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Daputy Executive Director
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Thae Exacutive Director heas askad me to help expedite the
consideration of applications for amslciymant with the
Commission. Pursuant to this assignment, I have held
discussions wWith Mary Valantins and John Eberle in an
Attempt to learn the' prasant status of our staffing pro-
gram. These discussions made clear that it'would be
vary helpful if Mary Valentino had copies of all appli=-
cations which have been Zorwarded to any official of the
Commission.

it is, therafore, req:&étad that a3 zoon Az poesible you
forward to Mary Valentino the original or a copy of any
application in your possession which should be considared
for possible appointments,

Upcn receipt of these applications, an accelerated pro- _
gram of processing applications will be developad.

In this connection, if there are any applicatiens on
which you want advance notice before the applicant is
advised as to his/her prospacis, plessa lat me RKnow,
Your copperation in this matter will be greatly appre-
ciated.
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- Memorandum
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I ceply refer to:

FROM
Commissioner Ailesn C. Hernandez

SHQJECE. Merit Enployment Councils

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

l. The Egqual Employment Opportunity Commission encouragas
business groups throughout the nation woluntarily to
form councils for the purpose of implemanting Title VII.

2. The Equal Employvment Opportunity Commission urges
Plans for Prograss and other crganization (for example,
tha Urban League) to stimulate the formation of such
couneils and to give guidance and assistance to them
in developing meaningful programs to integrate minority
and women workers more fully into the work force, L

3. The Egual Employment Opportunity Commission will
provide materials and speakers, wherever practicable,
to assist in the programs of these groups.

The intent of this statement is to lower the priority given to
BEOC participation in the formation of marit enployment councils --
not because I do not feel that such councils can serve a usaful
purpose, but becauss I believe the Commission's limited
facilities should be focused in other ways for the time being.

It is my considered cpinion, and I hereby sesek Commission
concurrence, that among the top priorities of the Technical
Aspistance Office at this time should bhea:

1. To maximize the results of individual cases by a
planned program of technical assistance to designated
| raspondents;

UY US. SAVINGS BONDS REGULARLY OM THE PAYROLL SAVINGS PLAN
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2. To initiate affirmative action contacts with new
and expanding industries on a planned basis so
that assistance can be given in integrating work
forces before hiring patterns have been set.

ACH:es

TO: Chairman Roosevelt
Vice Chairman Holcomb
Commissioner Graham
Commissioner Jackson
Executive Director
General Counsel
Technical Assistance
EXSEC



Addition to Item 2, Page 1

To achieve this, EEOC will initiate plans to convene a

meeting jointly sponsored by Plans for Progress, the

Urban League and EEQC for the purpose of evaluating exist-

ing and projected merit employment programs. Other organizations
(lLike NAM, Chambers of Commerce, etc.) involved in promoting
similar programs will alsoc be invited to participate.

r“""-
hddition to Page 2

3. To draft, for Commissicn consideraticon, a proposed policy
statement on merit employment councils, ineluding specifie
guidelines for meaningful programs by these councils.
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IPREFACE

This study, conducted Ly the Institute of Labor and Industrial
Tclations at Wayne State University, Detroit, Michigan, with th.o
gooperation of eleven state and municipal civil rights agencies,
was made possible by a grant from the Equal Employment Ooportunity
Commission.

In addition to providing the funds, valuable assistance was rend-
ered by members of the Commission staff and we wish to exoress
gratitude to Commissioner Aileen Hernandez, Alfred W, Blumropsen
and Herbert A. Belkin for their aid and encouragement in the early
stages of the study and toc Ben Ssgal from the time he assumed the
position of Chief of Liaison,

Members of the Institute staff who provided invaluable guidance amnd
cooperation include Ronald W, Haughton and Charles M. Rehmus, Co-
Directors; Louis A, Ferman, Research Director; Mrs, Bonnie DeAthes,
Miss Elizabeth Brumage, and Mr3, Billie Wint of the secretarial
starff.

Walter R. Greene and Joseph Schere of the Equal Enplnyment Cnpor -
tunity program for the Department of Defense were extremely generous
in serving as consultants thereby contributing to the effectiveness
and validity of the field cperation,

Finally, this study would not have been possible without the commit-
ment and effort of the directors and, in some cases, other adminis-
trative personnel in the eleven participating agencies, By contributing
their expertise, they provided the necessary guidance and support to
the investigators and study supervisors. Several agencies also made
available additienal 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 contained in this report will benefit
their programs and that of other public civil rights agencies who
were not able to participate directly in 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 cause of merit employment and ex-
panding job opportunities for all Americans.

==Frances R. Cousens
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INTRODUCTICN

The present document is the third 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 apnd 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 located throughout the country rather
than utilizing the more traditional tvpe of social science
research approach which attempts 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 Division on Civil Rights by Alfred W,
BElumrosen, then with the Rutgers University Law School and
Leonard Zeitz of their Department of Sociology.l

The findings in the New Jersey study matched a arowing consensus
on the part of intergroup relations 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 manpower utilization
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 prime contractor and given responsibility for
selecting the staff to design and direct the project, the field
research activities were conducted by one or more individuals
empleyed by and working under the direction of a public state
or municipal fair employment or ‘civil rights agency, For this

lp1fred W. Blumrose, "Antidiscrimination Laws in Action in New
Jersey: A Law-Sociology Study" and Leonard Zeitz, "Survey of
Negro Attitudes Toward Law," Rutgers Law Review, Vol. 19, No.
2, Winter 1965
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Ireason, 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, D.C. on August 19-20, 1965, called by the Equal
Employment Opportunity 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
would 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 considered relevant, Among these were the following:

a. the desire of the agency to participate and a commit-
ment to provide all necessary guidance and assistance;

b, enforcement powers in the area of emplovment practices
and, if possible, a professional staff of sufficient
size and tenure;

¢, the presence of an industry of general importance which
was also important to the economy of the agency's jur=-
isdictional area and/or had been significant in its
complaint experience;

d. the quality of the tentative proposal submitted by the
director;

e, obtaining a desirable gecgraphic mix. In order to
obtain such a geographic distribution, no more than
one agency in a state was chosen; as a result, despite
an excellent proposal from Fittsburgh, for example,

. this agency was denied the opportunity to participate
for the reason that Fhiladelphia had 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 Califernia Fair Employméent 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 preject,
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 Equal
Employment Opportunity Commission and Wayne State University
and subsegquently in the subcontracts with the participating
agencies was that each would receive up to $11,000 for the
purposes of emploving a full-time investigator and covering
all other administrative costs connected with the project.
Some agencies found it necessary to supplement this amount
with additional funds from their budgets whereas others were
able to conduct the preject 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 directors followed this dictum.
Those who did not found that the quantity of work and/or the
guality of the project was impaired to some degree, thus sub=
stantiating the judgment of Equal Emplovment 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 individuals
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 agency's staff to conduct

the project and using the allocated funds to replace that nerson;
by obtaining the services of an academician on leave from a local
college or university en a full time basis or by using more than
one sSuch person to work part-time on the project in conjunction
with a teaching locad. One agency emploved a doctoral student
who had completed his course work but had not yet embarked on
his dissertation. 5Such 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 anocther state agency to work with the
civil rights commission for the duratien of the project. Un-
fortunately, valuable time was lost because three investigators
had to be replaced.

It should be clearly noted here that although the competence of
the investigator was a crucial factor in the quality of the data
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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 commitment existed throughout the study,
the results were significantly better and, it may be presumed,
will better serve the long-rance interest of the agency beyond
the immediate purpose of the present study,

After the investigators had been recruited, they met with the
project staff and several resource persons from the Equal Employ-
ment Commission and from the community on the Wayne State University
campus in late November, 1965, to become more fully oriented to

the goals and cbijectives 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 cobtaining 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 Egqual Employment Opportunity Commission on May 1.

A final méeting with investigators as well as agency representa-
tives took place at a debriefing session on the Wayne State
University campus, June 9-10. Resource people from the E.E.0.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 conference,
experiences were exchanged by the investigators, and the entire
group had an opportunity to meet four officials of the Egqual
Employment Opportunity Commission: Herman Edelsberg, Executive
Director; Ben Segal, Chief of Liaison; Charles Markham, Directer
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.O0.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 were better able to
eénumerate 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 cpportunity 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 agency representation present inasmuch as the plans
and decisions about affirmative action would ultimately be theirs.
However, all agencies were requested to include a section on
affirmative action as an integral portiomn 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 =2ach respondent company was systematically removed from the
face sheet. On the basis of data contained in the interviews,
including the impeortant 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, Fhiladelphia 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. 1In the 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 e=ach,

a composite report would have been much less meaningful, analeogous
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 figures importantly in employment patterns
is the community 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., This
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
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GOALS AND OBJECTIVES

The major cbjectives 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 the
ocbligation of the respective agency directors.

It has been noted by a number of cobservers 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 indiwviduals, 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
affirmative action, the need and extent to be dictated in part
by the 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 accepted
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 final 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 for by the 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 vears, can contribute experience of greater lomgitude
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 activities 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 previously
more narrow approaches to fair employment practices through an
almost total reliance on receiving and processing formal allega-
tions of discrimination.

--Frances . Cousens



CHRONOLOGY OF ACTIVITIES

Pursuant with the goals and objectives of the study articulated
by the Equal Employment Opportunity Commission and discussed
earlier in this report, the project staff conducted the following
chronclegy of activities:

1. A letter was sent to every state and municipal faixl

4.,

employment or ¢ivil rights agency for whom an address
was available in order to inform them of the study and
to invite them to indicate a desire to participate.

A meeting was held with agency directors and other
representatives during the Title VII conference sche=
duled by the E.E.0.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
develeoped 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, replicate the
investigation of any of the industries and benefit from
the methodology emploved 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 rationale for this selection, i.e., whether

the industries named were importanmt to their jurisdiction
and/or had figured significantly in the agency's claims
experience, A completed guestionnaire containing infor-
mation about the agency had to accompany the proposal.

Proposals and questicnnaires 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 511,000
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per agency. On the basis of a number of variables,
discussed in greater detail on page , 2leven were
selected to investigate a primary and secondary indus-
try, and the Califeornia F,E.P.C, enabled to continue
their study of testing.

At a meeting with public agency representatives attend-
ing the MAIRO conference in Chicago during mid-October,
the project staff, a Commissioner and two members of
the E.E.0.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.

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,

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

At the end of November the investigaters attended a
briefing session at Wayne State University for dis-
cussion of the study objectives and tentative instruments,

Interview schedules and manuals were prepared for both
employers and unieon officials, duplicated and sufficient
quantities mailed to eight of the participating agencies.
The other three chose 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,

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 potential 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 buildina
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 Publie 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 cne
instance, the management organization threatened to be

a deterrent rather than a help and had to be dealt 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 from the District equivalent
of a city's mavor succeeded in providing essential access
to bank presidents, in another city a similar letter from
the mayer was ignored by such a large number of company
presidents that the effect on respondents in the sample
was negligible.

The field work was begun in December and January. A
sapple 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.

On Jzruary 1 a status report was submitted to the E.E,0.C,
and copies subsequently distributed to all state and muni-
gipal agencies.

Early in February, the project director met with members
of the E,.E,0,C, staff and further refinements and clari=-
fication made.

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 repert.

On May 1 an interim report was submitted to the E,E.O0.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 preliminary 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
reasons, no attempt was made to generalize but, rather,
to present a status report for each agency.

The cutoff for data collection was June 1 in order to
allow investigaters sufficient time to prepare for
the debriefing session.

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 te join
the discussion of field experiences and hear presenta-
tions by the Executive Director, Chief of Liaison,
Research Director and Assistant to the Chief of Liaison
of the Equal Employment Opportunity Commission.

Each agency was instructed to begin work immediately
on the coding, tabulation, and interpretation of its
findings preparatory to writing of the final report
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 starff,
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
industrvy.

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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For approximately six weeks during July and August,

the project 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 compeosite 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 were 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 companies had been
visited (retail and wholesale stores, breweries, banks,
transportation and communication, and manufacturing) and
g0 few interviews for each that all the companies were
combined and treated as a single entity. Besides the
gqualitative 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 categories
were collapsed in order to produce frequencies of greater
statistical significance.

The final report of findings submitted by the project
staff to the Equal Employment Cpportunity Commission is
composed of several parts, as follows: (a) individual
industry and agency reports of emplovment statistics
and frequency of responses to the selected guestions 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.

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 coples. 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,0.C,; 14 to the
investigators, most of whom are no lbnger 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.

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 nro-
ject office was moved from the Wayne State campus on
August 31; with the delay in receiving agency renorts,

it was a physical impossibilitv to complete the writino

in sufficient time for the composite report to be dunli-
cated in quantity., The E.E.0.C. staff very kindly consented
to undertake this responsibility, and therefore only a
limited number of copies were prepared, for the E.E,0.C,
and to retain in the files of the project office,

-=Franges 7, Covsers
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COMMENIS ON THE STANDARD INTERVIEW SCHEDULE

One of the methodological cbjectives of the study was to devise

a standard interview schedule sufficiently flexible for use in

a variety of industries and subseguently, 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 retained. A coepy of the standard questionnaire is
included in the appendix section of this report.

The standard interview schedule was divided into eight sectionms,
exclusive of a statistics form for data about the number and dis=-
tribution of white and nonwhite emplovees 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 emplovment
policies and procedures. The sections and general types of infor-
mation sought were: (1) A face sheet, indicating the following:
(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 cocoperation, 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 Egqual
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 adeguately 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 i
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Some investigators 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 technigque is best under all cenditiens:; 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 qQuestion 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 wvisiting. For example, there are cbvious
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 the 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 questicnnaire
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 for 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
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respondent interested and the interviewing process flowing
smoothly are requisite to its effective use. However adequate
the schedule maybe, the interviewer's competence is a critical
factor. At a minimum, the interviewer should be thoroughly
knowledgeable about the instrument and have used it in a number
of practice situations before conducting interviews in the field.

(5) In its current form, Questions in the interview schedule are
not numbered consecutively throughout. Instead, a new seguence
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 the entire schedule,

Generally speaking, the interview schedule was considered ade-
quate, and comprehensive by the investigators who used it, although
their cumulative experiences have suggested some modifications and
recommendations for future use. In sSome cases these suggestions
reflect experiences within a particular industry and in others they
relate to the instrument without regard to industry type. Both -
tyvpes 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 gquestion=
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 lecated in the
company's organization structure, It may be necessary to ask for
more information than the questionnaire contains in order to estab-
lish this. (2) The major product or service of the company should
be carefully specified. The usefulness of this becomes 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

4 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 gquestion about membership in Plans for Progress
is followed by a further gquestion which asks whether the company
participates in a similar plan or program. Our experiences show
that many respondents apparently struggled to give some typc of
affirmative answer to the latter question, in many cases naming

an almost random assortment of items. This series was designed

toc 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 aveid
"coaching" respondents. The meaning 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 informaticn was quickly volunteered
by the respondent, whereupcn the interviewer followed it up by
several other questions to get more details. But the series of
gquestions 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 guestions are concerned with
typical recruitment sources used by a company and anv special
sources which have been develcoped to facilitate recruitment of
Negro applicants. Our 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 determine
hoew 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 resnondent reports both use of news-
paper ads and referrals by present employees, the further guestion
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 B; where guestions are asked about specific
company-community contacts. In shorf a simple enumeratien 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 reguirements wvary 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.



The series of questions on testing (Qs. 1ll-llc, page 11) are
important ones and perhaps the most difficult to administer.
Little can be said other than advising the interviewer 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
obtained: (1) The kinds of tests used to screen applicants for
various types of jobs; and, (2) whether the tests used are related
to job-performance (typing ability) or to general ability (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 impcrtant'than they actually are.

Few responses were obtained 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 only 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 trainming and upgrading procedures, which begins on
page 14, is one of the most important in the questionnaire. 1In
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
tvpes 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 de exist in the industry, the term,
"apprentice training program," is not appropriate to describe them.
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Some investigators found that training and upgrading procedures
within an industry are generally informal, making some questions

in the series irrelevant and some responses brief and lacking in
reliability, As in the case of 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 of 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 foreiagn to an industry. In sum, the gquestions 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 saries dealing with company-union relationships (Os. B-
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 guestion 9. The typical responses

to these guestions in the current study showed a conviction that
control over employmént functions is a managerial prerogative and
unions have little or no effect on the company's equal emplovment
policies, Questions 10-12 had the effect of belaboring a noint
which the respondent considered closed.

Questions 13-19f, pages 19-21, ask about the company's contacts,

if any, with civil rights organizations and/er public fair ernlovment
practices agencies. Although responses to the questions waried
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 helnful teo your
company?", with present question 19f. Our data show that most
employers generally have little knowledge about the publiec fair
employment practices agencies in their community or state, and
other than the implications of question 1%9g, specific impressions
of the agencies by employers are not cbtained 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 conclusion, 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 3, Cousens
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INTRODUCTION

Each agency's investigator(s) was asked toc prepare an analysis
of the data obtained through the interviews. The individual
agency reports contain these analyses, and in most cases the
reports also include statements prepared by the agency director
or another agency official 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 gquestionnaire for each
agency that had used the standard questionnaire. This was done

for eight of the agencies, with the Michigan, Fhiladelphia, and
California agencies excepted, in as much as these had decided to
develop different interview schedules more suitable for their
respective investigations.

In establishing codes for the question 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 moreé 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 establashing the codes and independently preparing tabulations
for 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 approcach in future
studies of this nature,

As noted previously, not all items in the questionnaire were coded
and tabulated. In addition to the employment data, twenty different
parts of the question series were included in the codes, In some .
cases, the code developed represented the sum of responses to more
than one question bearing on the same general topic, e:g., different
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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 complicated one.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 recorded response was some-
what doubtful because the project staff lacked acquaintance with the
meaning of a name or phrase idigenous to a particular locale or
company, €.g., an agency or organization used by the company as

a recruitment source. Also, it i8 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 instruments 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 amd accompanging tables for
each of the eight agencies using the standard questionnaire are
presented, Only responses to the selected items coded 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 thorough
account should refer to them.

-=Joe A. Hiller
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DISTRICT OF COLUMEIA

In the Washington, D.C. study, interviews were conducted in a
total of 60 companies comprising 15 companies in the banking
industry, 24 in the saving and loan industry, and 21 in the insur=-
ance industry. Employment data were cobtained from a total of 57
companies; however, one bank was subsequently excluded from the
analysis as it employs an all-MNegro work force. Alsc, 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 tham 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 signifi-
cant inasmuch as in the three industries, nine out of ten jobs are
white-collar and only one is blue-cellar.

Nearly eighty percent of the interviews were conducted at the com-
pany's corporate headquarters. Over three-fourths of the respondents
were either presidents, owners, or vice-presidents of their establish-
ments, In about one-fifth of the cases, the resnondent was an offi-
¢ial in charge of personnel functions.

Because of the generally high nonresponse rate to questions about thz
length of time Negroes had been employved summary statements related

to Table #5 are questionable. Over half of the banking and savings
and loan companies reported to have had Megro employees for perieds

of twenty years or more, and it is possible that the comparable figure
for the insurance companies would be raised if the nonresponsee for
these companies were known.

Table #L shows that the most frequently reported job categories
held by Negroes in the three tvpes of companies are either mainten-
ance or clerical. The percentages for all other catcgories are
uniformly low. In many cases where no Negroes are reported in these
categories may be due to the virtual absence of these types of nosi-
tions in financial institutions.

Only one of the companies visited was reported to be a2 member of
the FPlans for Progress program. Over half of the banking companics
and slightly more than 70 percent of the savings and loan associa-
tions were reported to have no special planm or program for the
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recruitment of nonwhite employees. In the case of the insurance
companies, the rate of nonresponses to this gquestion 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 applicants,

Specific affirmative action efforts were reported rather infrequently
in the interviews. Of all the companies, less than 20 percent were
reported to have established contacts with civil rights organizations
for such purposes. For nearly sixty percent of the companies, no
utilization 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 regquirement for
their companies, with the response rate being highest in the case
of the banking companies. Nineteen percent of the insurance com=
panies were reported to have no minimum educational regquirement.

Table #7 reports responses to questions concerning faveored re-
cruitment methods for different occupational lewvels. 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, manacerial,
and professional jobs, internal promotion is the most fregquently
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 newspaper ads were named most fre-
quently, with a considerable percentage of respondents alse 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 # 2 , employee training programs do net figure
prominently in the financial institutions surveved. 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, a
little more than seventy percent were reported to have some such
program, and most respondents stated that Negro trainees were narti-
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 guite
informal.
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With the high rate of nonresponses or answers of '"mo seniority pro-
gram," as reported in Table #1CB, 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, tests 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 guite small and employ relatively few workers. Among
respondents reporting some kind of contact the largest oroportion
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 renortedly had
received some form of commendation for their equal emrloyment oroor-
tunity activities,.

Over 80 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 toc 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 tinme,

if the distribution of nonresponses for both gquestions were known,
the trend would probably not be changed.

Few of the companies in the combined industries were recorted to have
any plans for change of employment policies. Affirmative responses
were obtained for only a few banking and savings and leoan 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 imstitutions is negligible if
not whelly irrelevant.



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

Table #1: . Racial and Occupational Distribution of Work Force
— - = —— = = —_— e —————————————————
Savi &
Banks- osns 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 87.3 048 042 2003 94.8 6108 90,7 5:
i ' i
Blue collar 458 12.7 58 5.8 110 5.2 626 9.3
Total nonwhite employees 475 13.1 64 6,4 182 8,6 - 721 10.7
) g
White collar 221 7.0° 21 2,22 98 4.9 340 5.6
Blue collar 254 55 5° 43 74 .1 84 | 76.4° 381 60.9°

Iﬂllid on 56 interviews for which statistical information was available.

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

Jone Negro owned and completely Negro staffed bank in D.C. completely eliminated from
all tabulations.



Agency: Distriet of Columbia

Industry:

Number of Interviews: 59

Banks, Savings and LII}HIIE, anﬂ Insurance

Table #2: Title of Respondent
Banks EE:::E 5 J Insurance |- Total
Respondent '

Percent Percent Percent Percent
1 President or owner B 21.4 42.9 44.0 38.8
2 Vice-President 64,3 28,6 36,0 EIE.E.
3 Plant or works manager - 3.4 4,0 3.0
4 Personnel or employment manager 14.3 25.0 16.0 19.4
5 Other - lower echelon — = i i




Agency:
Industry:

Distriet of Columbia
Banks, Savings and Loans, and Insurance
Number of Interviews: 59

. Table #3: Place of Interview
i Savings &
Banks Loans Insurance Total
Percent Percent _ Percent Percent
0 No answer 35.7 4.2 14.3 18.4
1 Other than corporate headgquarters - - 14,3 6.1
2 Corporate headgquarters 64.3 95.8 71.4 79.7

-ﬁz-r



Agency: District of E:'vl umbia

Industry:

Number of Interviews: 59

Banks, Savings and Loans, and Insurance

Table #4: Classification of Jobs Ever Held by Negroes

Savings &

Professional, technical

Banks  |Loans Insurance Total

Percent Percent Percent | Percent
0 Other or no answer - 12.5 23.8 18.4
1 Laborers _ 14,3 -- -- 3.4
2 Other service jobs i aa - o
3 . Maintenance--unskilled 64.3 75.0 47.6 62.7
4 Operatives--semi-skilled 42.9 8.3 - 13.6
5 Craftsmen, foremen--skilled - - - --
6° Sales | e - 4.8 1.7
7 Clerical . 85,7 33,3 57.1 54,2
8 Managers, officials 7.1 -Z - 1,7
9

—UE—



Agency: District of Columbia
Industry: Banks, Savings and Loand, and Insurance
Number of Interviews: 59
Table #5: When Negroes Were First Hired
Savings &
Banks Loans Insurance Total
y Percent Percent Percent Percent
0 Other or no answer . 35,7 37.5 61.9 45.8 1
]
1 Less than one year (1964 Civil Rights :
ﬁ.ﬂt} ?51 - - 4-'5 3-‘
2 1960 or 1962 Executive Orders - - - -
3 State or municipal Fair Employment _
Practices Act v e e =
4 19-25 years--World war II ’ - —— 4.2 4.8 3.4
' iy g | 58,3 28.6 47.5

5 26 years and over




Agency:
Industry:

District of Colmrhinr

Jenks, Savings and Luans, and Insurance
Number of Interviews: 59

Table #6A: Plans for Progress or Other Special Prng:i-

s

Savings &
Banks Loans ;nlufunce Total
FPercent Fercent Percent Percent
1 None 57.1 70.8 28.6 52,5
2 Some type of program 21.4 -- 4.8 6.8 &
3 Plans for progress 7.1 - -- 1.7 p
Table #6B: Special Programs for Recruitment of Negro or Nomwhite Employees
Savings &
Banks Loans Insurance Total
Fercent Fercent Percent Fercent
0 Other or no answer -- 8.3 - 3.3
1 None 50,0 79,2 61,9 66,1
2 Yes 50.0 12.5 38.1 30.5




Agency: District of Columbia

Industry: Banks, Savings and Loans, and Insurance

Number of Interviews: 50

L]

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

- Savings & :
Banks Loans Insurance| Total
Percent Percent Percent Fercent
0 Other or no answer - 12.5 - 5.1
1 None 42,9 62.5 66,7 59,3
2 Negro radio stations - - -- --
3 Ads in Negro newspapers = s i -
4 Negro.-or civil rights organizations 42.9 12.5 9.5 18.6
5 Community programs 14.3 4.2 - 5.1
6 Negro schools and colleges 14.3 - 23.8 11.9
7 Subsidize training for Negroes - 4,2 - 1.7
8 Some program--not specified - 8.3 4.8 5,1

"'E'E'



Distriet of Columbia
Banks, Savings and Loans, and Insurance

ng:ucf:
Industry:
Number of Interviews: 59
Table #6D: Plans for Changing Present Employment Policy
Savings &
Banks - Lann';g "1 Insvrance Total
W
Percent Parcent P:I:umt Percent Jli
0 Other or no answer : - 4,2 4.8 3,4
1 Ne 92.9 87.5 95,2 91.5
2 Yes . 7.1 g.3 - 5.1
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Agency: pistrict of Columbia

Industry: pBanks
Number of Interviews: 59

Table #7: %rinary Snurceﬁ of Employee Recru{tmenml

A® B c*

0 Other or no answer 21.4 14.3 85.7
1 Walk-~ins - 57.1 14.3
2 Employment agencies, publie¢ i 21.4 -
3 Employment agencies, private Tl 57.1 Tal
4 Ads 7.1 14,3 7.1
5 Personal referrals 7.1 57.1 7.1
6 Prcmotion from within 74.0 28.6 --
7 Direect college or trade

school 5 - - -
B Civil rights organizations - i ==
9 Unions - e - -

lﬁnre than one source of recruitment is used by come companies,

23xe¢ut1ve, managerial and professional personncl.

