referral were also named by more than one­
third of the respondents. Only 10 of the 64 companies were reported 
using college recruitment as a favored method for these types of 
positions. For other white-collar and salaried positions, the most 
frequently named source of recruitment was private employment 
agencies, although newspaper ads were not f~r behind, the nercent­
ages being 62.5 and 56.3 percent, respectively. In third and fourth 
place were public employment agencies ·and personal referral. For 
hourly-rated jobs, personal referral was the most frequen·t1y re­
ported source of recruitment, with public employment agencies, news­
paper ads, and "walk ins" falling into the second, third, and fourth 
pbsitions respectively. 
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It is difficult to interpret the importance of educational re­
quirements to companies in the combined industries, since one­
fourth of all responde_nts gave either an uncodable answer or 
no answer at all, and nearly one-third (31.3%) replied that their 
companie·s did have a preferred requi-rement but did not specify 
what it was. Of all responses, nearly one-fourth stated that 
high school graduation was a preferred minimum requirement, and ,, some 17 percent of the respondents replied that there was no 
general requirement in their companies. This latter figure, however, 
is ~ffected sharply by the number of respondents in the machine 
tool companies who gave this response. In short the picture is not 
at all clear, and it is possible that this area is one which re­
quires probing in greater detail by the agency in charge of the 
survey. 

Over half of,the respondents stated that tests are used in screening 
applicarits for both hourly-rated and salaried jobs. In the machine 
tool industry, however, 36.2% of the respondents stated that their 
companies had no testing program, as compared with only 5.9% of the 
respondents in the glass industry. For both hourly-rated and 
salaried employees, tests are reportedly used to a far less degree 
in upgrading and promotion procedures. 

Over one-third of the companies were reported to have no anprentice 
training program in operation. An equal proportion w~s reported to 
have some such program, but involved only-white apprentices. 
Slightly more than one-fourth of the companies were reported to have 
an apprentice training program in which Negroes are participating. 

Table #lOAshows the percentages of responses to questions regarding 
promotion procedures. 'the general conclusion is that in well over 
half the cases there is a high degree of informality involved in 
these procedures. The percentages for specific items are presented 
in the table, but inspection of the interviews themselves shows 
that various items are actually considered in combination; also, 
several interviewees offered general statements about the importance 
of "ability" and "merit" without stating precisely what, in parti­
cular, defined these terms. Table #.1.OBshows that, while a majority 
of the companies reportedly have some seniority program, in over 
one-fourth of the cases, it represents some combination of craft, 
job, or plant-wide seniority. Over eightly percent of the respondents 
reported that the employee does not lose seniority when moving from 
one job to another. 

More than one-fourth of the respondents either reported that their 
companies had no union contact or gave no reply to the questions 
regarding union influence on company equal employment policy and 
practice. Of those whQ did respond, slightly less than seventy 
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percent stated that the union had had little or no influence on 
this aspect of the company's employment policy. 

Nearly three-fourths of the companies reported previous contact with 
a civil rights organization; only about eleven percent responded in 
the affirmative. Questions regarding contact with a public fair 
employment practices agency yielded somewhat similar results. Nearly 
63 percent of the respondents stated that their companies had had " 
no contac.t with such an agency and showed no knowledge about the 
existence and work 0£ such an agency in their community or state. 
An additional 23 percent reported no such contact but did rlernonstrate 
awareness of such an agency and its work. It may be that some res­
pondents interpreted this question to refer to well.established 
contacts as well as occasional continuous contacts; however, these 
contacts are not well articulated in most instances. 

When asked for their estimation of the effectiveness of equal employ­
ment opportunity legislation with respect to their companies, 37.5% 
of the respondents stated that it was of "no effect" or of "little 
importance," and 59.4% regarded it of "some imr,ortance" or of "great 
importance." When asked to comment on the effectivene$S of such 
legislation with respect to industry and business generally in their 
state, the distribution was 23.5% "no effect" or of "little impor­
tance," and 70. 3 percent of "some importance" or of· "great importance." 
Although the differences here are not as pronounced as in interview 
data from several other agencies, the trend is the same. 

Of the 64 companies interviewed, oniy two, representing 2.1~ of the 
total, were reported to have any plans for changes in their emoloy­
ment policies. The rest of the respondents stated that their 
companies were anticipating no such changes. 

--Joe A. Miller 
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Agency: Ohio 
·Industry: Machine Tool and Glass 

1Table #1: Racial and Occupational Distribution of Work Force 

Mac:iine Tool Glz.ss Total 

Number I f'erce,,t Number I Percent Nu~cr I Percent 

Total CL-iplcyces 

VJhitc collar 

Blue collar 
-. 

Total nonwhite employees 

tvhi tc collar 

Blue collar 

I 
;' ' 

J 
24727 I 

i• 
100.0 I 16034 

Il 
l 

,6892 27.9 
I 

2650 
'I 

I 
I 

72.l 1338417835 
! 

I! f 

I 

1628 6.5 t 392I ' 
I ! 

1.0263 11 

21565 8.7 381 

t 

I 
t 

40761 100.0100.0 
I 

i >-' 
9542 23.4 lJl16.5 

UJ 
I 

31219 76.683.5 

3.2 2020 l ·1. 9 I. 
-

J 
~ 

'')2 74 0.74J0.4 
i ,..,

2 1946 I 6.2.::.,2.8 

' 1Based on 60 interviews £or which statistical information was available. 

2pcrcent of total white collar and· blue_ collar jobs, respectively, filled by nonwhites. 



Agency: Ohio 
Industry: Machine Tool and Glass 
Number o:f Interviews: 64 

Table #2: Title o:f Respondent 

Respondent 
Machine Tool ' 

Percent 

Glass 

Percent 

Total 

I Percent 

1 President or owner 19.4 4.3 15.6 

2 Vice-President 19.4 13.0 17.8 

3 Plant or works manager 16.4 30.4 20.0 

4 Personnel or employment manager 40.3 • 47.8 42.2 
.. \ 

5 Other - lower echelon 4.5 4.3 4.4 

Table #3: Place o:f Interview 

0 No answer 

Machine Tool 

fercent 

i Glass 

I ~ercent 

Totalt 
I Percentf 

1 

2 

Other than 

Corporate 

corporate headquarters 

headquarters 

a.s 
91.5 

58.8 

41.2 

21.9 

76.6I 

,. 



--

Agency: Ohio , 
Industry: Machine Tool and Glass 
Number of' Interviews: 64 

Table #4: Classification or Jobs Ever Held by Negroes 

IMachine Tool GlassI Total 

Percent Percent Percent 

0 Other or no answer 

1 Laborers 

2 Other service jobs 

3 M~intenance--unskilled 

4 Oµcratives--semi-skilled 

s Craftsmen, f'oremen--skilled 

6 Sales 

7 Clerical 

8 Managers, o.f:ficia ls 

9 ~rof'essional, technical 

i 17.0 

44.7 

14.9 

42.6 

t 63.8 

29.8 

2.1 

25.5 

4.2 

14.9 

11.8 

70.6 

5.9 

29.4 

58.8 

35.3 

5.9 

5.9 

11.8 

15.6 

51.6 

12.5 I 
~...I 

39.l 0°' 
I 

62.5 

31.3 

I 

I 
1.6 

20.3 

4.7 

14.1 



Agency: Ohio 
Industry: Machine Tool and Glass 
Number o:f Interviews: ·64 

Table #5: When Negroes Were First Hired 

Machine Tool l Glass Total 

Percent Percent Percent 

0 

1 

2 

3 

4 

5 

Other or no answer -
Less than one year (1964 Civil Rights 
Act) 

1960 or 1962 Executive Orders 

State or municipal Fair Employment 
Practices Act 

19-2~ years--VJorld War II 

26 years and ove~ 

29.8 

10.6 

12.s 

--
17.0 

29.8 

29.4 

29.4 

11.8 

5.9 

--
23.S 

28.l 

15.6 

12.5 

1.6 

12.5 

28.l 

I 
I-' 

I-' 
I 
°' 

• 



Agency: 
Industry: 
Number 

Ohio 
Machine 

0£ Interviews: 
Tool and 

64 
Glass 

Table #6A: Plans £or Progress or Other Special Program 

Machine Tool Glass Total 

Percent Percent Percent 

0 Other or no answer -- -- --
1 None 87.2 52.9 78.1 

2 Some type 0£ program 4.3 5.9 4.7 

3 Plans £or progress 8.5 41.2 17.2 I 
~ 

°' t\) 
I 

Table #68: Special Program·s for Recruitment of Negro or Nonwhite Employees 

----
Machine Tool Glass Total 

Percent Percent t"ercent 
. 

0 Other or no answer -- -- --
1 None 63.8 58.8 62.5 

2 Yes 36.2 41.2 37.5 
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Agency: Ohio 
Industry: Machine Tool and Glass 
Number of Interviews: 64 

Table #6C: Types and Sources of Recruiting Nonwhite Employees 

Machine Tool Glass .Total 

Percent Percent Percent 

0 Other or no answer 

1 None 

2 Negro radio stations 

3 Ads in Negro newspapers 

4 Negro or civil rights organizations 

5 Community programs 

6 Negro schools and colleges 

7 Subsidize training for Negroes 

8 Son1e program--not specified 

55.3 

2.1 

4.3 

21.3 

17.0 

19.l 

2.1 

14.9 

53.0 

17.6 

11.8 

35.3 

11.8 

--
54.7 

1.5 

3.1 

20.3 

I 
~ 

C\ 
u) 
I 

15.6 

24.4 

4.7 

10.9 



Ag.ency: Ohio 
Industry: Machin~ Tool and Glass 
Number of Interviews : 64 

Table #6D: Plans £or Changing Present Employment Policy 

Machine Tool Glass Total 

Percent Percent Percent 

0 Other or no answer -- -- --
1 No 95. 7 .100~0 96.9 

2 Yes 4.3 -- 3.1 
, 

I ..... 
Q\ 
~ 
I 
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Agency: Ohio 
Industry: Glass 
Number of Interyiews: 64 

. 1 
Table #7: Primary Sources of_Employee Recruitmerrt 

A2 83 c4 

0 

1 

2 

3 

4 

5 

6 

7 

8 

9 

Other or no answer 
Walk-ins 

Employment agencies, public 

Employment agencies, private 
Ads 
Personal referrals 
Promotion from within 
Direct college or trade 
school 

Civil rights organizations 

Unions 

--
·s. 9 

--
35.3 
29.4 

35.3 

58~8 

41.2 

--
--

5.9 
•

35.3 

41.2 

41.2 
19.1 

25_. 5 

29.4 

--
tl.8 

--

17.6 
47.1 

64.7 

11.8 
29.4 

35.3 

--

--
17.6 

---
1More than one source of recruitment is used by: some-companies. 
2Executive, managerial and professional personnel. 
3
White collar and salaried personnel. 

4Hourly rated personnel. 
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Agency: Ohio • 
Industry: Machine Tool 
Number o~ Interviews: 64 

. 1 
Table #7: Primary Sources o~ Employee Recruitment 

.. 
·' 

A2 83 c4 

0 

1 

2 

3 

4 

s 
6 

7 

8 

9 

, 

' Other or no answe~ 
Walk-ins 

Employment agencies, public 

Employment agencies, P.rivate 
Ads 
Personal referrals 
Promotion from within 

Direct college or trade 
school 

-· 

Civil rights organizations 

Unions 

8.5 
4.2 

10.6 

55.3 
42.6 

36.2 
46.8 

6.4 

--,. 

--

14.9 
a. 5 • • 

40.4 

70.2 
57.4 

38.3 
19.1 

6.4 

--
--

14.9 
38.3 

57.4 

21.3 
68.1 

76·. 6 
.8. 5 

--

2.1 

--
1More than one source of recruitment is used by: some companies. 
2 .

Executive, managerial and p·rofessional personnel. 
3 .
White collar and salaried personnel. 

"Hourly rated personnel. 
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Agency: Ohio 
Industry: Machine Tool and Glass (Combined) 
Number of Iuterviews:. 64 

. l 
Table #7: Primary Sources of Employee Recruitment 

A2 B3 c4 

0 Other or no answer 6.3 12.5 
•. 

15.6 

1 Walk-ins ·4. 7 15.6 40.6 

2 Emplo}'Jllent agencies, public 7.8 40.6 59.4 

3 Employment agencies, private so·.o 62.5 18.8 

4 Ads 39.1 56.3 57. 8· 

5 Personal referrals 35.9 34.4 65.6 

6 Fromotion from t>dthin 50~0 21.9 '6.3 

7 Direct ~ollege or trade 15.6 4.7 --
school 

8 Civil rights organizations -- 3.1 6.3 

9 Unions -- ...- --
1 .
More than one source of recruitment is used by: some companies. 

2
Executive, managerial and professional personnel. 

3
White collar·a11d salaried personnel. 

4Hourly rated personnel. 
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Agency: Ohio 
Industry: Machine Tool and Glass 
Number 0£ Interviews: 64 

Table #8: Minimum Educational Requirements 

Machine Tool Glass rotal 

Percent Percent Percent 

0 

1 

2 

3 

4 

5 

6 

7 

Other or no answer 

None I 
Some f'ormal education 

Some high school 

High school diploma 

Some college 

College degree 

Requirement not ~peci£ied 

23.4 

23.4 

2.1 

--
21.3 

--
--

29.8 

29.4 

--
--
5.9 

29.4 

--
--

35.3 

25.0 

17.2 

1.6 

1.6 

24.4 

--
--

31.3 



Agency: Ohio 
Industry: Machine Tool and Glass 
Number 0£ Interviews: 64 

Table #9: Apprentice Training Programs 

Machine Tool Glass Total 

Percent Percent Percent 

0 

1 

2 

3 

Other 

None 

Only 

Some 

or no answer 

white apprentices 

Negro apprentices 

2.1 

36.2 

31.9 

29.8 

--
35.3 

47.1 

17.6 

1.6 

35.9 

35.9 

26.6 

• 



Agency: Ohio 
Industry: Machine Tool and Glass 
Number of Interviews: 64 

Table #lOA: Types of Promotion Procedures 

Machine Tool Glass Total 

Percent Percent Percent 

0 

1 

2 

3 

4 

s 

6 

7 

Other or no answer 

No formal procedures 

Jobs posted and employees bid 

Recommended by supervisor 

Seniority 

Combination of 2, 3, and 4 

Combination 1of formal and in-.formal 

Combination of any two types 1 

8.5 

68.1 

25.5 

48.9 

46.8 

8.s 

46.8 

27.7 

5.9 

41.2 

35.3 

23.5 

58.8 

23.S 

47.1 

11.8 

7.8. 

62.5 

28.l 

42.2 

so.o 

14.1 

46.9 

23.4 

I..., 
'-I 
0 
I 



Agency: Ohio 
Industry: Machine Tool and Glass 
Number or Interviews: 64 

Table #10B: Types or Seniority Procedures 
( 

Machine Tool I Glass Total 

Percent Percent Percent· 

0 Other or no answer 6.4 -- 4.7 

1 None 2.1 -- l.b 

2 Comibnation or 3, 4, and 5 25.5 
j 

23.5 26.5 

3 Crart or job 8.5 5.9 7.8 

4 Departmental 25.5 64.7 35.9 

5 Plant-wide 51.l 52.9 53.1 

6 Combination of. any two typesl 17.2 52.9 26.6 

I .... ....., .... 
I 

1. Included in above 



Agency: Ohio 
Industry: Machine 
Number of Interviews: 

Tool and 
64 

Glass 

Table #lOC: Does Seniority Shirt between Jobs? 

0 

1 

2 

Other 

No 

Yes 

or no answer 

Machine 

Percent! 

6.4 

10.6 

83.0 

Tool I Glass 

Percent 

11.8 

5.-9 

82.4 

Total 

Percent 

7.8 

9.4· 

82.8 
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Agency: Ohio 
Industry: Machine Tool and Glass 
Number 0£ Interviews: 64 

Table #11: Use of Tests in 
Hiring and Upgrading 

Glass TotalMachine Tool 

PercentPercent -Percent 

0 Other or no answer 4.3 3.1 

1 None 36.2 5.9 28.1 

I2 Entri • level - salaried 46.8 88.2 57.8 

3 Entry level - ho~ly 48.9 54.770.6 

4 Upgrading - salaried 12.8 11.8 12.5 

5 Upgrading - hourly 14.9 23.5 17.2 .. 

6 Yes, but no answer 



Agency: • Ohio 
Industry: Machine Tool and Glass 
Number 0£ Interviews: 64 

Table #12A: Contracts with any type 
0£ Civil Rights Agency or Organization 

Machine Tool Glass Tqtal 

Percent Percent Percent 

0 

1 

2 

3 

4 

5 

6 

Other or no answer 

No contact 

Any-type 0£ contact 

Boycott 

Pickating 

Knowledge 0£ other rirms• contact 
. 

Commendation 

. ' 

--
70.2 

10.6 

--
--

17.0 

2.1 

--
82.4 

11.8 

--
--
5.9 

--

--
73.4 

10.9 

--
--

14.1 

1.6 



Agency: Ohio 
Ipdustry: Machine Tool and Glass 
Number 0£ Interviews: 64 

Tabl~ #12B: Contacts with the State 
or Municipal Civil Rights Agency 

: I 
Machine Tool Glr\SS 

Perc?.nt Percent
i, 
I 

0 Other or no answer 

1 No contact, no knowledge 

2 Knowledge but no contact 

3 Contact through a complaint 

4 Contact and knowledge 

61. 7 ·.:64. 7 

23.4 23.5 

6.4 5.9 

8.5 5.9 

ITotal 

Percent 

62.S I-' 
I 

-..J 
U1 

23.4 I 

6.3 

7.8 

https://Perc?.nt


·Agency: Ohio 
Industry: Machine Tool and Glass 
Number 0£ Interviews: 64 

Table #12C: Assessment 0£ Effectiveness 
of Fair Eoployment Pra~tices Legislation 

for Respondent Company and Generally 

-

I 

t r-.:achine Tool 

Percent 

Company Generally 

Glass 

l'ercent 

Company benerally 

TotalI 
Percent 

~qmp~py. Generally 
-

0 

1 

Other or 

No ef'f'ect 

no answer 2.1 
I 

I
29.8 

6.4 

17.0 

5.9 

52.9 

5.9 

35.3 

3.1 

35.9 

6.3 

21.9 

2 

3 

Little 

Some 

importance 

importance 

2.1I 
I34.0 

2.1 

42.6 

--
.. 

I 17.6 

--
41.2 

1.6 

29.7 

1.6 

42.2 

4 Great importance • 

I
32.0 32.0 

I
23.5 17.6 29.7 28.l 
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Agency: 
Industry: 
Number 

Ohio 
Machine 

o:f Interviews: 
Tool and 

64 
Glass 

and 
Table 
Private 

#13: Use 
Agencies 

and 
as 

Assessment of Public 
Source of Negro Referrals 

Machine Tool 

Percent 

Glass 

Percent 

Total 

Percent 

Use 

O no answer 
1 Never use agenci~s 
2 Use mostly public agencies 
3 Use mostly private agencies 
4 Use both equally 

Re:fcrral 

0.5 Used but no Negro referrals 
5 Negro referrals by public agencies 
6 Negro re:ferrals by private agencies 
7 Referrals by both equally 
8 Hire referrals from ·agenciesl 
9 Do not hire re:ferrals 

10 Re:ferrals o:f good qualityl 
11 Re:ferrals same quality as whitesl 
12 Re:ferrals of poorer qualityl 

6.4 
53.2 
21.3 
19.1 

36.2 
2.1 

7.3 
8.5 

12.8 
27.7 

6.4 

·11.8 
58.8 
11.8 
17.6 

11.8 

5.9 
17.6 
35.3 
17.6 

I .....7.8 
54.7 " " 18.8 I 

18.8 

29.7 
1.6 

4.7 
7.8 

14.6 
29.7 
• 9.4 

i Applies. to Negro re:ferrals hired by respondent companies. 



Agency: Ohio 
Industry: Machine Tool and Glass 
Number 0£ Interviews: 64 

Table #14: Assessment of Union Influence on 
Company•s Equal Employment Objectives 

. 
Percent Percent jPercent 

, 

0 

1 

2 

3 

No union or no answer 

Little or no influence 

Adverse in£luence 

Positive inf'luence 

34.0 

63.8 
·-- . 

--
2.1 

11.8 

82.4 
...-., 

--
5.9 

28.1 

68.8 

--
3.1 

TotalI Machine Tool I Glass 

I 
t-' ..... 
ex, 
I 
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WISCONSIN 

After several interviews had been conducted in companies located 
in northern Wisconsin communities, with the results showing that 
only nine nonwhites were employed in a tot~l workforce of nporoxi­
mately s,ooo, th~ decision was made to limit the study chiefly to 
the Milwaukee metropolitan area where the overwhelming majority 
of the state's Negro population is located. A few interviews were 
also conducted in the Racine and Kenosha areas, but the main focus 
was on Milwaukee. Excluding the up-state companies, forty-two 
companies were visited. Employment data are available for only 39 
of these companies, which report a total employment of 83,927 workers. 
All the companies are either durable or nondurable manufacturing 
concerns. 

Employment data indicate that two-thirds of all employees are in 
blue-collar jobs, with the remainder in white-collar jobs. This 
distributon probably reflects the manufacturing base of the com­
panies. Slightly more than seven percent of all employees are 
nonwhite. Most of the nonwhite employees are Negroes, although a 
few American Indians are reported. Nearly ten percent of all blue­
collar jobs but only one percent of all white-collar positions are 
held by nonwhite employees. 

In some cases more than one person was interviewed in a single 
company. Of all interviewees, managers of personnel or employee 
relations predominated .. About four-fifths of the interviews were 
conducted at the corporate headquarters, which also covers cornoanies 
with only a single installation. 

Two-thirds of the companies claimed to have had Negro em~loyees for 
periods of twenty years or more. None clai~ed to have commenced 
hiring of nonwhite er.1ployees at a tine coincident with the creation 
of the state's fair employment practices agency. Slightly less 
than 17 percent of the respondents reDorted that their companies 
had had Negro emplo~ees onl.y since 1960. 

Considering the aggregate of all res~onses to questions concerning 
jobs Negroes have held (See Table #4- ), the immediate conclusior. is 
that they have held or are holding a variety of jobs in the estab­
lishments included in the survey. However, at closer range the 
distribution of these responses reveals a different picture. Only 
two occupational categories, unskilled (laborers) and semi-skilled 
(operatives), account for more than fifty percent of the jobs Negroes 
have held. The only other category with a notable frequency is 
clerical with slightly more than thirty-eight percent of the respon­
dents indicating that N~groes have held such jobs in their companies. 
The percentages of responses fnlling into the top categories of 
sales and professional and technical are quite low. No respondents 
reported Negroes having ever been managers or company officials. 
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Fourteen of the 42 companies were reported to be members of 1~1ans 
for Progress, with nine others claiming to have similar plans or 
programs to further equal employment opportunity. All together, 
thirty companies reportedly have exerted special effort in the 
recruitment of Negroes and other nonwhites. 

Table #6C shows that, for nearly one-fourth of the companies there 
was no reported use of any of the more commonly identified channels 
of affirmative action. The most frequently used sources appear to 
be civil rights organizations ~nd community rrograms, and in both 
cases more than half of the companies were reported to have estab­
lished such contacts to facilitate recruitment of nonwhite aoplicants. 
Of all other sources specified, contact with predo~inantly Negro 
schools and colleges was renorted most frequently, although this 
appears in only about one-fourth of the interviews. 

As Table ;:-;7 shows, favored methods of general recruitment tend to 
vary with the occupational level in question. For executive, 
managerial, and orofcssional positions, use of newsparer ads, nrivAte 
crnployQcnt agencies, ·internal promotion, and direct college recruit­
liH:mt v1cre reported 1r;ost frequently,· in that order. For other whi. te­
collar and salaried positions: newspaper ads, private emplo'lrrent 
agencies, and personal referral; while for hourly-rated jobs, new~­
paf)cr ads, pcrsonc.'l referral, "walk ins," and nublic employment 
agencies were re~orted ~ost frequently as recruitment sources. Of 
all methods specified, newspaper ads ranlcs first for ~11 three occu~­
ationRl l~vels. Dcp2ndence on off-the-street annlicants, or 11walk 
ins," ran!(s importa11tly only in the case of hou:.:-Jy-rated e·;:mloyees. 

In the qucstioD rclato2d to r1refcrred ::,inirnm~: educational requirements, 
hi~h school 0radu~tion was stipulated in 31 percent of.the cases ~nd 
SOffie rcquircffient, though unspecified, was reported bv 16.7 nercent 
of the r~~?OP~~nts. Nc~~ly onL-fi~th of the resDondents stated that 
t!ieir co.Jpc:.nic::s had no such rilinir::w:: educational requirement. ~-~lightly 
fewer than one-fourth of the r~S?ondcnts either did not respont] er 
gave an uncoJ~clc rc.s~ons(~ to thic=: (:::ucstion, ~mr1 t'10re j s n,'J 't.''0/ of. 
\:no•::i.nc LE ;:~nu ho~,• th(~ ,Jistr:5L:ut-J.on of these rcspo~~scs, if :.no:"n, 
would rc.£.lc-~t en the ether categories. A1 l 1:0,;;ether, so·.i,C /crt:/ 
r..:rc€nt o:::- t>,-2 inte::•1ic~•. 1ces eith-2r r,rovi.c!ed no ansr-tcr to this :..1uc7.­
tior: o:r:- :;:eport..:d the ;::::istent:e of SOl'!iC rec!u~_rcment but did r,ot 
S'.")C?Cify r·.-h8t it ~•!a~. 