3Hhita collar and salaried personncl,
‘Hnurly rated personnel,
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Agency: District of Columbia

Industxy: Savings and Loans °
Number of Interviews: -9

Table #7: Primary Sources of Employee Recru{tmEntl
2 3

A B c*

0 Other or no answer 4,2 20.8 . 100,0
1 Walk-ins - 50,0 --
2 Ewmployment agencies, public -= 20.8 -
3 Employment agencies, private - 62,5 —
4 Ads 8.3 16,7 --
5 Personal referrals - 66.7 -
6 Promotion from within 91.7 16.7 -
7 Direct college or trade

school - 4,2 ——
8 Civil rights organizations I - | -- -
9 Unions e - e

IHuxa than one source of recruitment is used by scme companies,
Eﬂxaﬂutiva, managerial and professional personnel,

aWI:H.‘I:»; collar and salaried pa::nnnél.
‘Hourly rated personnel.
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lganﬂ}l District of Columbia
Industry: Insurance
Number of Interviews: 59

Table #7: Primary Sources of Employee Recruitment”

A? _35__ ct
0 Other or no answer . | 33,3 | &5 | 1000
1 Walk-ins - 4.8 : -
2 Ewmployment agencies, public ] - 9.5 e
3 Employment agencies, private 28.6 66,7 s
4 Ads 19,0 57.1 -
5 Personal referrals 23.8 61,9 -
6 Promotion from within 38,1 4.8 e
7 Direct college or trade ;
school 14.3 - ' --
8 Civil rights organizations - , mm -
9 Unions . s s e

IHn:e than one source of recruitment is used by socme companies.

2Exauutiva, managerial and professional personnel,

3‘I'I'I:ul.‘t:u collar and salaried personnel,
4Huurlg rated personnel, .
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Agency: District of Columbia

Industry: Banks, Savings and Loans, nnp Insurance (Combined)

Number of Interviews:

Table #7: Primary Sources of Employee Eeuru{tmentl

a? B c*

0 Other or no answer 18.6 15.3 96,6
1 Walk-ins - 35,6 3.4
2 Employment agencies, public - 16,9 -
3 Employment agencies, private 11.9 62.7 1.7
4 Ads 11.9 30.5 1.7
5 Personal ;afﬂrfaln 10.2 62,7 1,7 =
6 Fromotion from within 67.8 15.23 -—
7 Direct college or trade

school 5.1 1.7 -
8 Civil rights organizations - - --
9 Unions -= - -=
IHQIE than one scurce of recruitment is used by sonme companies.

b

Executive, managerial and professional personnel.

swnitn collar and salaried personnel,

4Huur1y rated personnel.



Agency:
Industry:

Number of Interviews: 59

District of Columbia
Banks, Savings ‘and Loans,and Insurance

Tal;ln #8: Minimum Educational Requirements

—arr———rey
Banks E::&:g! 3 Insurance Total
Percent Percent Percent Parcent
0 ©Other or mo answer - - d.8 1.7
1 None 7.1 8.3 19.0 11,9
2. Some formal education - - - -
3 Some high school - - - "
4 High school diploma 92,9 87.5 76.2 84,7
5 Some college -- -- - =
6 College degree - I = -
7 Requirement not specified - 4.2 -- 1.7

-6E"



Agency: District of Columbia

Industry: Banks, Savings and Loans, and Insurance

Humber of Interviews: 50

Table #9: Apprentice Training Programs
Savings &

Banks Loans Insurance Total

Percent Percent Percent Fercent

0 Other or no answer 7.1 16.7 -- B.5
1 HNone 21.4 58.3 66.7 52.5
2 Only white apprentices 21.4 -lﬁ.? 19,0 _ 18.6
3 Some Negro apprentices 50.0 8.3 14.3 20.3

-Gt.—



Agency: District of Columbia
Industry:

Number of Intﬂ:uim: 58

Banks, Sawings and Loans, and Insurance

Table #10A: Types of Promotion Procedures

_—

=
pasiaee &

Combination of any two t]rpllil

Banks Insurance Total

Parcent Percent Percent Percant
0 ©Other or no answer - 4,2 - 1.'?-
1 No formal procedures 100.0 - 100,.0 100.0 100.0
2 Jobs posted and employees bid -- -- -- -
3 Recommended by supervisor 50.0 79.2 95.2 78.0
4 Seniority 21.4 20.8 4.8 15.3
5 Combination of 2, 3 and 4 - -- - -
6 Combination of formal and informall 54.3 87.5 95,2 84,7
7

llnnluded in above,

=T



Agency: District of Columbia

Industry: Banks, Savings and Loans, and Insurance

Number of Interviews: 59

Table #10B: Types of Seniority Procedures

=

Banks si:é:gﬂ < . Insurance Total

Percent Percent Percent Percent
0 Other or no answer - 12.5 B5.7 35.6
1 Hone 64,3 25,0 4.8 27.1
2 Combination of 3, 4 and 5 - - - -=
3 Craft or job 21.4 - == L |
4 Departmental -- 8.3 -- 3.3
5 Plant-wide 21.4 61.9 9.5 30.5
6 Combination of any two types?t 2.1 P - - 5 1R

lincluded in above.




Agency:
Industry:

Number of Intnrvi

District of Columbia
Savings and Loans, and Insurance

Banks

59

Table #10C: Does Seniority S5hift Between Jobs?
: — —_—
Eivings &

Banks Loans Insurance | Tatal
Percent Percent Percent Percent

0 Other or no answer 92.9 05.8 100.0 96.6
1 Hﬁ - B - -
2 Yes 7.1 4,2 - 33.3

—E-:.-



Agency: District of Columbia
Industry:

Number of Interviews: 50

Table '#11: Use of Tests in Hiring and ﬂpgradingl

Banks, Savings and Loans, and Insurance

Banks

Savings &
Loans

Insurance

Upgrading==hourly

Total
Percent Percent Percent Percent

0 Other or no answer 7.l B.3 4.8 6.8
1 None 42.9 TO.B 38.1 52.5
2 'Hnt:y level--salaried 50,0 20,8 52,4 .ﬁg_u
3 Entry level--hourly 14.3 - e 3.4
4 Upgrading--salaried -- - 14,3 6.1
5
6

Yes but no answer

lHu:u than one practice used by some companies.

F#b-—



Agency: District of Columbia

Industry:

Number of Interviews: s5p

8

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

' Banks, Szvings and Loans, and Insurance

SAVINngs &

Banks Loans Insurance Total

Eercent FPercent Fercent Fercent
0 Other or no answer - 8.3 9.5 6.8
1 No contact 21,4 16.7 76.2 39,0
2 Any type of contact 21.4 75.0 14.3 40.7
3 Boycott - == : - S
4 Picketing y s - PR e -
5 Knowledge of other firms' contact 64,3 4,2 -- 16.9
& Commendation 28,6 - - 6.8

-Eb-



Agency: District of Columbia

Industry: Banks, Savings and Loans, and Insurance

Number of Interviews: 59

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

Savings &

Banks Loans Insurance Total

Fercent FPercent Percent Fercent
0 Other or no answer r % | 16.7 -- 8.5
1 No contact, no knowledge 92.9 B3.3 095.2 89.8
2 Knowledge but no contact - - - -
3 Contact through a complaint == - - i,
4 Contact and knowledge = i 4.8 1.7

-95-
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Agency: District of Columbia
Industry: Banks
Number of Interviews: 59

; Table #12C: Assessment of Effectiveness .
of Fair Employment Practices Legislation
for Respondent Company and Generally

Company Gznerally
0 Other or no answer - _ 21.4
1 No effect AESETU RS ' a8 -
2 Little importance Fel 7.4
3 Some importance ; 7.1 42,8
4 Great importance ' 7] 28,6
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Agency: District of Columbia
Industry: Savings and Loans
Number of Interviews: =9

Table #12C: Assessment of Effectiveness
= of Fair Employment Practices Legislation
for Respondent Company and Generally

Company Generally
0 Other or no answer 16,7 25.0
1 No effect . 62.5 | 16,7
2 Little inpnrtnnne- 8.3 16.7
3 Some importance’ : 12.5 37.5
4 Great iaportance ] -- 4,2
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Agency! District of Columbia
Industry: Insurance - :
Number of Interviews: 59

Table #12C: Assessment of BEffectiveness
of Fair Employment Practices Legislation
for Respondent Company and Generally

—
Company Generally

0 Other or no answer 9.5 23.8
1 No effect e, LT T 76,2 --
2 Little importance 5 14,3
3 Some importance : 9.5 38,1
4 Great importance ' 4.8 23,8 .
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Agency: District of Columbia
Industry: Banks, Savings and Loans, and Insurance (Combined)
.Number of Interviews: 59

-

Table #12C: Assessment of Effectiveness
of Fair Employment Practices Legislation
for Respondent Company and Generally

i i— — — —
— — — e —

Company Generally

0 Other or no answer 1620 - 25.?
1 No effect _ T1.2 6,8
2 Little importance s 5.1 13.6
3 Some importance 102 39.0
4 Great importance 3.4 16.9




Agency:
Industry:

Distriet of Columbia

Number of Interviews: s5¢

Banks, Savings and Loans, and Insurance

Table #13: Use and Assessment of Public and Private Agencies as Source of Negro Referrals
- Savings &
. Banks Loans Insurance Total
Percent Percent Percent Parcent
Usa
0 No answer - B.3 - 3.4
1 Never use agencies - 20.8 9.5 11.9
2 Use mostly public agencles - - 4.8 1.7
3 Use mostly private agencies 42,9 54.2 76.2 71.4
4 Use both equally 57.1 16.7 9.5 23,7
Referral -
0.5 Used but no Negro referrals 14,3 8,3 19,0 13,6
5 Negro referrals by public agencies = - 2 -
6 Negro referrals by private agencies 7.1 -- -- 17
7 Referrals by both egqually s - R --
ﬁ Hire referrals from agiuﬁinnl e 8.3 14,3 B.5
9 Do not hire referrals -- 25.0 4.8 11.9
10 Referrals of ‘good qualitle — - = s
11 Referrals same guality as -hitu.l 64,3 20.8 33.3 35,6
12 Referrals of poorer gqualityl 14,3 8.3 19.0 13.6

1&ppli¢s to Negro referrals hired by respondent

companies,

-lg'-v



Agency1
Industry:
Mumber of Interviews: sg

District of Columbia

Banks, Savings and Loans, and Insurance

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

§

Savings &

Banks Loans Insurance | Total
Fercent Percent Percent Pﬂr:ennt
0 No union or no answer . NO | UNIONS
1 Little or no influence NO UNICNS
NO ININS

2 Adverse influence

32 Positive influence

NO T.'NITGS

-EE-
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LOUISVILLE

In the Louisville study, interviews were conducted in a total

of 97 companies. These companies represent a variety of types of
establishment, including manufacturing, transportation and communi-
cation, wholesale and retail trade, and banking. Emplovment 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 following should be noted, however;
nearly half of the companies which submitted employment data are
in manufacturing and slightly less than one-third are in wholesale
and retail trade. The other 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 appear in this table, slightly more than forty-
three percent of all employees in the 74 companies are in white-
collar jobs. This figure reflects the large number of retail stores
in the sample and several panking companies. In the mapufacturing
companies only 287% of all employvees are in white-collar johs.

Of all the companies in the Louisville study for which employment
data are available, nonwhites, which for all practical purposes
means Negroes, hold 7.9% of all jobs. Of all white-collar jobs,
those held by Negroes account for slightly over two perecnt of
tht total as compared with slightly more tham 12 nercent of blue-
collar jobs.

In slightly more than half the cases, interviews were conducted

at the corporate headquarters, a category which alse includes
companies with only a single installation. In some 45 nercent

of the cases, the interviews were conducted at a local plant or
installation of a larger company. As Tible # shows, the majority
‘of the respondents werc ranagers of their installations or person-
nel or employwent relations managers. A smaller percentage were
either presidents; owners, or vice-pnresidents of their comnanies,

Nearly sixty percent of the companies were reported to have had
Negro employees for periods of twenty vesrs or more. Verv few
companies reported having hired Negroes only since 1960: however,
over one-third of the companies either gave ne response te this
guestion 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 by Negroes, they are concentrated in less than half of

the companies surveyed. The only categories for which more than



-54-

half the companies were reported to have had Negro employees were
those of laboper 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 Flans for FProgress, and two percent
of the others claim to have similar programs. This leaves more

than half of the companies which have made no special effort to
recruit Negroe 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 1lists the percentages of responses to questions about
genceral methods of recruitment for different levels of employmenmt.
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 emplovment
agencies, about one-third use newspaner ads, and about one-fourth
depend on "walk-ins."

Slightly less than three-fourths of the respondents stated that
their companies had a preferred minimum educational requirement, but
in someé thirty-six pprcent of the cases the reguirement was not
specified, so any further statement sbout this would be guestionable.

Some 42 percent of the companies do not use testing in screening
applicants for jobs. Among those who do use tests one-third de so
for hourly rated and salaried jobs, but in a very small percent

of the cases are tests alsoc used in considering individuals for
upgrading and promotion.

Abpout two-thirds of the companies visited were reported to have no
training program for employees, Of the remainder, 16,5 percent have
such training programs, Some with Negroes participating.

It is difficult to comment generally on Table #17.., in view of the
great differences in the cperations among the 97 companies. Many of
the nommanufacturing companies generally have informal promotion
procedures, No formal promotional procedures were reported for some
forty=-six percent of i.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 gquite difficult,
Table #108 which is concerned with type of seniority, gives no
clear indication of its function in the employment and promotional
processes, The problem is further complicated by the high rates of
nonresponses and uncodable answers to the guestions represented in
Tables #10A and #1028 .

Table #1< shows that a number of the companies surveyed have no
union contract. Of the respondents who provided am opinion about

the union's influence on equal employment, well over half stated that
unions have little or no effect on such policies in their companies.

S5lightly over three-fourths of the respondents reported that their
companies had had no contact 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 action purposes.
According to the percentages in the latter table, more than three=
fourths of the respondents reported no tvpe of contact with such an
agency. It cannot be determined whether this discrepancy is attri-
butable to a slip in memory or dishonesty on the part of the respon-
dent, or to the failure of the interviewers to state the cuestions
clearly and probe the answers given., The discrepancy 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 wvery small percentage of the companies have either
experienced boycotting and/or picketing, or have received a commen-
dation from a ciwvil rights organization for their egual employment
opportunity activities,

Table #12C shows that nearly one-third of the companies have 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 te have
some knowledge of the existence and work of such an agency in their
communitv.

Table #12C gives the percentages of responses to guestions concerning
the effectiveness of equal employment opoortunity legislation with
respect to the respondents' companies and to business 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
stated that such legislation had had little effect on their own
companies, and almost sixty percent stated that such legislation was
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of "some importance'" or of "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.

==Jog A, Miller
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Agency: Louisville
Industry: Manufacturing, Transportation, Retail & Wholesale Trade & Banks

Table #1: Racial and Occupaticnal
Distribution of Work Forcel

====================================#==========?==========

Number Parcent
Total employees 28,430 100.0
White collar 12,411 43,7
Blue collar 16,019 56.3
Total nonwhite employees 2,240 7.9
White collar 255 2,12
Blue collar 1,985 12,42

lﬂlind on 74 companies for which statistical information was

avallable.

zF.:n-nt of total white collar and blus collar Jjobs, respec-
tively, filled by nonwhites, .



Agency: [ouisville
Industry! pManufacturing, Transportation, Retail & Wholesale Trade & Banks

Number of Interviews: g7

Table #2: Title of Respondent

e - = ——

Respondent Percent
1 President or owner 16.0
2 Vice-President 14,0
3 Plant or works manager 28,0
4 Pt:ﬁhnnnl or employment manager 41.0
5 Other - lower echelon 1.0

Table #3: Place of Interview

Percant
0 HNo answer 1.0
1 Other than corporate headquarters 45.4
2 Corporate headquarters 53.6

-
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Agency: Louisville
Industry: Manufacturing, Transportation, Retail g Wholesale Tmnde & Banks
Number of Interviews: 97

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

—
——— — ———

Percent
0 Other or no answer 6.2
1l Laborers 51.5
2 Other service jobs 30.9
3 Maintenance=--unskilled 61.9"°
4 Operatives--semi-skilled ' 43,3
5 Craftsmen, foremen--skilled 25.8
6 Sales 22.7
7 Clerical 46,4
8 Managers, officials 's,2
9 Professional, technical 17.5
Table #5: When Negroes Were First Hired
Percent
0 Other or no answer : 37.1
1 Less than one year (1964 Civil Rights Act) -
2 1960 or 1962 Executive Orders 3.1
3 S5tate or municipal Fair E-pluy:-nt
Practices Act ; i
4 19=25 yaears--World War II 9.3
26 years and over ' 50,5
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Agency: Louisville
Industry: Manufacturing, Transportation, Retail & Whelesale Trade & Eanks

Number of 'Interviews: o7

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

e e e——_——————— e e T e e —
' Percent

0 Other or no answer . ; 5.2

1l HNona 73.3

2 Scme type of program 2.1

3 Plans for progress 17.5

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

Percent
0 Other or no answer 4.1
1l None 56.7
2 Yes 39.2
Table #6C: Types and Sources
of Recruiting Nonwhite Employees
Percent
0 Othexr or no answer ' 6.2
1l None 55,8
2 Negro radio stations i
3 Ads in Negro newspapers 4,1
4 Negro or civil rights organizations a3.0
5 Community programs 4.1
6 Negro schools and colleges 6.2
7 Subsidize training for Negroes --
8 Some program--not specified 4,1
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Agancy: Louisville ,
Industry: Manufacturing, Transportation, Retail & Wholesale Trade &

Number of Interviews: 97 Banks -

Table #6D: Plans for Changing
Present Employment Policy

Percent
0 Other or no answer G 4.1
1l No 92.8
2 Yes : 3.1 °*
Tahle #7: Primary Sources of Employee Ilnumit-lntl
A2 B> ct

0 Other or nmo answer 15.5 14.4 ; 11.3
1 Walk-ins | -- 8.2 25.8
2 Employment agencies, publiec 10.3 34.0 53.6
3 Employment agencies, private 22.7 22.7 14.4
4 Ads 17.5 39.2 32.0 |
5 Personal referrals 6.2 17.5 19.6
6 Promotion from within 54.6 26.8 4.1
7 Direct college or trade

school 10,3 7.2 —--
8 Civil rights organizations - " --
9 Unions - - -

lﬂn:'n than one source of recruitment is used by some companies,

zﬂxﬂﬂutiﬂl. managerial and professional personnel,

E'Hh:lt- collar and salaried personnel.
"Hmlr rated personnel.



Agency: Louisville
Industry: Mapufacturing, Transportation, Retail & Wholesale Trade &

Number of Interviews: 97 Banks

Table #8: Minimum Educational Requirements
 —  — —— — ———————— ————————

Percent
0 Other or no answer v
1 None 28,9
2 Some formal education 5.2
3 Some high school 5.2
4 High school diploma f 24.7
5 Some college --
6 College degree ' --
7 Requirement not specified 36.1
Table #9: Apprentice Training Programs
Percent
0 Other or no answer 5.2
1 None 68.0
2 Only white apprentices 10,3
3 Some Negro apprentices 14.5
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Agency: Louisville
Industry:Manufacturing, Transportation, Retail & Wholesale Trade &
Number of Interviews: 97 Banks

Table #10A: Typea of Promotion Procedures

oo ; i Parcent
0 Other. or no answer 16,5
1 No formal procedures 46.4
2 Jobs posted and employees bid 21.6
3 Recommended by supervisor . 32,0
4 Seniority 32.0
5 Combination of 2, 3 and 4 18.6
6 Combination of formal and informall 30,9
7 Combination of any two typenl 21.6

1In¢1ud¢d in above.

Table #10B: Types of Seniority Procedures

Percent

0 Other or no answer 20,09
1 None 11.3
2 Combination of 3, 4 and 5 2.3
3 Craft or job 5.2
4 Déﬁartnentnl 20.6
5 Plant-wide ] 32.0
6 Combination of any two t:,rplll ) 8.2
1

Included in abova.

Table #10C: Does Seniority Shift Between Jobs?

T —

Percent
0 Other or no answer 34.0
1l No 1d4.4

2 Yes 51.5
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Agency: Louisville
Industry: Manufacturing, Transportation, Retail & Wholesale Trade &

number of Intervisws: 97 Banks
Table #11: Use of Tests in Hirdng and qu:l'ldi.l!lnl
Parcent
0 Other-or no answer 2.1
1l None 42.3
2 Entry level--salaried : 39.2
3 Entry level--hourly 36,1
4 Upgrading--salaried 9.3
5 Upgfiding--hmu:ly 13.4
& Yes but no answer : 1.0

lyore than one practice used by some companies.

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

= P —
Parcent
0 Other or no answer s
1 No contact 76.3
2 Any type of contact 11,3
3 Boycott : : 2.1
4 Picketing 2.1
5 Knowledge of other fimms' contact St
6 Commendation 4.1




Agencyt: Louisville : . - -
Industry: Manufacturing, Transportation, Retail & Wholesale Trade &
Nusber of Interviews: 97 ' Banks

Table #12B: Contactas With the State
or Municipal Civil Rights Agency
e e —

S : Parcent
‘0 Other or no answaer 3.1
1 No contact, no knowladge 32,0,
2 Knowledge but no contact 32,0
3 Contact through a complaint 1.0
4 Contact and knowledge 32.0
Table #12C: Assessment of Effectiveness
of Falr Employment Practices Legislation
for Respondent Company and Generally
- 5 —
Company Generally
0 Other or no answer 15.5 24,4
1 No effect 38.1 6,2
2 Little importance 17.5 9.3
3 Some importance 22,7 35.1
4 Great importance 6,2 24,7
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Agency: Louisville :
Industry: Manufacturing, Transportation, Retail & Wholesale Trade &

Number of Interviews: G7 Banks

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

Percent
Use
0 No answer 2.1
1 Never use agencies - 11.3
2 Use mostly public agencies 34,0
3 Use mostly private agenciaes 6.2
4 Use both equally 30.9
Referral
0.5 Used but no Negro referrals 21.6
5 HNegro referrals by public agencies -
& Negro referrals by private agencies -
7 Referrals by both equally : —
8 Hire referrals from nmuinl 5.2
9 Do not hire referrals 2,1
10 Referrals of good qualityl 0.3
11 Referrals same quality as whites! 42.3
12 Referrals of poorer qullityl T2

]lpﬁ.lhi to Negro referrals hired by respondent companies.
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Agency: Louisville

Industry: Manufacturing, Transportation, Retail & Wholesale Trade &

Mumber of Interviews: 97

Tabla #1l4: Assessmant of Union Influano
Company's Equal Employment Objectives

Parcent
0 No union or no answer 41.2
1 Little or no influence 55,7
2 Adversa influence 1.0

3 Positive influence

Banks
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MASSACHUSETTS

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 emplovment figures).

The 34 companies reported the employment of 20,576 weorkers. Table
#1 is arranged to show employment figures by types of companies in
the transportation industry.

Slightly less than one-third of all emplovees in the combined
industries white=collar job., The percentage of nonwhite employees
(for all practical purposes, Negroc) in these companies is very low
-=only 3.3%, Nonwhite employees hold 4,5% of all blue-collar jobs
but less than one percent of all white-collar 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 emplovees at the time
of the interview,

Most of the interviews were conducted at a corporate headguarters,

a category which includes some companies with only a single install-
atien. ©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 plant managers or managers of
personnel or employee relations.

Considering the transportation industry in Massachusetts as a whole,
Megroes have held or are holding a variety of jobs in the industry.
However, only in the semi-skilled categeory (operatives) did more
than half of thh- -respondents report having emploved Negroes in

these types of jobs. In only onc 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 strikipag.

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 cne-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 # 60 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 Frogress. Also, it
should be noted that four of the six Plans for Progress coppanies
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 #6563 shows, 78% of the respondents renorted
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 interviews . responded this
way. Again, in the case of the airlines companies, where the samnle
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 intermal promotion. For other
white 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. 1In 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 as a
primary source of recruitment.

While all the airlines companies reported having a preferred minimum
educational requirement - although 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 redquirement; but it was not snecified.

Few of the bus, train, or taxi companies reported use of tests for
either salaried or hourly-rated jobs, Two-thirds of these companies
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, B.2% reported having only white apprem
tices and the same percent reported some Negro apprentices in their
training programs.
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Table #10A 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 recommendatiocon. Table #108shows
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 teo another,

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

Nearly three-fourths of the companies visited reported no contacts
with a private ecivil rights organization, Slightly over twelve
percent reported some such contact and an equal number claimed to
have received some form of commendation from a civil rights group
for their edqual 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 reéespondents on the effectiveness of equal eémplovment
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. Feaw 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.

==Jog &. Miller



Agency:
Industryt

Massachusetts
Railroads, Buses, and Taxis.

Truycking and Airlines.

Table #1: Racial and Occupational Distribution of Work Force

o ——————————————————— = — ————— - — ————

Railroads, Trucking Airlines? )
Buses and Taxis
Number | Percent| Number | Percent| Number | Percent| Number | Percent
Total employees 13474 100.0 3538 100.0 3564 100,.0 20576 100.0
White collar 3025 22.5 1234 34.9 2191 61.5 6450 31.3
Blue collar 10449 Tided 2304 65.1 1373 38.5 14126 68,7
Total nonwhite employees ;24 3,0 65 1.8 100 . 2.8 689 3,3
White collar 11 .42 15 1.22] 29 1.32 55 9%
Blue collar 513 4,92 50 z.zﬂL 71 5,22 634 4,52
1!llﬂd on 33 interviews for which statistical information was available.

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

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

=1z=



Agency: Massachusetts

Industry:

Number of Interviews: 4g

Railroads, Buses, Taxis, Trucking and Airlines

Table #2: Title of Respondent
Railroads
Buses &  |Trucking Adrlines - Total
Respondent Taxis

Percent Percent Percent Percent
1 President or owner 34.B 34.8 16.6 32,7
2 Vice-President 8.7 B.7 - 7.8
3 Plant or works manager 26.1 34.8 16,6 28,8
4 Personnel or employment manager 26,1 21.7 66.8 28.8
5 Other - lower echelon 4.3 - - 1.9

-ELI—



Agency:
Industry:
Number of Interviews:

Massachusetts
Railroads, Buses, Taxis, Trucking and Airlines.
49 ‘

Table #3: Place of Interview
ailroads
Taxis
Percent Percent FPercent Percent
0 Mo answer - o - —
1 Other than corporate headquarters 19.0 43,5 80,0 36.7
81.0 56.5 20.0 63.3

2 Corporate headguarters




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

Table #4: Classification of Jobs Ever Held by MNegroes

Railroads

Buses & Trucking JAirlines Total

Taxis

Percent Percent _rPnrcént ' Percent
0 Other or no answer 23.8 26.1 : - 22.4
1 Laborers 14.3 8.7 20.9 12,2
2 Other service jobs 9.5 -— 40,0 8,2
3 Maintenance--unskilled 429 13.0 100.0 34,7
4 Operatives--semi-skilled 01.9 65.2 80.0 65.3
5 Craftsmen, foremen-=skilled 19.0 13,0 BO.O 22.4
6 Sales o 4,3 40,0 6.1
7 Clerical . 9.5 26.1 80.0 24.5
8 Managers, officials -= 4.3 20.0 4.1
9 Professional, technical 4.8 -- 40,0 6.1

-—pﬁ-—



‘Agency: Massachusetts

Industry: Railroads, Buses, Taxis, Trucking and Airlines.