1Table ~l indicat(;;S that tests 2.re rcport(?c to bE: coP.1;:?orly us~--~ to 
screen ap~lic-3:its for entry-level salnried jobs and, t'ith a 1css.::r 
frequency, fo~ entry level hourly-rated jobs. Tests arc reDorteCl.v 
used even less when considering individuals for upgrading and nro­
j~:oticn, bt:t the perccmt:1ges for bot11 sa1 ariecl and rourly-:r"t2•.· job\:: 
nr-2 ,•rorthy oi note--3G. 1 anc 42. 9 r'.?rcent :ces~cct i vel y. 

https://Jistr:5L:ut-J.on
https://no�::i.nc
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Over fifty percent of the companies are reported to have arprentice 
training programs, but only about one-fourth of these have orograms 
in which there are Negro participants. The table itself does not 
indicate this, but if such p:::'ograms are major channels of qualifi­
cation for promotion and/or upgrading, then the absence of Negro 
apprentices and trainees from most of these programs should be an 
important datum when considering the framework of an affirmative 
action anproach. 

When all i terns in Table #].OB are considered singly, consideration of 
seniority is the most frequently named promotion procedure. However, 
closer inspection of this table indicates that no single item is 
supreme in matters of promotion. Differences in the degree to v1hich 
promotion procedures are formalized and the frequency with which 
various single items are considered in combination when pro~otability 
is evaluated preclude easy generalizations. Two comrr.ents seem t_o 
be in order: (1) The reported frequency of job posting and employee 
bidding systems would seem to be favorable toward equal employment 
opportunity objectives, in that job openings are made known to all 
employees. (2) Dependence on seniority as a major criterion may 
work inadvertently against Negro employees in a company where their 
job tenure is typically short compared to that of white employees. 
However, according to Table #lOB, seniority is carried by a worker 
from one job to another in a reported 88 percent of the conpanies; 
thus, there is no anticipated loss of seniority position if a worker 
changes from one line of progression to another in these companies. 
A plant-wide seniority systere was reported to be the major tyne, 
though a considerable percentage of ~he com~anies were re~orted to 
have some form of departmental seniority. 

Three series of questions included in the interview schedule cea1 
with the company's experiences with both public and priv?te civil 
rights agencies and with an estimation of the effectiveness of 
equal employment opportunity legislation. Responses to these ques­
tions are represented in Tables #12A, #,12E, and #12C. Insnection 
of the first table shows that the majority of companies were reoor­
ted to have had no contact with a private civil rights org~nization. 
This figure is surprising, in that over half respondents had nr0-
viously reported sorr.e contact with such an organization for recruit­
ment purposes. (See Table #12A). There is no clear reason for 
this inconsistency. Deliberate misrepresentation by some respon­
dents is one, but not the only, alternative. It may also be that 
some respondents interpreted this question to refer to well-estab­
lished contacts and the former question to refer to occasional as 
well as continous contacts. At best the inconsistency would indicate 
that many company contacts with such organizations are not well arti­
culated, and fault may rest with these organizations, with the company 
or both. However, this may be resolved, only about twelve percent 
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of the companies reported any sort of contact, and about seven 
percent reported having received a commendation from such an 
organization for their equal employment opportunity activities. 

Table #12nindicates that over half of the companies are reported 
to have sorr.e contact and knowledge of a rmbl ic fair emnloyment 
practices agencies, and only a small percentage (7.1) are reoorted 
to have had contact via a complaint lodged against them. Su~nort-
ing information on this is not available, but it is quite ~robable 
that these figures point to the work of the Equal Oprortunities Divi­
sion of the Wisconsin Industrial Commission with the ~Iilwaukee Yol­
untary Equal Employment Op~ortunity Council, a program which is 
similar in many ways to the national l·'lans £or Progress !')rograrn. '.'.!ith 
this said, it should also be noted that some 31 percent of all com­
panies were reported to have had no contact with and no knowledge 
about the work of such an agency in their community or state. 

Table·#J2Chas some interesting features. :.vhen asked to corn1~ent on 
the ef£cctivene:ss of cqui\l employment orrortunity legislation with 
respect to their companies, 47.6 percent of the respondents estimatec 
.that it is 0£ "little importance" or "no effect,'' but when as:_.~ed to 
comment on the cff2ctiveness of such legislation 1·:i th rcsnect to 
industry and business generally in their state, only 11.e percent 
responded in this way and 81 percent considered it to be of "some 
h1portance 11 or of 119reat importance. 11 If the 7 .1 ncrcent "no answer'; 
responses to the second question Tiere evenly distributed bct~een the 
two sets, the difference would be changed very little. 

Table #1~ shows that most respoPCents considered unions to have 
little or no effect on the equal employment nolicies and rr~ctices 
of their companies. Thie; probab1 y reflects the considered jj,,rnaQerial 
prerogatives in employment procedures generally, and the distribution 
6£ these responses is not at all surprisina. 

Few of the companie~ were reported to be planning oossible rolicy 
changes in the near future that would affect their equal er;;nlovrn€nt 
opportunity practices. Although the numbers uoon which the ncrcen­
tages in Table # 6Aare based are not presented, of th(? five cornnai1i.es 
for which some possible change was reported, four were in durable 
manufacturing. 

--Joe A. !-!iller 
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Agency: Wisconsin 
Industry: Manu£acturing 

Table #1: Racial and Occupational
1Distribution or Work Force 

Number Percent 

Total• employees 89038 100.0 

White collar 28862 32.4 

Blue collar 60176 67.6 

Total nonv-fai te employees 6189 7.0 

White co!lar 322 21.1 

Blue collar 5867 
2

9. 7

1Based on 39 co~panies £or which statistical information was 
available. 

2 Percent o: ~otal white collar and blue collar jobs, respec­
tively, rilled by nonwhites. 
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Agency: Wis cons in 
Industry: Manufacturing 
Number of Interviews: 42 

Table #2: Title cf Respondent 

Respond~nt Percent 

• 
President or owner 

2 Vice-President 7.1 

3 

4 

Plant or 
.. 

Per~onnel 

works manager 

or emplo~~ent manager 

• 5.4 

85. 7 

s Other - lower echelon -1.8 

Table #3: Place of Interview 

Percent 

0 No answer 

1. Other than corporate headquarters 

2 Corporate headquarters 

2.3 

16.7 

81.0 
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Agency: 
Industry: 
Number of 

Wisconsin 
Manufacturing 

Interviews: 42 

Table #4: Classification of 
Jobs Ever Held by ~egroes 

0 Other or no answer
• 

1 Labor~rs 

2 Other service jobs 

3 Maintenance--unskilled 
.. 

4 Ope~atives--semi-skilled 

5 Craftsmen, foremen--skilled 

6 Sales 

7 Clerical 

8 Managers, officials 

9 Professional, technical 

Percent 

2.4 

66.6 

23.8 

76 .. 2 

16.6 

2.4 

38.1 

14.3 

Table #5: When Negroes Were First Hired 

Percent 

0 
1 

2 

·other 
Less 

1960 

or no answer 
than one year (1964 Civil 

or 1962 Executive Orders 

Rights Act) 
19.0 

7.1 

9.5 

3 State or 
Practices 

municipal 
Act 

Fair Employment 

4 

5 

19-25 years--World 

26 years and over 

War II 26.2 

38.1 
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Agency: Wisconsin 
Industry: ·Manufacturing 
Number of Interviews: 42 

Table #6A: Plans for Progress or 
Other Special Program 

Percent 

0 
1 
2 

3. 

Other or no answer 
None 
Some type of'program 

Plans for progress 

·52.4 
21.4 

33.3 

• 

: 
I• 

Table #6B: Special Programs £or 
Recruitment of Negro or Nonwhite Employees 

Percent 

0 

l 
2 

Other 
None 
Yes 

or no answer 2.4 

26.2 

71.4 

Table #6C: Types and Sources 
of Recruiting Nonwhite Employees 

I Percent 

0 Other or no answer 
l None 23.8 

.__2 Negro radio stations 
3 Ads in Negro newspapers 2.4 

4 Negro or civil rights organizations 59.5 
5 Community programs 54.8 

6 Negro schools and colleges· 26. 2 

7 Subsidize training for Negroes 11.9 

8 Some progrru.o--not specified __________ ,___ ..,______________ ••>-·------ ·-----
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Agency: Wisconsin 
Int'!us try: Nanu.f actur i_ng 
Number of Interviews: 42 

Table #6D: Plans for Ch3nging 
Present Employment Policy 

0 Other. or no answer 
1 No 

2 Yes 

Table 117: Primary Sources of 

-----
-

0 Other or no a nswer 
1 Walk-ins 

2 Employment ag encies, publi.c 

3 Employment ag encies, p~ivate 
·4 Ads 

5 Personal. refe rrals 
6 Promotion fro m within 

7 Direct colleg e or trade 
school 

8 Civil rights organizations 

9 Uni.ons 
-· 

l 

Percent 
...~ 

88.1 

11.9 • 

. 1
Employee Recruitment 

A2 --;3 c4 

9.5 
2·. 4 

21.4 

61. 9 
73. 8 

23.8 

so·.o 

46.0 

2.4 

--

16.6 

26.2 

3G. l 

57.1 
85.7 

50.0 

16.6 

16.6 

• 7. 1 

2.4 

• 
1~~. 3 

61.9 

50.0 

7.1 

66.7 

64.3 

2.4 

--
9.5 

4.8 -
More than one source of recruitment is used by: somo companies. 

2
Executive, managerial and professional p~rsonnel. 

3
White collar and sal&riod parsonncl. 

4Hourly ra·ted personnel. 
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Agency: ~isconsin 
Industry: hanufacturing • 
Number of Interview~: 42 

Table #8: Minimum Educational Requirements 

O Other, or no answer 
1 None 

2 Some formal·education 

. 3 Some high school 

4 High school diploma 
5 Some·· college 

6 College degree 

7 Requirement not specified 

Percent 

23.8 

19.0 

9.5 

31.0 

16.7 

Table #9: Apprentice Training Programs 

0 Other or no answer 

1 None 

2 Only white apprentices 

3 Some Negro apprentices 

Percent 

42.9 

45.2 

11.9 
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Agency: Wisconsin 
Industry: Manufacturing 
Number of Interviews: 42 

Table # lOA: Types or Promot i~n Procedures 

0 Otlier. or no answer 
1 No formal procedures 
2 Jobs posted ~nd employees bid 
3 Recommended by supervisor 
4 Seniority 
5 

6 

Combination .. 
Combination 

or 

of 

2, 3 and 4 

formal and informal 
. 1 

1 

7 Combination ox any two types 

Percent 

26.2 
33.3 

57.1 
19.0 

69.0 
2.4 

31.0 

54.8 

1Included in above. 

Table #10B: Types of Seniority Procedures 

Percent 

0 
1 

2 

3 

4 

.s 
6 

Other or no answer 
None 
Combination of 3, 4 and s 
era.ft or jcb 

Departmental 

Plant-wide 
1Combination of any two types 

7.1 
2.4 
9.5 

16.7 

45.2 

64.9 

35.7 

1Included in above. 

Table #lOC: Does Seniority Shift Between Jobs? 

0 Other or no answer 
1 No 

2 Yes 

Percent 

7.1 
4.8 

88.1 
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Agency: 
Industry: 
Number of Interviews: 

Table #11: Use of Tes~s in Hiring and Upgrading 

0 0th.er· or ·no answer 

1 None 

2 Entry level-~salaried 

3 Entry level--hourly 

4 Upgrading--salaried 
.. 

s Upgrading--hourly 

6 Yes but no answer 

Percent 

23.8 

73. 8 

57 .1 

38.1 

42.·9 

1More than one practice used by sorue companies. 
.•. 

Table #12A: Contacts With any Type 
of Civil Rights Agency or Organization 

Percent 

0 Other or no answer 4.7 

1 No contact 73.8 

2 Any type of contact 11.9 

3 Boycott 

4 Picketing . 2.4 

5 Knowledge of other firms' contact 2.4 

6 Commendation 7.1 



·company Ganert.lly 

() 

l 

2 

3 

4 

Other or no ans\·,cr 

No effect 

Little importanc•~ 

Some importance 

Great importance 

23.8 

23.8 

3G.1 

14.3 

7.1 

7.1 

4.7 

54.8 

33.3 
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Agency: Wiscons;.n 
Industry: Manufacturing 
Number 0£ Interviews: 42 

Table #12B: Contacts With the State 
o~_Municipal Civil Rights Agency 

Percent 

4-. 7 

1 No contact, ·no knowledge 31.C 

0 Other or no answer 
t 

2 Knowledge but no contact 2.4 

3 Contact through a complaint 7.1 
•,. 

'4 Contact and knowledge 54.8 

•• ' 

Table #12C: Assessment of Effectiveness 
of Fair Employment Practices Legislation 

for Respondent C~mpany and Generally 
===== --=:.:.-=-=====-==-:::-::::·=::;:::====::;::======...... 
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Agency: Wisconsin 
Industry: Mar:ufactur ing 
Number of Interviews: 42 

• Table, #13: Use and Assessment of Public 
and Private Agencies as Source of·Negro Referrals 

Percent 

•Use. 

0 No answer 

1 N~~er use agencies • .4. 8 

2 Use mostly public a~encies 57 .1 

3 Use mostly privati agencies 16.7 

4 Use both equally • 21.4 

••. 

• Re.ferral 

14.3 

5 Negro referrals by public agencies 

o.s Used but no Negro referrals 

7.1 

6 Negro referrals by private agencies 9.5 

7 Referrals by both.equally 
1 4.8 

9 Do not hire referrals 

8 Hire referrals from agencies 

2.4 
110 Referrals.of good quality • 9.5 

11 Referrals same quality as white$ 1 42.9 
1 16.712 Referrals of poorer qu~lity _. _ 

1 . 
Applies to Negro referrals hired by respondent companies. 

https://Referrals.of
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Agency: Wisconsin 
Industry-: Manufc3cturing 
Number of Interviews: 42 

Table #14: Assessment of Union Influence on 
Comppny•s Equal Employment Objectives 

• 

0 No union or no answer 

1 Little or no influence 

2 Adverse influence 

3 Positive influence 

----------·------------~-·--------

Percent 

11.9 

81.0 
•.. 

4.8 

2.4 
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As noted earlier, final reports were submitted by investigators 
for all eleven participating agencies. The findings reported in 
the present document are based only on data from the eight agencies 
using the standard questionnaire as coded and analyzed by the pro­
ject staff. 

Because of features peculiar to the industries studied by the 
other tl1ree agencies--Philadelphia (hospitals), Michigan (construc­
tion), and California (personnel testing)~--different interview 
schedules were used and comparative analyses were not attempted. 

In order not to exclude from this report the findings and con­
clusions from the studies conducted by the three agencies, sections 
of their final reports are included in the following pages. Only 
a few segments of each report is reproduced. What is presented 
in each case is, we believe, sufficient to provide the reader with 
a good understanding of employment patterns in the particular in­
dustry studied. More complete information is contained in the 
reports prepared by each agency's investigator(s). Any agency not 
participating in the present study but wishing to conduct an in­
vestigation should find the data, methodology, and experiences 
reported here most helpful. 

All eleven participating agencies are listed in the appendix and 
can be contacted •directly for more detailed information copies of 
their interview schedule and other relevant matters. 
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CALIFORNIA 

The principal concern of the study was psychological testing, 
particularly as it related to minority employment. Because of 
the technical nature of the subject, it was decided to try to 
recruit professional psychologists as interviewers and review 
staff for the project. Because of anticipated on-site interview­
ing time required, the interview content was distributed between 
the psychologist and an accompanying graduate student. The 
former was to be concerned with the more evaluative aspects; the 
latter was to make an inspection of testing facilities. 

The frequency of cases by size and type can be seen in the 
following table. 

Sample Description - Table Showing Frequency 
of Cases by Size and Type (N = 39) 

Number of Employees 

Type: 100-499 500- Total 

Manufacturing 3 4 7 

Transportation­
Communica t ion­
Utilities 3 4 7 

Wholesale Trade 2 3 5 

Retail Trade 2 3 5 

Finance and 
Insurance 2 5 7 

Services 1 2 3 

Local Government 1 4-- ---_, 
5 -

Total 14 25 39 

The questionnaire was broken into four parts. There was a 
policy interview which was to be conducted at a policy level by 
the interviewing psychologist. There was a statistical inform­
ation section which was left with the respondent corporation and 
there was a testing interview section particularly designed to 
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elicit information on testing practices. The remainder of 
another section, on employment practice, was conducted with a 
person directly involved in day-to-day employment work. 

RESULTS 

The results of this study are divided into fotir general categories 
according to source of data: (1) the policy interview, (2) the 
testing interview, (3) the testing inventory, and (4) the pro­
fessional evaluations. Meaningful differences between organizations 
based·on the type of organization (retail trade, communicatio~s, 
etc.) do not appear to exist. Thus, differences, when observed, 
are reported in terms of the size of the organization. Those or­
ganizations designated as large had 500 employees or more; those 
organizations designated as small had a work force ranging from 
100-499. In the presentation of results, statements are .followed 
by an identification of the source. In the parentheses, the letter 
refers to the appendix letter; the number or letter .following refers 
to the number of the item as listed on the frequency chart. ·As the 
forms were under continual revision, not all respondents answered 
all forms. 

In general, the smaller organizations seemed to have fewer minority 
problems coming to their· attention as well as being ··less affected 
by minority employment pressures. The directing of minority em­
ployment pressures toward the larger organizations may account for 
the fact that the larger organizations have taken more affirmative 
action in the area of minority employment in the last two years. 
In evidence o.f their efforts they have received many more commen­
dations for their employment policies from outside authorities 
than have small organizations.· 

Both large and s1: all organizations overwhelmingly agreed that 
the main problem in .implementing nondiscrirr.inatory employment was 
obtaining qualified minority group members. They also seemed to 
feel that their first-line supervisors generally had no special 
problems in implementing such procedures. With regard to possible 
future action by the government, the small organizations favored 
either more training of minority group members by the government 
or non-interference; the larger organizations proposed that the 
government continue its present oolicics. It should be noted here 
that although both large and small organizations had had contact 
with federal, state or municipal agencies interested in increasing 
minority employment, more of the larger organizations regarded 
these agencies as effective and, thus, would tend to favor the 
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continuation of present government policies. In answer to what 
the organizations themselves might do to enlarge employment oppor­
tunities next year, the smaller organizations favored recruitment 
programs while the larger organizations more frequently preferred 
training programs. However, some of the small and large orqani­
zations favored continuation of present policy or had no plans to 
enlarge employment opportunities. 

In discussing the testing programs, both large and small companies 
tended to have no real evidence of lecal validity, although most 
policy-level people knew what validity is. When asked in what 
other ways the res~ondent might·get the same information as is now 
got through the testing program, respondents in large organizations 
mentioned more alternate means than did respondents in smaller com­
panies, but the answers amounted only to putting more emphasis on 
existing procedures. Of those companies that saw moral or ethical 
problems in the use of test, most said the main problem was that 
unfair weight could be placed on test results. 

Testing Interview 
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The small companies tended to initiate a testing program to meet 
an identified need, while the larger ones more often did so to 
□ ake more efforts to recruit, select, and train minority group 
members. In testing, the large companies respondents were more 
aware of complexities of the validation process than the other 
respondents. 

Both large and small conpani€s had their recentionists greet the 
applicant first. They seemed to h0ve a fully trained person screen 
the applicant, but t~ey tended to have no evidence for the val.iditv 
of the intervi~1. Both had some ap?licants frorn e~ployment agencies, 
although smaller companies tended to rely somewhat rnore heavily on 
agencies for recruitment. 

They both tended to test applicants after a screening interview 
and before the regular interview. They generally used a clinical 
integration of test scores with other information, rather than 
statistical weight or statistical-multiple cut-of£. 

As a basis for selecting tests for use, professional test selection 
based on job analysis was more common in the larger companies. 
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!.!._sting Invento~~ 
~ 

Both large and small companies tended to use job descriotions 
for employment. Slightly more large companies had a testing 
program, but neither generally required any special training of 
the people who administer these test. Only 2 large companies, 
but no small ones, had a minority group member test administrator. 
Only a few--and all these were large--companies were engaged in 
ongoing research in personnel testing. Neither large nor small 
companies seemed to have much evidence _that the organization was 
doing better with tests than without them, and only six cornoanies 
--all large--had done validation studies within their organization. 

In hiring processes, the larger companies tended to have a higher 
level potential as a requirement for entry-level jobs. Thev tended 
not to hire overqualified applicants, but they did hire more of 
them than did small companies. More large company personnel had 
attended a workship or other meeting on personnel proble~s in the 
past year. 

In physical facilities for testing, most large and small companies 
had a separate room, adequate lighting, and adequate workinQ snaee 
for testing. But about a third~of the facilities ~ere deficient 
in some aspect. Particularly large companies tended not to have 
interruption-free testing periods. 

Test security was generally tight for both large and small cof.l­
oanies. They had locked cabinets and test security controls. 
Nost com~anies kept test results from 12-15 months if applicant 
was not hired. Most were following the unfortunate nractice of 
allowing supervisors to have access to test results, although 
fewer large companies were so permissive. 

A wide variety of tests were found; the most frequently usGd ~ere 
classified for this report as intellectual type tests. The basis 
of classification was on cont~nt and some are classed in more th~n 
one category. Although most tests were comercially av?.il8hle, -=' 

number of company tests, particularly of the work-sample tyoe, were 
used. Tests are alphabetically listed by tyoe in 

Professional Evaluation 

After the entire on-site visit was completed, the psychologist 
was asked to set down a few brief, summary evaluations. These 
were in the areas of sensitivity to minority problems, quality of 
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testing practice, actual movement in the direction of enlarging 
employment opportunities for minority persons, and research needs. 
They are here summarized by questions. 

Question 1. Sensitivity to Problems. 

There is a clear indication that the larger companies are more 
sensitive than the smaller ones. The typical response for the 
•maller companies is found to fall between "Insensitive" and a 
''Middle" position; larger companies are found to fall more between 
''Middle" and "Sensitive". 

Question 2. Quality of Testing. 

The quality of testing is nothing to be happy about and no companies 
came out with a superior rating, but three large companies were 
rated "Good." All other companies were rated "Poor" and "Moderate." 

Question 3. Movement Toward Enlargement of Opportunity. 

Quite a few large organizations have been fair employers for a 
long time and have made no change in recent years. Proportionally, 
the smaller ones have made more recent changes, but it is the large 
companies who are planning more improvements for the future. 

Question 4. Research Needs. 

Research needs are found in two categories. One general area of 
research is within the employer organization. Here the most 
frequently mentioned need was for the local validation of existing 
selection procedures and for the experimentation with new methods. 
The new methods mentioned are not new to the field of selection, 
merely new to a particular company. The need is extensive but the 
resources are few. Most companies do not have anybody who can do 
the work. 

Another category is research in the public int~rest. The ouest~of 
the employer is for "qualified" personnel, which usually means a' 
person with good aptitude test scores or with pertinent exoerience. 
The meaning of test scores obtained by poverty or racial minority 
groups has been rightly questioned. Employers have a stake in 
research on tests with minorities but employers do not have access 
to the very large groups of minority people required for such re­
search. Tmis kind of research would be in the public interest; the 
proper place for such research is in them military or in state em­
ployment systems. Another area of public interest in pre-employ­
ment training. 



-200-

When employ_ers specify experience they mean job experience, but 
pre-employment training experience could be designed to simulate 
the job and employers could be induced to accept such training 
in lieu of experience or in lieu of good aptitude scores. This 
approach has been undertaken by various agencies but few of our 
respondents had yet to have had any experience with the graduat~s 
of these programs. 

---ir. Jay T •. :usr:OrCi 
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PHILADELPHIA 

The .following account is taken f'rom Section X, "Conclusions & 
Impressions," o.f the Hospital Employment Study, a report pre­
sented to the Commission on Human Relations, City o.f Philadelphia, 
by Mrs. Donna McGough. Only a .few paragraohs have been omitted 
f'rom the original report. The report is based on interviews in 
62 hospitals in Philadelphia; employment data were available .for 
51 o.f these at the time o.f writing. 

GENERAL PATTERNS 

No one hospital completely excludes Negroes from its work force. 
This was expected because hospitals rely heavily on service 
workers. Requirements and pay for these occupations are low and 
the market for such workers in Philadelphia is predominantly 
Negro. 

In general, Negroes are employed in other types of hospital jobs 
but in smaller numbers and percentages than in service- occu?ations. 
Although not totally absent in the higher administrative occupa­
tions, relatively f'ew Negroes may be f'ound in them. 

Most hospitals do very little recruiting for employees. There 
is great dependence on referrals from friends and relatives, 
"word-of-mouth" contacts, and voluntary aoolications. In de­
partments or occupations where there may be a number of Negro 
employees, chances are that some Negroes may be referred by this 
method. However, in the more highly skilled (professional and 
sub-professional) jobs, channels of communication to Negroes 
about job opportunities may be very limited because most current 
employees are white. In situations of this kind, a form of in­
breeding occurs and the opportunity f'or a hospital to exnand the 
racial composition of its work force is highly limited. In a 
few small hospitals this pattern aD6eared to be a deliberate 
device £or excluding Negroes. 

Entrance to many hospital jobs requires soecial training. Some 
hospitals provide this themselves through scho9ls of nursing, 
technology, etc. ~ecruitment for these programs, excluding that 
done by the Careers in Nursing Program, is minimum and hospitals 
rely on the same types of resources and methods as they do in 
recruiting employees. 
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Reasons given for not engaging in more active recruiting both 
for students and employees focused heavily on hospitals not 
knowing how to recruit. The shortage of workers in many occu­
pations creates even greater difficulties in recruitment and 
some hospitals do not know how to overcome them. Lack of time 
and the absence of fixed resoonsibility for recruitment also 
inhibit their recruitment activities. 