Number of Interviews: 49

Table #5: When Negroes Were First Hired

Railroads
Buses & Trucking Airlines Total
Percent Percent Percent Parcent
O Other or no answer 28.6 47.8 20.0 36,7
1 Less than one year (1964 Civil Rights .
Act) 4.8 4.3 -- 4.1
2 1960 or 1962 Executive Orders 4.8 4.3 - i 4.1
3 State or municipal Fair Employment
Practices Act 9.5 8.7 - B.2
4 19=25 years=-World War II . 4.8 4.3 - 4.1
5 26 years and over 47.6 30.4 80.0 42.9




Agency:
Industry:

Massachusetts

Railroads, Buses, Taxis, Trucking and Airlines,

Mumber of Interviews: 49
Table #6A: Plans for Progress or Other Special Program
Railroads
Buses & Trucking Airlines Total
L Taxis
FPercent Fercent Percent Parcent
0 Other or no answer - 4.3 - 2.0
1 None 20.5 05.7 20.0 B5.7
2 Some type of program 4,8 -= == 2,0 L
3 Plans for progress 4.8 — 80.0 10.2 T
Table #6B: Special Programs for Recruitment of Negro or Nonwhite Employees
— -
Railroads
Buses & |Trucking [Airlines Total
Taxis
Percent Fercent Percent Percent
Q0 Other orf no answer e e . e
1l HNone 81.0 a87.0 20.0 77.0
2 Yes 19.0 13.0 I BD.D 22 .4




Agenoy: Massachusetts

Industry:

Number of Interviews: 49

Railroads, Buses, Taxis, Trucking and Airlines,

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

Some program=--not specified

Railrocads

Buses & Trucking Airlines Total

_ Taxis

Percent Percent Percent Percent
0 Other or no answer 5 e g sils
1 None Bl.0 87.0 20.0 78.0
2 Negro radic stations -- - - -
3 Ads in Negro newspapers - 8.7 - 4.1
4 HNegro-or ¢ivil rights crganizations 14,3 8,7 60.0 16,3
5 Community programs - B.7 - 4.1
6 Negro schools and colleges 4.8 8.7 60,0 12,2
7 Subsidize training for Negroes 4,8 - 60,0 8.2
B8




Agencyi:
Industry:

Massachusetts.

Railroads, Buses, Taxis, TIrucking and Airlines.

Number of Interviews: 40

Table #6D: Plans for Changing Present Employment Policy

ailroads
uses & Trucking Airlines Total
Taxis
Percent Percent Percent Percent
0 Other or no answer _ - 4.3 - 2.0
1 Neo 90.5 91.3 60.0 87.8
2 Yas 9.5 4.3 40,0 10.2

“EHL®
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Agencyi Massachusetts
Industry: Railroads, Buses, Taxis.
Number of Interviews: 49

) 2 1
Table #7: Primary Sources of Employee Recruitment

A® B> c*
0 Other or no answer - 8.5 h -
1 Walk-ins 4.8 4.8 | 23.8
2 Employment agencies, publie 14.3 38.1 23.8
3 Employment agencies, private 19,0 2B.6 -
4 Ads 19.0 23.8 23.3
5 Personal ;pfbfials 4,8 14,3 27,3 -
6 Promotion from within 57.1 28.6 4.8
7 Direct college or trade
school : ,4.8 - —
8 Civil rights organizations -= | = -
9 Unions - -- | 8.7

IHuru than one source of recruitment is used by scmec companies,

ngicutiVE, managerial and professional personnel,

%ﬂhite collar and salaried personnel.

‘Hourly rated personnel,
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Agency! Massachusetts
Industry: Trucking
Number of Interviews: 49

Table #7: Primary Sources of Emplnyeelﬂecru{tnentl

I B~ ct
0 Other or no answer . - . 8. 4.3
1 Walk-ins -- -- 2L T
2 Employment agencies, public 4.3 21.7 4,3
3 Employment agencies, private 17.4 34,5 4,3
4 Ads 17.4 47.8 e
5 Personal referrals 4,3 8.7 8.7
6 Promotion from within 65,2 &= v
7 Direct college or trade
. Sschool 4.3 L - -
B Civil rights organizations - " -
9 Unions - g e 78.3

1
More than one source of recruitment is used by some companies,

2 ;
Executive, managerial and professional perscnnel,
aﬂhita collar and salaried persnnnel.

4Hourl:.r rated pzrsonnel.,
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Agency: jpaccachusetts

Industry:

Airlines

Number of Interviews: 49

& 'y 1
Table #7: Primary Sources of Employee Recruitment

AE HHI C4
0 Other or no answer 20,0 - -
1 Walk-ins - - 20,0
2 Employment agencies, public - 20.0 20.0
3 Emplovment agencies, private 20.0 20,0 20.0
4 Ads 40,0 40,0 40,0
5 Personal referrals 40,0 40,0 40,0
6 Proaction from viithin 60,0 = =
7 Direct college or trade
school 20,0 40,0 ==
8 Civil rights organizations oy o o
9 Unions = e =
lHﬂIE than cone source of recruitment is used by sone companies,

Executive, managerial and professional personnel,

HWhite collar and salaried personnel.

4H0ur1y rated perscnnel,



Agencyt lMassachusetts

Industxy: Railroads, Buses, Taxis, Trucking and Airlines {éunbined}.

Number of Interviews: 4g

-82-

Table #7: Primary Sources of Employee Recruitoent
A B c*

0 Other or no answer 2.0 2.0 3 2.0
1 Walk-ins . 2.0 2.0 22.4
2 Employment agencies, public 8.2 28,6 14,3
3 Employment agencies, private 18.4 30.6 4.1
4 Ads ' 20,4 26,0 18,4
5 Personal referrals B.2 14.3, 20.4
6 Pronotion from within 61.2 12.2 2,0
7 Direct college ox trade

school 6.1 4.1 -
8 Civil rights organizations - - -
9% Unions - - 40.8
: |

More than onz souyce of recruitnment is used by scoc

2 : :
Executive, manrngerial and professional personncl,

at-lh:l.te collar and salarind personnel.

dHuurl:.r rated perscnnel,

conpanies,



Agency:
Industry:

Massachusetts

Number of Interviews: 49

Railroads, Buses, Taxis,; Trucking and Airlines,

Table #8: Minimum Educational Requirements

— = ]
Railroads
Buses & Trucking Airlines Total
Taxis
Percent Percent Percent Fercent
0 Other or no answer 4.8 e i 2.0
1l HNone 66.7 69.6 -- 61.2
2 Some formal education - - - =
3 Some high school . - - e e
4 High school diploma - —= i T
5 Some college - o i ——
6 College degree — o i -
7 Requirement not specified 28.6 30.4 100.0 36.7

=gn=



Agency: Massachusetts

Industry: Railreoads, Buses, Taxis, Trucking and Airlines
Number of Interviews: 40

Table #9: Apprentice Training Programs

=
— —_— —

ailroads
- Tota

husas A Trucking Airlines otal

Caxis.

Percent Percent Percent Percent
0 Other or no answer 4.8 8.7 20.0 8.2
1 HNone 81.0 73.9 60.0 75.5
2 Only white apprentices 4.8 13.0 - 8.2
3 Some Negro apprentices 9.5 4.3 20.0 8.2




Agency: Massachusetts

Industry: Railroads, Buses, Taxis, Trucking and Airlines.

Number of Interviews: 4o

Table #10A: Types of Promotion Procedures

ailroads

ses, & Trucking - Airlines Total
Percent Percent Fercent Percent

0 Other or no answer 4.8 4,3 - 4.1

1l HNo formal procedures 9.5 - - 4,1

2 Jobs posted and employees bid 19.0 30.4 60,0 28.6

3 Recommeénded by supervisor 61.9 47.8 80.0 57.1

4 Seniority 19,0 17.4 20.0 18.4

5 Combination of 2, 3 and 4 .= e 20.0 2.0

6 Combination of formal and ininrnnll -- -- -- -

7 Combination of any two typa:l 14.3 4.3 80,0

14,3

1
Included in above,

-gg-



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

Table #10B:. Types of Seniority Procedures

tailroads

Buses & Trucking Airlines Total

Taxis

Fercent Percent Percent Percent
0 ©Other or no answer = - - ==
1 None - 4,3 == 2,0
2 Combination of 3, 4 and 5 - - - -
3 Craft or job 7.4 87.0 100,0 Bl,6
4 Departmental 9.5 4.3 20.0 B.2
5 Plant-wide 23.8B 13.0 - 16.3
6 Combination of any two typcll 14,3 8,7 20,0 10.2
1

Included in above,

=-9g-=



Agency:
Industry:

Massachusetts
Railroads, Buses, Taxis, Trucking and Airlines.

Number of Interviews: 49

Table #10C: Does Senicrity Shift Between Jobs?

Railroads

Buses & Trucking |Airlines Total

| Taxis

Percent Percent Percent Percent
0 Other or no answer 19.0 - 40.0 12,2
1l HNo 61,9 91.3 40,0 73.5
2 Yes - 19.0 8.7 20.0 14.3

-ﬂ:_]-



Agency: Massachusetts
Industry:

Number of Interviews: 40

Table #11:

Railroads, Buses, Tawxis, Trucking and Airlines,

Use of Tests in Hiring and Upgrading

Railroads

¥Yes but no AnsSwer

Buses & Trucking Airlines Total

Taxis

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 | I§.5 13.0 80.0 18.4
5 Upgrading--hourly - 4,3 e 2.0
6

IHure than one practice used by some companies.

0

-EE--



Agency:
Industry:

Massachusetts

Number of Interviews: 49

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

Railroads, Buses, & Taxis, JTrucking and Airlines.

Railroads

Buses & Trucking Airlines Total
| Taxis
Percent Percent Percent Percent
0 Other or no answer -- 4.3 -- 2.0
1 No contact 81.0 82.6 == 73.5
2 Any type of contact 14,3 8.7 20.0 12,2
3 Bnycnﬁt == e e =
4 Picketing - -= - -
5 Knowledge of other firms' contact - —-—— — -
6 Commendation 4.8 4.3 80,0 12,2

-ﬁE-



Agency: Massachusetts

Industry: Railroads, Buses, Taxis, Trui‘'king & Airlines

Number of Interviews: 49

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

Iﬁailrnaﬂﬂ .
Buses & Trucking Airlines Total

Taxis

Fercent Fercent Percent Percent
0 Other or no answer 4,8 17.4 - 10,2 .
1 No contact, no knowledge 19.0 21.7 - 18.4
2 Knowledge but no contact 47.6 47.8 - 42.9
3 Contact through a complaint 28.6 8.7 80.0 24.5
4 Contact and knowledge == 4.3 20,0 4.1

-ﬂﬁ'rr
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Agency! Massachusetts ; :
Industry: Railroads, Buses & Taxis

Number of Interviews: 49

Table #12C: Assessment of Effectiveness
of Fair Emplovment Practices Legislation
for Respondent Company and Generally

Company Generally
0 Other or no answer : 47.6 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: Massachusetts
Industry: Trucking
Number of Interviews: 49

Table #12C: Assessment of Effectiveness
of Fair Employment Practices Legislation
for Respondent Company and Ganerally

— — =

; | Ganerally

Company
0 Other or no answer 78.3 fB.E
1 No effect - -
2 Little importance _ 13,0 ==
3 Sonme importance 8,7 "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

- il

Company Génernlly
0 Other or no answer 40.0 40.0
1 No effect 20.0 -
2 Little importance ) 20,0 -
3 Scome importance 20.0 60.0
4 Great importance | i -
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Agencyi: Massachusetts ;
Industry: Railroads, Buses & Taxis, Trucking,Airlines (Combined)

Number of Interviews: 40

Table #12C: Assessment of Effectiveness
of Fair Employment Practices Legislation
for Respondent Company and Generally

—
—

Company Génerally
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 ipportance ' A 4.1




Agency: Massachusetts

Industry: Railroads, Buses, Taxis, Trucking and Airlines

Number of Interviews: 40

Use and Assessment of Public and Private Agencies as Source of Negro Referrals

Table #13:
- Railroads
. Buses & Trucking Airlines Total
| Taxis
Percent Percent Percent Percent
Use
0 No answer 4.8 - - . 2.0
1 Never use agencies 19,0 30.4 40,0 22.4
2 Use mostly public agencies 85,7 52.8 - 61,2
3 Use mostly private agencies 4.8 17.4 40.0 14.3
4 Use both equally - e 20.0 20.0
Referral i I
0,5 Used but no Negro referrals 38.1 34,8 - 32,7
5 HNegro referrals by public agencies - o
6 Negro referrals by private agencies - e :: ::
7 Referrals by both egually == s,
8 Hire referrals from agunciaul == -5y B B
9 Do not hire referrals == — N -
10 Referrals of ‘good qualitylf 9,5 4.3 :: ﬁ:;
11 Referrals same quality as whitasl 38.1 30.4 60,0 36.7
12 Referrals of poorer qualityl 14,8 e -_ 2.0

Iﬁpplies to Negro referrals hired by respondent

companies.



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

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

- Railroads

Buses & Trucking | Airlines Total

Taxis

Fer:nnt‘ Percent Fercent Percent
0 No union or no answer 14.3 4.3 - 8.2
1 Little or no influence 81.0 95,7 80.0 B7.8B
2 Adverse influence s 4.8 -- - 2.2
3 Positive influence e - 20.0 2.2

-gb-
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MISSOURI

Y- 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 fairly 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 establishing a clearer context
for the data.

Employment data were obtained from a total of 125 service 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 jebs. 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
"racency effect'" in the hiring of Negroes by the service establish=-
ments, with nearly sixty percent of the respondents reporting that
no Kegroes 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 statements by the Missouri study
director were accepted as more conclusive.
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There is little evidence of special programs for the recruitment of
Negroes or of affirmative action efforts by the service establishments
in the Missouri study. Therefore, Table # 68 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 # C alsco 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 recruitment purposes are not found, and when combined with

the relative neglect of typical employment fungdtions, 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 inm this industry, which would appear to
imply that job openings are neot 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 employver or the job seeker. Apparently,
internal promotion is not used extensively for recruitment into
higher-level jobs.

Few education standards are maintained in this industry. Ewven 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 the most prevalent
means of 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.

Iraining 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 employvees,
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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 senior-
ity systems can be made, and it would appear that the concenpt of
seniority, as generally defined, is scarecely known in this industry,

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 unien
was regarded as having little or no influence.

Very few of the firms visited were reported to have had contact with
a private c¢civil rights organization. Of the few for which some such
contact was mentioned, almost invariably 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 appear to be poorly organ-
ized in communities outside 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 generally riegative in tone. A generally poor response was
obtained to gquestions about the effectiveness of equal emplovment
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 frem civil
rights groups or from legislation enactment was to be resisted.

There are very few reports in the interviews of plans for possible

policy changes. Only three of the total number of respondents
stated that some possible changes were under consideration.

-=Jog A. Miller



Agency: Missourd

Industry:Service Establishments

Table #1: Racial and Occupational

Distribution of Work Forcel

— —
Number Percent
Total employees 7992 100.0
White collar 1317 16,5
Blue collar 6675 83,5
Total nonwhite employees 2740 34,5
White collar 19 1,42
Blue collar 2721 34,02

IEnﬁﬂd onl1l25 companies for which statistical 1qul-§tinn was

available.

=Pnrnnnt of total white collar and blue collar jobs, respec=

tively, filled by nonwhites. .



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

Table #2: Title of Respondent

'+ ., Respondent Percent
1l President or owner 40.5
L]

2 Vigce-President 2.4
3 Plant or works manager 51.2
4 Personnel or employment manager 3,1
5 Other = lower echelon 3.1

Table #3: Place of Interview

Percent
0 No answer 14.3
1 Other than corporate headquarters 34.1
2 Corporate headquarters 51.6
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Agency! Missouri
Industry: Service Establishments
Number of Interviews: 126

Table #4: Claasification of
Jobs Ever Held by Negroes

Parcent
0 Other ;r no answer 3.2
1 Laborers 1.6
2 Other service jobs 39.?'
3 Maintenance=-unskilled 95,2
4 Operatives--semi-skilled 3 L5
5 Craftsmen, foremen--skilled 7.9
6 Sales -
7 Clerical 5.6
8 Managers, officials Lo
9 Professional, technical o
Table #5: When Negroes Were First Hired
Percent
0 Other or no answer 36.5
1 Less than one year (1964 Civil Rights Act) 11.9
2 1960 or 1962 Executive Orders 17.5
3 State or municipal Fair Employment
Practices Act 3.2
4 19-25 years=--World War II 12,7
5 26 years and over 18,3
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Agency: Misscouri
Industry: Service Establishments
Number of Interviews: 126

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

Percent
v] Dthn:.ur no AnsSwer 75.4
1l None 23,8
2 Some type of program -— s
3 Plans for progress .8
Table #6B: Special Programs for
Recruitment of Negro or Nonwhite Employees
Percent
0 Other or mo answer 4.8
1l None B4.1
2 Yes 11.1
Table #6C: Types and Sources
of Recruiting Nonwhite Employees
Fercent
0 Other or no answer _ Ta1
1 HNone 81.7
2 MNegre radio stations - -
3 Ads in Negro mewspapers -
4 Negro or civil rights organizations 4.0
5 Community programs 1.6
6 MNegro schools and colleges 4.8
7 Subsidize training for Negroes .B
8 Some program=-not specified 3.2
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Agency! Missouri
Industxy: ' Service Establishments
Number of Interviews: 126

Table #6D: Flans for Changing
Present Employment Policy

FPercent
0 Other ﬂf no Answer 4.0
1 HNo 93,7
2 Yes 2.4 " o»

Table #7: Primary Sources of Employee Eecruitnenml
a® B> ct
0 Other or no answer 75.4 43,7 8.7
1 Walk-ins 1.6 6.3 | 1s.9
2 Employment agencies, public Tal 33.3 61,9
3 Eomployment agencies, private . B 3,2 4.8
4 Ads . 14.3 31.7 61.9
5 Perscnal referrals 9.5 : 22,2 42.9
6 FPromotion from within - 7.1 4.8 3.2
7 Direct college or trade
school E.ﬁ 2.4 3,2
8 Civil rights organizations - .8 B
9 Unions - 1.6 4.0

1Hurq than one source of recruitment is used by some companies.

gﬂuecutivn, managerial and professional personnel,

3
White collar and salaried personnel.
“Hourly rated personnel.
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Agency: Missouri
Industryt Service Establishments
Number of Interviews: 126

Table #8: Hininﬁn Educational Requirements

m
£ Percent
0 Other.or no answer 5.6
1 None e ' 77.6
2 Some formal education 7.9 '1'
3 Some high school . 1.6
4 High school diploma 7.9
5 Some college _ ; 1.6
6 College degree -
7 Requirement not specified --
Table #9: Apprentice Training Programs
Farcent
0 Other or no answer o 4,0
1 None B 93.7
2 Only white apprentices 2,9
3 Some Negro apprentices -




=106=

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

Table #10A: Types of Promotion Procedures
_— nnOn P¥}FFLYPYP YPYPOEYQU] UP]’V]PQPE ENE]EE QNN F [ M [ " "/ “‘“—/>/7J""S"S"——"—

Percent

0 Other. or no answer 12.7
1 HNo formal procedures B4.9
2 Jobs posted and employees bid -
3 Recommended by supervisor 47.6
4 Seniority 1%.0
5 Combination of 2, 3 and 4 : "
6 Combination of formal and informall 43.7
7 Combination of any two t?pesl 5.6
1

Included in above,

Table #10B: Types of Seniority Procedures

Mo B ob W N O

Percent
Other or no answer 24.6
None 31.0
Combination of 3, 4 and 5 -
Craft or job 4.0
Departmental 27.8
Plant-wide 6.3
Combination of any two typesl 1.6

Included in abova,

[

Table #10C: Does Seniority Shift Between Jobs?

—_—, r

Percent
0 Other or no answer 64,3
1 No 2.4
2 Yes 33.3
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Agency: Missouri .
Industry: Service Establishments
Number of Interviews: 126

Table #11: Use of Tests in Hiring and upg:ndingl

Parcent
0 Other.or no answer ] 10.3
1l None 84.9
2 Entry level=--salaried mﬂr
3 Entry level--hourly .8
4 Upgrading=-=-salaried 1.6
5 Upgfédinn--hnu:ly , : 1.6
& Yes but no answer -

lmora than one practice used by some companies.

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

Parcent
0 Other or no answer ; E.B
1 No contact 85.7
2 Any type of contaot © 4.8
3 Boycott -8
4 Picketing : ' 4.0
5 Knowledge of other fimms' contact 1.6
6 Commendation : ok
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ngenéy: Missouri
Industry: Service Establishments
Number of Interviews: 126

Table #12B: Contacts With the State
‘or Municipal Civil Rights Agency
_——

el ) Percent

o Dtﬁnr Or no answer : 2.4
1 No contact, no knowlaedge 82.5¢s
2 Knowledge but no contact ok
3 Contact through a complaint 2.4
4 Contact and knowledge 5.6

Table #12C: Asssssment of Effectivenass

of Fair Employment Practices Legislation

for Respondent Company and Generally
Company Genarally

0O Other or no answar ; 12,7 . . 32.5
1l No effect I 70.6 13.5
2 Little importance ; B.7 9.5
3 Some importance 5.6 37.3
4 Great importance 2.4 5 |
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Agency: Missouri
Industry: Service Establishments
Number of Interviews: 126

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

Percent
Use i g
0 No answer 2.4 ==
1 Never use agencies ‘15.9
2 Use mostly public agencies 73,0
3 Use mostly private agencies 4.0
4 Use both equally 4.0
Referral e
0.5 Used but no Negro referrals .14'3
3 Negro referrals by public agenciles 1.6
& HNegre referrals by private agencias -
7 Referrals by both equally - §
8 Hire referrals fram agancia!l 5.6
- 9 Do not hire referrals 4.8
. 10 Referrals of good qualityl 10.3
1l Referrals same quality as whites® 38,8
12 Referrals of poorer quality1 4.0

;ﬁpplin: to Negro refaerrals hired by respondent companies.
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Agency: Missouri
Industryi: Service Establishments
Number of Interviews: 126

Table #14: Assessment of Union Influenc
Conpany's Equal Employment Objectives

Percent
O No union or no answer 75.4
1 Little or no influence 23.8
2 Adverse influence ==
3 Positive influance .B
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MISSOURI
=I1= Public Utilities

The survey of public utilities as a secondary area of study was
limited to 19 interviews inm 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 population 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 figuresshow a total employment of 12,532, of which
nonwhites comprise three percent, or 378 workers. MNonwhites hold

1.7% percent of all white=collar and four percent of all blue=collar
jobs. Although white-ceollar 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,
Of managers of personnel or employmént relations. In Someée cases more
than one person was interviewed. In nearly three-fourths of the
cases; the interviews were conducted at the corporate headguarters.

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 emplovees in sales positions
in a total sales force of 156.

A majority of the companies reportedly have had Negro emplovees for
periods of 26 years or more. However, a review of the previous table
leads to the conclusion that the empleoyment history of MNegroes in
this industry has been one of concentration 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 # 63
indicates that nearly B5 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.

Respondents claimed that walk-in applicants constitute a major source
of recruitment for jubs other than the professional, managerial, or
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executive types. In his individual report, the Missouri study director
has offered the foltowing comments on recruitment: '"One of the most
interesting features of recruitment in the utilities field is that
the jobs are so desirable that most companies 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, 1s 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
enmployees 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 #10A and 10B (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 #10 (note: Promotion
Procedures) shows that half of the companies in which job posting
and bidding are part of the promotional procedures, An additional
31 percent reported the use of a bidding system in conjunction with
other criteria, It 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 schocl diploma is practically an "irrevocable
standard" in companies located in the larger cities. This is not
the case for most companies 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 gqualified.

As Table # 9 shows, few companies have apprentice training programs.
Two reported having such a program, but eonly 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
programs are found more freguently 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 are not regarded as having any great effect
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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. Leuis, The distribution of responses

to questions about companies, contacts with a public fair employment
agency 1s somewhat similar, Although about one-fourth of the res-
pondents did not answer this question cor 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 gquestions abput its effect on business
and industry generally in 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 gquestion.

As Table A#6D shows, no respondent stated that his company was
anticipating any policy changes that would effect its equal emplov-
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.

==Joa A, Miller
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Agency! Missouri
Industry: Public Utilities

Table #1: Racial and Ogcupatiomnal
Distribution of Work Forcel

Number Percent
L]

Total employees 12532 100.0
White collar 5190 41.4
Blue cellar 7342 58.6
Total nonwhite employees 378 3.0
White collar ; 87 T o
Blue collar 201 4,0

lBased onl? companies for which statistical information was
available. .

an:cent of total white collar and blue collar jobs, respec=
tively, filled by nonwhites.
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Agerecy: Missouri
Industry: Public Utilities
Number of Interviews: 19

Table #2: Title of Respondent

&

Respondent Fercent
-~ President or ownex 3.8
2 Vice=Presicent 1¢.2
3 Plant or works manager 30.7
4 Personnel or employment manager 38,5
5 Other - lower echelen rAY

Table #3: Place of Interview

Percent
0 No aunswer ~=
1 Othez than corporate headquarters 26.3
2 Corporate headquarters 73,7




-116-

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

Table #4: Classification of
Jobs Ever Held by Negroes

—— e SR S T S T e — =

Percent
O Cther or no answer 53 10.5
1 Laborers Wi : 36.8
2 Other service jobs L !
3 Maintenance=-unskilled 57.9
4 Operatives--semi-skilled _ | 31.6
5 Craftsmen, Z“oremen-=-skilled AR 15.8
6 Szles : : : -
7 Clerical ; 26.3
& Managers, officials - ‘5.3
9 Professional, technical’ 15.8
Table #5: When Negroes Were First Hired
Percent

0 Other or no answaer £ 31.6
1 Less than one year (1964 Civil Rights Act) -
2 1960 or 1962 Executive Orders =i
3 State or municipal Fair Employment

Practices Act 5.3
4 19-=25 years--World War II ' - ——
5 26 years and over —- AT T 63.2
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Ageney: Missouri :
Industry: Public Utilities
Number of Interviews: 19‘

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

Percent
e .
0 ©Other or no answer . -
1l HNone 100.0
2 Some type of program e A
3 Plans for progress B

-
e e
C

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

P —— |
! Percent

0 Other or no answer 5.3

1 None ' 84,2

2 Yes 10.5

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

Percent
0 Other or no answer -
1 None B4,2
2 MNegro radio stations ' -
3 Ads in Negro newspapers -
4 Negro or civil rights organizations © 5.3
5 Community programs 5.3
6 Negro schools and colleges 15.8
7 Subsidize training for Negroes -
8 OSome program=--not specified -
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Agency: Missouri
Industry: Public Utilities
Number of Interviews: 19

Table #6D: Plans for Changing
Present Employment Folicy

F@;uunt
1. ) ]
0 Other or no answer 15,8
1l No g4,2
2 Yes == F »

Tahle #7: Primary Sources of Employee Rwruitnrﬂ:l

A% B c*
0 Other or no answer 63.2 36.8 | 15.8
1 Walk-ins = 47.4 | B4.2
2 Eomployment agencies, public 5.3 10.5 21.1
3 Employment agencies, private -- . 15,8 -
4 Ads . 10.5 10.5 21.1
5 Personal referrals - 15.8 15.8
6 Promotion from within 5.3 10.5 10.5
7 Direct college or trade
school ; 31.6 5.3 5.3
8 Civil rights organizations -- L 10,5
9 Unions ' . =y — o3

;Hnrt than one source of recruitment is used by scme companies.
?Exlnutivil managerial and professional personnel.

awhit- cellar and salaried personnel.