Hiring decisions in most hosoitals rest with denartment heads. 
In most cases such persons are not directly resoonsible to any 
other person or department for the employ~ent decisions they 
make. This is particularly true if the denartment head is a 
physician. This creates opportunities for various forms of 
discriminatory practices to exist without administration's aware­
ness or knowledge of them. This particular nattern perhans is 
one of the weakest aspects of hospital organization with respect 
to establishing fair employment policies and administerinq thew 
forcefully and consi~tently throughout the entire hospital 
system. 

The participation of hospitals in various poverty and other special 
training programs should be acknowledged. Admittedly some found 
such programs useless while others expressed very nositive attitudes 
toward them. Hospitals located in predorr.inantly Negro or racially 
mixed neighborhoods seemed more sensitive to the needs of the 
community and the Negro and participated in greater numbers in 
such programs. 

Other than participation in these programs, no hospital, excluding 
public institutions, has an affirmative action program geare~ 
speci:fically toward recruiting Negroes. In one instance, a res­
pondent revealed that he had specific orders to secure more Negro 
employees but aoparcntly had no structured program for achieving 
it. 

Hospitals' patterns 6f promotion are nrimarily• internal and based 
on merit. No comments can be rrade on the efficiency and effective­
ness of this practice for the hospitals. But in relation to 
opportunities for qualified Negroes outside the current structur.e 
of any one hos~ital, their chrtnces for entering ernploy1~ent at a 
high level within any one department or occupational range are 
obviously limited. 

Many hospitals view a variety of jobs as "dead-end." Other hos­
pitals, however, -E_ave found ways to overcome this to some extent 
by providing upgrading a~d training programs for employees. 

;_ 
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Most pn:ograms are relatively unstructured and highly informal. 
Many lines of progression are short and frequently blocked by 
standards and requirements for job training which are imposed 
by state regulations. A further examination of this topic seems 
worthwhile not only in terms of providing more Negroes the oppor­
tunity for advancement but also for alleviating the manpower 
shortage which is plaguing the medical field in general. The 
question could be posed as to whether or not all the qualifications 
for technical and professional training programs for hospital 
jobs are actually necessary to produce a qualified worker for a 
particular job, that is, are they valid requirements? 

All hospitals 
recruiting, 
writing. 
preferential 
There was 

The 
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have 
hiring, 

presence 
hiring 

strong 

non-discrimination 
and promoting 

of policies 
and promoting 

tendency among 

policies with respect to 
employees, although few are in 

and practices geared toward 
are almost totally absent. 
respondents to treat everyone 

alike. Many stated t:1ey thought this was the best way to promote 
equal employment opportunities. They felt that to give orefer­
ential treatment to Negroes would be to engage in discriminatory 
~ractices against white persons. 

CONCLUSIOOS BY OCCUPATIOO 

Almost every hospital has a large number and proportion of Negro 
service workers. In fact the percentages are disproportionately 
high in relation to service workers both in the hospitals and in 
the total labor force. As stated previously this was exoected 
because of hospitals' heavy reliance on them. Very few hospitals 
have entry requirements for these jobs and generally where they 
do exist, they are geared primarily to literacy levels and are­
not rigidly applied. It would appear that little if any discrim­
ination against Negroes exists in most hospitals in regard to 
service jobs. 

This pattern could be affected in the near future because of 
rising minimum wages and entrance requirements. In terms of the 
enactment of the minimum wage law, pay for most service jobs in 
hospitals is low ranging in general from $1.25 to $1.50 per hour. 
It was pointed out that only Negroes would work for such wages 
which may be borne out by the relative absence of white service 
workers. (In some hospitals there is reverse discrimination. 
Some deliberately do not hire white persons for departments which 
are totally Negro.) If hospitals are forced to raise wages thev 
may also raise requirements and directly or indirectly exclude 
Negroes who could do the job. 
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The raising of requirements even to high school graduation could 
affect the pattern also. It was stated in the interviews that 
the "mop and bucket brigade" of the past no longer exists. Great 
stress is placed on sanitary conditions so that housekeepers ~ust 
be able to read instructions for carefully preparing cleaning 
agents, testing bacteria counts, etc. These more stringent regu­
lations are also applicable to other service jobs. If standards 
are raised as hospitals demand more qualified workers, the Negro 
labor market currently supplying these jobs could be adversely 
affected. 

In most hospitals, many service workers are. now hired untrained 
and.the hospital provides on-the-job training. In only a hand-
ful of cases did the respondent mention that these workers are 
encouraged to further other aspects of their education such as 
reading, writing, or attending night school to obtain a high school 
diploma. 

As it appears now, hospitals off~= the uneducated Negro an em­
ployment opportunity ~erhaps not readily available elsewhere. 
However, if the above two actually take place this type of Negro 
worker way find some for~s of direct and indirect discrimination 
in securing such jobs. 

Craftsr;ien, operatives.L. and laborers, al thou~,h reoresentinq a ~,,].~e 
range of s~dlled 2nri unskilled ''JOrkers, i~,?V be rHscusscd in one 
grouping. i1'or one thin~.1, n~ost hos0itals !~·ake little use of such 
v,orkers in co1;'.r:;a:tison to other t:/Des. In addition, it .ar,pt?.2r.ed 
that some hosoitals cateqorized some of the more highly trained 
service i·:or~:ers .:.s 0Der2.ti~.1cs anc thus distorted the fiqurcs. 
Admittedly, little focus was ~laced on them such that no conclu­
sions can be drawn al)out these v.•or!~ers. 

Secretarial and office ~·:orkers r)crhar,s ~re the ::o:/ ocCl:flation~l 
grOUQ in r2i2.tior- ·to···r~,-;;Tinc~ n hosnit2l. 1 s (]isr)Osition to--'.;-rd 
hiring Ne9roes. The ;·.~arket for this tvne of r,;orker in ;·bi.1.t.!del­
:·Jhia ·is much ,!id-:~r than for ;-,ro·::Oc.~ssional ::-\ncl ~,ub:..:.1ro.1:cssion.~J. 
iobs. This ;")Cr,:d ts the er;;r:,loyer to be n;ore selective in hirj_n~; 
and thus th2 on~ortunity £or consciously or unconsciously denyin0 
employment to Negroes is greater. As the findings show, there 
aooear to be various factors associated with hosnitals' emolov­
ment patterns fn relation to secretarial and clerical workers. 
It appears that hospitals with written non-discrimination policies 
have oroportionately ~ore Negro workers in these occuo~tions. 
Likewise, those with more centralized recruiting and those who 
have had contact with official Civil Rights agencies have better 
emr:>loyment patterns in this occun~tional cate~JOry. This V1tter 
point is difficult to interoret. It could reflect the nosit-t.,,e 

C 
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influence agencies have had on hospitals. Or, it could be ex­
plained on the basis that hospitals which foster integration 
and have better employment patterns are those in which employees 
or applicants have greater freedom and feel less threatened in 
lodging a complaint. Further study on this point would be most 
enlightening. 

Technicians in hospitals are playing an increasingly larger role 
as scientific adv~nces are made. Further specialization in the 
ITedical field produces more specialization in paramedical fields 
inclusing technology, and the need for technicians of all types 
is grest. Negro technicians are employed in many hospitals but the 
actual numbers are relatively small. One explanation for this 
reay be found in the ,~ry few Negroes enrolled in hospital training 
programs for technicians. 

Many of these training programs developed within a hospital when they 
could not find any ready-trained persons available in the labor 
market. Thus admission to such training programs serves as the 
entry level for technicians jobs in many hospitals. Most programs 
are small and recruitment for them is minimum in almost every in­
stance. 

Entrance requirements to these programs when imposed by the hospi­
tal appear to be fairly flexible and some hospitals draw on their 
own employees in the lower service level occupations. However, when 
requirements are imposed by state law or regulations there is less 
flexibility. Almost all requirements include graduation from high 
school and successful completion of mathematical and scientific 
courses. This means that many persons previously entering the 
programs from hospitals' employ are not qualified. In addition, it 
means that knowledge of the program and its requirements must be 
recognized in the ninth or tenth grade of high school. Given the 
limited amount of recruiting it is doubtful high school students, 
white and non-whites, are aware of the necessary preparation for 
this expanding field of hospital employment. 

Another factor, which repeatedly emerges, is the diffusion of 
decision making powers on applicants. For the most part they 
rest with the head of the laboratory in which the program is 
offered. In many instances, hospital administrators or personnel 
persons know little or nothing about such programs. Like employ­
ment hiring decisions, the chances for racial discrimination would 
seem to be greater where there is no centralized control over or 
accounting for decisions. 

Negro nurses were found in most hospitals, largely in general duty 
positions. No significant relationships were found for factors 
tested and the proportion of Negro nurses. This may be an occupa-
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tional area where the need is so great and the supply so small 
that hospitals employ persons regardless of race whether they want 
to or not. Some respondents frankly admitted that "stealing" nurses 
from other hospitals was a common practice. 

Two psychiatric hospitals, one profit and one non-profit, revealed 
definite racial prejudices toward Negro nurses. (They had similar 
feelings toward Negro psychiatrists and other types of personnel 
as well.) They explained this in terms of patients' problems re­
lated to race. Other psychiatric institutions studied did not 
reflect these attitudes. 

Like technicians, admission to nursing schools may account in part 
for the small number of Negro nurses in the field itself. Very 
few Negro students are present in the Philadelphia schools and most 
of those are in two schools. Recruitment for the schools within the 
Philadelphia area is conducted mainly by the Careers in Nursing ~ro­
gram. Hospitals' arrangements with this program minimize the amount 
of recruiting they do themselves in the ~hiladelphia area. 

Admission requirements to schools of nursing are set by the State 
and some resp9ndents felt they were too rigid. It was pointed out 
that a student who could meet them and pass all tests was college 
material. With more jobs opening to women, white and non-white, 
fewer select the rigorous training to become a nurse. (This 
same criticism was applicable to some of the technical training 
programs.) 

The most recent national study of Negro student nurses showed that 
2.~ percent of the students enrolled in diploma schools of nursing 

1were Negro. Findings from 15 of Philadelphia's ~O schools of 
nursing revealed that 1.8 percent of the enrollment was Negro. 

Other professional occupations such as social workers, certified 
dietitians, librarians, etc. were filled by Negroes in many hospi­
tals. There appeared to be no major factor related to whether or 
not any were employed. In general, a shortage exists for ~any of 
these workers and it may be that hospitals are faced with another 
tight labor market and thus more readily employ persons on a non­
discriminatory basis. 

Officials, administrative, and managerial jobs had very few Negroes 
present. In this respect hospitals may not be very different from 
other fields of employment. In general, few of these positions 
exist in hospitals except for the very large ones and the pattern 
among them revealed no particular trend. The lines of progressions 
in hospitals to these types of positions appear to be very limited. 

1 •'Negro Admissions, Enrollments, and Graduation - 19o3", Nursing 
Outlook, Vol. 13, No.~ (New York: National League for Nursing, 
February 19o.5J. _o, b.L. 
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Presumably if they come from within the institution they come 
largely from the office staff where few Negroes are employed. Some 
of the top administrators interviewed had cQJDe to the hospital from 
another hospital. 

Discrimination against Negro interns and residents was not examined 
in detail. Although it appears that some improvement has been 
made within the last ten years, the small number of Negro interns 
and residents in Philadelphia hospitals poses some questions. Are 
the small numbers the result of current or past discrimination, i.e., 
are Negroes not applying because they know they will be rejected or 
are they applying and being rejected on a racial basis? Or, are 
the small numbers a reflection of fewer Negroes entering the medical 
profession? 

In terms of the numbers and percentages of Negro physicians affiliated 
with hospitals it appears that selective factors are operating. There 
are roughly 5,405 physicians in Philadelphia~ about 145 of whom are 
Negro~ Negroes therefore, make up about 2.7 percent of all ~hila­
delphia physicians, however, only 1.1 percent of all physician 
staff positions are filled by Negroes. To determine if this reflects 
discrimination or scarcity of qualified Negro physicians, further 
study is needed. 

CONCLUSIONS BY HOS~ITAL ONNERSHI~ 

Hospital ownership is an important factor in understanding patterns 
of employment related to equal opportunities for Negroes. Govern­
ment-owned hospitals have proportionately more Negroes employed at 
various levels than other hospitals. Reasons for this include the 
strong mandate operating in such hospitals to actively recruit and 
employ NBgroes. Secondly, Civil Service Laws are effective and 
they insure the Negro less chance of discrimination and discouragement· 
because of their reportedly impartial nature. Negroes• attraction 
to government employment, federal, state, and local, may affect the 
number of workers available in the 'private sector of the economy, 
in this case voluntary and proprietary hospitals. 

~ 
Maryland Y. Pennell and Kathryn I. Baker, Health Manpower Source 
Book, Section 19, U.S. Department of Health, Education, and Welfare, 
hlblic Health Services {U.S. Government Printing Office, 19b5), 
p. 139. 

3Estimate of Negro physicians based on list of 145 prepared for 
sub-study on Negro physicians 



Proprietary hospitals are small privately owned institutions 
operated for profit. Most of them are like small businesses 
that hire friends and relatives, and where the administrator 
or owner permits his own personal feelings to enter into every­
day operations. These personal feelings in Philadelphia's 
eight proprietary hospitals range from an administrator being 
openly hostile toward hiring Negroes in professional jobs to 
one who was vitally concerned with equal employment opportunities 
and a~tempted to put them into practice. The pattern which 
emerged with respect to the numbers of Negroes employed and the 
level of occupation is highly dependent upon the attitudes and 
practices of the top administrator and owner. 

Voluntary hospitals also represent diverse attitudes and practices 
with respect to equal employment opportunities for Negroes. There 
were a few respondents who expressed negative feelings about 
Negroes (generally evaluating them all along lower - socio-economic 
class lines) and the hospital's employment patterns showed that 
few Negroes were present except perhaps in the service occu~ations. 
At the other extreme were a few voluntary hospitals which had verv 
good patterns with Negroes employed at all levels. Between these 
polarities were most of the hospit~ls. 

The diversity found among these hospitals may be explained by a 
number of factors. First, each was independently established 
and developed under the direction of different governing ho~rds 
steeped in our society's concept of voluntarism. The boards varied 
by composition, structure, purpose, ~nd function. Other f~ctors 
differentiating these hospitals one from another include geograph­
ical location, affiliation with a religious or phil~nthropic organ­
ization, types of patients served, services offered, source of 
funds, etc. They indeed are a heterogeneous grouping of COITL~on­
purpose institutions. 

Some of these factors help explain in part variations found in 
employment of Negroes. Among them are the following. 

Hospital location: Some hospitals_ located away from the center 
of the City in predominantly white communities employed.nroportion­
ately smaller numbers of Negroes at all occupational levels. These 
hospitals tended to reflect community attitudes and pr~ctices 
regarding non-whites. This seemed to be particularly true in com­
munities reputed to view themselves ~s separate social entities 
somewhat unrel~ted to the City. 

The point was made that hospital emnlo,,ees prefer living in close 
proximity to their work because of odd hours, split shifts, etc. 



MICHIGANCONSTRUC'l'ION STUDYINDUSTRY 

SUMMARYAND CONCLUSIONS 

This study was undertaken to deterlline the following: the general pattern of 
e■ployaent in the construction industry as it operates in the Detroit, Lansing 
and Grand Rapids metropolitan areas of Michigan, the distribution of Negro and 
other llinority group memberswithin the work force, and the practices of employers, 
building trade unions and apprentice training schools which have influenced this 

1,895 construc­

pattern of e ■plo,-.ent. 

Through the use of interview schedules specifically designed for this industry, 
inforaation was obtained from a saaple of eighty two employer-contractors, and 
thirty seven labor unions. Statistical reports with llinority group designations 
were collected fro■ eaployers, unions and five apprentice training schools in 
the three geographic areas. Questionnaires were ad■inistered to 
tion trades apprentices in their classes. 

The nuaber of employers engaged in construction activity in the three areas 
exceed three thousand while the e■ployers observed in this study represent only 
2.21% of this total. Despite this limitation, data collected fro■ all sources 
have led to the 11ajor findings and conclusions reported below. 

The over-all distribution of the work force in the construction industry is 
unique. The construction industry does not employ a ■assive force of unskilled 
and sellisldlled workers with the nuaber of workers decreasing as yo~ move up 
into the skilled, technical and managerial levels. Seventy perceat of all 
construction workers are skilled craftsmen employed at the top of the pay scale. 

The proportion of Negroes employed in all job classifications closely approxi­
•tes the proportion of this minority group in the general population fro■ which 
the work force is drawn. This pattern was consistently reported by building 
trade unions, independent worker organizations and employer respondents in the 
three ■etropolitan areas. 

The level of Negro participation varies significantly on the basis of skill. 
In an industry where 7C/I,of the workers are skilled, 89%of the Negro building 
trades me■bers in Detroit were laborers and teamsters. Similarly, fro■ 6o to 
68%of all Negro employees identified by the eaall sample of eaployers in all 
areas were working in the unskilled positions. '!'he next largest concentration 
of Negro workers is in the Ce■ent Mason trade with employers designating 33% 
of all crafts■en in this category as Negro. 

Fro■ 25% to 3°" of the total Negro labor force identified in this study is 
classified as craftsmen working in the trowel trades, including Ce■ent Masons, 
Plasterers, Lathers and Bricklayers. Negro Carpenters vere reported by union 
and e■ployer respondents, but they represent less than one percent of this very 
large trade group. The nuaber of Negroes e■ployed in the other skilled trades 
areas is ■ini ■aJ. 
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Although no detailed information was available on recent trends within the 
skilled crafts, the five apprentice schools reported that Negro students 
constituted l.~ of the total enrollment. The proportion of Negro appren­
tices throughout the Tarioua skilled areas parallels their proportion at 
the jourReyaan leTel with a alight percentage increase in carpentry, electri-
cal work, plastering and resilient floor decorating. There were no Negro 
apprentices read1 to coll})lete training during the current 1ear and no indi-
cation that the overall leTel of Negro participation as journeymen will be 
changed b1 the nuaber of Negro apprentices coapleting their training period. 

Outside of forllB.l apprenticeship training, 1D8.J11construction workers move 
into the skilled journeyman status through informal channels. Few Negroes 
identified in this study have been qualified as journeymen by union officials 
or ell})loyers on the basis of informal on-the-job training and upgrading. In 
several trades, an entry applicant can get a job as a laborer, helper or other 
related worker and learn through observation and working along side of a skilled 
craftsaan. Sprinkler Fitters, Electricians and Pluterers report that over 7a;, 
of their journeymen ■embers have co■pleted apprentice training; Bricklayers, 
Lathers, Plu■ber-Pipefitters, Marble-Tile-Terrazo and Sheet Metal Workers report 
that fro■ 50 to 69,i of their membership come fr011 certified apprentice progra■a; 
and Carpenters, the largest single craft group (30'.5) report that only 15 to 2a;, 
of their journeymen aembers have received apprentice training. From the high 
percentage of Negro laborers and the disproportionately low percentage of Negro 
journeymen, one 11UStassume that these less formal avenues for achieving journey­
■an status are not equally accessible to all construction workers. 

No direct relatioll&hip could be established between the presence of an equal 
opportunity or non-discrimination policy and the presence of strictly merit 
procedures or the presence of llinority group workers or journeyaan union ae■-

bers. The •jority of e■ployers with union contracts were engaged in some sort 
of goTern■ent building project. None of the non-union companies are involved 
in this type of work. Tb.ere was little evidence fro■ the reports of the union 
or employer respondents of regular government contract compliance review work 
in the construction industry in Michigan. 0Ter 75~ of the employer respondents 
haTe nner had contact with a local, state or federal civil rights agency and 
bad no concept of affirmative emplo,..nt approaches. 

Apprentices are selected for training through procedures established by a labor­
aanage■ent Joint Apprentice Selection Collllllittee. These procedures are reviewe~ 
by the U.S. Departaent of Labor Bureau of Apprenticeship and Training and the 
training progra■ is approTed by this same federal agency. The procedures for 
2~ certified progrUIS in the three metropolitan areas of this study vary on 
the.basis of craft area. Opportunities for training are with few exceptions 
announced only within the industry and the largest percentage of candidates are 
referred by relatives, friends and contractors. Five of the Detroit area selec­
tion collllittees notify the Apprenticeship information center when applications 
are accepted. Tvo of the ~ing progrUUJ notify the local e■ployaent office 
and one of the Grand Rapids progr8.118 notifies their local emplo,..ent office when 
applicants are needed. There ia no formal recruitment program operating on the 
local level which attempts to attract a large segment of the 18 to 25 year old 
male population to the trade. 
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The young llllD who.is interested in the building trades and obtains information 
about e■ployaent possibilities applies at the apprentice training school or the 
union hall. Mini111mrequirements are published in eTery trade area and a stan­
dard procedure is established for reviewing qualifications and determining elegi­
bility. So■e of the requirements are applied loosely, particularly age and educa­
tion. Deter■ination by ■embers of the Apprentice Selection Co•ittee of overall 
qualifications of any candidate involve subjective judgments where there is an 
opportunity for personal biases to influence the decision. Comaents of some 
indiridual union respondents indicated so■e anti-Negro attitudes. Such com■ents 
occurred in programs with Negro participation and with no Negro participation. 
The influence of bias in the selection procedure is not deterlllined by this study. 
A thorough study of the application process as it operates over a period of time 
with every applicant would be necessary to deteraine its effect. 

Of the 1,895 apprentices reached with the questionnaire, three-fourths came fro■ 
predollinantly white urban and suburban schools. Over one-fourth of the Negroes 
went to school in the South. Educational preparation of Negroes and whites was 
similar, except that a slightly larger proportion of Negro apprentices took 
college preparatory rather than vocational courses. Fewer Negroes were "sons of 
the trade" and ■ore reported they were sons of serrlce workers and unskilled 
laborers. Approxillately 71% ef all apprentices were influenced to enter the 
trade by ■e■bers of the construction industry. So■e 55%of the Negro apprentices 
reported this SUie influence. 

Employer respondents reported with few exceptions that most of their workers 
were not hired fro■ union referrals. With the exception of those f~ using 
electricians, pipetrade craftsmen and sheet metal workers, where the contract 
agree ■ent stipulates that the union shall have first opportunity to furnish 
tradesmen for the job, unions are called after other informal channels of refer­
ral are exhausted. Contractor associations and journeymen on a job communicate 
labor force needs and the available tradesman or laborer will report to the job 
site to apply for employment. The union card is generally the only necessary 
credential and a worker's competence is determined by the job'foreman or super~ 
intendent. The employer may refuse to accept a man on the basis of poor work­
manship. The large proportion of contractors had not established an equal oppor­
tunity policy and could not report that foremen or other job supervisors were 
aware of equal opportunity provisions in law. 

In general, the findings indicate that the number of Negro applicants for 
skilled construction jobs and apprenticeships is disproportionately low and 
that if all applicants had been accepted, 11Uch the same pattern would remain. 

Efforts have been made in this area, both by those within the Negro communities 
and by others from outside, but the combined effort has not yet been successful 
in directing ■ore youth to this vocational area. 

Employer respondents tend to shift responsibility to the unions, while not 
exercising so■e of the control which they retain in the areas of recruitment, 
hiring, upgrading and reco•ending journeyman status. 

Governaent prograas to pro■ote equal opportunity have not penetrated throughout 
the construction industry and there was no evidence that fair employment practices 
requirements were widely know and understood. 
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Few eaployer or labor respondents reported a~tiTitie ■ which could be classified 
as affirllative or ailled seriously at increasing the proportion of Negro skilled 
crafta■en in the building trades. The shortage of skilled trades■en in the 
Lansing and Grand Rapids area has tended to require that the industry consider 
new recruit■ent actirlties which will reach a larger popa].ation in the entire 
area. Grand Rapids e■ployers and unions have begun to work with the Urban 
League to recruit Negroes. In general the report of ■erit e■ploy■ent activities 
described action to avoid overt discri■ination, special attention to avoid the 
record keeping which designates religion, race or ethnic background and the 
eatablishaent of standardized selection procedures. 

It is evident that the industry 11\lSt consider new avenues of recruitment if 
the over-all pattern is to be changed. The internal, informal practices which 
are currently used to attract nev ■e■bers to this industry can be expected to 
produce the sa11e pattern and distribution of white and non-white workers. !his 
recruitment activity can be geared toward the high school graduate, the unskilled 
worker in construction work as well as other segments of the work force. The 
■a.jority of eaployers in this 88.lllple indicated that shortages do exist. Few 
union respondents in the Detroit area would eatiaa.te the extent of shortage or 
eatilla.te the need for ■killed workers in the future. There is an admission 
that this indutry is operating at peek capacity and is failing to •et total 
dellallds. 

Any atteapt to alter the e■ploymeat patterns found in this study auat of 
necessity inTOlve coaprehensive affirmative action planning on the part of 
local, state and national levels of govermaent, labor unions, eaployer organi­
zatiou, ed•cational adlD.Jlistration, and the Negro collllUDity. Without the 
energetic collllit•nt of the industry itself, the probability of change ia 
alight. Kew technit1ues nat be found, new resources 1111Stbe \lllearthed, and new 
vorld.n.g relationships 11W1t be created, for no one effort can do the job~ Extra­
ordinary and creatiTe steps are necessary to stinlate, train, and prorlde e■-
ployaeat for illcreaaillg nu■bers of minority group m■bers throughout the con­
struction induatr,-. 

https://eatilla.te
https://eatiaa.te
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Therefore, i£ a hospital is located in a predominantly white 
area, £ewer Negroes will be employed. This type or situation 
reflects an interplay between a locally based employer and 
segregated housing patterns. 

Religious affiliation: Some hospitals, not all which are now or 
in the past were a££iliated with a religious organization tended 
to employ £ewer Negroes. Respondents in these hospitals said they 
did not give preference to applicants or the particular religious 
faith or denomination. It was pointed out, however, thnt such 
persons tend to apply at these hospitals in greater numbers, there­
fore, more probably were employed. The selective £actor seemingly 
was not operating from within the hospital but was present in the 
types of applicants they were attracting. 

Per~onnel departments: As stated previously, personnel departments 
are relatively new developments in the hospital field. Generally, 
but not in every case, where there was a personnel department there 
appeared to be better employment patterns. 

Administrator or Director: Another important £act9r, perhaps a 
key one~ appeared to be the attitude or the administrator or 
director. If he was positively oriented toward employ1ng Negroes 
and 
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UNION REPORT 

INTROOOCTION 

While the principle focus of the present study was on employer 
attitudes 
attention 

and practices, 
to unions. Int

several 
erviews 

agencies 
of union 

also 
officials 

turned their 
were con~ 

ducted in: 
I. 

Massachusetts 
Ohio 
Louisville 

Michigan 
New Jersey 
New York 

Other agencies did not contact unions because: (a) the industry. 
being studied was unorganized, e.g., financial institutions in • 
Washington, D.C., -or (b) there was_insufficient. time to adequately 
cover both employers and unions. 

Unions were selected on the basis of having a sizeable number of 
their membership in the companies under study. However, in most 
cases union jurisdiction was not strictly compar·able to the area 
of management responsibility. Most unions contacted had not o~­
ganized any white collar workers and, of course, did not includ~ 
managerial personnel. Moreover, the union lpcal often included 
blue collar workers other than those in the particular company 
under study. As a result, statistics on minority group member­
ship in unions usually do not match management. statistics on 
employment. 

The interview schedule for unions developed in the project offic~ 
was used by three of the agencies. The others used modified forms 
adapted to their particular needs. 

The most intensive ahd complete study .of unions was carried out 
by the Michigan Civil Rights Commission on the building and con-

-struction industry. Their data are reported separately and will 
not be c.overed here except for a few comoarative references. 
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FINDING; 

As reported above, the overwhelming majority of employers felt 
that the unions had no influence, either positive or negative, 
on·the hiring and promotion of minority persons. By and large 
the union representatives expressed much the same sentiments. 

Except for one union reported in the New York study, none of 
the local and regional leaders saw themselves in a position to 
bring pressure on management in order to improve hiring and nro­
motion practices for Negroes or other minority groups. In fact, 
the ~dea that this might be part of their role as union leaders 
does not appear to have occurred to them. 

Several officials, however, showed evidence of action on fair 
employment practices in instances where management was also 
aggressively intereste4 in improving opportunities for minorities. 

One oft~ reasons that union-officers seem reluctant to push 
civil rights on their own, without management support, is the 
fear that their political position will be threatened in the 
local. 

HIRING. The experience of unions in the matter of hiring is 
varied. Only a few unions reported that their org~nization was 
used by the employer as a source of recruitment. In the indus­
trial unions particularly it was considered highly unlikely that 
management would come to them for help in obtaining workers. As 
one union officer stated, "this is the last place they would come." 

The exception to this pattern was in some of the craft unions of 
skilled workers. Among locals of electricians, pressmen, photo­
engravers and others, 90 to 100 percent of the workers were hired 
through the union. As the Michigan study shows, 'the experience 
in the building tradP-s varies from, craft to craft. Some unions 
are used extensively as a source of labor, others only as a last 
resort: • 

Outside of the traditional crafts, there were a few unions that 
also helped to supply workers for emoloyers. Even relatively 
unskilled workers, for exampl~, were provided by some locals of 
the International Brotherhood of Teamsters. Other unions, such 
as the International Association of Machinists had ~ome part in 
recommending skilled workers in industr-ial situations, while the 
employer recruited the semi-skilled and unskilled members of the 
union. 
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PRCMOTIONS. In craft unions, once an individual has served 
the required apprentice and other training, there is usually 
only one job classification. Promotions, unless to managerial 
posts, are therefore not an important factor. But in the in­
dustrial unions where there are numerous jobs with varying wages, 
questions of promotion are much more significant. 

Thus while an industrial union may be limited in what influence 
it can bring to bear on hiring, it undoubtedly can have some 
affect on promotions within the bargaining unit. 

It is difficult to gauge union power in questions of promotion. 
Some indication is given by their ability to gain from agree­
m~nt with the employer that: (a) job opinings will be posted 
for a specified length of time before. permanent assignment is 
made; and (b) seniority rather than ability is to be the crucial 
factor in deciding on promotions. 

Without job posting the union is put into the position of filing 
a grievance only· after openings have already been filled. They 
are pre&anted with a ~- accom.E_l.~ which is dif.ficu 1 t to ·change. 
Given the very limited amount of data available, there was, never­
theles~, a surprising number of unions that had been unable to 
win job posting. 

When ability is considered more important than seniority, manage­
ment has the upper hand in the promotion decision. (Employer 
resistence to seniority, of course, grows with the skill r·equire­
menJs of the job.) An even larger number of unions had been 
unable to make seniority the prime requirement for advancement, 
even in some cases where they have won job posting. 

SENIORITY SYSTEM.5. Most seniority rules were found to be fairly 
complicated. In only a few instances was only plant-wide seniority 
found as the rule. .The general pattern is for the individual to 
acquire several kinds of seniority all of which play a part in 
promotion, layoff and recall rights. 

Some information is available on the manner in which seniority 
systems are determined but we have no data about the number and 
distribution of non whites within the various systems. Thus it 
is impossible to make any generalizations about whether or not 
seniority has been a means of segregating or denying job oppor­
tunities to Negroes or other minorities. 
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APPRENTICESHIP AND TRAINING. As expected, formal apprentice 
programs were· found~t frequently in the skilled craft unions. 
Although there were also apprentice programs for skilled workers 
in industrial plants, many firms appear to rely on workers who 
received their training prior to coming with the company. 

In several companies, particularly in the machine tool industry, 
there has been a strong tendency to eliminate skilled trade classi­
fications. Instead, jobs are broken down into a series of tasks 
that can be performed by semi-skilled workers, reducing or elimi­
nating the need for skilled craftsmen. There was insufficient 
information to determine how widespread this practice might be in 
other industries besides machine tool. 

The onli serious in depth study of apprenticeship is contained in 
the Michigan report which we believe represents a maier contribu­
tion to knowledge in this area. 

Besides apprenticeships, a number of companies have some kind of 
on-the-job training. There was no detailed information about the 
importance these programs nor the extent of minority group parti­
cipation in them. 

NEGRO AND MINORITY MEMBERSHIP. With the exceotion of New York 
retailing, all other unions studied showed a ~ery low proportion 
of Negro members. This reflects the fact that Negroes are poorly 
represented in the industries studied. In other words, one does 
not have to look for some subtle form of discrimination in· the 
Ohio machine tool industry or in Massachusetts transrortation. 
It is not a matter of limiting Negroes to certain jobs or blocking 
promotions but simply not having r.1any Negroes at any level. 

CONCLUSIONS. 

1. Because of the ~ery scanty information available, no definite 
conclusions on union practices and attitudes can be drawn. 

2. Not only are data lacking in many important substantive areas, 
but the ·quality of interviewing in.some situations was very 
poor. This was due to: (a) failure to follow up in order to 
obtain necessary statistics and other information; (b) ignorance 
on the part of interviewers about union organization ann oro­
cedures; and (c) insufficient time. 

Future work in the union field will require, in a number of cases, 
more experience personnel. 
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RECC>1MENDA4tIONS.- ·--------· 

1) Successful studies of unions such as those in the New York 
and Michigan studies point to the need for similar studies of 
this kind in other parts of the country. Comparative data on 
building trades and retailing for the large metropolitan areas 
across the country would be of substantial importance in under­
standing the problems and opportunities for minority groups. 

2) Future questionnaires in studies of industrial plants should 
ask for a breakdown of minority group representation by labor 
grade. On the basis. of this information it could then be deter­
mined whether or not there was the need for closer inspection of 
such things as the seniority system. 

3) The questions raised in the various agency studies ooint to 
the need for some other kinds of information, such as: 

a. support for fair employment on the local union level 
needs to be studied in the context of the e_ol_i_t!_ca! 
position of union officers vis-a-vis their member­
ship, the international union and the employer. It 
would be helpful to have some understanding of how 
changing attitudes or pressures on union officials 
might make them more effective in civil rights. 

b. serious estimates are needed as to exactly where 
there are possible job opportunities for minorities. 
What are the industries or occupations which may be 
expected to expand in the future? For example, our 
admittedly incomplete sample showed few Negroes in 
the printing trades. However, if this is not a 
growing source of jobs it might be better to ignore 
this industry and concentrate on others. 

c. the experience of the Ohio machine tool industry 
suggests that the future of skilled jobs in industry 
should be examined. Some evaluation is needed as to 
whether or not traditional skills are being diluted 
and divided so as to eliminate future ooportunities 
for minorities in this area. 

-Richard Wilson 
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FINDINGS 

A grand total of 770 interviews were completed by the eleven parti­
cipating agencies. Of this number, the eight agencies using the 
standard interview schedule conducted S53. Selected from these were 
coded, analyzed and provide th~ basis of the present report. An 
additional 178 from Michigan and Philadelphia will be partially com­
pared with these; however, the 39 from California will be treated 
independently. 

In the case of every agency, a number of respondents who provided 
answers to the qualitative questions did not make available the 
s.tatistical information about total employees, proportion of white 
and blue collar jobs, and size and occupational distribution of 
the Negroes in the workforce. Both these figures are shown for 
each agency in the table below 
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TABLE # 1 
NUMBER OF CO-lPLETED INTERVIEWS 

I. Agencies Using Standard Interview Schedule. 

Agency ~\Tith ·Stat:f.stics Question Series Or.1~ 

District of Columbia 
J 

Banks 13 14 
Savings & Loans 23 24 

?, :}Insurance 20 
56 -62 

Lotiisv.il le 74 ~7 

Massachus(?tts 

Railroads, bus, taxis ]5 ~n 
Tr.ucl-:.inq 15 ~3 

,l. .--dr.lim::s ...; * 5 
33 49 

1-lissoa:ci. 

, ? 5 l '2C, 
·eu~lic Utilities 17 )9 

1..-12 145 

New Jersey 33 35 

New York City 51 ~2 

Ohio 

Z-.:achine Tools 
Glass 17 

TOTAL.', 533 

*-r,.,o large airline co!!?nanies ar~ not _fnclt?dec; one ,dth Al1ao~t 
23,000 employees submitt€d incomnlete statistical info!'ri~tion 
and the other, emrloying 36,500 with ~ correspond:i n•~~l.y ,.~r0c 
nur,iber of Negro employees, t•rould have oven~hadowed the other 
three much s~all~r airline companies to an unwarranted degree. 
However, both are included in the attitudinal question series. 

1 

https://Lotiisv.il
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II. Agencies Using Another Interview Schedule. 

Completed Interviews 

Cali:fornia 39 

Michigan 2 

Employers '32 
Union·o:f:ficials 34 

Philadelphia 62 

TOTAL 217 

GRAND TOTAL 770 

The 553 companies for whom statistical data are available account 
for a total of over 386,000 ~orkers o:f whom almost 37,500 are 
Negroes and other non-~ites, less than ten percent of the total. 
As shown in Table #2, the total employees are divided almost equally 
between white collar and blue collar jobs; the Negro employee.s, how­
ever, present a different pattern with 60 percent in blue collar jobs 
as contrasted with 40 percent in white collar. To look at this .another 
way, Negroes represent 7.6 rercent of all white collar occupations, but 
almost 12. percent of the workers in blue collar jobs. 

It must be borne in mind that these figures are exceedingly gross 
and there is no way to test their reliability inasmuch as in many 
instances they were obtained verbally from company representatives 
rather than from official record~. In fact, in New York City where 
investigators were abla to gain access to data from the E.£.0. st~ndard 
form for a number of the retail sto:ces they visited, there were r.1ar1 ced 
·discrepancies between the inforrnatio~ pro~ided during the interview 
and that submitted to the E.2.0.C. with no method of determining which 
if ~ny

I 
of the figures were accurate .. 

2Michigan also administered approximately 1800 Questionnaires to 
·apprentices enrtilled in classes in Detroit, Lansing, and Grand ~a~ids. 

3
Throughout this report, the ter.ms "Negro" and "nonwhite" might anf"ear 
to be interchangeable. It is recognized that there a.re nonwhite indi­
viduals other than Negroes p.articularly in e'reas like New York City 
where Puerto Ricans comr,rise approximately 25Io of al 1 nonwhite emoloyees 
in the data, and in New Jersey; however, in the areas covered by all 
the other partici~ating agencies, the data refer to Negroes predomin-
antly. •• 
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Compensating somewhat for the lack o:f_validity checks are the 
patterns which eme~ge almost uni~ormly :from each agency and each 
industry. Everywhere the proportion o:f Negroes in blue collar jobs 
is greater than in white collar, the degree o:f di:f:ference being 
correlated with the nature o:f the industry; and which type of jobs 
predominate. 

The white collar proportions £or Negroes range :from less than one 
~percent in Massachusetts (transportation)- to 12.7 percent in New 

York City (retail stores). The distribution of Negroes in blue 
collar jobs shows an even wider range between 2.2 percent in r,:assa­
chusetts and 60.9 percent in the District of Colu~bia (financi~l 
institutions). These. data are provided at the end of each agency's 
summary report. 

TABLE# 2 
Composite Racial and Occunational 

Distribution of Employees 

(N: 553 companies) 

Number Percent 

Total Employees 3C7,358 100.00 

~'/hi te Collar 195,443 so. 5 

Blue.Collar 191,915 

Total Number of Nonwhi tc· En1r>lOyees 38,425 

\·Jhi te Collar 

Blue Collar 23,491 

4 These represent the non-white proportion o:f the total. white collar 
and blue collar groups, ·respectively. It should be kept in mind 
that the white _collar d.istribution is sign_i:ficantly affected· by 
industries such as retail trade and financial institutions in which 
white collar jobs predominate. 
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It was considered r·elevant and interesting to determine the status 
level of the individual in each company who submitted to the inter-
view and provided the information·sought. Although attempts were 
generally made to gain access to the president or owner of an establish­
rr.ent, it was possible to do so in only 20 percent of .the interviews. 
The largest proportion, over 60 percent, was wjth either a personnel-­
employment manager or the head_o~ a plant or installation and in 17 
percent a vice-president was the respondent. Approximat'ely tt-10-thirds 
of all the interviews were conducted at corporation headquarters; 
however, this is a misleading ·figure since an indeterminate number of 
companies were not of the multiplant variety. 

All respondents w~re asked whether their establishment had any ty~e 
of special program to further the objectives of equal e~ployment 
opportunity and/or the recruitment of Negro workers. It may be assumed 
that merely asking such a question in an interview tends to give re~.­
pondents a clue to the "proper" or _socially acceptable answer. For 
this reason, ~ore than one question was _devi$ed so as to minimize the 
probability of coaching the intervie,.,ee, such as: "Is your conir.>any 
presently a rarticipant in voluntary Flans for Progress?" If no, 
"Do .you have any program or this kind encouraging the em~loyrnent of 
Negroes?" 

Almost sixty percent answered both questions in the negative; slightly 
over 12 percent were members of r·Ians for Progress and· an additional 
six percent had some other special program.' l'Jvo -other types of r~s­
ponse raise some questions however, In view of_ the status and res~ori­
sibility levels of the respondents as indicated above, it ·was sur­
prising to find some executives who ,.,e·re not avmre of their com:_")any's 
involvement with Plans for l·'ro,Jress when other ;sources revealed this 
to be the case. Unfortunately, in Llorc than 22 percent of the cases 
this question was either not asked or not ans·wered. This was pnrt"'i­
cularly true of insur~nce co1i,?=?1nics in• 'NashincJton becc'use of the 
pressure to complete the intervio~s. Therefore, data obtained fro~ 
t~is question shoul~ be rcg~rded with reserv~tion, pnrticularly in the 
case of SLlall establis~1cnt~. In general, special programs, whether 
~!ans for ~rogress or some other ty~c, will more likely be found in 
large corporations and particu la.rly those engag<;:d in raanufacturin0 or 
other activity which raises the nrohability that they have contracts 
with governLent at one or Llore levels. At the ot~er end of the 
continuum, having an extremely small probability of having a contract 
and/or a prograQ expecially designed to recruit Negroes, are the 
small service establishment, e.g., a restaurant or rrotel in t~is£ourf: 
_for the qucst:i.on was relatively inapnropriate .. The largest prooortion 
of companies havino a program were found to be in the Ohio glass incus­
tr:; and airlines in :-1assachusetts. 

https://qucst:i.on
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According to the interviews, Negroes have been employed in.almost 
40 percent of the companies for p~riods exceeding 2S years. An 
attempt was made to correlate the entry of Negroes into the.work 
force with one or more objective events or trends such·as (a) the 
1962· Civil Rights Act; (b) the 1960 or 1962 Executive Orders coveri.n'.l, 
equal employment opportunity; (c) the creation of the state or 1r.uni­
cipal agency; (d) the relaxing of discriminatory practices durin~ 
World War II. The responses indicate the following ~ercentage distr~-

-bution for each of the above: (a) 6.1; (b) 7.8; (c) 2.2; and (d) 10.c~ 
Although not much of a definitive nature can b2 deduced.from these 
data, one ~ia~t have anticipated a higher pronortion of res~ondents 
giving the establishment of an agency as a starting r,oi.nt for i.nte­
grAting th~ir ~!JOrk .force. However, this matches the response to a 

question to be discussed later which deals ·,.d th the respondent's kno,~­
ledge of and contact with the agency in question. 

Literature in the field o:f e1:1ployn:ent practices indicates that t:·.~ 
state 0£ the local econo&11y and the cl if.late o:f. majori ty~-minori ty 
relations i.nfluence the !'.)t?rsonnel oracti.ce~ ,..,,hf ch affect Nc.~•roes. 
Based on the data f'roiil this itei-:, in the intcrvie,., schedule, it '"Ou1.C:: 
anpear that the ci,Jil i:i·~/·,ts climate, at least as inanifested by th~ 
presence of local and/or fed<;:ral legislation, is not a !'Ot·~nt factnr. 
The extend to which aconocic factors influenc~ opnortunities avail­
aole for Negroes i.s beyond the scope of the ~rest?nt study and th.-:?re­
fora cannot be cotu~ente~ unon excent as conjecture. 

Aside f'ro1iJ the tenure of f'!egro en~:>1.oyecs in the samnle co1r,r,anies, 
the jobs th~y ha•.rc l:eld is o:f si.~nif'icance. .,.,~ir,9 the stan~1ard 
occupational classification of the U~~- :ur~au of the ~ensus, the 
:lqual ~ployfo~nt C~portunity ~01r.1dssicn anc~ ot:·~er corr.nliancc.? 1·~\'ic~·~ 

agencies, the dist:.cibution is shown ;n To!J1 c :'.!3 below. 

This table only indicates all t11~ Joh classi~icatfon~ ~ention~~ ~Y 
rcGpond~nts. as ~avin~ ~een fi11~~ ~Y ~~0rocs. ~~ore refined data 
available £rorr: the s.tat:;_!;tics .for:.;~ r;houl,:J hav~ t,~~n code;?·~ tC'.' l':'.':1('•·• 

the nmr.bcr of J•~cg~ocs a-:id ot:·1cr non-,:rhi t ..:s holding jobs i.l"! 0ac'1 L<-:­

thes~ ,:ategories at_ t:1~ tiri:C o:i: the intervic~•1. Unfortt.m;-,tf..~1 1.1, >o"''·.Yc.r, 
the d:'.t~ were not coded i.n t~·d.s Wi!:/ bttt, J:athcr, coll;-pscd t 1'!c c:-◄ tc-

9ories into ~er:.::: cells of 1':eQro, white, 01.t:e co1.lar, an:: '-'-''"'~.t.:: co1~a..-, 
as shown in Table ;}~ above. 

•From Table #3 it is readily seen that in i-;ost of the cot~nani l:!S ::,l".r .:c/~d. 
l'!e0rocs :1a1.r:J ::or the r::ost rart ~·1eld the traditional 1 o,•.•-Ievel jobs ~-~~.ch 
as uns~illsd Eaintenancc, lnborcrs, and other service jobs; these three 
categories account .for more than twice the number in either higher 
skilled blue collar or lower skilled white collar _jobs. The "1attcr.n 
closes with the smallest number havin9 been in either the nrof~sg~on~! 
or ~~na~crial stata. In the face of such empirical eviJence, one 
seriously questions. the claL:.s of' "~,rogress" 1;,ade b:v the intc!'"gronn 
relations field. 

https://oracti.ce
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Two related items deal with {a) the primary methods of recruiting new 
personnel; and (b) the type of activity ofteri called ''affirmative 
action" which refers to the outreach or thrust by em~loyers into 
community agencies and institutions for the purpose of attracting and 
obtaining qualified Negro applicants. 

TABLE# 3 
Types of Jobs Held by Negroes 
N: 553 

Classification 

Laborers 

Other service jobs 

f,!aintenance--unskil led 

Operatives--semi-skilled 

Craftsmen & For~r,,en--~kil led 

Sales 

Clericals 

r,;a.nagcrs and Of'fici'al ~ 

Professional and Technical 

Other and No Answer 

TOTAL 

Number of 
~esponses5 

185 

146 

334 

226 

112 

79 

206 

53 

~6 

l.!3 

1446 

Percents 

33 .. 5 

26.4 

60.4 

40. 9 

21.3 

14.3 

37.6 

9.6 

1-J.1 

7.S 

All classifications mentioned by respondents were tabulated; the 
base .figure fs the number of intcrvie,vs and therefore this colun~n 
totals more than 100 percent. 

5
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The data for these itmes were obtained from questions 1, 4, s, anc 16 
in the section dealing with Recruitment on the interview schedule 
included as part of an earlier report, 6 and are shown in Tables ~'4-
and #5. 

It is apparent from Table #4 that the most popular me.thod of recrui tin,:, 
professional and executive positions is promotion of emoloyees ~lready 
working for the company. This method accounts for 48.7 percent or 
almost twice the number of r~sponses than the next two categories, 
namely, newspaper advertising (27.5 percent) and private employment 
agencies (25 percent). ~ecruiting directly from colleges or trade 
schools and personal referrals follow. It has been known for some 
time that the public employment services do not figure very signi­
ficantly in supplying this type of manpower to employers and this is 
boi;ne out in the present sample with less than eight percent. 

For secr2tarial, clerical, and other white collar jobs below the 
executive and professiona1·1cvels, the distribution dif~ers somewhPt, 
the rank order being as .follows: ads, public employment agencies, 
pri~ate agencies, personal referrals, walkins, procotion from within, 
schools, and civil rights organizations. 

Most hourly rated· (blu~ collar) workers appear to be recruited ~Y 
nieans of newspaper ads and public employment ager:cies as (Jc, the 
lower level of ,·1hite collar n~rsonnel. f-"ersonal referrals arc ~, ::;o 
a productive source; howc·Jer, "walk-ins" i.e., appearing at a hirin~ 
gate or employment office in search of a job figure more ir:nortantly 
for this type 0£ applicant than either of the other two ca~egories. 
The other sources--private employment agencies, civil rights organi­
zations, promotions, and direct recruiting from schools are not used 
very :frequently; however, unions account for a gre~ter percent in this 
group inasmuch as hourly rated workers are organized to a gre~ter 
extent. 

6Individuals interested in obtaining a copy of the research instru~ent 
may contact the st.ate or c;unicipa:J, fair employment oractices or ciui 1 
rights agency in their community or by writing to either the Equal 
Employment Opportunity Commission in ~~ashington, o.c. or the oroject 
director at the Institute of Labor and Industrial Relations. 



TABLE# 4 
Primary Methods of Recruiting 

Various Types of Personnel 
N: 553 

Method Executive, Managerial other White-eollar Blue-Collar and 
and Professional and Salaried .Hourlr Rated 

rPercent7 Percent7 Percent7 

Walk-ins 1.8 21.4 34.0 

Public Employment Agencies 7.8 35.0 44.7 

Private Employment Agencies 25.0 34.2 12.3 

Newspaper Advertising 27~5 48.0 45.8 

Personal Referrals~ 14.1 32.6 39.5 
i 

Promotion from within -18.7 19.0 3.3 N 
N 
\lo) 
I 

Directly from High Schools, 
Colleges and Trau~ Schools 18.6 5.6 1.1 

Civil aights Organizations .2 4.3 3.6 

Unions • .2 1.4 2.s 

Other or No Answer 31.3 27.0 24.1 

7All sources 1,1entioned by respondents ,,,ere. tabulated and the base figure is the number of 
interviews; for this reason each of.these columns totals more than 100 percent. 

8P~rsonal re£errals apply to recomnandations by individuals already employed in the estab­
lisrunent when there is a vacancy and someone of their acquaintance is hired to fill the 
position. 



TA3LE rl S-
Use 0£ Public and Private Cmployraent Agencies 
!'!: 553 

:!:2soonse Number Percent 

Use mostly r,ub l ic . a gene ies . 237 42.9 

Use mostly private agencies 119 21 .. 5 
' 

Use both equally 84 15.2 
I 

Never use either 78 I 14.l l\) 
l\) 

·,~ 
Other ox No i-\.rtswer 3.5 6.3 
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Table #6 below deals with the existence and types of affirmative 
action reported by the respondents and shows that more than 60 
percent have none. Of those that claim to engage in one or ~ore 
of these activities, the most piominent source of finding qualified 
Negro applicants would appear _to be Negro or civil rights organizations 
~ith the Urban League mentioned most frequently. Negro high schools, 
colleges, and trade schools are used £or this purpose as are community 
programs which, in most instances, means participa~ion in a Careers 
Day or similar program staged by the public- schools or as other commun­
ity institution or organization. ~erhaps the most productive means 
of increasing the potential Negro manpower reservoir would be subsi­
dizing a special training or educational program for the~ as exemnli­
fied by scholarships,· loans, gr-ants and_ other financial ass-istance 
specifically ea·rmarked for Negro youth. lvhere ·this has been done, 
employers and com..Tfiunity leaders alike s·peak enthus iastica1 ly a.bout 
them; nevertheless, a very sma~l proportion of. our respondents in­
dicated participating in or even ~~nm•rlcdge of such efforts. 