‘Hnurlr rated pﬁrlunnll.
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Agency: Missouri
Industryt Public Utilities
Number of Interviews: 19

Table #8: Minimum Educational Requirements

— m
o Percent
0 Other or .no answer s --
.1 Nona . 21.1
2 Some formal education 10.5
3 Some high school 5.3
4 High school diploma 63,2
5 Some college _ -
6 College degree : -
7 Requirement not Bpénifiud 5.3
Table #9: Apprentice Training Programs
Percent
0 Other or no answer 26,3
1l DNone 63,2
2 Only white apprentices ' i 5.3
3 Some Negro apprentices . 3.3
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Agency: Missouri
Industry: Public Utilitia:

Number of Interviews: 19

Table #10A: Types of Promotion Procedures
P

Farcent
0 Othier. or, no answer ' 5.3
1 No formal procedures : : 36,8
2 Jobs posted and employees bid 50.0
3 Recommended by supervisor : -
4 Seniority 10.5
5 Combination of 2, 3 and 4 31.6
& Coapimbtion of formal and infermall ' 26,3
7 Combination of any two trpnnl _ --

1Ihﬂludnd in abova.

Table #10B: Types of Seniority Procedures

Parcent

Q0 Other or no answer 26.3
1 MNone -
2 Combination of 3, 4 and 5 5.3
3 Craft or job : ——
4 Departmental ' 31.6
5 Plant-wide . 36.8
6 Combination of any two typnll e
1

Included in abova,

Table #10C: Does Seniority Shift Between Jobs?
_—mmmmmmm—

Parcent

0 Other or no AnsSwar 26,3
1l Ko - -

2 Yes I E _ 73,7
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Agency: Missouri
Industry: Public Utilities
Number of Interviews: 19

Table #11: Use of Tests in Hiring and Upgrldinnl

—
—

Yes but no answer

Percent

0 Other:or. no answer 10.5

1l None . 42,1

2 Entry level=-salaried - 15.8 4
3 Entry level==hourly 42,1

4 Upgrading--salaried 21.5

5 Upgf;ding--hnurly Ei.s

&

iMore than one practice used by scme companies,

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

Knowledge of other firms' contact
Commendation

Parcent
0 Other or no answer 5,3
1l No contact 57.9
2 Any type of contacot 21.1
3 Boycott --
4 Picketing 5.3
5
&6

10.5
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Agency: Missouri
Industry: Public Utilities
Number of Interviews: 19

Table #12B8: Contacts With the State
or Muniecipal Civil Rights Agenocy

B s Percent
. b B PO B S
0 Other or no answer 26,3 .
1 No contact, no knowledge 47.4
2 Knowledge but no contact - 15.8
3 Contact through a complaint . 5,3
4 Contact ard knowledge 5.3

Table #12C: Assessment of Effectiveness
of Fair Employment Practices Legislation
for Respondent Company and Generally

Company Generally

0 Other or no answer 15.8 i 6.8
1 No effect _ 73.7 21,1.
2 Little importance 5.3 g1
3 Some importance ; 5.3 21.1
4 Great importance - -
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Agencyt Missouri
Industry: Public Utilities
Number of Interviews: 19

P

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

S T T e e  ——

. Percent s

Use ; =

0 No answer : 10.5
1 Never use agencies -, 42,1
2 Use mostly public agencies P
3 Use mostly private agencies 5.3
4 Use both equally —
Referral ]
0,5 Used but no Hng;u referrals 26,3
5 HNegro referrals by publiu agenciaes _-I—
6 Negro referrals by private agencies I
7 Referrals by both equally : I--
8 Hire referrals from lglllﬂill:' > ' -

. 9 Do not hire referrals -
10 Referrals of good qunlit;rl -
11 Referrals same quality as whites' 5.3
12 Referrals of poorer quality’ 5.3

llppli.n to Negro referrals hired hr respondent companies, .
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Agency: Missouri
Industry: Public Utilities
Number of Interviews: 19

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

Percent
0 No union or no answer - 42,1
1 Little or no influence _ 42.1
2 Adverse influence : ' 10,5
3 Positive influence : 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
workforce is nonwhite. Of all nonwhite employvees, the overwhelming
majority are Negroes, although some Spanish-American employees are
included in this category. Utilizing the two general categories

of white-cellar and blue-ceollar 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 Vegroes 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 local 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 headguarters,

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 "Clerical'" 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 guite low.

Slightly less than one-third of the respondents either provided no
answer or gave an uncodable response to gquestions about when Negroes
were first hired. Of those who did respond, over sixty percent
stated that Negroes had been employed for pericds of twenty years

O more.
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Table # 6A is 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 installaticns 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 # 6C shows 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, intermal
promotion and college recruitment show up as the most favored methods.
For the other two cccupational 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 participants 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 of supervisors is used more frequently for those who

are not members of a bargaining unit. Job posting and bidding

figures only in bargaining units. Overall, prombtion procedures

are reported to be more formalized in the case of bargaining units

undoubtedly reflecting stipulations in union contracts. As Table #
10B shows, more than three-fourths of the respondents reported a

plant-wide seniority system, although in more than half alsoc 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 of the respondents reported that their companies

or installations had had ne 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 #1 25 shows the distribution of 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-twe percent of the total, no direct contact was reported
although the respondents did demonstrate some knowledge of the
existence and work of such an agency in their community or state.

Respondents were asked to give their opinions on the effectiveness
of equal employment opportunity legislation with respect to their
companies and to business and industry generally in their state.
Table #pcshows the distributions of these responses. Although ihe
frequency 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 guite similar to that found by other participating
agencies.

Few of the respondents mentioned that their companies were contemolating
any changes in employment policies that would effect equal employment
cpportunities. Only five of the respondents; representing 14.3% of

the total, stated that possible changes were being considered.
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Agerncy: New Jersey
Industry: Public Utilities

Table #1: Hacial and Occupaticnal
Distribution of Werk Forcel

|

Number Percent
Total exmployees : Jielz 100.0
White collar h 29390 57.2
Blue collar j 22022 42,8
Total nonwhite employees - 2573 . 5.0
Waite collar 1542 5.2
Blue collar 1031 4.72

IBasad on 33 companies for which statistical information was
available.

zParcant of total white collar and blue collar jobs, respec=-
tively, filled by nonwhites.
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Agenc/: New Jezsey
industry: Public Utilities
Munbar of Inverviews: 25

Table #2: Titie of Respondernt

nespondent ' Percent
1 Presider: or owner 1 -

2 Vice=-rPresident ' 25.7 °
3 Plar: or works manager 60.0
4 Personncl or exployEant manager 14.3
5 Cther - lower =2che.oa ' . -

Tzole #2: PFPlace of Intarview

Parccnt
2 No ajswer -
1 Other tlhan corporate headquartc s 57.1
2 Corporate headquarters 42,9
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Agency: New Jersey
Industry: Fublic Utilities
MNumboer of Interviews: 35

Table #4: Clagsificatiz:n of
Jobs Ever hkald by Negroes

. Fercent
O Other or no answar o
i —aborers 80,0
2 Other service jcbs 1?.4'
3 Maintenance=-unskilled 62.9
4 Operatives--semi-skilled '80.0
5 Craftsmen, foremen--skillad 57.1
4 Sales . £ -
7 Clerical : 60,0
8 Managers, officials 5:?
] Prnfﬁssinnal, technical 14.3
Table #5: When Negroes We-e First Hired
Percent

0 Other or no answer : 2 & 31.4
1 Less than one year (19€4 Civil Righats Act) -
2 1960 or 1962 Executive Orders 2.9
3 S.a:e or municipal Fair Emplcyaent

Praztices Act 2,9
4 19-25 years--World W:r II ; 8.5
5 26 years and over 54.3
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Agency: New Jersey
Industry: Public Utilities
Nupber of Interviews: 35

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

—_— L

Parcent
0 Other or no answer . e
1 None 55.7
2 Some type of program - Sl 4 v
3 Plans for progress 28.6

a

- " Table #6B:. Special Programs for

Recruitment of Negro or Nonwhite Employees
—————— e ———————————— e ———————]

Percent
0 Other or no answer 2,9,
1l MNone : 48.6
2 Yes 48.6
Table #6C: Types and Sources
o Recruiiing Nonwhite Employees
Percent
0 Other or no answer 2.9
1 Nene 1 4e.s
2 MNegro radio stations -
3 Ads in Negro newspapers ; 3.6
4 T"zgro or civil rights organizations - 42,9
5 Coapunity pzograms 22,9
6 Negro schools and colleges ; - 37.1
7 Subsidize training for Negroes -=
8 Some program--not specified : =
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Agencyt: New Jersey
Incustry: peblic Utilities.
Number o Iaterviews: 35

“Table #6D: Plans for Changing
Precenat Enploy:ant Policy

i Fn;u-nt
T I
0 Other or no anstar . 5,7
1l No : 80,0

2 Yes ; 14.3 %

¥ -

Tahle #7: Primary Sources of Employ 2. Rearu{tmentl

e B’ c*

i

|
w Other o no answer 11.4 a7.2 ¥ 23.7
1 Walk-ins -- | 2.9 68.6
2 Employme.t agenciles, public T am- 51.5 42.9
3 Eoployment ageroies, private -- 42.9 321.5
& Ads 17.2 48.6 37.2
5 Persomal ;efﬁr&ali 5.7 60.1 80.1 -
§ Proaotion from within 94.4 ar.2 2.9
7 Dircet college or trade '

school ; 80.1 2.9 ==

8 Civil rights organizations - 17.2 17.1
& Unions - 2,9 2.9

luurp tiian one source of recruitment is used by some comparnics,

Eﬂxenutiva, managerial and professional personnel,

=
Wiite collar and salaried persornel.

*Hour1ly rated personnel.
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Agency: New Jersey
Industry: Public Utilities
Number of Interviews: 35 -

Table #8: Minimum Educational Requirements

Percent
O Other or no answer B.6
1l HNone ; 1l.4
2 Scome formal education S,
3 Some high school "
4 High school diploma 80.0
5 Some college ! e
6 College degree -——
7 Requirement not specified --
Table #9: Apprentice Training Programs
Parocent :
O Other or no answer . ' 2,9
1 HNone . 91.4
2 Only white apprentices = BT
3 Some Negro apprentices : ) -
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Agency: New Jersey
Industry: Public Utilities
Number of -Interviews: 35

Table #10A: Types of Promotion Procedures
_— " """"""""\-°\""-"-""-... ...,

Percent
0 Other. or no answer \ 17.1
1 No formal procedures : . 25,7
2 Jobs posted and cemployees 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 infbrmlll 20,0
7 Combination of any two typasl 37.1

1In¢1udad in above,

Table #10B: Types of Seniority Procedures’

Percent
0 Other or no answer 5.7
1 HNone . 2.9
2 Combination of 3, 4 and 5 20,0
3 Craft or job e | 17.1
4 Departmental 54,3
5 Plant-wide | 77.1
6 Ceombinaticn of any two typasl . 54,3

1Included in above.

Table #10C: Does Seniority Shift Between Jobs?

Percent
0 Other or no answer B.6
1l HNo 171

2 Yes T4.3




=135~

Agency: HNew Jersey
Industry: FPublic Utilities

Nupber of Interviews: 35

Table #11: Use of Tests ia Hiring and Upgradingl

Yes but no answer

Parcent
0 Other:or no answer 14.3
1l HNone 5.7
2 Entzy level--salariec 54.3IP
3 Entry level--hourly 68.6
4 Upgrading-wsalariﬂd 24.3
5 Upgrading-~hourly 62,9
&

lﬁura than one practice used by some companies.

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

Knowledge of other firms' contact
Commendation

Percent

0 Other or r.o answer 2.9
1 No contact 45.7
2 Any type of contact - 25,7
3 Boycott -
4 Picketing -
5

&

20.0
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Agency: New Jersey
Industry: Public Utilities
Number of Interviews: 35

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

e — -
i Percent
0 Other or no answer : 2,9
1 No contact, mo knowledge . 22,9,
2 Enowledge but no contact 42,9
3 Contact through a ccmplaint . . 11.4
4 Contact and knowledge. 20.0.
*
Table #12C: Assassment of Effectiveness
of Fair Employment Practices Legislation
for Recpondent Company and Gonerally
Company Generally

0 Other or no answer : B d: 17.1
1 HNo effect 34.3 14,3
2 Little importance | 11.4 5.7
3 Some impoztarce 37 48,6
4 Great importance 2.9 14.3
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Agency: New Jersey ;
Industry: Public Utilities
Number of Interviews: 35

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

Percent
Use "
J No answer 22.9
p ngu: use agencies - 20,0
2 Us2 mostly public agencies 28.6
3 Use mostly p-ivate agencies 2,9
4 Use both equally 20.0
Referral "
0.5 Used but no Negro referrals ' 11.4
5 HNegro referrals by public agencies : 5.7
6 Negro referrals by private agencies --
7 Referrals by both equally . --
8 Hire referrals from a;anciall - : 8.6
9 Do not hire refer-als 8,6
10 Referrals of good qualitpl 2.9
11 Referrals same quality as whitenl 22,9
12 Referrals of poorer qualityl B.6

1ﬁppliaa to Negro referrals hired by respondent companies.
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Agency: New Jersey
Industry: Public Utilities
Number of Interviews: 35

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

Percent
0 HNo union Or no answar 5.7
1 Little or no influence ' 80.0

2 Adverse iafluence i ] -

3 Posgitive influence 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 for 5% of these, The emplovment
figures are reported in Table # 1 . In the majority of cases, emn-
loyment data were obtained from the EEO-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 Americamn Indians. Nearly three-fourths
of the nonwhite employees in the stores surveyed are Negroes; most

of the other nonwhites are Puerto Rican. Nonwhites hold about one-
fourth of all blue=collar jobs but only 12,7% of all white=collar
employees are nonwhite.

S5lightly more than three out of every four interviews was conducted
at a corperate headquarters, a category which also includes companies
having only a single installation. In slightly more tham one-third
of the cases, respondents were at the vice president level, 1In 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 commemt 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
infregquency 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 Megroes 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
nonwhite are making any notable progress at all.

Over sixty percent of the companies were reported to have no special
plan or program Inr egual employment opportunity, and only slightly
more than forty peicsnt 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 percent
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of the companies are members of the Plans for Progress, and an
additional 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=fourth depended on "walk ins." For hourly rated jobs, newspaper
ads, public employvment agencies and "walk in' applicants were the
most frequently reported sources.

Table # 124, 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 repert 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.

Mearly one-third of the companies studied have no minimum educational
requirement for employment, Among those having some requirement

of high scheol graduation was mentioned by 41.9% of the respondents.
Many of the respondents, however, did gqualify their answers by
stating that minimum requirements tended to vary with particular

job lewvels, 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 # 0 , 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 emplovee 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 indiwvidual
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 egual
enployment opportunity was regarded as being very slight,

About forty-five percent of the companies were reported to have

had no contact with a e¢ivil 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 eivil
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 EEQ legis-
lation with respect to their companies, 67.8% of the respondents
regarded it as of '"no effect" or of "little importance.” When
aslked to comment on the effect of such legislation on business and
industry generally in their 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 cuestion 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 consideration.

==Joge A, Miller
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Agency: New York City
Industry: Retail Trade

Table #1: Racial and Occupational
Distribution of Work Forcel

= —

Mumber Parcent
Total employees ; 120883 100.0
White collarx 96173 Td.0 y
Blue collar 33710 26.0
Total nonwhite employees *20875 16.1
White collax #12240 |- 12.7%
Blue collar * A635 25, 6°

1Bnl-d on 51 companies for which statistical information was
available.

2 percent of total white collar and blue collar jobs, respec-
tively, filled by nonwhites.

£ 1]

# 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

— e e

Respondent Percent
1 President or owner 2.5
2 Vice=President i5.8
3 Plant or works manager 22,2
4 Parsﬁnnnl or employment manager 39,5
5 Other - lower echelon =

Table #3: - Place of Interview

Fercent
0 HNo answer 1.6
1 Other than corporate headquarters 21.0
2 Corporate headquarters 77.4




Agency:
Industry:
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New York City
Retail Trade

Number of Interviews: &2

Table #4: Classificatien of

Jobs Ever Held by Negroes

Percent
O Other or no answer e
1l Laborers 46.8
2 Other service jobs 7.4
3 Maintenance--unskilled 51.6
4 Operatives--semi-skilled 59.7
5 Craftsmen, foremen-=-skilled 35.5
6 Sales 82,2
7 Clerical ’ 88,7
8 Managers, officials 62.9
9 Professional, technical 37.1
Table #5: When Negroes Were First Hired
Percent
0 Other or no answer 25.8
1 Less than one year (1964 Civil Rights Act) 1.6
2 1960 or 1962 Executive Orders - 4,8
3 State or municipal Fair Employment
Practices Act 1.6
4 19=25 years--World War II 14,5
5 26 years and over 51,6




Agency: pNew York City
Industry: pgetail Trade
Number of Interviews: 62

Table #6A: Plans for Progress or

Other Special Program
————————————————————— =

Percent
0 Other or no answer -
1 None ' 62.9
2 Some type of program 22.6
3 VPlans for progress 14.5

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

; i Percent
Cther or no answer -
1 HNene 50.0
< Yas 50.0

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

Percent
0 Other or no answer e
1 HNone 41.9
2 Negro radio stations 1.6
3 Ads in Negro newspapers 1.6
4 Negro or civil rights organizations 35.5
5 Community programs Tl
& MNegro schools and colleges 17.7
7 Subsidize training for Negroes 9.7
8 Some program--not specified -
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Agency: New York City
Industry: Retail Trade
Number of Interviews: 02

Table #6D: Plans for Changing
Present Employment Policy

FPercent
0 Other or no answer 8.1
1l Ho . BB.7
2 Yes 3.2 ¢

Table #7: Primary Sources of Employee Hluruitl-ntl
AZ B c*

0 Other or no answer 16.1 8.1 14.5
1 Walk-ins 4.8 24,2 33.9
2 Employment agencies, public 8.1 30,6 35,5
3 Employment agencies, private 64.5 41.9 22.6
4 Ads 51.6 75.8 66,1
5 Personal referrals 21.0 17.7 19.4
6 Promotion from 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

lunri than one source of recruitment is used by some companies.
aB:n:eu:uul::lwum, managerial and professional personnel.
zﬁdhltn collar and salaried personnel.

“Hourly rated personnel.



=147~

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

Table #8: Minimum Educational Requirements

w
' Percent
0 Other or no answer ' 9.7
1 HNone 32.3
2 Some formal education 6.5
3 Some high school 9.7
4 High school diploma 41.9
5 Some college 3,2
6 College degree 3.2
7 Requirement not specified 3.2
Table #9: Apprentice Training Programs
Feroent
0 Other or no answer 4.8
1 None 64,5
2 Only white apprentices 11.3
3 Some Negro apprentices 19.4
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swcancy: Hew Yook City
=

=y: Retail Trade
Moy uar of Interviows: 62

Tzhla #104: Types of Promotion Procecures

Parcent
J Otiaz. of Do L.asver 54.2
1 No forzal procedures 255
2 Jobs posied and employe2s bid 4.2
2 Teccmzznded by supervisor CT o
£ Scorniczity 1.5
S Coxblnation on 2, = and 4 1.6
= '.+ 4 - -.1 i
&5 ocobination of formal and iaformal ; 16.1

i - i
7 Cezhiras.cn of ny two typas I -
lr-siuded iz above,
Table #102: Types of Serioziiy Progadures

|

Ly

] Ther OF 50 SnEWLE r 32.2
1 Xaaz 3z.9
2 Cczbinatic. of 3, 4 anc 5 | 1.6
3 <Zaft or joa &.1
<. Dioartmarzal 4.5
£ Plan:i-wide ' 25.8
& scbipation of any Two :EFEEL -
T : ;
“Iacluded ir above,

Table #1°2: Does Seniozity Shift Betwsan Jobs?

Percent

G Other or a0 acsuwer 51.6

i No - 9.7
2 Yes _ 33.7
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Agency: New York City
Industry: Retail Trade
Number of Interviews: &2

Table #11: Use of Tests in Hiring and l.fpgradingl

Fercent
0 Other or no answer 6.5
1 None ' ' © 33,9
2 Entry level--salaried 41.9
3 Entry level--hourly : 38.7
4 Upgrading--salaried 4.8
5 Upgrading--hourly 1.6
6 Yes but no answer _ -

l4ore than one practice used by some companies,.

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

Percent
0 Other or no answer 1.6
1 No contact 45,2
2. Any type of contact ) 21.0
3 Eovcott ; 12.9
4 Picketing 21.0
5 Knowledge of other firms' contact 4.8
6 Commendation B.1
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Agency: New York City
Industry: Retail Trade
Number of Interviews: 62

Table #128: Contacts With the State
or Municipal Civil Rights Agency
- ]

Parcant

0 Other or no AnSWer 3.2
1 HNo contact, no knowladge 30.6,
2 Kpowledge but no contact 35.5
3 Contact through a complaint 22.6
4 Contact and knowledge 8.1

Table #12C: Assessment of Effectivenaess

of Fair Employment Practices Legislation

for Respondent Company and Generally
Company Generally

0O Other or no answer 17.7 35.5
1" No effect ’ ' 61.3 6.5
2 Little importance 6.5 4.8
2° Some importance ; 9.7 32.3
4 Great ilmportance | 4.8 21.0
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ﬂgnn&yl New York City
Industry: Retail Trade

Number of Interviews: 62

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

Percent
Use .
0 No answer . 1.6
1 Never use agencies 3.2
2 Use mostly public agencies 11.3
3 Use mostly private agencies 6.5
4 Use both egqually TT.4
Referral l :
0,5 Used but no Negro referrals - 4,8
5 Negro referrals by public -Iﬂ'ﬁﬂiill 8.1
6 MNegro referrals by private agencies -
7 Referrals by both equally . 1.6
8 Hire referrals from lgin::i.lll 1158
9 Do not hire referrals 1.6
10 Referrals of good quality’ 6.5
‘11 Referrals same quality as whites® 56.5
12 Referrals of poorer quality’ 9.7

lﬁpplin to Negro referrals hired by respondent companies.
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Agency: MNew York City
Industry: Retail Trade
Number of Interviews: 62

Table #1l4: Assessment of Union Influence on
Company's Equal Employment Objectives

st

Percent
0 Neo union or no answer ' ’ 30.6
1 Little or no influenca 48.4
2 Adversa influence 1.6
3 Pesitive influenca 19.4
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CHIO

In the Chio study interviews were conducted in sixty-four companies,
Employment data are available for sixty of these, which together
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 Chic 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 peositions 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. 1In 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 pres!dentﬂ, vice presidents, and plant managers
represented more than half of all respondents.

Slightly less than half (46.8%) of the machine tocl companies were
reported to have had Negro employees for periods of twenty years

or more, The corresponding percentage for the glass industry was
23.5%. Nearly one-third of the glass companies were reported to have
had Negro employees for less than one year prior to the time of the
interview; the corresponding percentage for the machine tool comnanies
was slightly more than ten percent. More than one-fourth of all

the companies included in the OChioc 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 cempanies in the survey reported this., One machine tool
company was_reported to have had a nonwhite in a sales position,
but the employrent 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 were 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 emp)ovment
opportunity. A little more than one-third (37.5%) of all the
companies in the combined industries were reported to have made
some special efforts to recruit MNegroes, 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 Megro 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 guestion cannot be answered from the data available.

For purposes of general recruitment, dependence on "walk-in" appli-
cants was considered important only in the case of hourlv-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 cn
internal promotion were most frequently reported, although news-
paper ads and personal referral were alspo 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 naméd source of recruitment was private employment
agencies, although newspaper ads were not far 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 frequently re-
ported source of recruitment, with public emplovment agencies, news-
paper ads, and "walk ins" falling into the second, third, and fourth
positions 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 respondents gave either an uncodable answer or

no answer at all, and nearly one-third (31.3%) replied that their
companies did have a preferred requirement 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 affected sharply by the number of respondents in the machine
tool companies who gave this response. 1In 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
applicants for both hourly-rated and salaried jobs. 1In 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, Feor 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 was 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 #10A shows the percéentages 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 #10B shows that, while a majority
of the companies reportedly have some seniority program, in over
ona-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 te another.

More than one-fourth of the respondents either reported that their
companies had no union contact or gave no reply to the guestions
regarding union influence on company equal employment policy and
practice. Of those who 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 previocus 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. HNearly
63 percent of the respondents stated that their companies had had

no contact with such an agency and showed no knowledge about the
existence and work of such an agency in their community or state.

An additional 23 percent reported no such contact but did demonstrate
awareness of such an agency and its work. It may be that some res-
poendents 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 importance" or of ''great
importance." When asked to comment on the effectiveness of such
legislation with respect to industry and business generally in their
state, the distribution was 23,53 '"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, only two, representing 3,1% of the
total, were reported to have any plans for changes in their emnloy-
ment policies. The rest of the respondents stated that their

companies were anticipating no such changes.

==Joa A. Miller



Agency: Chio

Industry: Machine Tool and Glass

Table #1:

Racial and Occupational Distribution of Work Force

1

Machine Tool Glass Total
RMunber Fexrcent Number Percent Nunbor Percont
Total caployces 24727 100.0 16034 100.0 40761 155.0
white collar 6802 27.9 1 2650 16.5 9542 23,4
Blue collax 17835 72,1 13384 B3.5 31219 76,6

f . R

Total nonwhite employesas 1628 6.5 292 3,2 2020 5.9
. a 2 2
White collar 63 1.0 11 0.4 Td 0.7
Blue collar 1565 8.7% 381 2,8° 1946 6.2°

lﬂased on 60 interviews

for which statistical

information was available.

Z2pgrcent of total white collar and blue collar jobs, respectively, filled by nonwhites.