The latter fact also gives rise to so~e s~eculation about' the sincerity 
of the employers' ")lea #that "we wil 1 H.rc any qu~J ified an~1_icant but 
so few qualified Ne0roes apply and/or so few a~plicants are qu~lifje~.n 

.·~hereas· other social and psychological ·factors converge to ~otivate 
the average white young person to ~cquire the training. T?ecessar~,i for 
a ·desirable job, his Nc.gro cot~ntcrpart typically needs some snecia1 
assistance gr, perhaps, only the encouragement m~ni£ested bv the 
presence of N egro,es in other than lo,:~, level or dead-end jobs. The 
lack of affir~ative action on the part of ~ost 6f the employers sur­
veyed in this study indicate~ the overwhel~ing unfinished business 
of both public and private civil rirbts ~gencies. 

As can be seen in Table C4, eillployment agencies, both public and 
pri~ate, figure signific~ntly in ~!·~ployec recruitment. Hov,ever, t!"le 
private agencies are a more ir,iportant source for white collar wor!-:ers, 

-i.e., executive, professional, and some types of clerical jol>s whereas 
public agencies supply more blue collar and hourly rated workers as well 
as lower level clerical positions. 

In order to £urther assess the importance of err.t:1loyi~1ent il<Jencics, ~n 
additional series of qU<~stions v,as included in the ir.terviet•, schedule, 
designed to determine not only the extent to which these agencies are 
used by the respondent enployers but also whether they refer ~pn.li­
cants without regard to race, how Negro referrals comr-,are with whites, 

• and if Negroes referred in this way are hired, as a general rule. 

The responses to the first part of this question are shm-m in Table #5 
and appear to corr~latc rather closely to those in the earlier cuestion, 
i.e., industries using predominantly blue collar work workers use the 
public employment service more ~nd those who with primarily white 
collar work~rs tend to rely more on the private agencies. On an over-
all basis, almost 43 percent of all those interviewed said they use 
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mostly public agencies as compared with 21.5 percent for mostly 
·private ones. An additional 15 percent claim to use both equally, 
and 14 percent use neither. 

The qualitative aspects of this question xeveal less of a useful 
nature, however. In the largest number of cases a "pat" ans·wer 
was elicited, th~ type considered socially acceptable by resoon-
dents, and geared to someone representing a civil rigHts agency, 
namely, that all applicants referred by both public and nrfvc1te 
agencies ·were of good ·.quality and that Negro referrals were 0£ the 
same quality as whites. Slightly less than 18 percent admitted that 
they use employment agencies but that Negroes are not r~ferred ~nd 
an additional seven percent felt that ·the Negroes referred uere of 
poorer caliber than the whites. Little more of a definitive nature 
can be presented f'rom these items witll any degre·e of validity since 
some interviewers did not ask these questions of all respondent~ and 
in many cases, necessary probe·s are lacking. It remains an imr,ortant 
item, however, since it can provide clues to both an em~loycr's recruit­
~ent procedures and/or the effectiveness. of employment aycncie$ c'~ 

referral sources :for Negr~ and uhite applicants 
·, 

_-The minimum affiount of schooling required of job ap~licants varies 
between the industries investigated but are not correlated in any 
way that might be readily anticip~ted. Table_ ,t in the Apnendix 
shows that college ~vork or a degree is ~referred for sorne _iohs in 
;.nore than 40 percent of the retail stores of r!ew York City. This 
would appear to be valid, but some college is also mentioned hy service 
establishments (hotels, lliotels, and restaurants) in r;:issour5. And this 
is not as easy to understand. A high school diploma seems to he a 
requirement in r11ost of the industries surveved. \'q,ile thi5 ,·.,ould seerr 
to be a legitirr.ate requirement for the financial institutions in the 
District of Columbia, the utilities co~~aniec; in l'~c~•: Jersey anc~ !'~iss­
ouri, and retail stores in I·:e,~.,York City, it rdght be consicere:.: less 
vilid in the ~achine tool_ and glass ccfu~anies in Ohio. During tir 1es 
of a labor surplus, employers are likely to raise the rninir~uc ccuc2-­
tional requiren;ents ·in order to avail tl1cmSelves of ostcnsibl \' hj ~-iher 
caliber individuals; on the contrary in the very tight 1.c\bor ~:;ar' .. et 
of' 1966 one 1Nould expect a relaxation. of such standards exc_e:-it in the 
case of some skillec! trades where graduation from high school is often 
a prerequisite to apprenticeship. The dc1t~ from Ohio in the nresent 
study indicate that more than one-third of the companies do not thcP­
selves ?rovide a~~rentice training and there is no means of deteri1inin9 
how many of the jobs involved in these manufacturing conce::ns require 
such training prior to being hired. 

It should be noted in the table mentioned above that almost one-t~:~rJ 
o:f the .-'Jisconsin emr,loyers surveyed also prefer a high scho·o1 ~jr, 1.o;;io 

for their new hires. This can be e:::plained in part at least by the 
fact that the interviewing in ivisconsin ,·:as alrr.ost totally lii. j t£~: to 
the Milwauk~e filetropolitan area with the major focus on clerical ~nd 
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other white collar of£ice jobs £or which graduation from high school 
·is a very common, almost universal prerequisite. 

TABLE# 6 
Utjlization and Types 

of Affirmative Action 
N: 553 

Type- Number 0£ 
9Responses 

Percent 9 

None 334 60.4 

Negro or Civil 
Rights Organizations 132 23.9 

Negro Schools and Colleges 78 14.1 

Community Prograns 76 13.7 

Subsidizing Training for Negroes 20 3.6 

Ads in Hegro New.spapers 13 

Negro ~adio Stations 2 A..._ 

So~e type bet not specified .,
J.u 3.3 

No Answer J.0 3.4 

TOTAL 692 

t-iore than one type mentioned by sone rcs!"ondents. 9
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Related to minimum e~ucational requir~ments for initial· emnloy~~nt 
is the use of some type of standardized test for screening armticflnts 
and/or for rromotions. The data show that the largest r,ror,ortion 
(47 percent) of the companies do not use test ~or either our~ose. 
Those who do, use them for the following: 

10Percent 
Entry level salaried jobs 34.9 

Entry level hourly rated jobs 29.8 

Urgra~ing in salaried jobs ll.~ 

U~grading i.n hourly rated jobs 13 .o 

Other or No Answer 

Tyrically, thos~ cc~1cArred with en!ployt::er:t 00:--,ortuni tics i:enc..i to r,J.c\~<2 

the greatest ew;-)hasis on initi.a1. !d.rins ~-.,:£th a co::re5.nor:'-1i.n£ lack of 
attention to tha :JroccJures T•,:hi.ch c1-:n~.oy~rs ~-1rn·v·ide £or u·...,s=~,di.i-:g ~nc..: 
pror;1otions ~d.thir. the ·=.?stauli:fru:r.;cr.t. In order to dcter~!}in~ this 
pattern for the corj~ranics stPdi.~d, the respondents ,;•1ere as:•:ti!d al>ou t 
their :Zori:!al and/Jr infor.::.:al :--roinction prc,:,;cdures; thejr ~psr··...::;.:s a-::...: 
sl:own in Table i'.=i belovi. 

It is mon? dif.ficul t to u:m-?ralize about the promotion a:~'"':.:-~Gf the 
personnel process for th~ reason that ~uch ~r~~tices anncar to be 
clo:;cly corrclat(.~ T•,,J.t!, ty~~~ cf jnJ\..!Stry, i.~., T•.,h(~t'hGr:"~'l5.t2 coJ1~r 
or blue colla~ jo~s ~revail. Thus seniority a~C job nostin~ 8n~ 

u5-~~in;: ~•JoulJ ::--.:l?:·,,to be e1c ru~e :!.n iT:anufacturf ng '=Once:rns a~:1 r-,ubl i.c 
utilities ·:1:)icl'! are ;;1ore 1:i.~~ely to I1a-..:c union cont::-a,:t~, -:·•he't'eas f:?11r.~.1 

for~al nrocGJurus ar~ not used ~Y any of the fin~nci~l lnstitutions 01 

r.-~ost oj! t:'!c ·t:1.c s-2rvice ~staulish ...:~nts. T:' the 1.attc:c, ~~or;·.otior5 
1.;ore co1,:.,.only :.:"(?:::t u:1011 t!-:ie rzt::o:·.:r.. encation o:: an c.,~·~Jovec' s L .:e(:i?.te 
et:1ne-;or .,1t°="'0 1 ):-•!"1 ~ ..-#r,J•o--;t•.J ;,~ ::\..., -: . -... ·f'::,-..+r),• ir ,,,,.._;c,n,•-.-..,,,..'!"~••.-;\1~L
-.J r.· .t. .1. • l •...., .• ··· ,. :·J • . ~ - .L - / - _ c, . . .... ,. •- 1,-.. • I, _ :::A~ w ..._ .._ _ ) •. , • • . • .•..• _ •• 

~laces, J..t,·.-~ight b~ conjectu.:-~J Lrnt :it L; ,i, so ~onsidG:..:12,·1 ,):,-· -.. a~·t 
peo!')le as an a:_•'_)ropriate or accci:-,tabie a~Sl':e~ :tr. -:m;nan5 2s ~ .. : e~~ t:"'.~~-~ 

i£ no collective 0ar1:;n~.n:i.n:--; and t·:hc~rc ,,rohab,.y 1.css foL:·a.1. ~~·:oc:,.~~~~cs 
arc t:1'2 rule. 

't'lOndnr S at t"·1,::i.,.,1· q}~ ,....,rono"'· t 1·en ( Cii, nni-f• ".'nt) T•r',o ~1:. • •.-:~ ,...0 :-,""~··,·'i, 

procEd-..il:'{;:~; anc -:•1!19-t this connotes .::o::: t!wir non-1•.~hitc c·:·~::,J.o:.,ec~,. ! 1·c 
sai.!e factoJ:s which !~ave hari.~icrcd the initial entry 0£ 1;d.nor :i.t~, group 
employees r11ay also be a serious deterrent to th~ir b25.n:; n.ro1:~otcj i.:.· 
they are hired. In the absence 0£ fornal rrocedurcs i; su~ervisors ~= 
formen carry significant weight in recor.1!;,ending for '.)ron~otion -:,nu tentl 
to have ·stereotyred notions about the capabilities and rotenti21iti~s 

One. \.;;; • '-- 1, ... ~-' ... ..._ ,-- . \.::_ .,1.;,.. \ 1 .... •. V, l'\ -\. .. --..,.t:. .._ 

o:f Negroes, the r,robabili ty i.s tha. t this group of employees will l·1ave 
far :fe,·1er op?ortuni ti.cs than whi tcs to move up within the co,,1~a~y. 

lOT . • t •his column represents more than one response ner in erview. 

https://T�,:hi.ch
https://initi.a1
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Since the widespread acceptance of unions, the concept of seniority 
in promotions and l~yoffs has been instrumental in stabilizing and 
equalizing job security. There appears·to be no comparable or 
analogous development vis-a-vis Negro employees. 

Aside from the above factors which hinder job mobility, there is• 
another vrhich is both objective and subjective. • ''There u~grading 
means giving up accumulated seniority, ,~~orkers n:ay choose to remafn 
on the lower job. This would be the case rr.ore often .for Negroes who$e 
access to the job market is in reality and perceived to be more limited 
than for whites. As a result, they pass up an opportunity for a helter 
paying job and/or 
seniority. 

one with more author.i ty in order to retain their 

Respopdents 
.fro;r. one job 

in 
to 

this study 
another in 

were 
their 

asked, there
co~pan_v. 

fore, if 
Over~ll 

se
in 

niority 
~.lmost 

shifts 
one-half 

of the establishments, it does. Upon clpser examination, however, one 
finds that this is more true of industries with large blue collar 
work forces than in others, i.e., it is most prevalent in t~e ~anu­
facturing concerns in ~-Jisconsin and Ohio and the utllities in Nev, 

• Jersey and ~~issouri. The data from this question should not be con-
·sidered as de~initive since it was inappropriate and therefore not 
asked of r~spondents in. some indus·tries most notably retail tr~de, 
financial institutions and service establishments. 

As has already been indicated, not all the companies surveyed h~ve 
collective bargaining agreements ,·,i th union~; nevertheless, most o:f 
the respondents were c1sked to render their op1.n1.on about the degree 
o.f influence or pressure which unions have exerted in tho direction 
or increasing e1i1r,loy:nent opryortuni ties for t·:egroes in these cor.11'."anics. 
As is the case with some other itens in the questionnaire, the data 
from this one are not very reliable. 4lthough the question "~s 
designed to be asl~ed only in unionized establishments, it was used 
more widely than intended, not ~sked 5n some instances·~here it shou11 
have been, and it is. difficult to dist~nguish between them. 

With these cautions in rnin1, it ~ay ncvcrtbclcss be of interest that 
49 percent of those answering. the question felt that the union exerted 
little or no influence on extending e~?loyment opportunities to ~egroes. 
Only 4.5 percent felt that unions exerted a positive influence and an 
additional 1.3 percent regarded the influence to be a negative one. 

https://op1.n1.on
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TABLE # 7 
types of Promotion Procedures 
N: ~S3 

Type Number of 
11Responses 

Percent 11 

Recommended by Supervisor 247 44.7 

Seniority 15S 28.0 

Jobs posted & employees bid 102 18.4 

No formal procedures 305 55.2 

Combination 306 55.3 

Other or No Answer 92 16.6 

TOTAL 1207 

TABLE# 8 
Types of Seniority Procedures 

Type · Number of 
11Rcsponses 

Percent 11 

None 91 16.·s 

Craft or Job 76 13.7 

Departmental 131 23.7 

Plant-wide 176 31.8 

Combination 119 21.5 

Other or No Answer 109 19.7 

TOTAL 702 

All responses mentioned included. 
11 
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TABLE# 9 
Does Seniority Shift Between Jobs 

Number of Percent 
Responses 

Yes 255 4~.l 

No 73 13.2 

Other or No Answer· 225 40.7 

TOTAL 553 

The last item to deal with the employment policies and practices 
of the sample companies asked whether or not these establishments 
contemplate any policy changes in the foreseeable future. Unlike 
many of the previous questions which contained many non-resoonses, 
this one was answered by ove~ 96 percent of the respondents and 
may therefore be considered more valid. Of the 531 resoonses re­
corded, the overwhelming majority (91 percent) stated that no oolicv 
changes were in the offing at the time of the interview. It would 
be important to know the reason, i.e., does this large group plan 
no change because they feel that their present policy is satisfac­
tory in terms of offering equality of ·opoortunity? The ooor show­
ing of most of the sample companies with respect to the pr·oportion 
and occupational distribution of nonwhites strongly suggests that 
prevailing practices are far from satisfactory. A possible reason 
for the negative response might be contemplated modifications in 
personnel policies are closely guarded by company officials and 
therefore they might be extremely reluctant to reveal such plans 
to a stranger, particularly one representing a public civil rights 
agency. At any rate, the reasons are not reflected in the data and 
must therefore remain in the area of conjecture. 

Perhaps the most significant qualitative data sought in the inter­
view were those dealing with what knowledge and/or contact the com­
pany executives had of either public or private civil rights organi­
zations and their assessment of the effectiveness of such agencies. 
It is recognized that ·such questions are emotionally charged in any 
case, moreso when they are being asked by someone representing pre­
cisely such an organization. For these reasons, the questions were 
carefully formulated and pretested in order to minimize perceived 
threat and to obtain maximum candor. 
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The series was worded as follows: 1. Has your company ever been 
~pproached by any civil rights organizations (with reso~ct to your 
employment policies and practices)? 2.·Has your company had any 
contact with a- state or municipal civil rights agency? If no: Is 
there such an agency or agencies in this area? If yes; (a) with 
which agencies have you had such contact; and (b) what was the nature 
of the contact? .3. What is your general impression of the effactive­
ness of such agencies in changing or improving the problem of discri­
mination in employment? 4. How effective do you feel Equal Employ1:·.ent 
Opportunity legislation has been in furthering equal ~ffiployment ohjec­
tivQs in (a) your company; (b) in business and industry generally in 
your city or state? 

The responses to the first two questions as_ shown in Tables ~1C and 
#11 indicate generally poor knowledge of the existence of .zither 
public!~r private civil rights agencies. Cf the 180 co~p~nies 
(32.6 percent) with some previous contact, reported by ~5 ~ere of 
the type we have come to associate with nrivat~ agencies nresentlv . 
.Cleven :respondents (2 percent) ad1.1i tted that their firms had been 
subjected to a boycott or some tyne of selective ~atronage; ~ore 
than twice that number, 4.3 percent, ha~ been ~ic~:eted; ~nJ a li~a 

·number kn~~ of other companies having had similar e~~eriences. Tn 
contrast to thase, six percent claimed to have r~ceiv~d a cc~mendatio~ 
fo-:i: their employ-.i:~nt r,o.lici.es and· affirmative action. \vhEther thi~ 
latt~x figure is an exaggeration or e~en true cannot be detercined 
from the present data. 

Turning now to contacts with a public agency, the figures nresent a 
similar picture. As indicated in the table below, reore than 50 
percent, rcp~cs~nting 2L6 of the total ccrnpanies, had neitt1cr contact 
nor !-:nowledge of thri agency r,rfor to th~ intervi~,,_,_ Of t:.H.: rc~;;a5.ning 
241, the larg.~st nnd.:K:r ( 11 7) c~ a~ :.a;ed knm••J.cdg(.! of the agency' 5 e:-d st -
cnce but no cont~ct; 42 haJ u~en na·r..ed c,.:~t"'=sronder.t in a for;~ a 1 
-::ou.rlaint file~ 1.·rith tte con.id ss j_on, am) t:1e ren:a.i.ning 6.? ~--new abcu t 
the agency oy u:cans _of oti!~r" types of contc1cts. 

It should 0~ :x.d.ntc~ c:· -~ t::wt intcrvi.~'!'.'r-~rs- ._._.Gzcinsti:uctcl: tr. :::-..-·•~::::'.; 
any typ\; o:f rd.nh.al i'"nm-1.1le:~'JC r.r contact and not only ti:c\t cit ;-, ·:.·c·:-·~~-:~1. 
~llcgaticn; c.0., S~ir~ invited to attend a ~ceting, conf~~cncu, or 
any typ~ of cor.:i,,uni ty :)ro9ra1n sponsorec by the agency ,•,ot:.,J have U(.€n 
coded and tabulated. In view of this, and the further fact that Dost 
0£ the aaencies particir~ting in this study ~ave been in existe~ce ~~~ 

rcriods ranging up to 20 years, the in~ormation obtaineJ from thcR~ 
questions is indeed difficult to interpret. Strict a~herence to the 
£indings does not permit generalizations about causative f~ctor~; 
therefore, only conjecture is po~sible ann this is contained in t~·1e 
section on interpretation and conclusions. 

https://rd.nh.al
https://r,o.lici.es
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Without a doubt, the greatest degree of confusion was produced by 
the last item under analysis here, namely, that which asked res~ondents 
to estimate the effectiven~ss of fair employment legislation, both 
in their co111pany and for the area's business and industry generally. 
The distribution is shown in Table #12 and indicates a rather sharr, 
dichotomy. The gteatest concentrations are inversely related, i.e., 
49 percent considered such legisl~tion of little importance in their 
respective companies as contrasted with 54 ~ercent regarding it either 
of some importance (37.6 percent) or of great importance (17 nercent) 
in the local business community. 

As in the case of other items in the questionnaire, these resnonses 
needed and should have recciv~d a great deal more nrobing in order 
to permit 9enera1 i~ations Rbout t!1e rec.sons for the differences in 
these two sets of answers. Also, the relatively large prooortion 
of non-resronsee (15.4 percent in th2 first question and 27.3 nercent 
in the second) t2nds to skew these ~r~yuencies. Unfortunately, it 
is not possible to reinterview individuals and thus the onnortunity 
for greater depth and accuracy in the ~resent study has been lost. 
However, this expe.rie_nce can be us~d r>rofitably in_ any :futu~e re­
plication in which gr~ater attention and emphasis can be a?plied to 

-this series of questions. 

This portion of the instruru0nt has, we believe, the rotential of 
shedding 1uuch neeJe~ light on the att'i tudes 0£ cor.jpany -c:~.-.::c1..:t:i.·:cs i_!"l 
an area Of great concern to agency officials and others concerne~ with 
the effectiveness of organized civil rights orograms as ~crceive~ ~Y 
the cor.n.nuni ty. 
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TABLE# 
Knowledge and/or 

With Civil Rights 
N: 573 12 

Response 

No contact 

Boycott 

Picketing 

Commendation 

Other tyre of contact 

. Knowledge o:f others·• contacts 

Other or ~o Answer 

10 
Contacts 

Organizations 

Number 12 

373 

11 

24 

33 

85 

2S 

22 

Percent 

67.6 

2.0 

4.3 

6.0 

15.4 

4.5 

12 

Knowledge and/or 
N: 553 

Response 

No cont~ct, no knowledge 

Knowledge hut no contact 

Knowledge and contact 

Contact via corr.plaint 

TABLE~ 
Contact 

11 
tli th Public 

f'-!umber 

286 

117 

8?. 

42 

Agency 

Percent 

50.6 

21.2 

14.E 

i.6 

12More than one response recorded for some interviews. 



TABLE# 12 
I 

Effectiveness of F.~.P. _Legislation 
N: 553 

Respons~ Company Community 
Number Percent Number Percent 

·No effect 271 49.0 58 10.5 

Little importance 61 11.0 42 7.6 

Some importance 96 17.4 2Q8 37_.6 N 
I 

la.) 
\II

Great importance 40 7.2 94 17.0 I 

Other or No nnswar 85 15.4 151 27.3 

--Frances R. Cousens 

• " .. 
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St.J.1MARY AND CONCWSIONS 

At the tine interviewing on this study-began, the eleven parti­
cipating agencies had been in existence, on the average, for more 
than ten years. The newest was Louisville, created in 1962; the 
oldest were New Jersey and Wisconsin, established in 1945 and 
Massachusetts in 1946. All had relatively strong enforcement 
powers in the area of employment practices and all had professional 
staffs of varying size. 

A few of these agencies had conducted industry surveys in their 
jurisdictions prior to thi~ study bµt, by and large, despite 
statutory powers to engage in research considered necessary to 
improve employment opportunities, there had been comparatively 
little of this type of program by public civil rights agencies. 
This is due, in part, to the fact that very few agencies have 
specific research functions assigned to and performed by specialists. 

The most prevalent pattern seems to be receiving, investigating, . • 
and disposing of claims filed with them by aggrieved individuals. 
As oart of the complaint process, i.e., in investigating ~n 
allegation of discrimination against an employer, union, or em­
ployment agency, there is usually a visit and interviews with 
the respondent(s) named which may include a survey ·of em~loyment 
patterns prevailing in a single establi~hffient. As a general rule, 
little attention is paid to entire industries or the total com~unity 
by means of systematic data collection. Even the cowpliance reviews 
conducted by some federal departments tend to concentrate on a 
single corporation rather than the industry. 

As stated earlier in this renort, the ~resent study was inaugurated 
and designed in the hope that public agencies could be persuad~d to 
depart from their traditional strong reliance on the co~plaint 
process and moved in the direction of stqdying larger entities such 
as industry and corr.munity patterns. 

Although this study has produced corr.paratively little ' 1hard" data 
- of the tyoe which can withstand th~ test of statistical reliability 

and qualitative validity, it has accomplished at least one imoortant 
objective. It has helped to demonstrate that a public agency can, 
under its own authority, obtain data from employers and union officials 
without a formal complaint. For some time there has been broad 
consensus that policies and patterns in an industry and community 
c~n be changed by means of broad campaigns more effectively than 
concentrating effort on behalf of the relatively few aggrieved in­
dividuals who find their way to a Comn1issio~s office for the pur-
pose of filing a complaint. -- • 
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Private civil rights agencies have succeeded in convincing many 
employers to integrate their workforces or to increase the number 
0£ non-white employees by means of demonstrations, boycotts, and 
other types 0£ pressure. There is a lesson here, we believe, 
£or public agencies as well. Within their legislative mandates 
and limitations, they might exhibit a great deal more aggressiveness 
than they have done in the past to collect information with a view 
to changing existing employment patterns. Systematic data collection 
can help an agency to assess its effectiveness over a period of 
time and also to determine existing "soft spots"; both can indicate 
types o.f affirmative action which can realistically be undertaken. 
The methodology developed by this project can be utilized intact 
or with necessary modifications as one means to achieve these goals. 

In terms of magnitude, the present study is disappointing. All 
tolled, 770 interviews were conducted, ranging from·35 in New 
Jersey to 142_ in Missouri. These di.f.ferences can be explained, 
in part, by the nature of the industry studied, e.g., in New Jersey 
the 35 interviews represent only 13 separate corporations but an 
analysis o.f individual installations was considered by the agency 
and the project staff to -be more meaningful than generalizations 
about a total corporate structure. 

A second industry vari~ble is siie; in Missouri the service estab­
lishments were, for the most oart, exceedingly small and many of 
the questionnaire items irrelevant to their operations; there-
fore, each interview consumed little time. On the contrary, in New 
York City where often several respondents were interviewed in a 
single large store, the investigators .found it necessary to spend 
a great deal o.f time on each interview. 

A third and very important factor is the degree of agency commitment 
as manifested by the amount of money expended beyond the $11,000 
allocated to them from the p~oject budget. Where· such an additional 
investment was made, the services of more than one full-time inves­
tigator and/or consultant were available and a product of greater 
scope was possible. In Michigan, as in Missouri, additional rcr­
sonnel were deployed and, as a result, three Michigan labor market 
areas were surveyed and a total of 116 interviews conducted with 
building contractors and union officials as well as approximately 
1800 self-administered questionnaires completed by students in 
apprentice schools in tQe three communities. 

It should be keot in mind, however, that ·the 553 companies studied 
for which statistical in.formation is available, account for more 
than 386,000 employees. 
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Even more disappointing than the small number of interviews completed 
(770 rather ~ban the 1000 anticipated), was the quality of the data 
obtained. It was difficult to get concise reliable statistics from 
many respondents--some claimed that too much effort was required to 
provide information about racial and occupational distribution of 
their workforce; others demurred because they had already submitted 
similar information to the E.E.O.C. on the Standard Form 1. A word 
should be said about the data from these forms; ideally, they would 
provide a useful basis for comparison with the information obtained 
in our interviews; however, the E.E.O.C. does not request the form 
from the many small establishments included in the project and, 
furthermore, they were not available to the project staff in suffi­
cient tuue to be utilized in this way. It is to be hoped that 
longtitudinal and trend indices will ultimately be possible from a 
comparison between information frorn this study, the· E.E.O.C. -1 forms 
and also perhaps with the 1963 and 1964 data collected by the earlier 
President's Committee on Equal Employment Opportunity, desnite the 
fact that (a) wuch of the earlier data are ~resently available only 
by regions rather than smaller geograDhic areas; and (b) the occuoa­
tional categories used are not always congruent. 

Despite the reluctance of respondents to provide the statistical 
information requested, they were more coonerative in answering the 
attitudinal questions contained in th.e interview schedule. Excluding 
items which were inappropriate, such as seeking information about 

.formal personnel oractices in an owner-operated small motel, a 
skilled interviewer succeeded in establishing sufficient ranport so 
that resoondents were reasonably frank in exoressing their· opinions. 
For this reason, and desoite unanticioated weaknesses of some questions, 
this nortion of the interview might have yielded some of the most 
meaningful insiqhts in the entire studv. But even t~e hest schedule 
must rely on the intervie~er•s skill and unfortunately the investi­
oators did not nossess uniform comoetence. Probes were built into 
some questions, ("why do you .feel this way?'') but they were eaually 
needed in others. The ex~erienc~ individual nrobed at all necessary 
noint~ ~-11hereas others di•:1 not e,:e:1 :.1:;-~ those orinted on the form. 
There is no doubt that more orientation, training, and sunerv1s1on 
were needed. This was not possible in a study of such wide geogranhic 
scooe and therefore those hired to do the interviewing needed exceo­
tional exoerience, comnetence, and the ability to be self-directing 
to a greater. degree than required by more traditional studies. 

The statistical dat~ reveal generally noor oatterns of utiliz2tion of 
Negroes and other non-uhites. The numbers and occuoational distri­
bution of ninority grou? employees in ~he firms studies would subst~~­
tiate the contention that there is widesoread discriwination. If 
such a conclusion is not presented here, it is primarily for the reason· 
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that the very concept of discrimination lacks discrete and orecise 
definition. Does, say, the absence of Negroes "prove" discriminatory 
employment policies and/or practices? Conversely, does their pr~scnce 
prove that the management does not discriminate? If it were so sim~le 
and clear a "black and white" situation, assessment of discrimination 
would be exceedingly easy to establish. There are, however, many· 
mitigating factors to be considered; to name only three: (a) the 
tightness of the labor market generally and how it affects non-v1hi te 
specifically; (b) residential patterns which affect the oresence 
and oroximity of non-white v.onlicants; and (c) the nature of the 
business, i.e., is the workforce primarily high level technic~l, 
professional or other white collar or are there siqnificant nunbers 
of lower level jobs which Negroes havi'ng only limited education ant4 
training can fill? 

Additional factors might be cited; to name only three: lioldinq a con-
• tract with some level of govern~ent which.requires signino ~ non­
discrimination clause and neriodic comoliance reviews; almost nurely 
subjective ingredients of such as oositive attitudes toward racial 
integration on the ?art of someone high in the comnany structure, ~n 
industry r.rhich is exneriencinq a crucial rr,an:")ower shortaqc .... -.. Jrar:·,,,_ 
tic illustration of the latter are hosnitals whic~ were investigoted 
in Fhiladel □ hin and are nrobably reor2scntative. Here the nroble □ is 
not an absence of Negroes but rather their ~lacement in the occunational 
structure. The Renial and dead end jbbs which oay $1.25-$1.50 ner 
hour are held almost exclusively by Negroes for the reason that in 
today's labor warket whites are not interested in such em?loyment. 
If the qualifications and standards for these jobs are raised, the 
current Negro labor narket could be adversely affected. 

It should be noted that the industries selected for investigation in 
this oilot study met certain criteria: they are either stable or ex­
panding in size; their occupetional structure is sufficiently heter­
ogeneous to provide a relatively wide range of occunatirinal levels, 
and they are located in com~unities having a sizeable Negro ann 
other non-white nopulation to orovide a pot~ntial rnan•)o,•,cr ~•ool. 

lHth resoect to the last factor named, it is interesting that the total 
figure for all the industries surveyed shows that non-vrhi tes con:')rise 
9.7 percent of all the eM~loyces. Considering that in 1960 Neqroe~ 
were slightly more than ten nercent of the total ponulation in the 
United States, it might seere that they are being employed in the 
proper proportion. However, such a conclusion would be highly in­
accurate and leads to a sourious deduction for the reason that the 
total Negro r,ooulation is not the orof')er base for comparison but, 
rather, the size o:f the non-white labor force which eliminates all 
individuals under age 14. In the table on page o:f the Appendix 

https://1.25-$1.50
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~hich shows the latter, it may be seen that 20 of the 23 communities 
in which interviewing was conducted had a non-white labor force in 
excess of 9.7 percent. On this basis, then a conclusion can be 
drawn that in the companies and areas studied, utilization of minority 
group workers is not commensurate with the size of the manpower pool. 
More pre£ise measurements of such underutilization are shown in the 
indices on page which correlate location (agency), size of company, 
and type of industry with total, white collar, and blue collar dis­
tribution of non-whites. 

The reasons which company respondents in this study have given for 
this skewed racial distribution is highly reminiscent of those which 
practitioners and researchers in this problem area have come to 
expect for more than a decade, namely, that qualified Negroes do not 
apply. This rationale usually means either that the comoany gets no 
Negro applicants and/or that those who aoply are not qualified for 
the openings. At times, this "explanation" assumes a more qeneralized 
connotation as employers presuopose that a chronic shor~ suooly of 
qualified Neqroes is endemic because of weak family structure, lack 
of individual motivation, poor education, and other similar stereo­
typed grouo characteristics. Although some of these are true for some 
Negroes, there is danger in such thinki~g since it tends to blame 
the Negro himself £or bis denrivation and serves as a self~fulfilling 
orophecy in that the effects of such deprivation become, in turn, the 
causes £or :further deprivation in a ne,,er-ending cycle. The crucial 
role 0£ the employer in this cycle must be brought to his attention 
as well as the reality that when a comnliance review officer pressures 
an emnloyer to im~rove the racial inteoration pattern of his workforce, 
that employer often succeeds in finding more qualified Negro workers and 
aoplicants than he had previously. He does so by reaching out to 
community institutions and media to inform and encourage applicants 
-and/or manages to find minority group individuals already on his ;:>ay­
roll with the ootential for work at higher levels of skill and nagcs. 

Thus, the ooint can be made that if ern~loyers disrlay sufficient 
creativity and ingenuity for £indinq qualified Neqroes in resDonse 
to pragmatic im9eratives such as renewal of a contract, boycotts, 
demonstrations, and other orcssures, 1t would seem to follow that 
they could do the same thing all the time. Or, since there are 
almost ah1ays some employers in a comrnuni t~, who succeed in attracting 
and recruiting qualified non-whites, why.do others consider this an 
insoluble oroblem? Here, too, the weaknesses of over-reliance on the 
complaint process is anrare~t. In ITOSt cases, an agency discisses 
a complaint on the basis of "no probable cause" if the investigation 
reveals that the ernnloyer hired a whit~ anolicant ~ith equal or 
better qualifications, a situation which is hardly_conducive to 
expanding job Or>J?ortuni ties for Negroes and one ,·.,hich has generated 
µressure £or "compensatory" cmoloyment practices ·on the part of 
Negro leadershio. 
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We believe that the answer may be found, in large measure, in the word 
·pressure. It can be speculated that, like all human beings, emnJ.oyers 
left to their own devices will continue to do what they have always 
done in the same way unless and until some effective intervention is 
introduced. For a long time, as states and municipalities struaoled 
to achieve it, legislation was expected to provide such intervention. 
However, careful scrutiny of the data accumulated in this study must 
raise some doubts about the effectiveness of a statute or ordinance 
enacted some 10, 15, or 20 and more years ago during which time 
discriminatory employment practices have continued to exist. 

l1e would submit that fair emolovment nractices legislation is a 
necessary but not a sufficient cause in creating equality of o~nortunit: 1 • 

This isto say that without such leoislation it is hiqhl:,1 doubtful the: t 
anv orooress will be made; however, the mere existence of legislation 
~nd -the agencies which administer and enforce it are not li~el~ to 
accomplish the desired obiectives unless and until other ingredients 
are added. The ingredients ·which_ ai)near to have the notency to s2r·. 1 c 
as intcrvcnin<J ,;.:1ri3;Jlcs i:~~y be 0£ varying :-~inds: as a lr~::,?,-:-->/inrH -
c:,.ted, a contract ·;"Jit!-1 covcrnn·ent, a ton cor.mam: official if"bue-~~~·•itl-: 
the injustica o~ ino0uality, the organized awareness ~nrl resistance 
of the Neqro comnuni ty as e~~e1<1nlified b;_, bovcott of a cor:,nany' s ':re-
duct or service (euohirnistic~llv cal.led "selective ~;;_tronant:?")~ or 
the more tension producinq a11d attention~aettina measures nresentlv 
utilized by Ne~;~oas i~ demonstrations and riots. Even these are not 
universally effective inasmuch as despite the increasina nrcvolence 
of the current tyi.)e of aggressiveness on the \-:>art of the renro coir-
muni ty, 2.p1Jroxir,~c\tel v 60 nerccnt of the cr:r,Ioyers interviet·!ed had 
either not been affected or i1ad not r~snondcd with 2.ny '.·~ind o:f s,-:-eci;:.:.-J. 
pro0ra1~ 1:•1hich ,:1ight lc~d to ;~rc,'.:lt utilization of non-•::hi t,~s. _.J.­
thouqh there is no i: c:thod o: \'!Jr 5..£:, inn the anst•1ers, it mi9ht be 
s,)ecul"'tc(] tb.2.t C'.7Ci~ the 1.. .. -:::--::rcent clair:·:inr; to h2v<? such ? ·:,ro,::ray 
r2.)rcs~nt ,in i11.il;;.t2C fi,;;:nre. JErthcr:::ors, 't.:·hcn ::-s:-c•d if th-:: cor::·1c}n:v 
was ol~nninq anv chanrcs in their c~0loyment nolicv and ~ractlcqs, 
503 or 91 qercent of the tot·· l 2.r;s-:.:crec; i•no:;. 

'i.'hcrc apoec.ir to be ~c:unlly c.~~:;,c;,2r.ate:-:J ,-.nc3 unrec.:.listic ~1 J.lc1-~c:-tic,i.·;:-:.oI 
reliance on r;inin:u1.: cr..hlcdticn,:::-1 rc:._-·;:_ir,;G;ents and/or n2rfcrr.::.!ice on 
t\;sts :for variou~ ty;,es 0£ entry jobs ,',S "..'mll as criteria for un-
gradin~ and oro;1otion. Cnc of the ~aior findinss in the C~J~forni~ 
Conmission's exa1.dnation o:f testin<_;, ;-,roc~durcs is th~t 0erforr t:.1cc 
on tests is generc\l ly not an accur2 tc r·rec~ict ion 0£ succ£ss:Cu 1. ;1cr -

for~ance on the iob; nevertheless, as is the case with other f~cets 
of the c~Qloyment 0rocess, canagernent continues to dcnend on testi~~. 
~hereas araduation from high school ~ay be a valid nrerequisit~ for · 
clerical jobs, there are 11'c'Ily others for ~·:hich such educationc\l ~c~·1ic,,c,­
ment is both unneccssarv and unrealistic. In a cor!"1etitive l;.~hor 
:i:1arl~et, the er:v)loyer might underst~nd2.bly derr:and or ,.re.fer '7- hiqh 
school graduate to a dropout if other ~ualifications are si1~il~r; 

https://apoec.ir
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today's labor scarcity hardly warrants this; nevertheless, require­
ments such as these tend to further disadv~ntage Negroes and other 
educationally denrived job-seekers,- particularly new entrants to 
the labor market, who tradition~lly drop out of school in larger 
numbers and tend to do poorly on written tests and others which rely 
too heavily on language skills. 

In considerinq personnel ?ractices, two as~ects demand attention: 
initial hiring and upgrading. It is a truism that individuals who 
do not qet hired !1ave no opportunity t<:> be promoted ~vi thin an 
organizational structure; nevertheless, Negroes and other minorities· 
continue to be doubly penalized in that they are denied jobs which 
would provide them with both income e~perience and without exoerience, 
they cannot compete as equals or at all in the guest for unward 
occupational illObility. 

~n additional factor which fuilitates against the Negro worker is to be 
found in unionized olants where fon1c\lized nromotion procedures exist 
whereby job openings are i:,osted and v.rorkers ctiven the orivileqe of 
bidding for them. However, in nlaces which do not have ::>lant-wide 
seniority, i.e., where seniority does not.shift fro~ one Job to 
another, an emoloyee may refrain from bidding for the higher iob 
because it means relinouishing the protection of accumulated seniority. 
Such a situation and decision is a further obstacle to the ~regress 
of \11orkers frotr. low-level jobs and these _iobs are orecisely those in 
i-!hich Negroes and other non-whites are l il:ely to be over-reorescnted. 

In comoanies ''!here oror::ot ion is less iorr;•~-1 ized, the cri tcr ion 1,.-0.n­

tioned most £r·:mqucnt ly is the work~r' ~ 2.bi l. i tv a~-~ad ~ud9ed by o 
foreman or suocrvisor. .:/here such a det~r1;:in2-t ion rests ~•;i th a sun~r -
ior having ovcit or covert ~rcjudiccs ~g~inst ~embers of a r~ci~l or 
ethnic minority, it is rother anoarent that an individual's destinv 
Aay res~ on subjective and non-rational factors. 

At several noints in the ancl.lysis and initcrnretation of the study 
data, one gets the feeling_that h8 ~~s been tra~s~orte~ b~c~~ar~ in 
time about 2o·years or core. Had this study. been conducted two decaaes 
ago, the data it has furnished ~vould hnvc·bccn considered most useful 
in persuading legislators and the general ~ublic of the necessity for 
fail employr.1ent oractices legislation. For such data to emerge in 
1966 can only be interoreted as an indication that existing la~s have 
accomplished·little in breaking established oatterns of emnloyment. 

This interpretation is even more troubling when corroborated by tl1c 
limited knowledgu of a commission's very existence, to say nothing 
of its orogram. Had these res~onses been obtained fro~ a cross­
section of citizens in a given community or even a sample of Negroes, 
the results could not be considered as startling. The resoondents 
in this case were, however, owners or in the too ech~lons of manage-
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ment in their respective establishments. One may assume, therefore, 
that this is a select group distinguished.by their acquaintance 
with developments in emoloyment legislation, an area of consider~ble 
concern to them. Despite this assumption and the fucther fact that 
civil rights issues have been receiving wideso~ead attention in the 
mass media during the last several years, more than 50 oercent of 
those interviewed claimed to have no knowledge of the existence of 
any public civil rights agency in their community. 1·.1hen the answers 
to several related questions are treated together, there is some 
doubt even about the 21 percent who claimed to know about the agency 

Jout had had no contact with it ~rior to the interview. In attitudinal 
research, it is expected that respondents attest to knowledge if only 
to create a favorable imoression on the interviewer. In view of this, 
it is difficult to explain why such a large number {50 oercent) stated 
igne>Z' ance of the existence of agencies which were, .for the most oart, 
over ten years old. 

Those acquainted with the operation of a public agency know the 
extent to which its continued existence and specifically any increase 
in its budget depends on its manifest accomplishments. It is therefore 
a sobering albeit unpalatable thought that such a large oroportion of 
the employing oopulation does not know the agency exists and therefore 
is not very likely to be seriously affected by either its mandates or 
inducements. 

It is not oossible to prescribe a remedy, or even a oalliative which 
might case the situation without curing it. An initial but essential 
step would be recognition and acceptance of the assessments indicated 
by the data. in this study, unpleasant as they may be. In the case of 
both individual and social oathology the first steo toward a cure is 
the admission that.a problem exists. In the agencies involved in 
this study are representative, there is v lesson here for all state 
und municipal commissions,. namely, need £or i11odification of orienta­
tion and orogram. It appears that one of the basic assumotions under­
lying this study has been corroborated and t~at agencies neec to con­
sider shifting fFom nast and nresent oreoccunation with COIT~laints in 
order to concentrate on broader spheres of activity which might 
better reach larger numbers of employers and others. 

Perhaps it 't'lOuld be ri:ore productive for the cotnrr.issions to. study ways 
of preventing fires whether due to arson or inadvertent causes thr-1n 
to limit .themselves to putting out- fires. The objective of enlargin<J 
employment ooportunitics for minority aroup individuals can be 
served better by various types of affirmative action than by nrocessing 
any number of complaints. 

It is important to note that each of the eleven agencies rarticinating 
in this study has had legislative authority to conduct ~atterns survevs. 

https://distinguished.by
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This means that a formal complaint is not prerequisite to initiating 
an investigation into the employment practices and utilization pat­
terns of a single company or an entire industry. Thus, under existing 
legislation any agency could have, on its ~~n, conducted the type of 
study done as oart of this project. This fact is further demonstrated 
by the fact that in most instances the interviewer had no difficulty 
gaining entrec and administering the interview. Hooefully all public 
agencies can benefit from the ex•'.)erience of this nroject and nrocced 
to a broader orientation and progra~ not necessarily confined to and 
deliraited by formai allegations. 

It seems that what is needed is the sarne kind of thrust and outreach 
into the community that civil riqhts agencies ask of emoloyers and 
the analogy is qreater than one ~ight sunrosc. An employer who 
hires one or several Negroes for non-traditional j6bs may thereby 
encourage a few more Negroes to apply whereas the company ~hich re?kes 
a concerted effort to inforR the total commt1nity that jobs are o~en 
and candidDtes considered only on ~erit and irrespectiv~ of racial or 
ethnic identification will probably succeed in enlarging his notential 
rnan:_"">owerqool to i;n un;1rccendented d~c'ree_. • :-1.cenc ies \'1hich continue 
to serve the ~inoritv community by actinr priraarily on ~ehalf of 
individuals will Drobably continue to be as anonyinous as thev ~ ·:•---r 
to be after many years of ooeration.

/ • 

It would seem worthwhile for agencies to adopt not only a broad 
a.1proach but to rnake greater use of research as well. Althouqh the 
latter carries the calculated ~i ~ conta~iinating an existing 
situation at tir-1es by the V(?ry act o:f studying it, a la the ·r;cll­
:<nown i:Hawthorne effect," it also has the notentia 1 of infor:iiing 
larger nu~bers of neo0le throuah its soonsorship of the research. 
TJnderta~i~q th6 studv of co~0~ny and industrq ~atterns, e.n., could 
S(;rve scvc1:2.J. cn,Js: (.'~: -:.rovic:c ~inlo:,cJ~S i•;ith ~~nowledgc of c"~n:; 
contact vd th the a=)2nc _,; (b) ,"):i:ocfoca cr--,:~>iricol infonr.ation about 
companies and areas which need or might further benefit fro~ assist­
ance and/or pressure; and (c) enhance the agency's image and nosture 
in the i":-.inority comrr.uniti(?s. To,_J•2t~1cr, tl:cse r::ay he1r, to cre2.tP-
;1iore and better job c,:portuni ties for non-whites r!nd ho:..,eful 1~, 
dcc::-easc the growing sense of frustration ancl hostil.it:,., r:hic~.1 is 
)r::?sently taking t;-,e fon-) of ncr::)ti·,.rc rnthcr th~.n '"ffirmativc 
~.ct ion on the >,::.rt of ti1osc ·:.:ho hav2 1.on,=-.: hcen =k~ni.~d CCJGR1 ~ (:C0SS 

to the job ·i,~ar~-.et. 

--Fr~nccs R. Cousens 

https://i,~ar~-.et
https://ncr::)ti�,.rc
https://hostil.it
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RECCNMENDATIOOS 

One of the important objectives set for this oilot study was 
the utilization of both the content and the methodology by 
other state and municipal agencies. In view of the fact that so 
few commissions have staff resources for research, the clues and 
insights provided here should be of oarticular value, since re­
lication of one or more studies will be relatively easier. 

Any commission wishing to undertake a patterns survey ~f ~ com­
pany or industry in its area should first obtain a coov of the 
complete report from the agency which conducted such a survev 
as part of this project. Because of iinancial limit~tions. 
only an abstract of th~ composite report has been made ~~ailable 
to the public agencies not particirating directly in the ryilot 
study. The comolete report from each agency contains, i.n ad~ition 
to the findings, the methods by which ent~ee w~s gained to the 
industry, the complete interview questionn~ire, and impressions 
and ex;,eriences all of which will prove hel.,..,ful. 

It should be noted th~t the above may not be uniformly a~rlicable 
or useful in all cases. Although a given industry has many si~i­
lar characteristics there may well be unique factors associated 
with a particular locality._ Thus, for exam!')le, r:ew Jcrse;y ''-'rlS 

qreatly aided by its state ~ublic Service Cornillission which providPd 
coo~eration and generally facilitated acc~ss ~o comnany officiais. 
However, in othQr states there may not be the same willingness and 
other means wi 11 be needed. In c::cncral, howe·.:cr, it mc\y be cx'")ec­
ted that some public or orivate organization which rerrcsents th0 
companies to be studied would be a 1ogica1 r,1_acc to bcoin r'nd g~in-
i n g their co nf i c~0 n c ~? a n d c o on C.?r ~ t i on • ·.• i 1 ,. a. s s i st the st u ~ 1 '/ . 

In nddi tion to initial access, an Clin',1 oycr orrianiz~tion o:r 00 ·crn­
rnental body can provide i;!UCh nccc;c~~ infon; 1ation ?.bout ~ubstantj •,r, 

asoccts of ~n industry._ In· '•.i?.shin~ 1ton, :).C., b;rn\:cr~ s-:,r· ~r~ ,:lr 
imDortant consu]tant role in ~oJifyinn the stanf~r~ ~u~stionn~j1c 
so that i t was 1!1or-: r11c ~ r. i n g f u 1 to £ i n Ar. c i c.31. • i n ~ t i tut i on£ . In 
f'hiladelrhit=' r\nd ;'v;ichic1=rn, 1ea<icrs in th::.· _r~srccti ·2 infustri.c!== 
gave assistance: in con st rurt .i. nc; an i nter--.-ie 1•-.: i r:~trum<"'nt r~· ...cc i?., 1 v 

geared to the inJustry. The stu:Jy director in ;:.;issour.i attc.nr1cd 
a conference of restaurant 0':.•ncrs to become b0tter;:cc:;u~jnte,.:J , .. ith 
the thinking and ~roblerns of these csti½blishl1;ents, etc. 

Svery attempt at systematic collection of data requires, at a 
winimum, experienced interviewers. Th0 iCcal qucstionn~i~~ c~n 
be of littl~ va.luc if not ac~ninistercd ~roncrl.y. Therefore, it 
is rcco1ni.ncndec that an agency a·Jail i tsclf of c0111petcr.t intcr-
1.'ie:wers frorn outside its own staff, if necessary. l\ !")rofessj onal 
who investigates allegations filed with the agency may or mav not. 
be the prop~r _ncrson to administer a structured interview schedule 
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_inasmuch as the purpose of each is significantly different. At a 
minimum, both parties regard the existence of a formal complaint 
as sufficient authority for the investigation whereas an interviewer 
attempting to obtain survey data may need to persuade a company 
representative that he is pursuing an equally legitimate purpose. 
Investigating a complaint also usually follows a rather precise legal 
formula whereas information sought for research purposes, involves 
a respondent's knowledge and "basal metabolic" attitudes. To be 
more concrete, a company (or union or employment agency) within the 
jurisdiction of a fair employment practices or civil rights agency 
will probably be represented by someone with knowledge of the com­
pany's responsibilities as provided by the legislation and enforced 
by the agency. If not, one of the first stens is to acquaint him 
with such resoonsibility. On the contrary, in interviewing for~ 
study, it is just as i~~ortant to deterrr.ine what a·resnondent does 
not know as whnt he does f:'nd the i ntervicwc.:r. c;hould not 11cor1ch'' nor 
manipulate a res~onse by any means. Another requirement is ~no~in~ 
when to =•probe'' i.e., to ask additional qll:estions in or.der to oot;d r. 
greater depth, insights, and subtleties whfch are not forthcoriing 1,v 

use of only the printed questions. 