Agency:
industry:

Chio
Machine Tool and Glass

Mumber of Interwviews: 64

Table #2: Title of Respondent

Machine Tool ; Glass Total
Respondent
Percent Percent Percent
1l President or owner 19.4 4.3 15.6
2 Vice-President 19.4 12.0 17.8
2 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 i, d
Table #3: Flace of Interview

Machine Tool Glass Total
Fercent FPercent Percent

0 No answer : - i b
1 Other than corporate headquarters 8.5 58.8 21,9
2 Corporate headguarters 01.5 41.2 76.6

il 0] G



Agency: Ohio :
Industry: Machine Tool and Glass
Number of Interviews: o4

Table #4: Classification of Jobs Ever Held by Negroes

Machine Tool Glass Total

Percent Fercent | Fercent

0 Other or no answer 17.0 11,8 15.6
1 Laborers 44,7 70.6 51.6
2 Other service jobs 14.9 5.9 12.5
3 Maintenance=--unskilled 42.6 29,4 30,1
4 Qperatives--semi-skilled 63.8 58.8 62,5
5 Craftsmen, foremen--skilled 25.8 35.3 31.3
6 Sales 2.1 -= 1.6
7 Clerical 25,5 5.9 20.3
€ Managers, officials 4,2 5.9 4,7
9 Professional, technical 14.9 11.8 14.1

=081~



Ohio
Machine Tool and Glass
&

Agency:

Industzyv:
Number of Interviews:

Table #5: When Negroes wWere First Hired
Machine Tool Glass Total
Fercent Percent Fercent
0 Other or no answer 29.8 29.4 28,1
1 Less than one year (1964 Civil Rights
Act) 10.6 29.4 15.6 1:
2 1960 or 1962 Executive Orders 12.8 11.8 12.5 v
3 State or municipal Fair Employment
Practices Act - 5.9 1.6
4 19-25 years--wWorld War II 17.0 - 12,5
5 20 years and over 29.8 23.5 28.1




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

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

FPlans for progress

Machine Tool Glass Total
Percent Fercent FPercent

O Other or no answer - - -
1l HNone B7.2 52.9 78.1
2 Some type of program 4,3 S.9 4.7
3 8.5 41.2 17.2

=~g91-

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

Machine Tool Glass Total
Percent Percent Fercent

0 Other or no answer - - -
1l None 63,8 58.8 62,5
36.2 4]1.2 37.5

2 Yes




Agency: Chio
Industry: Machine Tool and Glass
Number of Interviews: oG4

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

Machine Tool Glass Total
Percent Percent Percent
0 Other or no answer == i -l
1 Hone 55.3 53.0 54,7
2 HNegro radio stations 2.1 -= 1.5 L
3 Ads in Negro newspapers 4,3 - 2.1 @
4 Negro or civil rights organizations 21.3 17.6 20,3
5 Community programs 17.0 11.8 15.6
& HNegro schools and colleges 19.1 35,3 24.4
7 Subsidize training for Negroes 2.1 11.8 4,7
B Some program=-not specified 14.9 - 10.9




Agency: ©Chiec
Industry: Machine Tool and Glass

Number of Interviews: 64

Table #6D: Plans for Changing Present Employment Policy
Machine Tool Glass Total
Percent Percent Percent
0 Other or no answer -— -- -- rh
2
1 No 95.7 100.0 96,9 !
4*3‘ - 3-!1

2 Yes




ﬁgnnﬁ¥=
Industry:
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Ohio
Glass

Number of Interviews: 64

Primary Scurces of Employee Rau:u{tuentl

Tahle #7:
a® B~ c*

0 Other or no answer - 5.9 17.6
1 Walk-ins 5.9 35.3 47.1
2 Employment agencies, public - 41.2 64.7
3 Employment agencies, private 35,3 41.2 11.8
4 Ads 20,4 1.1 29.4
5 Personal referrals 35,3 25,5 35.3
6 Fromotion from within 58.8 29.4 -
7 Direct college or trade

school 41.2 i =
B Civil rights organizations = 11.8 17.6
9 Unions - e e
1

gﬂxecutive, nanagerial and professional personnel,

awhite collar and salaried personnel.

*Hnurly rated personnel,

Morxe than one source of recruitment is used by some companiles.
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Agency: Chio
Industry: Machine Tool
Number of Interviews: 04

: 1
Table #7: Primary Sources of Employee Recrultment
2 3

A B ct
0 Other or no answer B.5 14.9 14.9
1 Walk-ins . 4.2 g.5'| 38.3
2 Employment agencies, public 10,6 40.4 57.4
3 Employment agencies, g:ivatn ; ig.g ;g.i 'i;.i
4 Ads : . . .
5 Personal referrals - 36.2 38,3 76,6
6 Promotion from within 46.8 19.1 €.3
7 Direct college or trade 6.4 6.4 --

school

B Civil rights organizations e C - 2.1
9 Unions . : 1- - S

IHore than one source of recruitment is used by some companies,
2 :
Executive, managerial and professional personnel,

%Hhita collar and salaried personnel,

?Hourly rated personnel.
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Agenayt Ohio
Industry: Machine Tool and Glass (Combined)

Number of Interviews: ©64

: 1
Table #7: Primary Sources of Employee Recruitment

3

a2 B ct
0 Other or no answer 6.3 12.5 15.6
1 Walk-ins 4,7 15,6 40,6
2 Employment agencies, public 7.8 40.6 59.4
3 Ewmployment agencies, private 50.0 62,8 18,8
4 Ads 39.1 56.3 57.8
5 Personal referrals 35.9 34.4 65.6
6 Fromotion from within 50.0 21.9 6,3
7 Direct college or trade 15.6 4.7 -

school

8 Civil rights organizations - T 3.1 6.3
9@ Unions -- - ==

lHnre than one source of recruitment is used by some numpnnius.
Executive. managerial and professional personnel.

5
White collar and salaried personnel.

“Hourly rated personnel.



Agency: Ohio

Industry:

Number of Interviews: 64

Machine Topol and Glass

Table #8: Minimum Educational Reguirements
Machine Tool Glass Total
Percent Parcent FPercent
O Other or no Answer 23.4 29.4 25.0
1 None 23.4 == 17.2
2 Some formal education e b -= 1.6
3 Some high school - 5.9 1.6
4 High school diploma 21.3 20,4 24.4
5 Some college - = —_—
6 College degree - - _-_
7 Requirement not specified 29.8 35.3 31.3

-B91-



Agency: ©OChio

Industry: Machine Tool and Glass

Number of Interviews: 64

Table #9: Apprentice Training Programs
Machine Tool Glass Total
Percent Percent Percent
0 Other or no answer 2.1 - 1.6
1 HNone 36.2 35.3 25.9
2 Only white apprentices 31.9 47.1 35.9
3 Some Negro apprentices 29.8 17.6 26.06

-691~-



Agency: Ohio

Industry:

Machine Tool and Glass

Number of Interviews: 64

Table #10A: Types of Promotion Procedures

Machine Tool Glass Total
Fercent Percent Percent

0 Other or no answer 8.5 5.9 7.8
1l No formal procedures 68,1 41,2 62,5
2 Jobs posted and employees bid 25.5 35.3 28.1
3 Recommended by supervisor 48.9 23.5 42.2
4 Seniority 46,8 58.8B 50.0
5 Combination of 2, 3, and 4 8.5 23.5 14,1
6 Combination of fermal and informal 1 46,8 47.1 46,9
7 Combination of any two types 1 27.7 11.8 23.4

“0LT=.



Agency: ©Ohio

Industry:

Mumber of Interviews: 64

Table #10B;:

Machine Tool and Glass

Types of Seniority Procedures

Machine Tool Glass Total
Percent Percent | Percent
0O Other or no answer 6.4 == 4,7
1 None 2.1 == 1.6
2 Comibnation of 3, 4, and 5 25.5 23.5 26,5
3 Craft or job 8.5 5.9 7.8
4 Departmental 25.5 64,7 35.9
5 Plant-wide 51.1 52.9 53,1
6 Combination of ahy two typesl 17.2 52.9 26.6
1. Included in above

=TLT~



Agency: ©Chie

Industry: Machine Tool and Glass
Number of Interviews: 64

Table #10C:

Does Scniority Shift between Jobs?

Machine Tool Glass Total
FPercent Fercent Percent
0 Other or no answer 6.4 11.8 7.8
1l HNo 10.6 5.9 9.4
2 Yes 83.0 82.4 82.8

=ZLl~



Agency: Ohio

Industry:

Number of Interviews: 64

Machine Tool and Glass

Table #11: Use of Tests in

Hiring and Upgrading

Machine Tool Glass Total
Percent Percent Percent
0 Other or no answer 4.3 - 3.1
1 None 36.2 5.9 28.1
2 Entry - level - salaried 46.8 88.2 57.8
3 Entry level - hourly 48,9 70.6 54,7
4 Upgrading - salaried 12.8 11.8 12.5
5 Upgrading - hourly 14.9 23.5 17.2
6 Yes, but no answer - - e

-ELl-



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

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

Machine Tool Glass Total
Percent Percent Percent
O Other or no answer - - -
1 HNo contact 70,2 Bz,.4 73.4
2 Any type of contact 10.6 11.8 10.9
23 Bovcott - - -
4 Picketing g e 5o
5 Knowledge of other firms' contact 17.0 5.9 14,1
6 Commendation . 2.1 - 1.6

=PLI=



Agency: ©Qhioc

Industry:

Number of Interviews: 64

Table #12B:

Machine Tocl and Glass

Contacts with the State

or Municipal Civil Rights Agency

: Machine Tool Glass Total

} Percant Fercent Fercent
O Other or no answer - - -=
1 HNo contact, no knowledge 6l.7 64,7 62,5 _"'._‘-l
2 Knowledge but no contact 23,4 23.5 23.4 l'"
5 Contact through a complaint 6.4 5.9 6.3
4 Contact and knowledge B.5 5.9 7.B
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Agency: Ohio

Industry: Machine Topl and Glass

Number of Interviews:

Table #12C:

64

Assessment of Effectivencss

of Fair Epployment Practices Legislation
for Respondent Company and Generally

Machine Tool Glass Total
Fercent Fercent Percent
Company |Generally [Company Generally [Company [Generally
0 Other or mo answer 2.1 6.4 5.9 5.9 3.1 6.3
1 No effect 29.8 17.0 52,9 35,3 35,9 21,9
2 Little importance 2.1 2,1 -- -= 1,6 1.6
3 Some importance 34.0 42,6 17.6 4l.2 29.7 42,2
4 Great importance - 32.0 32.0 23.5 17.6 29,7 28.1

=9LT-



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

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

Machine Tool Glass Total
Percent Parcent Fercent
Use
0 no answer -- - -=
1l Never usc agencizs 6.4 11.8 7.8
2 Use mostly public agencies 53.2 58.8 54.7
3 Use mostly private agencies 21.3 11.8 18.8
4 Use both equally 19.1 17.6 18.8
Referral ‘
0.5 Used but no Negro referrals 36.2 11.8 29.7
5 Negro referrals by public agencies 2.1 -- 1.6
& Negro referrals by private agencies - - -
7 Referrals by both equally - i i
& Hire referrals from agenciasl Tu3 == 4.7
9 Do not hire referrals B.5 5.9 7.8
10 Referrals of good qualityl 12.8 17.6 14,6
11 Referrals same gquality as whitesl 27.7 35.3 29.7
12 Referrals of poorer qualityl 6.4 17.6 © 9.4

L1 Applies to Negro referrals hired by respondent companies.
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Agency: 0Ohio

Industry: Machine Tool and Glass

Number of Interviews: 64

Table #14:

Assessment of Union Influence on

Company's Equal Employment Objectives

Machine Tool Glass | Total

Percent Percent Percent
O No union or no answer 34.0 11.8 28.1
1l Little or no influence 63.8 82.4 68.8
2 Adverse influence == --- -
3 Positive influence 2.1 5.9 3.1

=BLT=
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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 total workforce of apporoxi-
mately 5,000, the 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., 5lightly more than seven percent of all emplovees are
nonwhite. Most of the nonwhite employees arc 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 emplovees.

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

Two-thirds of the companies claimed to have had Negro emnloyees for
periods of twenty years or more, None claimed to have commenced
hiring of nonwhite enployees at a tine coincident with the creation
of the state's fair employment practices agency, Slightly less
than 17 percent of the respondents reported that their companies
had had Negro employvees only since 1960,

Considering the agaregate of all responses 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 occecupational categeries, 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 fregquency is
clerical with slightly more than thirty-eight percent of the respon-
dents indicating that Negroes have held such jobs in their companies.
The percentages of responses falling into the top categories of
sales and professional and technical are guite low. HNo respondents
reported Negroes having ever been managers or company officials.
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Fourteen of the 42 companies were reported to be members pf Flans
for Frogress, 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 #5C 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 and community programs, and in both
cases more than half of the companies were reported to have estab-
lished such contacts to facilitate recruitment of nonwhite anplicants.
Of all other sources specified, contact with predozinantly Negro
schools and colleges was reported most frequently, although this
appears in only about one-fourth of the interviews.

As Table #7 shows, favered methods of general recruitment tend te
vary with the occupational lewel in qguestion. For executiwve,
managerial, and nrofessional nositions, use of newspaper ads,; nrivate
emplovnent agencies, internal prometion, and direct college recruit-
uent were reported most frequently, in that erder. For other white-
collar and salaried positions: newspaper ads, private emnloyrent
agencies, and personal referral; while for hourly-rated $obs, newss=
pancr ads, personal referral, "walk ins,” and nublic emplovment
agencies were renorted most frequently as recruitment sources. Of
all methods specilied; newspaner ads ranks first for all three occuns
ational lovels, Dependence on off-the-street amnlicants, or '"walk
ins," ranis importantly only in the case of houzlv=rated eanloyvees.

In tha guestion related to nreforred minimum educational requirements,
iticrh schocl graduation was stipulated in 31 percent of the cases and
sone requirement, though unspegificd, was reported bw 16,7 nexcent

of thas ressoridonts. Mearly one-fifth of the resnondents stated that
their cospanies had ne such nininus educational reauirement, Sliahtly
fewer than one=fourth of the resnondonts either did neot zespond or
gave an uncoedacle resmensc te this guscstion, snd there 18 pn vay of
Yoowing 1f and how the distrilbution of these resngnses=, if lLnovn,
would refle=t on the cther categories. All together, soua Jerty
parcent of the intervicwees eithoer provided no answer te this quen-
tion or reportcd the cristence of some reguirement but did not

gnecify what it was.

Table #1"7 indicates that tests zre reportad to be comnorly usi. to

screen apnlicants for entry-level salaried jebs apd, vith a lessey

fregquency, for cntry level hourly=rated j5obs. Tests are ronortedly
used even less vhen considering individuals for upgrading and nzo-

motien, hut the nercentages for both salaried and bourly-rate’ jobs
ar2 worthy o0 note--3{.1 and 47.9 p2rcent respectively.
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Over fifty percent of the companies are reported teoc have anprentice
training programs, but only about one-fourth of these have nrograms
in which there are Negro participants. The table itself does not
indicate this, but if such pzograms 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 approach,

When all items in Table #0B are considered singly, consideration of
seniority is the most frequently named promotion procedure. However,
closer inspection of this table indicates that ne single item is
supreme in matters of promotion, Differences in the degree to which
promotion procedures are formalized and the frequency with which
various single items are considered in combination when promotability
is svaluated preclude casy generalizatiens. Two comments Scem to

be in erder: (1) The repeorted 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 MNegro employees in A company where their
job tenure is typically short compared to that of white emplovees,
However, according to Table #10B, seniority is carried by a worker
from one job to another in a reported BB percent of the companies:
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 system was reported to be the major tyne,
though a considerable percentage of the companies were repotted to
have some form of departmental scniority.

Three series of questions ineluded in the interview schedules deal
with the company's experiences with both public and private ciwvil
rights agencies and with an estimation of the effectiveness of

equal employment opportunity legislation. Hesponses to these ques-
tions are represented in Tables #12A, #122, and #12C, Inspection

of the first table shows that the majority of companies were repor-
ted to hawve had no contact with a private civil rights organization.
This figure is surprising, in that over half respondents had nre-
viocusly reported some 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 resclved, only about twelve percent



-l82-

of the companies reported any sort of contact, and about seven
percent reported having received a commendation from such an
organization for their equal emplovment opportunity activities,

Table # 12pindicates that over half of the companies are reported

to have some contact and knowledge of a nmublic fair emnlovment
practices agencies, and only a small percentage (7.1) are reported

to have had contact via a complaint lodged against them. Surnort-
ing information on this is not available, but it is guite probable
that these figures noint to the work of the Zgual Onpertunities Diwvi-
sion of the Wisconsin Industrial Comwmission with the Milwaukee ¥ol-
untary Equal Employment Onnortunity Council, a program which is
similar in many ways to the national Flans for Frogress nrogram. ith
this said; it should also bLe noted that some 31 percent of all com-
panies were reported to have had no contact with and ne knowledoe
about the work of such an agency in their community or state.

Table #j2-has some interesting features, “When ashked to comaent on
the effectiveness of cqual emplovment oprortunity legislation with
respect to their companies, 47,6 percent of the respondents estimated
that it is of "little importance" or 'no effect,' but when asted to
comment on the effectiveness of such legislation with resnect to
industry and business generally in their state, only 11.E percent
responded in this way and &1 percent considered it to be of ''some
importance" or of '"'mreat importance,” If the 7,1 nercent "no answer”
responses to the second question were evenly distributed between the
two sets, the difference would be changed very little,

Table #7: shows that most respordents considered unions to have
little or no effect on the equal employwent nolicies and nractices

pi their companies., Thi= probably reflects the considercd wananerial
prerogatives in enmployment nrocedures generally, and the distribution
ef these responses is not at all surerrisino.

Few of the companies were reported to be nlanning possible nolicy
changes in the near future that would affect their eqgual emnloyment
opportunity practices. Although the numbers voon which the rmercen-
tages in Table # daare based are not presented, of the five comnanies
for which soie possible change was reported, four were in durable
manufacturing.

-=Jog A. Miller
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Agency: Wisconsin
Industry: Manufacturing

Table #1: Racial and Oeccupational
Distribution of Work Forcel

Number Percent
i

Total employees 89038 100.0
White collar . 28862 32,4
Blue collar 60176 67.6
Total nonwhite employees 6189 7.0
White collar 322 1,9%
Blue collar 5867 90.7°

lpased on 39 companies for which statistical infermation was
available.

zFercant oS Total white collar and blue collar jobs, respec=-
tively, filled by nonwhites,
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Agency: Wisconsin
Industzy: Manufacturing
Number of Interviews: 42

Table #2: Title cof Respondent

* ., Respondent : Percent
1l President or nwner. -
2 Vice-President 7.1
3 Plant or works manager 5.4
4 Personnel or employwent manager 85.7
5 Other = lower echelon 1.8

Table #3: Place of Interview
Percent

0 No answer : 2.3
1 Other than corporate headquarters 16,7
2 Corporate headquarters 81.0
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Agency: Wisconsin
Industry: Manufacturing
Number of Interviews: 42

L

Table #4: Classification of
Jobs Ever Held by Negroes

. Percent
0 Other or no answer 2.4
1 Laborers . 66.6
2 Other service jobs ' -
3 Maintenance--unskilled 23.8
4 Operatives--semi-skilled 76.2
5 Craftsmen, foremen--skilled 16.6
6 Sales 2.4
7 Clerical 38.1
B Managers, officials il
9 Professional, technical 14,3
’ Table #5: When Negroes Were First Hired

Percent
0 ©Other or no answer ) ' 19,0
1 Less than one year (1964 Civil Rights Act) i |
2 1960 or 1962 Executive Orders 9.5
3 State or municipal Fair Employment
Practices Act ' R

4 19-25 years--World wag II 26.2
5 26 years and over 38,1
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Agency : Wisconsin
Industry: Manufacturing
Number of Interviews: 42

Table #6A: Plans for Progress or

Other Special Program
s e __ =

Percent
0 Other or no answer -
1 HNone 52.4
2 Some type of program 21.4
3 Plans for progress 3.3

Table #6B: Special Programs for

Recruitment of Negro or Nonwhite Employeas

Fercent
0 Other or no answer 2,4
1l None 26,2
2 Yes 71.4

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

Percent
0 Other or no answer e
1 HNene 23.8
2 HNegro radio stations =
3 Ads in Negro nowspapers 2.4
4 HNegro 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 prograw-~-not specified -
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Ageney: Wisconsin
Industry: Manufacturing
Number of Interviews: 42

—_— =

Table #6D: Plans for Changing
Present Employment Policy

N SR W, i 8
—

— e
—_———

' Percent
0 Other or no answer e
1l Mo 88.1
2 Yas 11.9
' : 1
Table #7: Primaxry Sources of Employce Recruitment
AE Bd C4

0 Other or no answer 0,5 16,6 14,3
1l Walk-ins 2.4 20,2 6l.9
2 Euwployment agenciles, public 21,4 36,1 50,0
3 Employment agencies, private 61.9 57.1 7.1
4 Ads 3.8 B5.7 66,7
5 Personal referrals 23,8 50.0 . 64,3
& Promotion from within 50.0 16.6 2.4
7 Direct college or trade

school 46,0 16,6 -=
B Civil rights organizations 2.4 i 57 | 9.5
& Unions - 2.4 a4,

1Hnr¢ than one source of recruitment is used by some companics.

Executive, managerial and professional parsonnzl.

aWhite collar and saluaricd personncl.

4Huurl}r rated personnel.
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Agency: iisconsin
Industry: penufacturing
Nunber of Interviews: 42

Table #8: Minimum Educational Requirements

— -
—

Fercent
0 Other or no answer 23.8
1l None 19.0
2 Sowme formal -education 9.5
3 Some high scheool =
4 High schonl diploma 31.0
5 Some college -
& College degree -
7 Requirement not specified 16.7
Table #9: Apprentice Traiﬁing Frograms
Percent
0 Other or no answer e
1l None 42.9
2 Only white apprentices 45,2
3 Some Negro apprentices 11.9
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Agency: Wisconsin
Industry: Manufacturing
Kumber of Interviews: 42

Table #10A: Types of Promotion Procedures

' Percent
0 Other. or no answer 26.2
1 No formal procedures 33.3
2 Jobs posted and employees bid 57.1
3 Recommended by supervisor 19.0
4 Seniority 62.0
5 Combination of 2, 3 and 4 _2.4
6 Combination of formal and informall 31.0
7 Combination of any two typesl 24,8

lincluded in above.

Table #10B: Types of Senjority Procedures

—— — r— —
Fercent

0 Other or no answer 7.1

1 HNone 2.4

2 Combination of 3, 4 and 5 9.5

3 Craft or jcb 16,7

4 Departmental 45,2

5 Plant-wide 64,0

& Combination of any two typesl 35.7

1

Included in above.

Table #10C: Does Seniority Shift Between Jobs?

Fercent
0 Other or ne answer Tal
1l No 4.8
2 Yes 88.1
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Agency:
Industry!
Number of Interviews:

s

Table #11: Use nf.Tests in Hiring and Upgrndingl

Percent
0 Other:-or no answer -
1 None 23.8
2 Entry level--salaried : 73.8
3 Entry level-~hourly - 57.1
4 Upgrading--salaried 3s,1
5 Upgf;ding--huurly 4é;9
6 Yes but no answer : o

lore than one practice used by some 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 tyvpe of contact ' 11,9
3 Boyecott . -
4 Picketing . 2.4
5 Knowledge of other firms' contact 2.4
6 Commendation a1
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Agency: Wiscensin
Industry: Manufacturing
Number of Interviews: 42

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

. " Percent
0 Other or no answer 4.7
1 No contact, no knowledge 31,0,
2 Knowledge but no contact ; 2.4
3 Contact through a complaint Tl
‘4 Contact and knowledge 54.8
Table #12C: Assessment of Effectiveness
of Fair Employment Practices Legislation
for Respondent Company and Generally
' Company Gznerally
0 Other or no ansviex - ] 7.1
1 No effect 22.8 Ted
2 Little importance 23.8 1.7
3 Sone importance 38. 54,8
4 Greot importance 14,3 33.3
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Agency: Wisconsin
Industry: Marufacturing

Number of Interviews: 42

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

i Percent

Use l t
0 No answer' =

1 HNever use agencies s 4,8

2 Uée mostly public agencies - 57.1

3 Use mostly private agencies : 16.7

4 Use both equally ' ' 21.4

* Referral .

0,5 Used but no Negro referrals 14.3

5 HNegro referrals by public agencies 7.1

6 Negro referrals by private agencies 9.5

7 Referrals by both equally : -

8 Hire referrals from agenciesl 4,8
9 Do not hire referrals 2.4
10 Referrals of good Qualityl ' 5.5
11 Referrals same quality as whites® 42.9
12 Referrals of poorer QUalityl : 16,7

lﬂpplias to Negro referrals hired by respondent companies.
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Agency: VWisconsin
Industzry: Manufacturing

Number of Interviews: 42

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

Percent
0 HNo union of no aAnswer 11.9
1 Little or no influence El.C
2 Adverse influence 4.8
3 Positive influence 2.4
: :




~194-

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 gquestionnaire as coded and analyzed by the pro-
ject staff.

Because of features peculiar toc the industries studied by the

other tiree 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 wlth
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 te 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 fregquency 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)

Mumber of Employees

Type = 100-499 500- Total
Manufacturing 3 4 7
Transportation-

Communication-

Utilities 3 1 7

Wholesale Trade 2 3 5

Retail Trade 2 3 5

Finance and

Insurance 2 5 7

Services 1 2 3

Local Government SRR 4 -
Total 14 25 39

The questionnaire was broken into four parts. There was a
policy interview which was to be conducted at a poliey 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 inveolved in day-to-day employment work.

RESULTS

The results of this study are divided into four 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, communications,
etec.) 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
prganizations 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 respeondents answered
all forms.

In general, the smaller organizations seemed to have fewer minorityv
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 of their efforts they have received many more commen=
dations for their employment policies from outside authorities

than have small organizations,

Both large and sr all organizations overwhelmingly agreed that

the main problem in implementing nondiscriminatory employment was
obtaining gualified minority group members. They alse seemed to
feel that their first-line supervisors generally had no special
problems in implementing such procedures. With regard te possible
future action by the government, the small organizations favored
@ither more training of minority group members by the government
or non~-interference; the larger organizations proposed that the
government continue its present policies. 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 organi-
zations favored continuation of present policy or had no plans to
enlarge empleoyment opportunities.

In discussing the testing programs, both large and small companies
tended to have no real evidence of lecal wvalidity, although most
policy-level people knew what validity is. When asked in what
other ways the respondent might get the same information as is now
got through the testing program, resnpondents 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

In the testing interview, both small and large companies agreed
on many ,points. However, there were some noticeable differences
in certain areas.

The small companies tended to initiate a testing program to meet
an identified need, while the larger ones wore often did so to
nake more efferts to recruit; select, and train minoritv group
members, In testing, the large companies respondents were more
aware of complexities of the wvalidation process than the other
respondents,

Both large and small companies had their recentionists areet the
applicant first, They scencd to hove a fully trained nerson screen
the applicant, but they tended to have ne evidence for the validity
of the interview. RBoth had some annlicants from erployment agencies,
although smaller companies temded to rely somewhat more heavily on
agencies for recruitment.

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

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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Testing Inventory

Both large and small companies tended to use job descrintions

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 larce 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 comnanies
==all large--had done wvalidation studies within their ocroganization.

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

Miscellaneous Information Summary

In physical facilities for testing, wost large and small companies
had a separate room, adeguate lighting, and adequate working snage
for testing, But about a third-of the facilities were deficiant
in some aspect. Particularly large companies tended not to have
interruption=-free testing periods.