In the f)ilot stuJy some agencies :found f~culty a:embers from loc;.~1 
colleges and universities available to conduct interviews and/or 
serve as study directors or consultants. These individuals l~er~ 
already experienced in ~ese~rch methods, required relativelv Jittle 
orientation, and produced or assisted in obtaining interviews of 
better quality. The agency Jircctor needs to make the choice be­
tween a greater allocation of hi~ financial and rr.anpowcr resources 
on the one hand and the qua lit;.' of the study on the other-. In this 
in!.:-:tanc~, ctS in r.:ar.y other nrcas, the end r>roduct is usua11 / c..ffcctc··l 
by the amount of commitment and one gets what he ~ays for. 

In addition to the intervi~wing itself, other rncthodological ~ccisions 
are called for: whether to survey all the companic~ in a 0i~en indus­
try or to select~ s~~nlc. • This will lar~~ly dc~enJ on the si~~ 
and nature of the industry~ !'ublic utilities, for e}~.=ur.nle, nora!1r1l ly 
includ~ a small number of corporations but each will nrobAbly 11~vc 
a number of ser>aratc installations. Knowledge of the o~er.ation ~nd 
guidance f=om industry leaders will assist in decidin" whethar to 
interview only i't cor:,or~t~ headquarters or the insta11 a,t'i'bn~ a~ ~•,a1,. 
Even within a given industry, there may be variations, viz ~etaii 
chain operations. One may be highly centralized with emnlovment ~~lie~, 
emanating from and even hiring. done at a central office wher~a~ ' ~nether 
corporation permits a locnl store m~nager greAt Autonomy in w.ttt~r~ 
of recruiting, upgradin9, and the like. Obviously, these two tynes 
of operations will require differing survey techni~ues. 
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Although attitudinal information is extremely important in deter­
·mining the "ethos" of a company, it is no substitute for statisti-
cal information about numbers or proportions of minority group 
employees within the total work force and their occupational distri­
bution. As is well known, the mere presence of Negroes or other 
non-whites in an establishntent is only part o:f the story; the levels 
at which they are working the salary range and their opportunities 
:for advancement are equally important. For this reason, the inter­
view must cont,dn a suitable form on which to record this information, 
one which will reflect the occupational structure o:f the comp~ny. 
Employers were found to be less reluctant to express their ~ttitudes 
than to sup~ly the quantitative data about their workers, but if 
pressured more or less subtly, most o:f them were nersuaded to nroduce 
the in:formation. It is :fairly obvious that the articulation of a 
sound policy o:f merit employment cannot be assessed on its ~:n merit; 
existing practices and patterns are the better manifestation of thi~ 
policy ~Y those involved in the personnel process at all level~. 

~ roint which should be emnhasized here is th~t in almost everv 
community there are soffie employers with a good record of merit emnloy­
ment, some of whom may be exhibiting great ingenuity in affir~~tive 
action by reaching out into the community fer greater nu~bers and 
better qualified minority group annlicants. An Rgency usually knows 
about SllCh co~ranies and has probably already involved them in some 
type of community or educational program. A comprehensi,,2 survev of 
the policy, practices, _p~ttecns, and manifest values of such an oper­
ation could be exceedingly helpful in the initial stages of a study. 

One of the wost soberin'J findings in the ni1ot nroject was the 
lir.ited trnowledge which employe::rs have cf t;1e !")Ublic c\,:,ency. In 
replicating any portion of the rrcsent study, it woulci be fruitful 
for an agency to incorporat~ the section of the interview schedule 
dealing with this aspect of the agency's image in the co~munity. 
Another aspect which was not i:1clt!c~c,J in tiie pilot rroject should 
also be considered, namely, the image of the agency held by minority 
group individuals, their leaders, rtnd org~nizations. If it is not 
possible to achieve both Jesired scope and Jepth in a studv, it is 
r~comreended that iewer com~anies be surveved in order to include this 
subjective asr,ect. The fi-ling of a formr\l complrdnt oresuproses both 
knowledge of an r10ency's existence and confidence in its effectiveness 
to act on behalf of an aggrieved imJ:i.vidual. For this reason, the 
agency would do well to test both these factors. The nilot nroject 
did not include this aspect, having limited its objectives to the 
patterns of utilization by emoloyers, but there are other sources. 
One o:f the most effective recent studies is that conducted by 
Leonard Zeitz while a faculty member of the Denart~ent of Sociology 
at Rutgers University.I 

19 Rutgers Law Review 137 (1965) 1 
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Additional guidance can be obtained from a search of the literature 
for other relevant studies and consultation with both minority group 
leadership and social scientists who have conducted such studies or 
know of them done by others. 

The Equal Employment Opportunity Commission staff and the project 
staff at the Wayne State University--The University of Michigan 
Institute of Labor and Industrial Relations will be happy to provice 
additional technical assistance within the limitations of their time 
and energies and agencies are invited to direct inquiries to either 
or both nt their respective addresses contained in this report. 

It is to be hoped that the Equal Employment Ooportunity Commission, 
through its Liaison and Research Divisions will continue to provide 
both financial assistance and gui.dance to state and municipal ~gencies 
who•wish to conduct studies in their respective communities. 

--Frances R. Cousens 



APPENDIX 
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BACKGROONDMEMORANDUM 
Cl-l WAYNE STATE CONTRACT 

The Equal Employment Opportunity Commission has entered into .... 
a contract with Wayne State University, Detroit, involving 
research and investigations into patterns of discrimination in 
employment. Under this contract, Wayne will contract with selec-
ted state and local ~air employment practice agencies. The agencies 
will agree to add to their staff a person who will perform the 
following functions: (1) investigation into patte~ns of discrim­
ination in the jurisdiction, subject to the law of the jurisdiction 
(this means that in some states the agency may initiate proceedings 
on the basis of such investigations; in other states, the same 
work will be done under the rubric of research into patterns of 
discrimination); (2) help to evaluate the technique of inves­
ti0ation into patterns of discrimination; and (3) work on federal-
state relations. 

Under this contract, the state will retain the person, after 
consultation with Wayne State. Wayne State will reimburse the 
state for the salary of .the person. Wayne will not only adminis-
ter the selection of these states and assist in identification 
of the persons, but will also collect, analyze and evaluate the 
reports with the Commission, one in December, 1965, one in.March, 
1966, and one in June, 1966. These reports will be of use to the 
Commission in many ways, including the preparation of future budgets. 

The significance of the wor~: Many state agencies have been 
criticized in recent years for failing to be more active in the 
struggle to end discrimination. The critics of the state agencies 
take the position that the states should not wait for complaints 
of discrimination to be filed with them, put should initiate 
investigations where there is reason to believe a pattern of dis­
crimination exists, and move to ·end the discrimination. The 
complaints which are filed bear no relation to the problems of 
discrimination because of the nature of the minority group 
attitudes toward filing complaints. 
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A Rutgers University study 0£ Negro attitudes toward law dis­
closed (19 Rutgers Law Review 219, 1965): 

Mr. Zeitz•s study ... demonstrates that 
the assumption underlying the use of the com­
plaint process -- that those who are hurt will 
complain -- is not true £or the Negro community. 
He demonstrates that, by and large, the Negro, 

(1) I£ he suspects that he will be discriminated 
against, will avoid the potentially embarrassing 
situation ... By staying away £rom where he 
believes he is not wanted, he prevents the act 
0£ discrimination against himself, but allows the 
discriminatory practice to continue. 

(2) I£ Negroes do face discrimination, they 
may not recognize it. This can occur for two 
reasons: (a) Either the economic or the social 
structure which discriminates is so complex (as 
in the real estate mortgage market, or in the 
unions• internal structure) that the discrimination 
is literally hidden from the Negro, or (b) for 
reasons which probably relate to the protection of 
his own personality, he may refuse to recognize the 
act of discrimination ... 

(3) Even if the Negro does recognize that he 
has been the victim of discrimination, he is not 
likely to complain to the Civil Rights agencies: 
(a) 71 percent of those studied knew of the exis­
tence of the Civil Rights Division; (b) of those 
who did know of the CRD, its reputation was tnedi­
ocre at best ... ; (c) four-fifths of those who 
were interviewed said they would do nothing if 
faced with a discriminatory situation. 

(4) Those Negroes who do use the Division on 
Civil Rights, tend to be better educated, higher 
income people. 

This group more _closely approximates the white 
middle class than it does the majority of Negroes 
of NewarJc who are represented by our sample. Since 
Division users reflect a minority of New Jersey's 
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Negroes in terms of socio-ecoaomic status, then 
it must be evident that the Division operates 
to the benefit of only a very ·small portion of 
the Negroes, and neglects the large majority 
whose socio-economic class behavior is incon­
sistent with utilization of culturally sanctioned 
legal institutions ... 

(5) Some 17 percent of the community studied is 
convinced that none of the existing legal institutions 
or approved forms of social change will improve the 
existing situation. These are prople who condemn 
the polic~ who do not believe that judges,. lawyers 
or the Civil Rights Division would be helpful to 
them, who do not believe that the major political 
parties can give them protection. Their attitude 
is either a desire to "fight back" to obtain their 
rights or to concede that their rights are unattain­
able. 

Most studies of the race relations problem~agree with the above 
findings, as do many state agency officials. However, these 
state agencies have been unable, for many reasons, including 
budgetary ones, to concentrate manpower on investigations into 
patterns of discrimination. Rather, they have utilized what 
limited manpower they have, in responding to complaints which 
were filed with them, Many state agency officials feel keenly 
that they would like to engage in this type of investigation, 
but have been unable to do so. 

The result is that little is known as to how effective such 
investigations will be, or what the optimum "rnix" is between 
complaint investigations and pattern investigations, or what 
special investigative techniques need to be developed to facil­
itate investigations into patterns of discrimination. In addition, 
there is little information which will enable the Commission to 
identity the areas in industries, or regions where there are in 
fact patterns of discrimination. 

The research project is designed to place investigators in the 
field in statQ agencies who will concentrate on investigations 
into patterns of discrimination. The investigators will reoort 
not only the results of their investigations, but will assist 
in the evaluation of the technique of investigation into patterns 
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of discrimination. The state agency and other interested groups 
will also be asked to help in the evaluation of this technique 
of investigation. 

The results of the research: The results of the researbh will 
-··-·---- .~- - - ...- .

(1) give us more insight into patterns of discrimination which 
exist; (2) provide the basis for state agency action where possi­
ble, or, in some circumstances, for the filing of an EEOC Com­
missioner's charge; (3) enable the Commission to evaluate the 
technique of investigation into patterns of discrimination, which 
will be crucial for (a) possible reco~rnendations to Congress to 
expand the Commission's power with respect to patterns of dis­
crimination, (b) continued future relations with the states, and 
(C) as a basis for determining the best ways to carry out the mission 
of the agency of eliminating discrimination in employment. It 
will also be useful in helping to formulate budgetary policy for 
the future. 
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PATTERNS OF DISCRIMINATION STUDV 
PARTICIPATING AGENCIES 

ADDRESSES 

Mr. Edward Howden 
Executive Director 
Fair Employment Practice Commission 
Department of Industrial Relations 
State Building Annex 
455 Golden Gate Avenue 
San Francisco, California 94101 
Dr. Jay T. Rusmore, Investigator 

Mr. Paul M. Rilling 
Executive Director 
Commissioners• Council on Human Relations 
Room 208 
District Building 
14th and E Streets, N.W. 
Washington, D.C. 20004 
Miss Henrietta S. Smith, Investigator 

Mr. J. Mansir Tydings 
Executive Director 
Louisville Commission on Human Relations 
Room 101 F, Mayor's Suite 
City Hall 
Louisville, Kentucky 
Mr. James E. Clay, Investigator 

Mr. Malcolm C. Webber 
Chairman 
Commission Against Discrimination 

. 41 Tremont Street 
12th Floor 
Boston, Massachusetts 02108 
Mr. Robert Parker, Investigator 

Mr. Burton I. Gordin 
Executive Director 
Michigan State Civil Rights Commission 
900 Cadillac Square Building 
Detroit, Michigan 48226 
Mr. Carl Baird, Investigator 
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Mr. Peter c. Robertson 
Executive Director 
Missouri Commission on Human Rights 
Box 1129 
Jefferson City, Missouri 65101 
Mr. Roger Miller, Investigator 

Mr. George :;. Pfaus 
Director 
Division on Civil Rights 
Department of Law and Public Safety 
52 w. State Street 
Trenton, New Jersey 08608 
Mr. Myron Levin, Investigator 

Mr. William H. Booth 
Chairman 
New York City Commission on Human Rights 
80 Lafayette Street 
~ew York, New York 10013 
Dr. Don Watkins, Investigator 

Mr. Ellis L. Ross 
Executive Director 
Civil Rights Com~ission 
240 Parsons Avenue 
Columbus, Ohio 43215 
Mr. Robert Selzman, Investigator 

Mr. Terry C. Chisholm 
Executive Director 
Commission on Human Relations 
601 City Hall Annex 
Philadelphia, Pennsylvania 19107 
Mrs. Donna McGough, In~estigator 

Miss Virginia Huebner 
Director 
Fair Employment Practices Division 
Wisconsin Industrial Commission 
819 N. Sixth Street 
Milwaukee, Wisconsin 
Mrs. Helen Rose, Investigator 



Characteristics 0£ Labor .Force and· Percent Nonwhite £or 
Relevant Standard Metropolitan Statistical Areasl 

Labor Force Percent Nonwhite 

Kentucky 
Louisville 272,008 10.9 

Massachusetts 
Boston· 1,078,471 3.6 

Michigan 
Detroit 1,445,905 13.9 
Grand Rapids 
Lansing 

1.39, 756 
115,776 

2
• 2 

Misswri 
Kan~as City 428,705 10.9 
St. Loui• 804,408 12.6 

New Jersey 
2Atlantic City 64,758 

Jersey City 268,396 6.2 
Newark 713,609 1.3. 8 
Patter,on-Cli~ton-Passaic 493,545 4.1 
Trenton 113,622 11.9. 

New York 
New York City 4,606,471 12.5 

Ohio 
AkrO~l 199,606 '7.5 
Cincinnati 418,153 11.8 
Cleveland 737,239 13.8 
Columbua 273,484 11.7 
Dayton 475,500 9.7 
Toledo 320,865 8.6 
Youngstown 354,018 8.5 

Pe:inaylvania 
Philadelphia 1,774,485 15.6 

Washington, D. C •.. 368,.690 49.8 
Wisconsin 

Milwaukee 491,613 4.9 

1Labor tore• data include all individual• 14 years o~ age and over. 

In~ormation not available. • 

Source: 
Tabla 115--Baployment Statua by Age, Color, Sex for State, Urban, 

Rural, and Standard Metropolitan Statistical Areas of 
2-50,000 and more. u. s. Bureau or Cenaus, 1960. 

t 
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Characteris.tics of Population and Percen-t Nonwhite 
for Relevant Standard Metropolitan Statistical Areas 

Ke:itucky 
Louisville 

Massachusetts 
Boston 

Michigan • 
Detroit 
Grand Rapids 
Lansing 

Missouri 
Kansas City 
St. Lo~is 

New Jersey 
Atla:1.tic City 
Jersey City 
Newark 
Patterson~Clifton-Passaic 
Trenton 

New York 
New York City 

Ohio 
Akron 
Cincinnati 
Cleveland 
Columbus 
Dayton 
Toledo 
Youngstown 

Pennsylvania 
Philadelphia 

Washington, D. C. 
Wisconsin 

Milwaukee 

Total Population Percent Nonwhite 

3,038,156 7.2 
725,139 11.6 

5,148,578 2.4 
697,197 9.8 

7,823,194 9.4 
3,537,709 15.8 

294,230 s.1 
169,325 • 4.8 

4,319,813 9.2 
1,039,493 11.4 
2,000,103 14.S 
6,066,782 8.7 

160,880 17.7 
610,734 6.9 

1, 689,42,0. 13.4 
1,186,873" 3.8 

266,392 12.9 
16,782,304 8.9 
10,694,033 12.0 

9,706,.397 8.2 
513,569 8.1 

1,071,624 12.1 
1,796,595 14.S 

682,962 11.9 
262,332 2.1 
318,003 12. 7 
166,689 19.1 

11,319,366 7.6 
4,342,897 15.7 

763,956 53.9 
3,951,777 2.4 
1,194,290 S.6 

Source: 
.Table 11S--Employment Status by Age, Color, Sex for State, Urban, 

Rural, and Standard Metropolitan Statistical Areas of 
:so,ooo and more.. u. s. Bureau of Census, 1900. 
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AGENCY INTERVIEW# 

INTERVIEW SCHEDULE FOR EMPLOYERS 
FACE SHEET 

1. Name of person being interviewed 

2~ Official title 

(if necessary) What are your major duties and responsibilities? 

3. Name of Company ----------~----------------
4. Address 

5. Telephone: Area Code Number 

6. Is this location corporate headquarters? Yes ___ No __ _ 

7. (If No) What is the address of the headquarters? 

8. Major activity of company (product or service) 

Date of Interview 



----- - -----
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THE INTERVIEW IS.TO DEAL ONLY WITH THE INSTALLATION VISITED 
~ ~ ~ 

(Note: Employment statistics are to be filled in on a separate 
sheet which may be left with the respondent. If there are no 
Negroes employed at the present time, skip to Question 5.) 

1. When were Negroes first hired at this location? (Year) 

2. To the best of your knowledge, when were Negroes first hired any­
where in your company? (Year) 

3. -In-which job classifications were Negroes first hired at this 
location? 

4. (If appropriate) Have Negroes ever held other than maintenance 
and unskilled jobs here? Yes ___ No 

If Yes 

4 a. When did Negroes first begin to apply for such·jobs, i.e., 
other than maintenance and unskilled? (Year) 

4 b. When were they first hired in such jobs? (Year) 

4 c. For what job classifications were the first Negroes 
hired? 

4 d. (If necessary) Have Negroes ever held white collar jobs 
here, e.g., sales, office work, etc.? Yes ___ No 

4 e. How did these Neg_ro applicants or employees get referred 
or recruited for these.white collar jobs? 
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4 f. Is there any difference in the way these Negroes were 
referred or recruited and the ways in which white people are? 

4 g. Generally spe~king, how have these Negroes worked out on 
white collar jobs, i.e., how do they do their jobs, get along
with other employees, supervisors, etc.? ____________ _ 

5. Is your company presently a participant in voluntary Plans for 
Progress? Yes ___ No __ _ 

!!, !!!_ skip to 5 a. 

!! !!2,, Do you have any program of this kind encouraging the employ-
ment of Negroes? Yes ___ No 

!!, !!.!. skip to 6 a. 

!!, !!2, Do Negroes ever apply for jobs with your company? 
Yes ___ No 

!! ?!2, • skip to Recruitment 

If Yes to question S: 

5 a. Was such a program promulgated- at the corporate headquarter! 
or at this installation only? 

5 b. (If at corporate headquarters) Did this installation 
engage in practices to encourage the hiring of Negroes prior 
to the adoption of such a program at the corporate level? 

Yes ___ No 

Sc. To the best of your knowledge, when was this program 
developed? (Yea~) 
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S d. What individuals and/or factors led to this program in 
your opinion? 

5 e. How was the program communicated to the various departments? 

5 f. How was it communicated to rank and file employees? 

5 g. Who (title) is respons~ble for the implementation of the 
program? 

5 h. Is the program audited periodically? Yes No 

If Yes 

5 i. In which department does this responsibility rest? 

5 j. How oft<m is such an audit made?,. --------------
5 k. What was your program in this ins~a1·1ation at the time 
that the new corporate policy was established? 

51. Do you know of any problems that arose in this location as 
~ result of the program? 
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5 m. Do you know how they were resolved and by whom? ____ _ 

6. Did the establishment. of you1; program of encouraging the employ­
ment of Negroes result in ariy increase in the number of Negro 
applicants? Yes ___ No 

--If Yes 

6 a. For which job classifications did they apply? 

6 b. Were any Negroes hired for such jobs (i.e., other than 
maintenance and unskilled categories?) Yes ___ No 

If Yes 

6 c. In which job classifications were they hired? 

7. Are there any divisions, departments or job classifications in 
your company which have !l2.Negroes at present? 

7 a. Why do you think this is so? 

8. In which divisions, departments, job classifications or lines 
of progression in your company are the greatest number of Negroes 
now employed? 
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8 a. Are there any particular reasons for this situation? 

9. Are there any divisions, departments or job classifications in 
your company which have an all-Negro work force at present? 

Yes ___ No 

I.f Yes 

9 a; Which divisions, departments or classifications? 

9 b. How many employees in each of these? 

RECRUITMENT 

1. How do you recruit your employees as a general rule .for: 

a. Executive, managerial, professional 

b. Other white collar and salaried 

c. 'Hourly-rated 

2. Normally, who in your company (by title) is responsible for 
each o.f the following: (see chart on next page) 
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Salaried Hourly-Rated 
Personnel Personnel 

a. Receiving and 
Screening Application• 

b. Testing applicants 

c. Personnel interview 

d. Final decision for 
hiring 

2 a. Who (title) in your company makes the ultimate decision 
about hiring applicants? 

2 b. Does anyone ever check up on those applicants who have. 
been turned down by this person/ Yes ___ No 

If Yes 

2 c. Have you ever found that some qualified applicants have 
been turned down? Yes ___ No 

--It Yes 

2 d. What do you do in such cases? 

3. Do you do anything specia.l to recruit Negroes for various levels 
ot employment? Yes ___ No 

It Yes, please describe 

4. (If appropriate) Very frequently a company has to reach out into 
the Negro co1111unity to recruit applicants. Has this been your com-
pany's experience? Yes ___ No 
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If Yes 

4 a. What specific activities has your company developed to 
recruit Negro workers? (e.g., recruiting at Negro colleges, 
contacting Negro leadership, etc.) 

4 b. Have you ever contacted any 
programs to aide you in recruiting? 
MDtA, OJT, Poverty Programs, etc.) 

co111111unityorganizations and 
(Y's, Welfare Programs, 

Yes ___ No 

Please identify 

4 c. Have you ever contacted any Negro or civil rights organiza­
tion• to aid vou in recruiting? (NAACP, Urban League, CORE, 
Negro ■ inietera, etc. ) Yes _.....,_ No 

• PleaN -identify 

d. Which of those you contacted have proved to he most use­
ful? 

e. Which of them have proved to be least useful? 

S. Have you ever presented programs in predominantly Negro Junior 
and Senior High Schools to inform students and teachers about positions 
open to qualified Negroes or training programs which are available? 

Yea ___ No 

--It Yea 

Sa. What kinds ot tasaal and inf'oraal programs do you plan 
tor such use? 



---
---

--

Sb. How effective have they been generally? 

s c. Do you ever advertise job openings in Negro newspapers? 
Yes No 

s d. Do you ever advertise job openings on Negro radio stations? 
Yes No 

6. Do you ever do hiring from a central source (e.g., labor pool)? 
Yes ___ No 

If Yes 

6 a. Are Negroes ever in this pool? Yes No 

7. Has your company encountered any problems in getting experienced 
Negroes to apply? Yes ___ No 

If Yes 

7 a. What kinds of proble~s? 

7 b. How did you go about handling them? 

7 c. In your opinion, why don't more Negroes apply to your 
company? 

7 d. 
same 

Do you 
problem 

think other 
in getting 

companies 
Negroes to 

in this 
apply? 

community 
Yes ___ 

have 
No 

the 

If 
~ 

Yes 
~ 

7 e. Why do you think this is so? 
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8. Has your comp-any experienced difficulty in hiring Negroes for 
jobs o~ber than service and unskilled types? Yes ___ No __ _ 

-If Yes 

8 a. What kinds of difficulty have you experienced? _____ _ 

8 b. How did you go about handling them?- __________ _ 

8 c. Why do you think there is an insufficient number of Negroes 
for jobs like these? _____________________ _ 

9. Do you have formal or informal programs to recruit graduates 
directly from schools - white and/or Negro (check all that· apply). 

NEGRO WHITE 
Formal Informal Formal Informal 

Public High Schools 
Area Trade Schools 
Colleges and Universities 

Please describe (done at c~rporate level or at local installation, 
etc.) 
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10. 
jobs 

Ia there a preferred 
with your company? 

minimum educational 
Yes ___ No 

requirement for et• tT'V 

11. Do you 
Yes ___ 

use 
No 

any kinds of testing to screen applicants? 

If Yes--
11 a. What kinds 
Job• which are: 

of 
(1) 

tests do 
salaried 

you generally use for 
employees (describe) 

entry level 

(2) Hourly-rated employees 

11 b. Do you also use tests in considering-employees for up-
grading and promotion? Yes ___ No 

!! !!!. 
11 c. What kinds of tests • are used for promoting (1) ·salaried 
employees ~describe)) ____________________ _ 

(2) Hourly-rated employees (desc'ribe) 

12. In your op1n1on~ why do some employers in this area discriminate 
in the hiring of Negroes? 

13. Do you ever use public or. private employment agencies to recruit 
applicants? Yea ___ No 
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If Yes 
PUBLIC PRIVATE 

13 a. Which ones do you use 
to the greatest extent? 

14 b. Has any employment agency ever inquired about referring 
Negro applicants to your -company? .Yes ___ No 

14 c. Which ones? PUBLIC PRIVATE 

14 d. How did they present 
this inquiry? (e.g., what was 
the gist of their remarks?) 

14 e. Do these agencies ever 
·refer Negro applicants? 

-If 14 f. In your opinion, why 
No don't they ever refer Negroes- to you? 
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14 g. What is 
of Negroes as 
whites referred 
agencies? 

the general caliber 
compared with 

to you by these 

PUBLIC PRIVATE 

If 

14 
of 
by 

No 

14 
to 

h. Do you ever hire 
the Negroes referred 
these agencies? 

i. What are some of 
hire any of them? 

any 
to you 

the reasons 

Yes 

that 

No 

you have 

Yes 

not been 

No 

able 

--If Yes PUBLIC • PRIVATE 

14 j. In general, how have 
these people worked out? 