Test security was generally tight for both large and small con-
panies, They had locked cabinets and test security controls,
Most companies kept test results from 12-15 months if applicant
was not hired, lNost were following the unfortunate practice of
allowing supervisors to have access to test results, although
fewer large companies were S0 permissive.

A wide variety of tests were found; the most freguently used were
classified for this report as intellectual tvpe tests. The basis
of classification was on content and some are classed in more than
one category, Although most tests were comerciallv availahle, a
nunber of company tests, particularly of the work-samnle tyne, werc
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 te minority problems, guality 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 Froblems,

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

Ouestion 2. Ouality 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" amd "Moderate.,"

fQuestion 3, Movement Toward Enlargement of Opportunity.

tuite 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.

Duestion 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 nmew to a particular company. The need is extensive but the
resources are few. Most companies do not have anybody who can do
the worlk.

Another category is research in the public interest. The ouest: of
the employer is for "qualified" personnel, which usually means a
person with good aptitude test scores or with pertinent exocerience.
The meaning of test scores obtained by poverty or racial minority
groups has been rightly duestioned. Emplovers have a stake in
research on tests with mincorities but employers do not have access
to the wvery large groups of minority people reguired for such re-
search, This kind of research would be in the public interest; the
proper place for such research is in them military or in state em-

plovment systems, Another area of public interest in pre-employ-
ment training.
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When employers specify experience they mean job experience, but
pre-employment training experience could be designed to simulate
the job and emplovers 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 graduates
of these programs.,

-=¥. Jay T. ..uBLo&cc
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PHILADELPHIA

The following account is taken from Section X, "Conclusions &
Inpressions,'" of the Hospital Employment Study, a report pre-
sented to the Commission on Human Relations, City of Philadelphia,
by Mrs. Donna McGough, Only a few paragranhs have been omitted
from the original report. The report is based on interviews in

62 hospitals in Philadelphia; employment data were available for
51 of these at the time of 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 apd
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 occunations.
Although not totally absent in the higher administrative occupa-
tions, relatively few Negroes may be found in them.

Most hospitals do very little recruiting for emplovees. There
is great dependence on referrals from friends and relatives,
"word-of-mouth" contacts, and voluntary applications. 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 cvoccurs and the ooportunity for a hospital to expand the
racial composition of its work force is highly limited. 1In a
few small hospitals this pattern apneared to be a deliberate
device for excluding Negroces.

Entrance to many hospital jobs requires special training, Some
hospitals provide this themselves through schopls of nursing,
technology, etc. Hecruitment 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 responsibility for recruitment also
inhibit their recruitment activities,.

Hiring decisions in most hospitals rest with denartment heads,
In most cases such persons are not directly responsible to any
other person or department for the employwment decisions thev
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 nerhanps is
one of the weakest aspects of hospital organization with respect
to establishing fair employment policies and administerina ther
forcefully and consistently 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 wvery nositive attitudes
toward them. Hospitals logated in predorinantly Negreo or racially
mixed neighborhoods seemed more sensitive te the needs of the
community and the Negro and participated in greater numbers in

such programs,

Other than participation in these nrograms, no hospital, excluding
public institutions, has an affirmative action procram geared
specifically toward recruiting Negroes. In one instance, a res-
pendent revealed that he had specific orders to secure more Neoro
employees but apparcntly had no structured prooranm for achieving
it.

Hospitals' patterns of promotion are nrimarily internal and based
on merit. HNo comments can be rade on the efficiency and effectives=
ness of this practice for the hospitals., But in relatien te
opportunities for qualified MNegroes outside the current structure
of any one hospital, their chances for entering emplovrent at a
high level within any one department or occupational ranae are
obvicusly limited,

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



-203-

Most programs 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 gemeral. The
question could be posed as to whether or not all the gqualifieations
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 have non-discrimination policies with respect to
recruiting, hiring, and promoting employees, although few are in
writing. The presence of policies and practices geared toward
preferential hiring and promoting are almost totally absent.
There was a strong tendency among respondents to treat everyvone
alike. Many stated they thought this was the best way to promote
equal employment opportunities. They felt that to give nrefer=-
ential treatment to Negroes would be to engage in discriminatory
practices against white persons.

CONCLUSIONS BY OCCUPATION

Almost every hospital has a large number and proportion of Negre
service workers. In fact the percentages are dispronortionately
high in relation to service workers both in the hospitals and in
the total labor force. As stated previously this was expected
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 51.50 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 discriminatien.
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 alse. 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 must
be able to read instructions for carefully preparing cleaning
agents, testing bacteria counts, etc. These wmore stringent regu-
lations are also applicable to other service jobs. If standards
are raised as hospitals demand more qualified workers, the MNegro
labor market currently supplving these jobs could be adversely
affected.

In most hospitals, many service workers are now hired untraiped

and the hospital provides on-the-job training. In only a2 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
dinloma,

As it appears now, hospitals off~= the uneducated Negro an em-
ployment opportunity perhaps not readily available elsewhere,
However, if the above two actually take nlace this tvne of Neoro
worker mway find some forms of direct and indirect discrimination
in securing such jobs.

Craftsmen, coperatives, and laborers, althouch reoresenting a wide
zange of sikilled and unskilled torkers, mav be rliscussed in one
grouping. for one thing, most hosnitals rake 1little use of such
workers in counar¥iszcen to octher tvmes, In addition, it anpesred
that some hosnitals cateoprized sorme of the more hichly trained
service worliers os oneratives and thus distorted the figures.
Admittedly, little focus was nlaced on them such that no conclu=-
sions can be drawn ahout these worlkers.

Secretarial and office worliers ncrhans are the hov occupational
grous in relation to revealine o hosnital's disnosition tovrrd
hiring Megreoes. The market for this tvne of worker in . hiladel -
ahia -is much ider than for arofessional ond sub=nrodicssionnl
iebs, This oeroits the em»lover to be more selective in hiring
and thus ths onnortunity for consciously or unconsciously denvinn
employment to Negroes is greater. As the findings show, there
appear to be various factors associated with hosnitals' emnlov-
m&nt patterns in relation to secretarial and clerical workers.

It appears that hospitals with written non-discrimination policies
have nroportionately more Megro workers in these occuoations.
Likewise, those with more centralized recruiting and those who
have had contact with official Civil Rights agencies have better
emnloyment patterns in this occunational cateaory. This latter
noint is difficult te interpret. It could reflect the nositive
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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 hosnitals are playing an inereasingly larger role

as scientific advences are made, PFurther specialization in the
nedical field producecs more specialization in paramedical fieclds
inclusing technology, and the need for technicians of all types

is grest. Negro technicians are emploved in many hospitals but the
actual numbers are relatively =mall. One explanation for this

may be found in the very few Negroes enrolled in hospital training
programs for technicians.

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

Entrance regquirements 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 Sservice 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 previcusly entering the
programs from hospitals! employ are not qualified. In addition, it
meéans 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 psychiatrie 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 rhiladelphia schools and most
of those are in two schools. Recruitment for the schools within the
rhiladelphia area is conducted mainly by the Careers in Nursing rro=-
gram. Hospitals' arrangements with this program minimize the amount
of recruiting they do themselves in the Fhiladelphia area,

Admission requirements to schools of nursing are set by the State
and some respondents felt they were too rigid, It was pointed out
that a student who could meet them and pass all tests was college
material, Wwith more jobs opening to women, white and non-white,
fewer select the rigoerous 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
2.2 percent of the students enrolled in diploma schools of nursing
were “Egrﬂ-l Findings from 15 of rPhiladelphia's 20 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 many of
these workers and it may be that hospitals are faced with another
tight labor market and thus mwore readily employ persons on a non-
diserimainatory 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 toc be very limited,

1"HEqrn Admissions, Enrollments, and Graduation = 1963", Nursin

Cutlook, Vol. 13, No. 2 (New York: National League for Nursing,
February 1965), o, B61.
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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 come to the hospital from
another hospital.

Daiscrimination 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 applving 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 1in r‘hiladelphia2 about 145 of whom are
Hﬂgrﬂg Negroes therefore, make up about 2.7 percent of all rhila-
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 HOSrITAL OWNERSHIF

Hospital ownership 1s 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 lewvels than other hospitals. Reasons for this include the
strong mandate operating in such hpospitals to actively recruit and
employ NEgroes, Secondly, CTivil 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 awvailable in the 'private secter of the economy,
in this case voluntary and proprietary hosnitals,.

2

Maryland Y. Pennell and Kathryn I. Baker, Health Manpower Source
Book, Section 1Y, U.S. Department of Health, Education, and Welfare,
Fublac Health Services (U.5. Government Printing Office, 1905),

p. 139,

JEstimate of Negre physicians based on list of 145 prepared for
sub-study on Negro physicians
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rroprietary 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 perscnal 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 attempted to put them into practice, The pattern which
emerged with respect to the numbers of Megroes 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 Kegroes were present except perhaps in the service occunations.
At the other extreme were a few wvoluntary hospitals which had wverv
good patterns with Megroes employed at all levels., Between these
pelarities were most of the hospitals.

The diversity found among these hospitals may be explained by a
number of factors. First, esach was independently established

and developed under the direction of different governing hoards
steeped in our scociety's concept of voluntarism. The bpards wvaried
by composition, structure, purpose, and function, Other factors
differentiating these hospitals one from another include geograph-
ical location, affiliation with a religious er philanthropic organ-
ization, types of patients served, services offered, source of
funds, etc, They indeed are a heterogeneous groupinag of common=-
purpose institutions.

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

Hospital location: Some hospitals located away from the center

of the Caty in predominantly white communities employed proportion-
ately smaller numbers of hegroes at all occupational levels. These
hospitals tended te reflect community attitudes and practices
regarding non-whites. This seemed to be particularlyv true in com-
munities reputed to view themselves as separate social entities
somewhat unrelated to the Citv.

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



MICHIGAN CONSTRUCTION INDUSTRY STUDY
SUMMARY AND CONCLUSIONS

This study was undertaken to determine the following: the general patteram of
employment i the construction industry as it operates in the Detreoit, Lansing

and Grand Bapids wetropolitan areas of Michigan, the distribution of Negro and
other minority group members withim the work force, and the practices of emploryers,
building trade unione and apprentice training schools which have influenced this
pattern of employment.

Through the use of interview schedules specifically designed for this industry,
information was obtained from a sample of eighty two employer=contractors, and
thirty seven labor unions. Statistical reports with minority group designations
were collected from employers, unions and five apprentice training schools in
the three geographic areas. Questionnaires were administered to 1,895 construc-
tion trades apprentices in their clasaes.

The number of employers engaged in construction activity in the three areas
exceed three thousand while the employers observed im this study represent omly
2.21% of this total. Despite this limitation, data collected from all sources
have lad to the major findings and conclusions reported below.

The over=-all distribution of the work force in the constructiom industry ias
unique. The construction industry does not employ & magsive force of unakilled
and pemiskilled workers with the number of workers decreasing as you move up
into the skilled, techmical and managerial levels. ©Seventy percemt of all
construction workers are skilled craftsmen employed at the top of the pay scale.

The proportion of Negroes employed in all job classifications clogely approxi-
mates the proportiom of this minority group in the general population from which
the work force is drawn. This pattern was consistently reported by building
trade unions, independent worker organizations and employer respondents in the
three metropolitan areas.

The level of Negro participation varies significantly on the basis of skill.
In an industry where 70% of the workers are skilled, 89% of the Negro building
trades members in Detrolt were leborers and teamsters. Similarly, from 60 to
68% of all Negro employees identified by the small sample of employers in all
areag were working in the onskilled positions, The next largest concentration
of Negro workers is in the Cement Mason trade with employers designating 33%
of all craftamen in this category as Negro.

From 25% to 30% of the total Fegro labor force identified in this study is
claggified as craftemen working in the trowel trades, lncluding Cement Masona,
Flasterers, Lathers and Bricklayers. Negro Carpenters were reported by uniom
and employer respondents; but they represent less than one percent of this wery
large trade group. The number of Negroes employed in the other skilled trades
areas is minimal.



MICHIGAN CONSTRUCTION INDUSTRY
SUMMARY AND CONCLUSIONS (Com't. Page 2.

Although no detailed information was available on recent tremds within the
skilled crafts, the five apprentice schools reported that Negro students
constituted 1.7% of the total enrollment. The proportion of MNegro appren-
tices throughout the warious skilled areas parallels their proportion at

the jourmeyman level with a slight percentage increase in carpentry, electri-
ecal work, plastering and resilient fleor deceorating. Thers were no Negro
apprentices ready to complete training during the current year and no indi-
cation that the overall level of Negro participation as journeymen will be
changed by the nmumber of Negro apprentices completing their training pericd.

Outaide of formal apprenticeship training, many construction workers move

into the skilled jowrneyman status through informal channels. Few Negroes
identified in this study have been qualified as journeymen by unlon officisls
or employers on the basis of informal om-the-job training and upgrading. Ia
several trades, an entry applicant can get a job as a laborer, helper or other
related worker and learn through observation amd working along side of a skilled
craftsman. Sprinkler Fitters, Electricisns and Plasterers report that over 70%
of their Jjourneymen members have completed appremtice training; Bricklayers,
Lathers, Plumber-Fipafittera, Marble-Tile-Terrazo and Sheet Metal Workers report
that from 50 to 69% of their membership come frem certified apprentice programs;
and Carpenters, the largest single craft group (30¥) report that only 15 to 20%
of their journeymen members have recelved apprentice training. From the high
percentage of Negro laborers and the dispropertionately low percentage of Negro
journeymen, one must assume that these less formal avenues for achieving journey-
man status are not equally accessible to all construction workers.

Ho direct relatiomship 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 minority group workers or journeyman unicn mem-
bers. The majority of employers with union contracts were engaged in some sort
of gpovernment bullding project. MNone of the non-union companies are invelwved
in this type of work. There was little evidence from the reports of the union
or employer respondents of regular government contract compliance review work
in the comstruction industry in Michigan. Over 75% of the employer respondents
have never had contact with a local, state or federal civil rights agemcy and
bhad no concept of affirmative employment approaches,

Apprentices are selected for training through procedures established by a labor-
management Joint Apprentice Selection Committee, Thege procedures are reviewed
by the U.5. Department of Labor Bureau of Apprenticeship and Training and the
training program is approved by this same federal agency. The procedurea for

2k certified programs im 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 committees notify the Appreaticeship informatiom center when applicationa
ars accepted. Twe of the lLansing programs notify the local smployment office
and one of the Grand Raplds programs notifies their local employment office when
applicants are needed. There is no formal recruitment program operating on the
local level which attempts to attract a large segment of the 18 to 25 year old
male populaticn to the trade.
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The young man who is interested in the building trades and obtains informatiom
about employment possibilities applies at the apprentice training school or the
nnion hall. Minisum requiremsents are published in every trade area and a stan-
dard procedure is established for reviewing qualifications and determining elegi-
bility. Some of the requirements are applied loosely, particularly age and educa-
tion. Determination by members of the Apprentice Selection Committee of overall
gualifications of any candidate involwe subjective judgments where there is an
opportunity for personal biames to influence the decision. Comments of some
individual union respondents indicated some anti-Regro attitudes, Such comments
occurred in programs with Negro participation and with no Negro participatiom.
The influence of bias in the selection procedure is not determined by this study.
A thorough study of the application process as it operates over a periocd of time
with every applicant would be necessary to determine its effect.

Of the 1,895 apprentices reached with the questionnaire, three-fourths came from
pPredominantly white urban and suburban echools. Over one=fourth of the Negroes
went to achool im the Somth. FEducational preparation of Negroes amd whites was
mpimilar, except that a aslightly larger proportion of Negro apprenticea took
college preparatory rather than vocational courses. Fewer Negroes were "sons of
the trade™ and more reported they were sons of service workers and unskilled
laborers. Approximately 71% of all apprentices were influenced to enter the
trade by members of the construction industry. Some 55% of the Negre apprentices
reported this same influence.

Employer respondents reported with few exceptions that most of their workers
were not hired from union referrals. With the exception of those firms uaing
electricians, pipetrade craftsmen and sheet metal workers, where the contract
agreement stipulates that the union shall have first opportunity to furnish
tradesmen for the job, unions are called after cther informal channels of refer-
ral are exhausted. Contractor associations and journeymen on & job communicate
labor force meeds and the available tradesman or laborer will report to the job
site to apply for employment. The uniom card is generally the only necessary
credential snd 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-
mansghip. The large propoerticn of contractors had not eatablished am equal eppor-
tunity policy and could not report that foremem or other job supervisors were
aware of equal opportunity provisions in law.

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

Efforts have been made in this area, both by those within the Negro comsunities
and by others from cutgide; but the combined effort has not yet been successful
in directing more youth to this vocational area.

Employer respondents temd to shift responsibility to the unions, while mnot
exercising some of the control which they retain im the areas of recruitment,
biring, upgrading and recommending jourmeyman status.

Government programs to promote equal opportunity have not penetrated throughout
the comstructlion industry and there was no evidence that fair employment practices
requirements were widely knmown and understood.
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Few employer or labor respondents reported agtivities which could be classified
as affirmative or aimed seriously at increasing the proportion of Negro skilled
craftemen in the building trades. The shortage of skilled tradesmen in the
Laneing and Grand Rapida area has tended to require that the industry consider
new recrultment activities which will reach a larger population in the entire
area. Grand Bapids employers and unions have begun to work with the Urban
League to recruit Negroes. In general the report of merit employment activities
describad action te avoid overt discrimination, special atteamtion to avold the
record keeping which designates religion, race or ethnic background and the
egtablishment of standardized selection procedures.

It is evident that the industry must congider new avenues of recruitment if

the over-all pattern is to be changed, The intermal, informal practices which
are currently used to attract new members to this induatry can be expected to
produce the same pattern and distribution of white and non-white workers. Thias
recruitment mctivity can be geared toward the high school graduate, the unskilled
worker in construction work as well as other segments of the work force, The
majority of empleyers in this sample indicated that shertages do exist. Few
union respondents in the Detroit area would estimate the extemt of shortage or
estimate the need for skilled workers im the future. There is an admission
that this industry is operating at peek capacity mnd ie failing to meet totml
demands.

Any attempt to alter the smployment patterns found in this study sust of
necesasity involve comprehensive affirmative action plamning on the part of
local; state and national leavels of government; labor unions, employer organi-
gations, educations]l adwinistration, amd the Negro community. Without the
energetic commitment of the industry itself, the probability of change is
#light. WNew technigues must be found, new resources must be unearthed, and new
working relationships wust be created, for one effort can de the jeb. Extra-

and creative steps are necessary to stimmlate, train, and provide sm-
ployment for imcressing numbers of minority group members throughout the con-
gtruction imdustry.
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Therefore, if a hospital is located in a predominantly white
area, fewer Negroes will be employed. This type of 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 affiliated with a religious organization tended

to employ fewer Negroes. Respondents in these hospitals said they
did not give preference to applicants of the particular religiocus
faith or denomination. It was pointed out, however, that such
persons tend to apply at these hospitals in greater numbers, there-
fore, more probably were employed. The selective factor seemingly
was not operating from within the hospital but was present in the
types of applicants they were attracting.

rersonnel departments: As sStated 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 Directoer: Another important factor, perhaps a

key oné, appecared to be the attitude of the administrator or
directer. If he was positively oriented toward employing Negroes
and integrating them into all work levels and if he actively
communicated this to persons responsible for recruitwent and hirina,
the hospital's employvment pattern was generallv better than others.

In general, the study revealed that many variables are directlwv

or indirectly rclated to employment patterns of hospitals. Further
study would indicate which wariables, singly or in combination have
the greatest determining effect on equal employment cpportunities
for MNegroes in rhiladelphia hospitals.

==Donna McGough
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UNION REPORT

INTRODUCTION

While the principle focus of the present study was on employer
attitudes and practices, several agencies also turned their
attention to unions. Interviews of union officials were con-
ducted in:

Massachusetts Michigan
Ohio New Jersey
Louisville 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 comparable to the area
of management responsibility. Most unions contacted had not or-
ganized any white collar workers and, of course, did not include
managerial personnel. Moreover, the union local 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 offick
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 Michigam Civil Rights Commission on the building and con-
‘struction industry. Their data are reported separately and will
not be covered here except for a few comparative references.
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FINDINGS

As reported above, the overwhelming majority of employvers 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 lecal and regional leaders saw themselves in a pesition to
bring pressure on management in order to improve hiring and nro-
motion practices for Negroes or other minority groups. In fact,
the idea that this might be part of their reole 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 interested in improving opportunities for minorities.

One of the 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 organization 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 cbtaining 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, nhoto-
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 trades varies from craft to craft. Some unions

arg used extensively as a source of laber, cothers only as a last
resort.

Outside of the traditional crafts, there were a few unions that
also helped to supply workers for emplovers. LEven relatively
unskilled workers, for example, were provided by some locals of
the International Brotherhood of Teamsters. Other unions, such
as the International Association of Machinists had some part in
recommending skilled workers in industrial situations, while the
employer recruited the semi-skilled and unskilled members of the
union,
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PROMOTIONS, 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 numercus jobs with varying wages,
questions of promotion are much more significant.

Thus while an industrial unien 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 guestions of promotion.
Some indication is given by their abilitv to gain from agree-
ment with the employer that: (a) job openings 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 presented with a fait accompli which is difficult to change.
Given the very limited amount of data available, there was, never-
theless, 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 reguire-
ments 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 SYSTEMS. Most seniority rules were found to be fairly
complicated. In only a few instances was only plant-wide senieority
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 denving jeb oppor-
tunities to Negroes or other minorities,
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APPRENTICESHIP AND TRAINING. As expected, formal apprentice
PIograms were found most fraquently 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 teol 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 only serious in depth study of apprenticeship is contained in
the Michigan report which we believe represents a major 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 groun parti-
cipatien in them.

NEGRO AND EEPEFIIY MEMBERSHIP, With the excertion of New York
retailing, all other unions studied showed a very low proportion
of Negro members. This reflects the fact that Negroes are poorly
represented in the industries studied, 1In other words, one does
not have to look for some subtle form of discrimimation in the
Ohic machine tool industry or in Massachusetts transportation.

It is not a matter of limiting Negroes to certain jobs or bleocking
promoticons but simply not having rmany Negroes at any level.

CONCLUS IONS .

1. Because of the very scanty information available, no dofinite
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) ionorance
on the part of interviewers about union organization and nro-
cedures; and (c) insufficient time.

Future work in the union field will regquire, in a number of cases,
more experience personnel.
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RECOMMENDATIONS .

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 preoblems 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 mot there was the need for closer inspection of
such things as the senicrity system.

3) The questions raised in the various agency studies point 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 Eplﬁt}cal
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 eivil rights.

b. serious estimates are needed as to exactly where
there are possible job opportunities for minerities.
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 Chic machine tool industry
suggests that the future of skilled jobs in industry
should be examined, Some evaluation i=s needed as to
whether or not traditional skills are being diluted
and divided so as to eliminate future onportunities
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 interwview schedule conducted 553. Selected from these were
coded, analyzed and provide the 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 guestions did not make available the
statistical 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 COMPLETIZED INTERVIEWS

I. Agencies Using Standard Interview Schedule,

Agency With Statistics Question Series COrly

District of Columbia

Banks 13 14
Savings & Loans 23 24
Insurance 20 31
5& 53
Louisville T4 Ll
Massachusetts
ltailreoads, bus, tauwis 15 21
Trugiiing 15!* e b
airlinas _5 _E
23 4
riissouri
Service cstablishocnts 125 126
Public Utilities 17 19

1
b
=
&
L

New Jersey 32 35
Now Yorlk City 51 62
Ohio
Fachine TInols A 47
Glass ar 17
) A
“iszonsin 39 12
TOTALS 3 450 533
1#

Twe large airline companies are not includecd; one with almost
23,000 gmployess submitted incomnlets statistical infoznation
and the other, employing 26,500 with a correspondincly laroe
nuuber of Megro emplovees, would have overshadowad the other
three much smaller airline companies to an unwarranted deagree.
However, both are included in the attitudinal question series.
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II. Agencies Using Another Interview Schedule.

Completed Interviews

California 39
Michigan 2
Employers g2
Union Officials 34
Fhiladelphia 62
TOTAL 217
GRAND TOTAL 770

The 553 companies for whom statistical data are available account

for a total of over 386,000 workers of whom almost 37,500 are

Negroes and other non-whites™, 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 employees, how-
aver, present a different pattern with &0 percent in blue cellar jobs
as contrasted with 40 percent in white collar. To look at this another
way, Negroes represent 7.6 percent of 211 white collar occupations, but
almost 12 nercent of the workers in blue collar jobs.

It must be borne in mind that these figures are exceedinglv gross

and there is no way to test their reliability inasmuch as in many
instances they were obtained verbally from company representatives
rather than frou official records, In fact, in New York City where
investigators werc ablz to gain access to data from the E.C.C. standard
form for a number of the retail stoies they visited, there were nar'ted
discrepancies between the information provided during the interview
and that submitted to the E,I.0.C., with no method of determining which
if any of the figures were accurate,

2Hichigan also administered approximately 1800 questicnnaires to
apprentices enrolled in classes in Detroit, Lansing, and Grand Tanids.

lrhrnughnut this report, the terms '"Megro" and "nonwhite" might anpear

to be interchangeable, It is recognized that there are nonwhite indi-
viduals other than Negroes narticularly in areas like New York Citv
where Puerto Ricans comprise approximately 2537 of all nanwhite emnloyees
in the data, and in New Jersey; however, in the areas covered by all

the other particinating agencies, the data refer toc Negroes predomin-
antly.
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Compensating somewhat for the lack of validity checks are the

patterns which emerge almost uniformly from each agency and each
industry. Everywhere the proportion of Negroes in blue collar jobs
is greater than in white collar, the degree of difference being
correlated with the nature of the industry, and which type of jobs

predominate.

The white collar proportions for Negroes range from less than one
-percent in Massachusetts (transportation) to 12.7 percent in Mew
York City (retail stores). The distribution of Negroes in blue
collar jobs shows an even wider range between 2.2 percent in !assa-
chusetts and 60.9 percent in the District of Columbia (finamncial
institutions). These data are provided at the end of each agency's

summary report,

TABLE w

Compeosite Racial and Cecumational
Distribution of Employees

(M: 553 companies)

Total Employvees
White Collar

Blue Collar

Total Mumber of Nonwhite CEnplovees

White Collar

Blue Zollar

AThese represent the non-white proportion of the total white collar
and blue collar groups, respectively.
that the white collar distribution is significantly affected by
industries such as retail trade and financial institutiens in which

white collar jobs predominate.

Kumber

3£7,558
195,443

191,915

It should be kept in mind

FPercent

100.00
50,5

49.3

¢.2

7.6%

12,24
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It was considered relevant 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-
rent, it was possible to do so in only 20 percent of the interviews,
The largest proportion, over 60 percent, was with either a personnel--
employment manager or the head of a plant or installation and in 17
percent a vice=-president was the respondent, Approximately two-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 were asked whether their establishment had any tyne

of special program to further the objectives of equal employment
opportunity and/or the recruitment of Negro workers., It may be assumed
that merely asking such a question in an interview tends to give res-
pondents a clue to the "proper" or socially acceptable answer, For
this reason, more than one guestion was devised so as to minirize the
probability of coaching the interviemwee, such as: "Is your comnany
presently a participant in voluntary Flans for P'rogress?" If no,

"Do you have any program of this kind encouraging the emnloyment of
Negroes?'"

Almost sixty percent answered both guestions in the negative; slightly
over 12 percent were wmembers of !I'lans for Frogress and an additional
six percent had some other snecial prﬂgram; Two other types of res-
ponse raise some guestions however, 1In view of the status and resnon-
8ibility levels of the respondents as indicated above, it was sur-
prising to find some executives who were not aware of their comnany's
invelvement with Plans for Vrogyress when other sources revealed this
to be the case. Unforturately, in more than 22 nercent of the cascs
this question was e2ither not asked or not answered. This was parti-
cularly true of insurance col?snies in vashington because of the
pressure to complete the intervicvs, Thercfore, data obtained from
this question should be regarded with reservation, particularly in the
case of small establisiment=. In ogneral, special programs, vhether
Flans for ¥rogress or same other tynme, will more likely be found in
larce corporations and particularly those ennaccd in manpufacturinag or
other activity which raises the nrobability that they have contracts
with covernrent at one or more levels. At the other end of the
contiruun, having an extremely small probability of ha. ing a contract
and/or a progran expecially designed to recruit Megroes, are the

sr:all service establishment, e.q., @ restaurant or rotel in Nissourd:
for the guostion was relatively inapnropriate., The largest proportion
of companiee having a program werzs found to be in the Chio jlass indus-
try and airlines in Llassachusetts,
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According to the interviews, Negroes have been employed in almost

40 percent of the companies for periods exceeding 25 years. An
attempt was made to correlate the entry of Negroes into the work
force with one or more cbjective events or trends such as (a) the

1962 Civil Rights Act; (b) the 1960 or 1962 Executive Orders covering
equal employment opportunity; (c) the crcation of the state or muni-
cipal agency; (d) the relaxing of discriminatory nractices during
World War II, The responses indicate the following percentage distri-
bution for each of the above: (a) 6.1; (b) 7.8; (c) 2.2; and (d) 10,E.
Although not much of a definitive nature can bz deduced from these
data, one aight have anticipated a higher pronortion of respondents
giving the establishment of an agency as a starting noint for inte-
grating their work force. However, this watches the response to a
guestion to be discussed later which deals with the respondent's know-
ledge of and contact with the agency in question.

Literature in the field of euploynent practices indicates that tiw
state of the local economy and the climatc of majority==minority
relations influence the personncl practicer which affect Mc.uroes.
Based on the data from this iten in the intarview schedule, it would
aopear that the civil rizhits climate, at least as manifested by the
presence of local and/or federal legislation, is not a rotant facter,
The extend to which aconoric factors influenc: oprortunities avail-
avle for Negroes is beyond the scope of the mresent study and there-
fore cannot be commentec unon excent as conjecture,

Aside from the tcnure of Megro emnloyees in the samnle cownanies,
the jobs they hawve Neld is of sionificance. "'¢ina the standard
occupational classification of the 1.5, ZTureau of the Tensus, the
Zgual Imployment Coportunity CTormissicon and other cosnliance revier
ageneies, the distribution is shown irm Table 72 below.

This table only indicates all the joh slassificatione centioned =
respondents as havinc Leen Til1%wd Ly Magrocs, lore refined data
available from the statistics foric should have Lzen cadel tn =hoe

the nueber of Fegious and other non-vhitas holding jobs in cach o7
thesa Categeries at the time of the interview. Unfortunately, Jo™.ver,
the data wore not coded in this way but, rathor, collapscd the cato-
gories inte four eczlls of Meoro, white, LIve collar, and vhdite collaw,
as shown in Table 2 above.

From Table #3 it is readily scen that in iost of the cocnanius svr.ocwed.
Meoroes havae Jor the cost part held the traditionmal lowm-level jobs asnch
as unsiilled maintenanca, laborers, and other service jobs; these three
categories account feor more than twice the number in either hicher
skilled blue cellar or lower skilled white collar jobs. The nattcrn
closes with the smallest number having been in either the nrofessional
or oanagerial stata, In the face of such emplirical evidence, one
scriously guestions the claims of "progress" wade bv the intergroun
relations field.


https://oracti.ce

SUMMARY FINDINGS



-221-

Two related items deal with {(a) the primary methods of recruiting new
personnel; and (b) the type of activity often called "affirmative
action" which refers to the outreach or thrust by employers into
community agencies and institutions for the purpose of attracting and
obtaining qualified Negro applicants.

TABLE # 3
Types of Jobs Held by Negroes
M: 553
Classification Number of rercent ¥
Responses?
Laborers 185 23,5
Other service jobs 146 26,4
Maintenance==unskilled 334 60,4
-Dperatives--sami-skillgd 225 40.9
Craftsmén & Foraumen=--skilled 112 . 21.3
Sales 70 14,2
Clericals 206 ar.s
lranagers and Officials ' 53 9,6
rrofessional and Technical o6 12.1
Other and No Answer 43 7.E
TCTAL 1446

5&11 classifications mentioned by respondents were tabulated; the
base figure is the number of intecrviews and therefore thies coluxn
totals more than 100 percent.
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The data for these itmes were obtained from questions 1, 4, 5, and 16
in the section dealing with Recruitment on the interview schedule
included as part of an earlier xeport,® snd are shown in Tables #'4
and #5.

It is apparent from Table #4 that the most popular method of recruiting
professional and executive positions is promotion of employees already
working for the company. This method accounts for 48.7 percent or
almost twice the number of responses than the next two categories,
namely, newspaper advertising (27.5 percent) and private employment
agencies (25 percent). Recruiting 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
borne out in the present sample with less than eight percent.

For secrztarial, clerical, and other white collar jobs below the
axecutive and professional levels, the distribution differs somewhat,
the rank order being as follows: ads, public employment agencies,
private agencies, personal referrals, walkins, procotion from within,
schools, and civil rights organizations.

Most hourly rated (blue collar) workers appear to be recruited oy
means of newspaper ads and public emnlovment agencies as de the
lower level of white collar narsonnel, PFersonal referrals arc alsp
a productive source; howaver, "walk-ins" i.e., appearing at a hirine
gate or enployment office in search of a job figure more imrmertantly
for this type of applicant than either of the other two categories.
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 greater percent in this
group inasmuch as hourly rated workers are prganized to a greater
extant. !

ﬁIndiuiduals interested in obtaining a copy of the research instrument
may contact the state or cunicipal fair employment nractices or civil
rights agency in their community or by writing to either the iiqual
Employment Opportunity Commission in wWashington, D.C. or the oroject
director dt the Institute of Labor and Industrial Relationms.



Primary Methods of Recruiting

TABLE # 4

Various Types of Personnel

N: 553
Method Executive, Managerial Other White-Eollar Blue-Collar and
and Professional and Salaried Hourly Rated
= Percent? Fercent? thnnntT

Walk-ins 1.8 21.4 34.0
Public Employment Agencies 7.8 35,0 44.7
Private Employment Agencies 25.0 34.2 12.5
Newspaper Aduerti;ing 27.5 48,0 45.8
Personal Referrals® 14.1 32.6 39.5
Promotion from within 48,7 19,0 3.3 g
Directly from High Schools, :

Colleges and Trade Schools 18.6 5.6 1.1
Civil Rights Organizations .2 4.3 3.6
Unions i 1.4 2.5
Other or Mo Answer 31.3 27.0 24.1

&

?ﬁll sources wentioned by respondents were. tabulated and the base figure is the number of
interviews; for this reason each of.thesc columns totals more than 100 percent.

Bpersonal referrals apply to recomoendations by individuals already employed in the estab-

lishuent when there is a vacancy and somcone of their acquaintance is hired to fill the

position,



TASLE «+ 5
Use of Public and Private Cunloyment Aagencies

Ii: 553
L2EDONSE Humper Fercent
Usz mostly rpublic agencies 237 42.9
Use mostly private agencies + 119 21,5
Use both egqually 4 15,2
1
Never use either 7 ; 14.1 LS
i=Y
]

Cther or No iAnswer 35 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 more

of these activities, the most prominent source of finding qualified
Negro applicants would appear to be Negro or civil rights organizations
with the Urban League mentioned most frequently. Negro high schools,
colleges, and trade schools are used for this purpose as are community
programs which, in most instances, means participation in a Careers

Day or similar program staged by the public schools or as other commun-
ity institution or organization. Perhaps the most productive means

of increasing the potential Negro manpower reservoir would be subsi-
dizing a special training or educational orogram for them as exemnli-
fied by scholarshins, loans, grants and other financial assistance
specifically earmarked for MNegro vouth. Where this has been done,
enployers and community leaders alike spealk enthusiastically about
them; nevertheless, a very small pronortion of our respondents in-
dicated participating in or even Linowledge of such efforts,

Tha latter fact also gives rise to spme sneculation about the sinceritvy
of the employers' nlea.that "we will hire any gualified amnlicant but
so few qualified Negroeés apply and/or so few amplicants are gualifiea.”
whereas other social and psychological factors converge to motivate

1the average white voung person to sccuire the training necessary for

a desirable joh, his Negro counterpart typically noeds some snecial
assistance or, pcrhaps, only the encouragecment manifested by the
presence of Megroes in other than lom level or dead-end jobs. The

lack of affircative action on the nart of most of the employers sur-
veyed in this study indicates the overwhelwming unfinished vusiness

of both public and private civil richts agencies.

hs can be seen in Table #4, caployment agencies, both public and
private, figure significantly in cwmloyee recruitrment., However, the
private agencies are a morc important source for white collar worlers,
i.e., executive, profezsicnal, and some tynes of clerical HFobs mhereas
public agencies supply more blue collar and hourly rated worliers as well
as lower level clezical positions,

In order to further assess the importance of emnloyment aosncies, an
additional series of gquestions was included in the interview schecdule,
designed to determine not only the extent to which these acencies are
used by the respondent enplovers but also whether thev refer apnli-
cants without revard to racce, how Negro referrals compare with whites,
+ and if Negroes referred im this way are hired, as a2 general rule,

The responses to the first part of this guestion are shown in Table 5
and appear to correlate rather closely to those in the earlier cuestion,
i.2., industries using predominantly blue collar work workers use the
public emplovment service more and those who with primarilv white

cellar workers tend to rely more on the private agencies. On an over-

all basis, almest 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 pnrcunt claim to use both equally,
and 14 percent use neither.

The qualitative aspects of this question reveal less of a useful
nature, however. In the largest number of cases a 'pat" answer

was elicited, the type considered socially acceptable by resoon-
dents, and geared to someone representing a civil rights agency,
namely, that all applicants referred by both oublic and private
agencies were of good quality and that Negro referrals were of the
same quality as whites, Slightly less than 18 percent admitted that
they use employment agencies but that Negroes are not roferred and

an additional seven percent felt that the Negroes referred were of
poorer caliber than the whites. Little more of a definitive nature
can be presented from these items with any degree of validity since
some interviewers did not ask these questions of all respondents and
in many cases, necessary probes are lacking. It remains an imnortant
item, however, since it can prowvide clues to both an emnloyer's recruit-
ment procedures and/or the effectiveness of cmployment agycncies as
referral sources for Negrv and white aprplicants

.The minimum amcount of schonling required of job annlicants varies
between the industries investigated but are not correlated in any

way that might be readily anticipated. Table ## in the Aprendix
shows that college work or a degree is nreferred for some iohs in

anore than &0 percent of the retail stores of Mew York City, This
would appear to be valid, but some cellege is alse mentioned by service
establishments (hotels, motels, and restaurants) in Missour? and this
iz not as easy to understand. A high scheool diplowa seems to be a
requirement in wost of the industries surveyved., "hile this mould seer
to be a legitimate reguirement for the financial institutions in the
District of Columbia, the utilities companies in For Jersey and Hiss-
ouri, amd rectail stores in Mew York Eity, it ewight be considere:! less
valid in the machine tool and glass ccirnanies in Ohio. During tires
of a labor surplus, employers are lilzely teo raise the miniruc educe-
tional requirements in order to avail themselves of ostensiblv higher
caliber individuals; on the contrary in the very tight labor var'.et

of 1966 one would expect & relaxatiorn of such standards excent in the
case of some skilled trades where graduation from high scheopl is often
a prereguisite to apprenticeship. The data from Chio in the ~resent
study indicatc that more than onc-third of the companies do not ther-
selves provide annrentice training and there is no means of deternining
how many of the jobs involved in these manufacturing concezns reguire
such training prior to being hired.

It should be noted in the table @ienticned above that almost one-third
of the Jisconsin employers surveyed also nrefer a high school Zinlouna
for their new hires, This can be explained in part at least by the
fact that the interviewing in Wisconsin was almost totally livited to
the Hilwaukece metropolitan area with the major focus on clerical and
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other white collar office jobs for which graduation from high school
is a very common, almost universal prerequisite.

TABLE # &
Utilization and Types
of Affirmative Action

N: 553
Type Mumber of Percent®
Nestonses?
None 334 60, 4
Megro or Ciwvil ,

Rights Organizations 132 23.9
Negro achools and Colleges 78 14,1
Community Prograns 76 13.7
Subsidizing Trazining for Negroes 20 3.6
Ads in llegro Newspapers 13 - R4
Negro Madio Stations 2 .
Some type bui not specified 15 3.3
No Answer OO 3.4

TCTAL o002

gMﬂIE than one type nentioned by sene resrondents.
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Related to nmninimum educational requirements for initial emnloynent

is the use of some type of standardized test for screening annlicants
and/or for nromotions. The data show that the largest nropertien

(47 percent) of the companies do not use test for either nurnose,
Those who do, use them for the following:

Percent!®
Entry level salaried jobs 24,9
Entry level hourly rated jobs 20,8
Ungraling in salaried jobs 11.9
Urgrading in hourly rated jobs 13.0
Other or Mo Answer L= P

Tynically, those ceacerred with employuent onnortunitics tend teo rlace
the greatast emnhasis on initial Diirirg vith a cerresvornding lack of
attontion tec ths szocclures which cimloyers nrovide for vegrading ang
prosotions withirn the zsztiaulishmert. Ik order 1o dotersine this

- pattern for the cocmanios stvdied, the respendents vere asized about
their Jornal and/s>r inforcal rromotion precodures; their ars—urs acu
shomn in Table ./7 below.

It is more difficult io yeneralize about the promotion a:m.:% of the
personnel nrocass Tfor the reason that nuch nractices ammgar to bLe
close¢ly correlatel mith tyne ol industry, i.2,, ~hether +hita collar
or blue collar joos nmrevail, Thuz senierity a=< job nostin- and
Lidding mwould =zon to be the rulz in zanufacturing concerns and mublic
utilities wiich are aore likely to have union contrazstsa, —hereas =ueh
formal nrogeduzes are net used Oy any of the Jinancial institvtions oo
Lost o thethe service ¢stavlishaents. T+ the laticer, -romotiors
Lore Cowu.only Z¢it unon the recouendation ol an eanloveo's 1 ceflate
superior. ﬂlthﬁﬂ&ﬁlﬂﬁhjﬂfitj 13 ar fi-nrctant fTactor in orfoni-cf
nlaces, it .ight Dz conjecturad taat it is 4750 considered oy .ort
peonle as an a"™ropriate or accentable answes in cornanizs vlere thore
ig no colleétive varcaining and vhere ~rohably less forial =rocsdurcs
are the zula,

Cne wonders at tae high —ronoztion (55 nercent) vho have po Jozgal
procedures and what this connotes for their non-mhite ewnloveesn, Tho
sane factoxrs which have hannered the initial entry of minozity aroup
emnloyess way also be a seriocus deterrent to thzir bzing nreneted i
they are hired. 1In the absence of fornal nrocedurcs il sunervisers oo
formen carry significant weight in recousending for nromotion and tend
to have stercotyped notions about the cepabilities and notentislitizs
of Hegroes, the nrobability is that this group of employees will have
far fewer opnortunities than whites to move up within the courary,

=

10
This column represents more than one response ner interview.
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Since the widespread acceptance of unions, the concept of seniority
in promotions and layoffs 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 which is both objective and subjective. ''here ucgrading

means giving up accumulated seniority, workers may choose to remain

on the lower job. This would be the case more often for MNegroes whose
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 better
paying job andjhr one with more authority inm order to retain their
seniority,

Respondents in this study were asked, therefore, il seniority shiits
from one jeb teo another in their companyv. Overall in almost one-half
of the establishmants, it does. Upon closer 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 thne manu-
facturing concerns in Yisconsin and Ohioc and the utilities in New
Jersey and hMissouri. The data from this question should not be con-
‘sidered as derinitive since it was inappropriate and therefore not
asked of raspondents in some industries most notably retail trade,
financial institutions and service establishments.

As has already been indicated, not all the companies surveyed have
collective bargaining agreements with unions: nevertheless, most of
the respondonts were asked to render their opinion about the degree
of influence or pressure which unions have exerted in the direction

of increasing euwnloyment opnortunities for Meqgroes in these comnpanies,
As is the casc mith some other items in the questionnaire, the data
from this pne are not very reliable, #Although the cuestion was
designed to be aslied only in unionized establishments, it was used
more widely than intended, not asked in some instances vhere it should
have been, and it is. difficult to distinguish between them,

With these cautions in minid, it way ncvertheless be of interest that

49 percent of those answering the guestion felt that the union exerted
little or no influence on axtending eanloyment oprportunities to Megroes.
Only 4.5 percent felt that unions exerted a positive influence and an
additional 1.3 prercent regarded the influence to be a negative one,
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TABLE # 7
Types of Promotion Procedures
N: 553

Type Number of
Responses
Recommended by Supervisor 247
Seniority 155
Jobs posted & employees bid 102
No formal procedures 305
Combination 306
Other or No Answer 22
TOTAL 1207
TABLE # B

Type

None

Craft or Job
Departmental
Plant-wide
Combination

Other or Mo Answer

Types of Seniority Procedures

Number of
Responses

o1

76

176
119

109

TOTAL Jo2

11
All responses mentioned included,

Percentll

a4.7
28.0
18,4
55.2
55.3

16.6

Fercentll

16.5
13.7
23,7
31,8
21,5

19,7
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TABLE # 9
Does Seniority Shift Between Jobs

Number of Percent
Responses

Yes 255 46.1
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 guestions which contained many non-resoconses,
this one was answered by over 96 percent of the respondents and
may therefore be considered more valid, ©Of the 531 responses re-
corded, the overwhelming majority (91 percent) stated that no opolicy
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
ne change because they feel that their present policy is satisfac-
tory in terms of offering equality of opnortunity? The poor show-
ing of most of the sample companies with respect to the proportion
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 gualitative 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-
zaticns and their assessment of the effectiveness of such agencies.
It is recognized that such questions are emotionally charged im 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
approached by any civil rights organizations (with resmect 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 effective-
ness of such agencies in changing or improving the problem of discri-
mination in employment? 4. How effective do you feel Lgqual Emnlovrent
Opportunity legislation has been in furthering equal empleovment objec-
tives in (a) vour company; (b) in business and industry gencrally in
your city or state?

The responses to the first two questions as shown in Tables »1C and
#11 indicate generally noor knowledge of the existence of zither
nublic -or private civil rights agencies. Cf the 180 coapanics
(32.6 percent) with some previous contact, reported bv &5 were of
the type wa have come to assoclate with nrivate agencies presently.
Zleven respondents (2 percent) aduitted that their firms kRad been
subjected to a boycott or some tyme of selactive matronage; more
than twice tha% numper, 4.2 percent, hac been -~icketed; 2ni a 17ke
number knewv of other companies having had similar ewncrisnces, Tn
contrast to these, siv porcent claimed to have received a corsendation
for their employnaent nolicices end affirmative actien, Whether this
latter figure is an exaggeration or even true cannot be determined
Ifrom the present data.

Turninyg now to contacts with a public agency, the figures nresent a
gimilar picture. As indicated in the table bLelow, more than 50
percent, representing 286 of the total ccunanies, had neitliar contact
nor Lncwledge of tho agency nrior to the interviow., OfFf the reaaining
241, the largest nusber (117} clafied knowledge of the agency's exniszt-
gnce but no contact; 42 had veen naned & vesponcent in a forral
conplaint filed with the copuwission, and the remaining &7 Lnew about

the agency uy Lcans of oTier types of contacts.

It skould ua nointad ot that interviorors werc instructed to zuogrd
any tyoe of minii.al Lnorledqz cxr contact and not only that of a Torral
&llegaticn;: e,0., bairy invited to attend a weeting, confercnco, or
any iype of coznunity mrogram sponsorec by the agency wou”Jd have bien
coded and tabulated. In view of this, and the further fact that cost
of the agencies participating in this study have been in ewisterce fo-
nariods ranging up to 20 years, the information cobtained from those
guestions is indeced difficult to interpret. Strict acdherence to the
findings does not permit generalizations about causative factors:
therefore, only conjecture is possible and this is contained in the
section con interpretatiorn and conclusions,
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Without a doubt, the groatest degree of confusion was produced by

the last item under analysis here, namely, that which asked resmondents
to estimate the effectiveness of fair esmployment legislation, bLoth

in their couwpany and for the area's business and industry generally.
The distribution is shown in Table #12 and indicates a rather sharn
dichotomy. The greatest concentrations are inversely related, i.e.,

49 percent considered such legislation of little importance in their
respective companies As contrasted with 54 nercent regarding it either
of some importance (37.6 percent) or of great importance (17 nercent)
in the local business communitwy.

ns in the case of other items in the cuestionnaire, these resnonses
needed and should have reccived a great deal more mrobing in order
to permit generalizations about the rcasons for the differences in
these twa sets of answers. Also, the relatively large pronortion
of non-responsets (l15.4 percent in the first guestion and 27.2 nercont
in the sceond) tends to skew these freyuencies. Unfortunately, it
is not possible to reinterview individuals and thus the onnortunity
for greater depth and accuracy in the present study has been lest.
liowever, this expericnce can be us2d pnrofitably in any future re-
plication in which greater attention and emphasis can be anplicd to
this series of questions.

This portion of the instrument has, we believe, the rotential of
shedding wuch needed light on the attitudes of conpany crocutives in
an area of great concern te agency officials and others concerned with
the effectiveness of organized civil rights rrograms as nerceived by
the community.
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TABLE # 10
Knowledge and/or Contacts
With Civil Rights Organizations

N: 57312
Response Number 12 Percentl1?
No contact 373 67,6
Boycott 11 2.0
Picketing 24 4.3
Commendation 33 6.0
Other tyne of contact a5 15.4
Knowledge of others' contacts 25 4.5
Other or Mo Answer 22 2.0
TABLE # 11

Knowledge and/or Contact "'ith Public Agency

M: 553
Response Mumber Percent
No contact, no knowledge 2B6 50.6
Knn&ledge but no contact : 117 21.2
Knowledge and cuntaét B2 14,E
Contact via complaint r 42 7.6

lzﬁote than one response recorded for some interviews,



: TABLE # 12
Effectiveness of F.Z.F. Legislation

M: 553

Response Company Community

Number Percent Number Fercent
Mo effect 271 _ 49.0 58 10.5
Little importance Al 11*q1 42 7.6
Some importance 96 17.4 208 37.6
Great importance 40 7.2 94 17.0
Cther or No Answer ES 15.4 151 27.3

--Frances B, Cousens

=-SEC-
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SUMMARY AND CONCLUSICNS

At the time 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
cldest 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 this study but, 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 wvery 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 part of the complaint process, i.e., in investigating an
allegation of discrimipation against an emoloyer, union, or em-
ployment agency, there is usually a visit and interviews with

the respondent(s) named which may include a survey of emnloyment
patterns prevailing in a single establishment. As a general rule,
little attention is paid to entire industries or the total comrunity
by means of systematic data collection. Even the corpliance reviews
conducted by some federal departments tend to concentrate on a
single corporation rather than the industxy.

As stated earlier in this renort, the nresent study was inaugurated
and designed in the hope that public agencies could be persuaded to
depart from their traditional strong reliance on the complaint
process and moved in the direction of studying larger entities such
as industry and cormmunity patterns.

Although this study has produced comparatively little "hard" data
of the tyvoe which can withstand the test of statistical reliability
and gualitative validity, it has accomplished at least one important
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 anm industry and community
can 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 Commission'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

of non=white employees by means of demonstrations, boycotts, and
other types of pressure. There is a lesson here, we believe,

for 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 pericd of

time and also to determine existing "soft spots"; both can indicate
types of 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 differences 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 of 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 variable is size; in Missouri the service estab-
lishments were, for the most part, 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 of 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 511,000
allocated to them from the project 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 peor-
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 cuestionnaires completed by students in
apprentice schools in the three communities.

It should be kent in mind, however, that the 553 companies studied
for which statistical information is available, account for more
tihan 386,000 employees.
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Even more disappointing than the small number of interviews completed
(770 rather than 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
gimilar informaticn to the E,E.0.C. on the 5tandard 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 cbtained
in our interviews; however, the E.E.0.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-
gient time 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 from this study, the E.E,0.C.-1 forms
and also perhaps with the 1963 and 1964 data collected by the earlier
President's Committee on Egqual Emnloyment Opportunity, desnite the
fact that (a) wmuch of the earlier data are nresently available only
by regions rather than smaller geogranhic areas; and (b) the occcuna=
tional categories used are not always congruent.

Desnite the reluctance of respondents to provide the statistieal
information requested, thev were more coonerative ip answering the
attitudinal guestions contained in the interview schedule. Excluding
items which were inanpropriate, such as seeking information about
fornal personnel oractices in an owner-operated small motel, a

skilled interviewer succecded in establishing sufficient ramnort so
that resnondents were reasonably frank in expressing their opinions,
For this reason, and despite unanticicated weaknesses of some questions,
this nortion of the interview uight have vielded some of the most
meaningful insights in the entire studv. But even the hest schedule
must rely on the interviewer's skill and unfertunately the investi-
gators did not nossess uniform competence. Frobes were built into
some guestions, ('why do vou feel this way7?") but they were soually
needed in others, The exneriencal individual nrobed at all necessarvy
noints whereas others did not eves a2 those nrinted on the form.
There is no doubt that wore oricntation, training, and sunervision
were needed. This was not possible in a study of such wide gecarachic
gscone and therefore these hired to de the interviswing needed excen-
tional experience, competence, and the ability to be self-directing

to a greater degree than roguired by more traditional studies.

The statistical data reveal generally noor matterns of utilization of
Negroes and other non-whites., The numbers and occumational distri-
bution of ninority groun emnloyees in the firws studies would substan-
tiate the contention that there is widesnoread discrirination. 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 nrecise
definition. Does, say, the absence of Negrces "prove'" discriminatory
employment policies and/or practices? Conversely, does their presence
prove that the management does not discriminate? If it were sp simnle
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-vwhite
specifically; (b) residential patterns which affect the oresence

and oroximity of non-white snnlicants; and (¢) the nature of the
business, i.e., is the workforce primarily high level technical,
professional or other white collar or are there significant nunbers

of lower level jobs which Negroes having only limited education an
training can fill?