15. How do you feel about "preferential" or "compensatory" employ­
ment practices for Negroes (i.e., giving Negroes preference over 
equally or better qualified whites?) 

16. In some communities, a number of companies work together to 
establish and subsidize training programs for minority group 
members to teach them skills needed by these companies, thus setting 
up a Negro skills pool. Has your company ever participated in or 
planned to do this? Yes ___ No 

16 a. What advantages do you think might accrue to your 
company from such a plan? 
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16 b. What disadvantages might there be for your company? 

TRAINING AND UPGRADING 

1. Do you presently have any apprentice training programs? Yes No 

If Yes 

1 a. Approximately 
present? ----

how many apprentices do you have at 

1 b. In what skills area are they? 

1 c. Are any of the apprentices Negro? Yes No 

1 d. How many? 

1 e. (If applicable) In your opinion, what are some of the 
reasons that there are not more Negro apprentices? 

2. What is your general policy and practice with respect to promotions? 
(describe: formal, informal, etc.) 

2 a. Have you changed this policy within the last five years? 
Yes ___ No 

2 b. What changes have you made in that time? 
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2 c. What prompted you to make these chan~es? 

!! necessary 

2 d. Do you 
to promoting 

have any 
Negroes? 

special 
Yes ___ 

policy 
No 

of practice with respect 

If Yes 

2 e. What prompted you to set up this special policy? 

2 f. In general, how is it working out? ___________ _ 

2 g. What are the advantages of this policy? 

2 h. What are some of the disadvantages, in your opinion? 

3. What is the standard procedure for upgrading in your company? 
(please check) 

a. jobs posted and employees bid 
b. recommendation of the supervisor 
c. seniority 
d. other (please specify) 
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3 e. Who in your company (by title) is responsible for promotion 
and upgrading? 

~ f. Which of the above is MOST important in determining up­
grading in your company? (Use letter designation from above) 

4. Do you presently have any training programs designed to upgrac!e 
employees already on your payroll? Yes ___ No 

If No 

4 a. How do employees get into higher rated jobs? 

If Yes 

4 b. What kinds of programs? (Please describe) 

4 c. In what occupational levels or skills are these_ programs? 

4 d. Is the program open to all employees, for all positions 
regardless of race? Yes ___ No 

4 e. Are there any Negroes involved in these programs at 
present? Yes __ No 

If No 

4 f. Have any Negroes ever been involved .. in these programs? 
Yes ___ No 

4 g. What are some of the reasons that Negroes have not been 
involved in these programs? 
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5 .. Considering the wide iange of jobs in your company, do you feel 
that there are any particular jobs that Negroes would have trouble 
filling (i.e., would lack qualifications for the job?) Yes No 

If Yes--
5 a. Which jobs? 

5 b. Why do you feel this way? 

5 c. Are there 
problems for the 

Yes ___ No 

some jobs 
company 

in 
if 

your 
they 

company that would create 
were filled by Negroes? 

'If Yes--
5 d. Which jobs? 

5 e. What kinds of problems? 

6~ What kind of seniority do you have? . 

a. Plant-wide seniority 
b. Departmental seniority 
c. Craft or job seniority 
d. Other (please specify) 

7. Is seniority 
Yes ___ 

transfered 
No __ _ 

when shifting from one job to another? 

7 a. 
one 

Is seniority carried 
seniority grouping to 

by the 
another? 

employee when 
Yes ---~o 

he shifts from 

If Yes, please describe 
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8. Does your company bargain with any unions? Yes No 

If Yes, please complete the following: 

Name of Union Bargaining Units Nondiscrimination Year Clause 
Clause? · Was Inserted 

1. 
2. 
3. 
4. 
5. 

9. If you have any union contracts, .. what influence and/or pressure 
has the union had on Negro employment or utilization of Negro em-
ployees in your plant? 

a. Little on no effect 
b. An adverse effect 
c. Positive effect 

PLEASE GIVE SCNE DETAILS ILLUSTRATING YOUR ANSWER TO THIS QUESTION 

10. Has the union(s) 
employment objectives 

contributed in any way in 
in your company? Yes ___ 

furthering 
No 

equal 

If Yes 

10 a. In what ways have they been helpful? 

10 b. Is there anything more that they could have done? 
Yes ___ No __ _ 

c. Which Union(s)? 
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If' No 

10 d. What problems have you encountered? 

10 e. Why did the problem exist, in your opinion? 

11. Ideally, what can unions do to assist management in adopting 
and implementing an ef'f'ective equal employment policy? 

12. In your opinion, wh·y do some unions discriminate against 
Negroes? 

13. Has your company ever been approached by any civil rights or­
ganizations (with respect to your employment policies and.practices)? 

Yes ___ No __ _ 

If Yes 

Y7 a. How did they approach you (boycott, picketing, etc.)? 

17 b. ~igM.s.._organizatio~s? 

17 c. What were their requests or demands? 

17 d. What did your company do when this happened? 
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17 
in 

e. 
this 

Do you know of 
area who have 

any 
had 

other 
similar 

companies in 
experience? 

your industry 
Yes ___ 

or 
No 

If-- Yes 

17 f. Do you know how.they handled this situation? 

18. Has your company ever received a commendation for its employment 
policy? Yes ___ No 

If Yes 

18 a. By whom? ________________________ _ 

18 b. When? ---------------------------
18 c. On what basis? 

(note to ~nterviewer: see manual for instructions for the following 
sequence) 

19. Has your company had any contact with a State or Muni~ipal 
civil rights agency? Yes ___ No 

If No 

19 a. Is there such an agency or agencies in this area? 
Yes ___ No 

19 b. Which ones? 

If Yes 

19 c. With which agencies have you had such contacts? 

19 d. What has been the nature of the contact? 
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19 e. What is your general impression of the effectiveness ot 
such agencies in ch•nging or improving the problem of discrimination 
in employment? 

19 ~. Why do you feel this way? 

19 g. ·How effective do you feel Equal Employment Opportunity 
legislation has been in furthering equal employment objectives? 

1. In your company: Of great importance 
Of some importance 
Of little importance 
Virtually of no effect 

2. In industry and business generally in your state: 

Of great importance 
Of some importanc~ 
Of little importance ---
Virtually of n9· effect __ _ 

20. Does you.r_campany anticipate making any changes in its employ-
-merrt· -policy. and procedures (i.e. , re~_rui ting, ltiring, upgrading, 
-etc.) wi-thin the near future? Yes • No 

If Yes 

20 a. What kinds of changes do you anticipate? (describe 
whether expanding present program or instituting new one, 
general company policy, etc.) 

20 b. What is the reason for making these changes? 



-----------------
20 c. How do you think this will effect your utilization of 
Negro applicants and empl,oyees? • 

20 d. What problems, if any, might arise as a result of further 
c .anges in your policy and practice? 

20 e. How do you think these problems will be resolved? 

20 f. Are there any ways in which the agency can be of help? 

21. From your viewpoint, .what are the ma in problems in implementing 
non-discriminatory employment and upgrading procedures·in your com­
pany? 

21 a. What about your first line supervisors? What special 
problems have they face -- or are facing -- in implementing 
such procedures in your company? 

If possible, copies of current ""'.'ion-management agreements for the 
particular company should accompany this questionnaire on its return. 



-279-

THIS PAGE IS P'OR INTERVIEWER'SCC>!MENTSON THE INTERVIEW 



-280-,. 

Name of Agency Interview# 

STATISTICS FORM-
~ 

1. To~---- number of employees (as of the last pay period) 

2. Total number of Negro employees (as of the last pay period) 

3. Total number of employees 12 months ago 

4. Total number of Negro employees 12 months ago 

S. Employment statistics as of period ending 

6. OCCUPATIONAL PAY GRADE MALE EMPLOYEES FEl·IALE -~IPLOYEES 
CLASSIFICATIONS White Non-White White Non-White 

Managerial and Executives 

Professionals 

Technicians 

Sales Workers 

Office and Clerical 

Craftsmen, Foremen and 
other skilled 

Apprentices 

Semi-skilled 

Unskilled 
(other than maintenance) 

~aintenance 

7. To the best of your knowledge, approximately what per cent of all 
applicants have been accepted for employment in your company in the past 
12 months? 
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STASTICS FORM 

8. In this period, approximately what per cent of all Negro applicants 
have been employed by your company? 

9. To the best of your knowledge, is your company currently engaged in 
providing services or products for any unit or level of government? 

Yes ___ No 

If No 

9 a. Have they provided such services or products in the past? 
If so, when? 

--If Yes 

9 b. With which levels of government? 

9 c. Do you know approximately what per cent of the company's 
total business these contracts represent? 

9 d. 
with 

Do you get directives 
these contracts? Yes 

about employment 
___ No 

of Negroes in connection 

9 e. In your opinion, how helpful have these 
you in implementing your employment policies? 

directives been· to 
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Name of Agency Interview# 

INTERVIEW SCHEDULE FOR UNIONS 

1. Name of Loe.al Union ____________________ _ 

2. Address 

3. Telephone Number 

4. Name and address of President 

s. Names of Business Agents 

.~ 
6. Name and address of International Union Headquarters 

7. Regional area represented by l ... oc al Union 

~. Name of person interviewed 

9. Title 

10• Date of Interview 

11. What workers are represented by the lncal union? 
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POLICY AND PRACTICES 

1. Has this locai adopted a formal policy and procedures to 
assure that equal opportunity is given to all members without 
regard to race, color, religion, national origin or ancestry? 
Yes ___ No 

IF NO: la. Is this local covered by such a policy of the 
international union, trades council or other group of which 

·it is a member? Yes ___ No 

IF YES: lb. Which one(s)? 

(note: request a copy of the written policy statement if 
available} 

• ' 
(FOR BUILDING AND CONSTRUCTION UNIONS AND OTHER UNIONS OF SKILLED 
WORKERS, ask question;lc-lf inclusive) 

le. Does this policy cover applicants for membership? Yes 
No 

ld. Does this policy cover applicants for apprenticeship? 
Yes ___ No 

le. Hss this policy been communicated in writing to the entire 
nembership? Yes ___ No __ _ 

lf. To all recruitment sources? Yes No 

2. Do members of this local work on any jobs involving a con-
tract with government_? Yes ___ ·'"No 

IF YES: 2a. With which level ~f ·government? (specify) 

3 .. Does this local operate under terms of a _collective bargain­
ing agreement negotiated with an individual company or companies? 
Yes ___ No 
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IF YES: 3a. Is a non-discrimination clause included in 
the agreement? Yes ___ No 

IF YES: 3b. When was this clause first included?' Year 

4. Does this local operate under terms of a collective bargain­
ing agreement negotiated with an employers• association or 
associations? Yes ___ No ___ (obtain copies of such aggee 
ments) 

5 IF YES: 4a. Is a non-discrimination clause included in the 
agreement? Yes ___ No 

IF YES: 4b. When was this clause first included? Year 

RECRUI'IMEN'I 

1. Does the employer ever call you when_ he needs workers? 
Yes ___ No 

IF YES: la. Is the local the only channel for job 
referral? Yes ___ No 

lb. Is the local given the first chance to refer workers? 
Yes ___ No __ _ 

le. Are your local referrals given equal consideration 
with others? Yes ___ No __ _ 

ld. Are your referals given equal consideration with 
others? Yes ___ No __ _ 

le. Is there an absence of regular referral activity? 
Yes ___ No 

2. Does the collective bargaining agreement specify any of the 
above referral procedures? Yes ___ No 

Please explain 
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3. Approximately what proportion of the wo~kers within your local's 
jurisdiction does·the employer recruit through: 

Union Other sources----- " ----- " 
IF THERE IS A SYSTEM OF REGULAR REFERRAL OF WORKERS nlROUGH THE 
UNION LOCAL: 

3a. On what basis or bases does the local decide which 
individuals to refer to a job? (explain) 

(If not mentioned): 

3b. Do you ever use any of the folloi·Ting as a basis for 
referral: (check all that apply) seniority ___ ; 
length of time unemployed ___ ; skill ___ ; Other 
(please specify) 

4. Does the local have a written policy coveting referral 
practices? Yes ___ No ___ (if yes, obtain a copy of this pol-
icy). 

/
5. In situations where the employer does part or all of his 
own recruiting, i.e., through sources other than the union, does. 
your local attempt to influence his decision about hiring Negroes· 
and other minority group persons? Yes ___ No 

I
IF NO: What are some of the reasons that the union does I 

/not do this? 

IF YRS: Sa. Does this influence 
department, job classifications 
Yes ___ No 

apply to company divisions, 
and lines of progression? 

IF YES: Sc. In which of these? (indicate all named)_ 
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6. Does the local union have any limited kind of membership? 
Yes ___ No 

IF YES: 6a. What kind is it? 

" 
(if not mentioned) 

6b. Do you issue temporary work permits? Yes NO 

(if not mentioned) 

6c. Do you have class ''B" membership? Yes No 

IF YES: Please describe 

7. Can 
bership? 

limited 
Yes· 

membership 
___ No 

in the local be changed to full mem-

IF YES: 
describe 

Under what conditions can this be done? Please 

8. How does limited membership affect: 

a) job referrals? Describe 

- b) the individual's Rights within the local? Describe 

FOR SKILLED TRADES ONLY (f other than skilled trades, skip to 
question 1, Seniority) 

1. What skilled trade(s) is represented -by the union? 



____ 

---

-287-

2. Roughly what proportion of your members received their 
training: (give percentages) 

a. In other countries •
Through trade and v_oc_a_t_i_o_n_a_l_s_c_h_o_o_l_s~b. 

c. In the armed services ~ 

d. Through upgrading ------------- ~ 

e. Through an on-the-job training program ~ 

f. Apprenticeship -• 
. g. Other ~ 

(Which) 

3. Where some workers have not had formal apprentice training 
or obtained journeyman status through.up-grading or on-the-job 
training programs: 

3a. What policies does the union have for admitting them 
as journeymen? Describe 

(request written policy statement if available) 

3b. Is any kind of test given to these people? Yes 
No 

IF NO: sldp to question 3j. 

3c. Is there a written test Yes No (request 
the name of the test or a copy or sample of the test) 

3d. Is there a practi~al test of skill? Yes No 

3e. Who administers the test? Name and Address 

lf. Who decides if the applicant has passed? Name and 
Address 
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3g. What is the basis or criteria for deciding on passing or 
failure? (Explain and obtain written policy if available) 

3h. Is the test given.to all non-apprenticed workers seeking 
journeyman status? Yes ___ No 

3i. In the past, have there been any special circumstances when 
exceptions have been made? Yes ___ No ___ Explain 

3j. Are there membership requirements other than testing for 
non-apprenticed applicants for journeyman? Yes ___ No 

IF YES: 3k. Do these requirements (other than testing) 
apply to all non-apprenticed applicants? Yes ___ NO 

31. In the past, have there been any special circumstances 
under which exceptions have been made? Yes ___ No 
Explain 

4a. Are journeymen in good standing in other locals of your 
international union always accepted automatically when they aQply 
to your local? Yes ___ No 

IF NO: 4b. Please explain 

Sa. Is there a program for obtaining journeyman status through 
up-grading or on-the-job training? Yes ___ No 

IF NO: skip to question #6 

IF YES: Sb. What steps are required if an individual 
wants to take part in such a program? Explain 

https://given.to
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Sc. \·/hat are the minimum requirements for those who want 
to take part in the up-grading or on~the-job training oro-gram? Explain _____ .....,_________________ _ 

Sd. Is any kind of test given? Yes --- No 

Se. Is there a written test? Yes --- No 

(if yes, request name of test or copy or sample of test) 

Sf. Is there a practical test? Yes --- No 

Sg. Who administers the test? Name and Address 

Sh. Who decides if applicant has passed? Name and Address 

Si. On what basis or criteria is a decision made for, pass­
ing or failure? Explain (or obtain written policy state­
eent if available) -----------------~----
Sj. 
or 

Is the 
on-the-job 

test given 
training 

to all applicants 
program? Yes ___ 

for the 
No 

upgrading 

Sk. In the past, 
where exceptions 
Explain 

have 
have 

there 
been 

been 
made? 

any special 
Yes ___ 

circumstances 
No 

51. How many year~ in the upgrading or on-the-job training 
program are required in order to obtain journeyman status? 
Number of year~ 
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Sm. Do those who take _part in this program suffer any 
initial reduction in pay? Yes ___ No ___ Sometimes 
If Somet1mes, explain 

Sn. Approximately what proportion of those in the upgrad­
ing or on-the-job training program are already making the 
full journeyman wage rate without yet being journeymen? 
Give percentage ___ % 

APPRENTICESHIP 

6a. Is there an apprenticeship program? Yes No 

IF NO: go to question 13. 

IF YES: 6b. Who runs the apprentice program? check one 

1. management 

2. labor 

3. Joint management-labor 

4. Other (please describe) 

6c. Is the apprentice program registered with the u. S. 
Bureau of Apprenticeship Training? Yes ___ No 

6d. Is it registered with any state agency? Yes 
No___ IF YES: with_ what agency? 

6e. Is any unit of city·or county government involved in 
the apprentice training program? Yes ___ No 

6f. Who provides the classroom for instruction? specify 

6g. Who provides the instructors for classroom sessions? 
specify 
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7a. What arc the steps in the process of becoming an apprentice? 

7b. Waat minimum requirements have been established for can­
didates for apprenticeship? (explain and/or get written policy 
statement if available) 

(If not mentioned) What is the minimum amount of schooling 
required? Are there a~y requirements for special courses, etc.? 

7c. Under what special circumstances have exceptions been made 
as to minimum requirements for candidates? Explain. 

7d. How do most apprentice applicants get referred to you? 

7e. Approximately what proportion are referred by friends and 
relatives who are oembers of the uniop? ---~ 

7f. Do those referrals to you by members of the local union 
get any preference? Yes ___ No 

7g. Must a candidate for apprentice training have a promise 
of employment? Yos ___ No 

7h. Is preference given to apprenticeship candidates who have 
a sponsor? Yes ___ No 
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7i. Who can serve as a sponsor·for the applicant? 

7j. Do you actively· recruit apprentices? Yes No 

7k. IF YES: How do you go about doing this? 

71. 
that 

Are openings 
apply) 

for this training communicated to: (check all 

State Employment Service 
Private employment agencies 
Newspapers 
Public Schools 

Private Schools 
• Trade Union Members 

Contractors 
Other (specify) 

7m. What 
candidates? 

is the primary recruitment source for apprentice 

7n. 
tion? 

Do candidates 
Yes ___ 

for 
No 

apprentice training take a written examina-

Specify name of test or request copy. 

7o. How often 
months? 

was the examination given during the last 12 

Who administers the examination?',. , Name and Address 

7q. Who determines the passing score on the written test? 
Title and Nace 

7r. Is an oral examination or interview conducted as a regular 
~art of the selection procedure? Yes ___ No 

7s. How many persons conduct this interview? 
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What arc their titles? 

7t. How often arc applications for apprenticeship received and 
reviewed? (check only one) 

1. Continually.. 2. At regular periods (specify _________ _ 

3. Varies according to need 

7u. How many applicants for apprentice.training have you had 
in the last 12 months? 

7v. Approximately what percent of t __hese were acce~ted? ---- " 
7w. Approximately what proportion of apolicants for such train-
ing were: Negro ___ Spanish-speaking ___ American Indian 
Oriental 

7x. Generally, how long do eligible candidates have to wait for 
training 

7y. Do you have a waiting list now? Yes No 

IF YES: 7z. What is the date on the oldest application in 
your files? 

(Request copy of apprenticeship application form) 

7aa. Do you have problems in getting enough apprentice appli-
cants? Yes ___ No 

7bb. If yes, What do you think sane of the reasons are? 

7cc. Do you have the problem of finding enough applicants who 
qualify? Yes ___ No __ _ 

7dd. Approximately what proportion of your apDrentices have 
been dropping out before training is completed? ___ % 
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7ee. What do you think are some of the reasons for the drop­
outs?- Describe 

7ff. In your 
of qualified 

opinion, 
applicants? 

what could be done to increase the number 

• 
7gg. How might 
be increased? 

number of quaiified minority grouo applicants 

7hh. Name of local union representatives on Joint Apprentice 
Selection Committee: 

8a. How many apprentices does the union have now? ______ _ 

8b. What is the ratio of apprentices to journeymen? 

9. Approximately what proportion of the apprentices are 
Negro ___ Spanish-speaking ___ American Indian 
Oriental 

10. Some unions are making special efforts to bring in Negroes 
and other minority group persons into apprentice training. Is 
your union doing anything like this? Yes ___ No 

IF YES: Please describe 

11. Docs your union have any ·problems with employers 
Negroes and other minority grouo persons into apprentice 
programs? Yes ___ No __ _ 

in bringing 
training 

IF YES: lla. What kinds of problems? 
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12. What is the ·present job situation for members of your local, 
i.e., Is the demand for workers: {check one) 

very good 
pretty good 
mediocre 
poor 
very poor 

12a. How do you think the job situation for your members will 
be.over the next five years? (check one) 

very good 
pretty good 
mediocre 
poor 
very poor 

13. Are you presently graduating enough apprentices to meet 
industry demand? Yes ___ No 

IF ·No: 13a. What are some of the reasons? 

(If not mentioned) 

13b. Is this 
or otherwise 

due to 
leaving? 

dropping out 
Yes ___ 

due 
No 

to retirement, death 

13c. Are 
qualified 

there any 
workers? 

other reasons for the shortage of 

13d. Have you anytbc.agbt as to how the number of apprentices 
might be increased? Describe 



-296-

SENIORITY - 1A YOFF, RECALL, TRANSFER AND PRGIOTIONS 
(For industrial situations only) 

For 
and 

unskilled and 
white collar) 

semi-skilled workers (excluding skilled workers 

1. 
off, 

Docs only 
recall, 

plant-wide 
transfer 

seniority 
and promotion? 

apply in all 
Yes ___ 

cases 
No 

of lay-

IF YES: Skip to question #9 

IF 
the 

NO: la. 
following: 

How does olant-wide seniority affect each of 

layoff 

recall 

transfer 

promotion 

2. Is there any seniority by line of progression? ( A situation 
where workers move from less·skilled to more skilled jobs in a 
single line of progression) Yes ___ No 

IF YES: 2a. How docs seniority by line of progression 
affect each of the following: 

layoff 

recall 

transfer 

promoti__on 

3. Is there any seniority by department? Yes --- No 

IF YES: 
following 

How does seniority by department affect each of the 

layoff 

recall 

transfer 

promotion 
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4. Is there any seniority by job classification? Yes NO 

IF YES: 4a. How does seniority by job classification 
affect each of the following: 

1ayoff 

recall 

transfer 

promotion __________________________ _ 

5. Is some seniority determined on anything other than plant­
~idc experience, by line of progression, by department or by job 
classification? Yes ___ No ___ Explain 

IF YES: 6a. How docs this other-way affect each of 
the following: 

layoff 

recall 

trc1nsfcr 

promotion 

7. Are there 
with particular 
trades -- to 

some classifications of 
skills -- but not one 

whom different seniority 

workers, e.g., 
of the regular 
rules apply? 

those 
skilled 

Yes No 

IF YES: explain 

IF YES: 7n.To what classifications does this apply? 

7b. How is seniority determined for these workers? 
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7c. How does seniority system affect each of the following: 
layoff ____________________________ _ 

recall 

transfer 

8. For skilled workers, with journeyman status, how is seniority 
determined for: 

layoff 

recall 

transfer 

9. For apprentices, how is seniority determined for 

layoff 

recall 

transfer 

10. For purposes of layoff and recall, do skilled workers re­
tain their seniority in previaisly held non-skilled jobs? 
Yes ___ No ___ Explain 

11. Do apprentices retain their seniority in previously held 
non-skilled jobs for purposes of layoff and recall? Yes No 

Describe 

IF VES: lla. Do they continue to accumulate seniority in 
their previously held non-skilled jobs for purposes of 
layoff and' recall? Yes ___ No 
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Area wide or company-wide seniority 

12. Is there a form of area-wide or company-wide se~iority 
where a man in one plant of a company or in an area has rights 
in another plant of the company or in the area? For example, 
if an individual is laid off for lack of work.in on~ plant 
must he be hired in another plant of the same company before 
newcomers? Yes ___ No ___ Explain 

Promotions 

13. Are jobs automatically posted for bidding? Yes --- No 

IF NO: 13a. What,system do you use? Please describe 

13b. 
one) 

Which of these criteria arc used in promotion? (check 

seniority only 
ability only 
some combination of seniority and ability 

13c. If both seniority and ability arc used in determin-
ing promotions which one is thermost important? (check one) 

ability seniority. 

(for example, docs seniority only count where men are of 
equal ability. Or is the most senior man given the work 
for a probationary period to prove whether or not he can 
do the job?) 

r 
I 
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CIVIL RIGHTS (for all union respondents) 

1. Has a complaint of discrimination ever been filed against 
your local with a Civil Rights Agency at any level of govern-
ment? Yes ___ No 

IF YES: la. Which agency or agencies were involved? 

lb. What was the nature of the\ complaint? 

le. What wris the disp~sition? 

2. Do you fe~l that some e~ployers discriminate? Yes No 

IF YES: 2b. How and why do they discriminate? 

2c. 
Yes 

In 
___ 

your 
No 

opinion, is there some justification for this? 

3. Do you feel· that some trade unions discriminate? Yes No 

IF YES: 3a. Hmr1 and why do they discriminate? -------

3b. Is there some justification for this? Yes No· 

GSA DC 67-9462 
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