Additional factors might be cited; to name only three: holding & con-
tract with some level of government which recuires sicninn & non-
discrimination clause and neriodic compliance reviews; almost nurely
subjective ingredients of such as positive attitudes toward racial
integration on the nart of someonz high in the comnany structure, an
industry vhich is experiencing a cruciusl mannower sheortagz, .. dramp-
tiec illustration of the latter are hosrnitals whiech were investicated
in rhiladelshiz and are orobably reprzsentative. Here the ~roblen is
not an absence of Negroes but rather their nlacement in the occucational
structure. The renial and dead end jobs which nay $1.25-51,50 ner
hour are held a2lmost exclusively by Megroes for the reason that im
today's labor warket whites are not interested in such emaloyment.

If the qualifications and standards for these jobs are raised, the
current MNegro labor narket could be adverselv affected.

It should be noted that the industries selected for investication in
this pilot study met certain criteria: they are cither stable or ex=-
sanding in size; their occupetional structure is sufficiently heter=-
ogeneous to provide a relatively wide range of occunational lewvels,
and they are located in communities having a sizeable Negre and
other non-white nopulation to nrovide a pnotential mannower nool.

tiith resmect to the last factor named, it is interesting that thc total
figure for all the industries surveved shows that non-whites comarise
9.7 percent of all the emnloyees. Considerino that in 1960 Negroes
were slightly more than ten rnercent of the total conulation in the
United States, it might seem that they are being emnloved 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 ponulation is not the proper base for comnarison but,
rather, the size of the non-white labor force which eliminates all
individuals under age 1l4. In the table on page of the Appendix
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which 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 npot commensurate with the size of the manpower pool.
More precise 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 reascns 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 gualified Negroes do not
apply. This rationale usually means either that the company gets no
liegro apnlicants and/or that those who apply are not qualified for

the openings. At times, this "explanation" assumes a more generalized
connotation as emplovers presunnose that a chronic shord suoply of
qualified Negroes is endemic because of weak family structure, lack

of indiwidual motivation, poor education, and other similar stereo-
typed grouo characteristics. Although some of these are true for some
Negroes, there is danger in such thinking since it tends to blame

the Negreo himself for his denrivation and serves as a self-fulfilling
brophecy in that the effects of such deprivation become, in turm, the
causes for Ffurther deprivation in a never-ending evele. The crucial
role of the emplover in this cwvcle must be brought to his attention

as well as the reality that when a comnliance review officer pressures
an emnloyer to imorove the racial inteqration pattern of his workforce,
that employer often succeads in finding more qualified Nearo workers and
anplicants than he had previously, He does so by reaching out to
compunity institutions and media to inform and encourage applicants
and/or manages to find minority gruuﬁ individuals already on his oay=
roll with the votential for work at higher levels of skill and wages.

Thus, the noint can be made that if emnloyers display sufficient
creativity and ingenuity for findino gualified Negroes in resnonse

to pragmatic imneratives such as renewal of a contract, bovcotts,
demonstrations, and other nressures, it would seem to follow that
they could do the same thing all the time, ©Or, since there are
almost always some employers in a communitv who succeed in attracting
and recruiting qualified non-whites, why deo others consider this an
inscluble nreblem? Here, too, the weaknesses of over-reliance on the
comnlaint process is anparent. In rost cases, an agency disrmisses

a complaint on the basis of "no nrobable cause" if the investigation
reveals that the emnlover hired a white anplicant with equal or '
better qualifications, a situation which is hardly conducive to
expanding job onnortunities for Negroes and oneé which has generated
nressure for "compensatory" cmnloyment nractices on the nart of
Negro leadershin,
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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, emnloyers
left to their own devices will continue to do what they have alwavs
done in the same way unless and until some effective intervention is
introduced, For a long time, as states and municipalities strucaled
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 emplovment practices have continued to exist.

lfe would submit that fair emplovment nractices lecislation is a
nacessary but not a sufficient cause in creating eguality of onnortunitw..
This is to say that without such legislation it is highlwv doubtful thzt
any pronress will be made; however, the mere existence of legislation
and the agencics which administer and enforgz it are not lilielv te
accomplish the desired objectives unless and until other ingredients
are added. The ingredients which anngar to have the notency to sore
a8 intervening woriables way be of varving “inds: es alrzady indd -
cated, a contract rith rovernrent, a ton comnanv official irbued =ith
the injustice of inoouality, the organized awareness an? resistance
of the NHeqgro community as emxemnlified by bovcott of a comnany's =ro-
duct or service (eunhimisticallv called "selective nztronane"), or
the more tension producing and attention-nettinag measures nresentlw
utilized bv Meavogc: in demonstrations and riots. [ven these are not’
universally effective inasmuch as despitc the increasinc nreovalence
of the current tvpe of agoressiveness on the part of the MNearo cor-
ounity, approximately 60 nercent of the ernloyers interviewed had
#ither not been afiocted or had not rasronded with ooy kind of srecizl
nrograr vwhich @might lead to creat utilization of non-vhites. ..1l-
thouah there is wo icthod of verifyina the answers, it might be
sneculated that evenr the 1. ccreent claiwving to heve such a “ronram
zaresent an iaxXlated Ziourxe. Jurtherisors, vhen ssiod if the covnany
was oslanning anv ¢hanoes in their csnloyment ~olicy and =ractices,
503 or 91 percent of ths tnt 1 cus-ored fpol,

there apnear to be ecually erncs zrated ond unrezlistic alleacaticas of
reliance on niniwue educatiensl rocvunirozents and/or nerforrance on
tasts for various tynes of optry jobs as well as criteria for un-
gradin® and procotion. Cne of the mafor firdings in the Salifornis
Conmission's exauination of testino arocadures is that nerforr rioce

on tests is aenerally not an agcurste rrediction of successiul nor=
Ifernance on the job; nevertheless, as is the case with other facets
of the eroloyrent arocess, management continucs to denend on testinpr,
“Thereas craduation from high school say be a valid nrereguisite for
clerical jobs, there are vany others for which such educational zchicve-
nent is beoth unnecessarv and unrealistic. In a cornetitive lzhor
parlket, the ennlover micht understandably demand or prefer = hiah
school graduate to a dronout if other cualifications are siwilarg
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today's labor scarcity hardly warrants this; nevertheless, recuire-
ments such as these tend to further disadvantage Megroes and other
educationally deprived job-seekers, particularly new entrants to

the labor market, who traditionally drop ocut of school in larager
nurbers and tend to do poorly on written tests and others which zrely
too heavily on language skills.

In considerinn nersonnel nractices, two asnects demand attention:
initial hiring and ungrading. It is a truism that individuals who

de not get hired have no opportunity to be nromoted within an
organizational structure; nevertheless, Negroes and other minorities’
continue to be doubly penalized in that they are denicd jobs which
would provide them with both income exXnerience and without eXmerience,
they cannot compete as equals or at all in the auest for unward
occupational nobilitw.

#~n additional factor which militates against the Negro worker is to be
found in unionized nlants where formalized promotion procedures exist
whereby job openings are nosted and workers given the nrivilee of
bidding for them. However, in nlaces which do not have nlant-wide
seniority, i.e., where seniority does not shift fror cne [iob to
another, an emnloyee may réfrain from bidding for the higher job
because it means relinouishing the nzotectieon of accurulated seniority.
Such a situation and decision is a further obstacle to the nrogress

of workers from low-level jobs and these iohs are oreciselv theose in
wihich Negroes and other non=whites are 1iely to be over-renrescnted.

In companies where »rocotion is less forvslized, the gritcrion won-
tioned wost Ifrzpoucntly is the worlksr's thility as adiudced by a
foreman or supervisor. .Jhere such a detzrvingtion rests with a suner-
ior having owvert or covert »rojudices against rewbers of a racial or
ethnic minority, it is rother anonarent that an individual's destinv
nay rest on sub-ective and non-rational factors,

At several noints in the analysis and irtermretation of the study

data, one gets the feeling that he hwes been transsorted Lac'orar? in
time about 20 years or moro, Had this study been conducted two decades
ago, the data it nes {urnished 'ould have'bezen considered most useful
in persuading legislators and the general -ublic of the necessitv for
fail employment nractices lecislation. For such data to emerge in

1966 can only be internreted as an indication that existing laws have
accomplished little in brealking established natterns of emnloyment.

This interpretation is even more troubling when corroborated by the
limited knowledyge of a commission's very existence, to say nothing
of its nrogram. Had these resoonses been cobtained from a cross-
section of citizens in a given community or even a sample of Megroes,
the results could not be considered as startling. The respondents
in this case were, however, owners or in the too echelons of manage-
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ment in their respective establishments. One may assume, thereforc,
that this is a select group distinguished by their acquaintance

with developments in empoloyment legislation, an area of considerable
concern to them, Despite this assumption and the fucther fact that
c¢ivil rights issues have been receiving widespread attention in the
mass media during the last several years, more than 50 percent of
those interviewed claimed to have no knowledge of the existence of
any public civil rights agency in their community. !'hen the answers
to several related guestions are treated together, there is some

doubt even about the 21 percent who ¢laimed to know about the agency
but had had no contact with it orior to the interview, In attitudinal
research, it is expected that respondents attest toc 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 percent) stated
ignorance of the existence of agencies which were, for the most nart,
over ten years old.

Those accuainted with the oneration of a public agency know the

extent to which its continued existence and snecifically any increase
in £ts budget depends on its manifest accomplishments. It is thercfore
a sobering albeit unpalatable thought that such a large nrooortion of
the employing nopulation does not know the agencv exists and therefore
is not very likely to be seriocusly affected bv either its mandates or
inducements,

It is not nossible to prescribe a remedy, or even a malliative which
might case the situation without curing it. 4An initial but essential
step would be recognition and accentance of the assessments indicated
by the data in this study, unpleasant as they may be, In the case of
both individual and sccial nathology the first steo toward a cure is
the admission that a problewm exists, Imn the agencies involved in
this study are representative, there is & lesson here for zll state
end municipal commissions, namely, need for modification of crienta-
tion and orograr. It appears that one of the basic assumntions under=
lying this study has been corroborzted amd that agencies need to con-
sider shifting from nast and oresent oreoccunation with cornlaints in
order to conceéntrate on broader spheres of activity which miaht
better reach larcer npuinbers of cmployers and others.

Perhaps it would be more productive for the commissions to study ways
of preventing fires whether due to arson or inadvertent causes then

to limit themselves to putting out fires. The cobjective of enlarging
cmnloyment opportunities for minority aoroup individuals can be

served better by various types of affirwative action than by rrecessing
any number of comnlaints,

It is important to note that each of the eleven agencies particimating
in this study has had legislative authority to conduct ratterns survevs,
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This means that a formal complaint is not prereguisite 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 own, conducted the tvpe of
study done as nart of this project. This fact is further demonstrated
by the fact that in most instances the interviewer had no difficulty
gaining entree and adwinistering the interview. Hopefully all nublic
agencies can benefit from the exnerience of this nroject and nrocoed
to a broader orientation and proorar not necessarily confined to and
delimited by formal allegations.

It scens that what is needed is the same kind of thrust and outreach
inte the community that civil rights agencies ask of emnloyers and
the analogy is agreater than one might sunpose. An employer who

hires one or soveral Megroes for non-traditional jobs may thereby
encourage a few more Megroes to apply whereas the company vhich melkes
a concerted effort teo inforir the total compunity that jobs are cmen
and candidates considered only on rerit and irrespective of racial or
gthnic identification will nrobably succeed in enlarging his motential
nantower ool to ¢n unanrecendented decree. Jcencies which continue
te serve the rinoritv comrunity by acting nrimarilv on behalf of
individuals will nrobably continue to be as anonymous as thev o . --r
to be after many yvears of ooperation.

It would seem worthwhile for agenciecs to adopt not only a broad
asproach but to make greater usec of research as well, Although the
latter carries the calculated :i ¥ contaninating an existing
situation at times by the very act of studying it, a la the well-
znown "Hawthorne effect," it alsoc has the notential of inforzing
larger nurmbers of neonle throuoh its snonsorshin of the ressarch.
lIndextakira the studv of company and industrv sztterns, e.0., could
serve scyaral onds: (o) orovide apnlowvers with tnowledae of =nd
contact with the aacncs: (b)) areducz arniricsl inforwation abhout
companies and areas which need or might further benefit from assist-
ance and/or pressure; and (c) enhance the agency's image and nosture
in the winority communiti=s., Togztaer, these nay heln to create
mwore and better job conortunities for non-whites and honefullw
deczease the growing sense of frustration and hostility vhich is
sesantlvy taking the foro of negotive rather than sffirmative

cction on the ert of tuose sho havz long: becen denied egual rzoess
to the job mariet.

==Frances . Cousens
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RECOMMENDAT ICNS

One of the important objectives set for this pilot 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 particular value, since re-
lication of one or more studies will be relatively easier.

Any commission wishing to undertake a patterns survev of a com-
pany or industry in its area should first obtain a2 conv of the
complete report from the agency which conducted such a survev

as part of this project. Because pof financial limitations,

only an abstract of the composite renort has been made acailable
to the public agencies not particirating directiv in the »nilet
study. The complete report from each agency contains, in addition
to the findings, the mcthods by which entree was gained to the
industry, the complete interview guestionnaire, and impressions
and exnperiences all of which will prove helnful.

It should be noted that the above may not be uniformly applicable
or useful in all cases, Although a given industry has manv simi-
lar characteristics therc may well be unigue factors associated
with a particular locality. Thus, for examnle, Few Jerscy was
greatly aided by its state Public Service Commission which nrovided
cnoneration and geonerally facilitated aceccss to company officials,
However, in cther states there may not be the same willinoness and
other means will be ncoded. In general, however, it mav be cvnec-
ted that some publiec or orivate organization which remresents the
companies to be studied would be a logical rlace to beain and gain-
ing their confidence and cooncration =1il1 assist the stulv,

In addition to initial aceess, an curlover poraanization or oo orn=
mgntal body can provide puch necdel information 2beut substanti-e
aspects of an industry, In :Pﬁhinptnﬂ, J.C., baners =ar & arp
important ccnsultant role in medifvina the stan®ar” cucstionnadis o
so that it was mor: wearninoful te finarcial institutions In
Thiladelrhia and nichigan, leaders in the resmceti & industrier
gave assistanco in constructing 2n inter-iew imstrumeont cs-acialu
geared to the industry. The study dictector in Missouri attomdcd

a conference of restaurant owners to boceme Letteraccuainted vith
the thinking and sroblems of these cstablishacnts, otc.

Svery attempt at systocmatic collection of data reguires, at a
winimum, experienced intecrvicwers. The idcal qucsticnnaic~ can

be of little wvalue if not acuinistercd nroncrly, Therefore, it

is rocommcnded that an agency avail itsclf of competent inter-
viowers frow cutside its own staff, if pnecossary. A nrofessional
whe investigates allegations filed with the agency may or mav not.
be the proner nerson 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 interviecwer
attempting to obtain survey data may need to persuade a company
representative that he is pursuing an egqually legitimate purpose.
Investigating a complaint alsc usually follows a rather precise legal
formula whereas information sought for research purposes, involves

a respondent’s knowledge and "basal metabeolie" 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 legislatien and enforced
by the agency. If not, one of the first steps is to acguaint him
with such resconsibilitv, On the contrary, in interviewing for a
study, it is just as irnortant to determine what a resmondent does
not know as what he does and the intervicwer should not "eoach" nor
manipulate a response by any means, Another reguirement if “wnowin~
when to probe" i.e., to ask additional questions in order to obtair
greater depth, insights, and subtleties which are not feorthcoming T
use of only the printed guestions.

In the pilet study some agencies found faculty members from local
colleges and universities available to conduct interviews and/for
seryve as study directors or consultants, These individuals werg
already experienced in research methods, reguired relatively little
orientation, and produced or assisted in obtaining intervisws of
better guality, The agency lirecctor needs to make the choice he-
tween a creater allocation of his financial and ranvower resources

on thc one hand and the guality of the study on the other. Tn this
instanco, as in wary other arcas, the end product is usuall,; affectc?
by the amount of commitment and one gets what ho nays for,

In addition to the intervicwing itself, other methodological Jcci=zions
are called for: whether to survey all the companics in a aofven indus-
try or to select a sagnlz. This will larcely denend on the size

and nature of the industry, !ublic utilities, for examnle, normally
includé a small number of corporations but each will nrabably have

a number of separatec installations. Knowledge of the oneration andd
guidance from industry leadoers will assist in decidinn whethar to
interview only at cornmorata headguarters or the installatibns as =17,
Even within a given industry, there may be variations, viz Fretail

chain operations. One may be highly centralized with emnlovment anlice
emanating from and even hirina dene at a central office whercas another
corporation permits a local store manager great autcnomy in mattérs

of recruiting, upgrading, and the like. Obviously, these two tynes

of operations will require differing survey technicues.
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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., AsS is well known, the mere presence of Negroes or other
non-whites in an establishment is only part of the story; the levels
at which they are working the salary range and their cpportunities
for advancement are equally important., For this reason, the inter-
view must contain a suitable form on which to record this information,
one which will reflect the cccupational structure of the conpany.
Employers were found to be less reluctant to express their attitudes
than to supply the guantitative data about their workers, but if
pressured more or less subtly, most of them were nersuaded to nroduce
the information. It is fairly obvious that the articulation of a
sound policy of merit employment cannot be assessed on its own merit;
existing practices and patterns are the better manifestation of this
policy by those invelved in the personnel process at all level=s,

A noint which should be emnhazized here is that in almost every
community there are some employers with a good record of merit emnloy-
ment, some of whom may be exhibiting great ingenuitv in affirmative
action by recaching out into the community for greater nusbers and
better gualified minority aroup apnlicants. An agency usually knows
about such companises and has probably already involved them in Some
type of communitv or cducational program. #A comprehensive survev of
the policy, practices, patterns, and manifest values of such an oper-
ation could be exceedingly helpful in the initial stages of a study,

One of the most sobering findings in the nilot project was the
limited =nowledge which employers have of tae nublie anency. In
replicating any portion of the rresent study, it would be fruitful
for an agency to incorporate the section of the interview schedulc
Jealing with this aspect ¢f the agency's image in the community,
Another aspect which was not included in tie pilot project should
also be considered, namely, the inage of the agency held by minority
group individuals, their leaders, and organizations. If it is not
possible to achieve both desired scope and denth in a studv, -it is
racommended that Zewer comnanies be surveved in order to include this
subjective aspect. The filing of a formal complaint presupposes both
xnowledge of an agency's existence and confidence in its effectiveness
to act on behalf of an aggrieved individual., For this reason, the
agency would do well to test both these factors. The pilot nroject
did not include this aspoct, having limited its objectives to the
patterns of utilization by emnloyers, but there are other sources.
One of the most effective recenmt studics is that conducted by
Leonard Zeitz while a faculty merber of the Denartment of Socieleoqgy
at Rutgers University.l

1 19 Rutgers Law Review 137 (1965)



-247-

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 at their respective addresses contained in this report.

It is to be hoped that the Equal Emplovment Ooportunity Commission,
through its Liaison and Research Divisions will continue to provide
both financial assistance and guidance to state and municipal agencies
who wish to conduct studies in their respective communities.

--Frances N. Cousens
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BACKGROUND MEMORANDUM
N WAYNE STATE CONTRACT

The Equal Employment Opportunity Commission has entered into

a contract with Wayne State University, Detroit, involving

research and investigations intoc patterns of discriminmation in
employment, Under this contract, Wayne will contract with selec-
ted state and local fair employment practice agencies. The agencies
will agree to add to their staff a person who will perform the
following functions: (1) investigation into patterns of discrim-
ination in the jurisdiction, subject to the law of the jurisdietien
(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-
tigation 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 manv ways, including the preparation of future budgets,

The significance of the work: 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, but 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 of 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 for the Negro community.
He demonstrates that, by and large, the MNegro,

(1) If he suspects that he will be discriminated
against, will avoid the potentially embarrassing
situation . . . By staying away from where he
believes he is not wanted, he prevents the act

of discrimination against himself, but allows the
disecriminatory practice to continue, ;

(2) If Negroes do face discrimination, they

may not recognize it. This can occur for two
reasons: (a) Either the ecomomic 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 medi-
ocre at best . , .; (c) four-fifths of those who
were interviewed said the ey would dn nnth1nu 1f
faced w1th a d15cr1m1natury sltuatlnn.

(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 MNegroes
of Newark who are represented by our sample. Since
Division users reflect a minority of New Jersey's



-250-

Negroes in terms of socio-ecomomic 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 behavier 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 policg 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

iz either a desire to "fight back" to cobtain their
rights or to concede that their rights are unattain-
able.

Most studies of the race relations problemagree with the abeove
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 heenly
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 "mix" is between
complaint investigations and pattern investigations, or what
special investigative technigues 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 state agencies who will concentrate on investigations
into patterns of discrimination. The investigators will recort
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 technigue
of investigation.

The results_of the_research: The results of the research will
{li give us more insight into patterns of discrimination which
exist; (2) provide the basis for state agencv 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 recoeomendatiens to Congress to
expand the Commission's power with respect to patterns of dis-
erimination, (b) continued future relations with the states, and

(¢) as a basis for determining the best ways to carry out the mission

of the agency of eliminating discrimination in employment. It
will alsoc be useful in helping to formulate budgetary pelicy for
the future.
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FATTERNS OF DISCRIMINATION STUDY
PARTICIPATING AGENCIES
ADDRESSES

Mr. Edward Howden

Executive Director

Fair Employment Practice Commission
Department of Industrial Relaticons
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 Helations
Room 208

District Building

l4th 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 FParker, Investigator

Mr. Burton I. Gordin

Executive Director

Michigan State Civil Rights Commissiocn
900 Cadillac Square Building

Detroit, Michigan 48226

Mr., Carl Baird, Investigator
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Mr. FPeter C, Robertson

Executive Director

Missouri Commission on Human Rights
Box 1129

Jefferson City, Missouri 65101

Mr. Roger Miller, Investigator

Mr, Gaorge 5, 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

Mew York City Commission on Human Rights
80 Lafayette Street

New York, New York 10013

Dr, Don Watkins, Investigator

Mr. Ellis L. Ross

Executive Director

Civil Rights Commission

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, Investigator

tliss Virginia Huebner

Director

Fair Employment Practices Division
Wisconsin Industrial Commission
819 N, Sixth Street

Milwaukee, Wisconsin

Mrs. Helen Rose, Investigator
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Characteristics of Labor Force and Percent Nomwhite for
Relevant Standard Metropolitan Statistical Areasl

Labor Force

Percent Nonwhite

Kentucky
Louisville
Massachusetts
Boston”
Michigan
Detroit
Grand Rapids
Lansing
Missouri
Kansas City
5t. Louis
New Jersey
Atlantie City
Jersey City
Newark
Patterson-Clifton-Passaic
Trenton
New York
Hew York City
Chio
Akroa
Cincinnati
Cleveland
Columbus
Dayton
Toledo
Youngstown
Pennayvlvania
Philadalphia
Washington, D. C.
Wisconsin
Milwankes

272,008
1,078,471

1,445,905
129,756
115,776

428,708
804,408

64,758
268,396
713,609
493,545
113,622

4,606,471

199, 606
418,153
737,239
275,484
475,500
320,865
354,018

1,774,485
368,690

491,613

10.9
3.6

13.9

e
oo~
- = & & 4

L
o<~

|
n
.

o

49.8

4.9

liabor force data include all individuals 14 years of age and over.

qu!ﬁ:ililﬂI not availabla.

Source:

Tablae 115--Baployment Status by Age, Color, Sex for State, Urban,
Rural, and Standard Metropolitan Statistical Areas of
250,000 and more. U. S. Bureau of Census, 1960.
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Characteristics of Population and Percent Nonwhite
for Relevant Standard Metropolitan Statistical Areas

Total Population Percent Nonwhite
Kentucky 3,038,156 7.2
Louisville 725,139 11.6
Massachusetts 5,148,578 2.4
Boston 697,197 9.8
Michigan ° 7,823,194 9.4
Detroit 3,537,709 15.8
Grand Rapids 294,230 L 5 §
Lansing 159,325 * 4.8
Missouri 4,319,813 9.2
Kansas City 1,039,493 11.4
St. Louis 2,060,103 14.5
New Jersey 6,060, 782 B.7
Atlantic City 160, 880 17.7
Jersey City 610, 734 6.9
Newark 1,689,420 13.4
Patterson=Clifton-Passaic 1,186,873 3,8
Trenton 266,392 . 12.9
New York 16,782,304 8.9
New York City 10,694,633 12.0
Chio 9,706,397 8.2
Akron 513,569 8.1
Cincinnati 1,071, 624 12.1
Cleveland 1,796,595 14.5
Columbus 682,962 11,9
Dayton 262,332 2.1
Toledo 318,003 12,7
Youngstown 166,689 19.1
Pennsylvania 11,319,360 7.6
Philadelphia 4,342,897 18.7
Washington, D, C, 763,956 53.9
Wisconsin 3,951,777 2.4
Milwaukee 1,194,290 5.6
Source:

Table 1l15-=-Employment Status by Age, Color, Sex for State, Urban,
Rural, and Standard Metropolitan Statistical Areas of
250,000 and more, U, 5, Bureau of Census, 1960,
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AGENCY INTERVIEW #

INTERVIEW SCHEDULE FOR EMPLOYERS
FACE SHEET

1. Name of person being interviewed

2. Official title

ry

(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 headgquarters?

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 yvour 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 Negro applicants or employees get referred
or recruited for these white collar jobs?
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4 f. 1Is there any difference in the way these Negroes were
referred or recruited and the ways in which white people are?

4 g. Generally speaking, 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. 1Is your company presently a participant in voluntary Plans for
Progress? Yes Ne

If Yes skip to 5 a.

If No, Do you have any program of this kind encouraging the employ-
ment of Negroes? Yes Mo

If Yes skip to 6 a.

If No, Do Negroes ever apply for jobs with your company?
Yes No

If No, skip to Recruitment
If Yes to question 5:

5 a. Was such a program promulgated at the corporate headquarter:
or at this installation only?

3 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

5 ¢. To the best of your knowledge, when was this program
developed? (Year)
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5 d. What individuals and/or factors led to this program in
your opinion?

5 e. How was the program communicated to the wvarious departments?

5 £. How was it communicated to rank and file employees?

5 g. Who (title) is responsible for the implementation of the
program?

5 h. Is the program audited pericdically? Yes No

EE Yes

5 i. In which department does this responsibility rest?

5 j. How often is such an audit made?’

5 k. What was your program in this installation at the time
that the new corporate policy was established?

51. Do you know of any problems that arose in this location as
a 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 your program of encouraging the employ-
ment of Negroes result in any 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
5; Yes

& c. In which job classifications were they hired?

7. Are there any divisions, departments or job classifications in
your company which have no Negroes at present?

7 a. Why do vou think this is soT

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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B a. Are theres 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 HNo

E 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

wep

2., Normally, who in your company (by title) is responsible for
each of the following: (see chart on next page)
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Salaried Hourly-Rated
Personnel Personnel

a. Receiving and
Screening Applications

b. Testing applicants
¢. Personnel interview

d. Final decision for
hizring

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

1f Yes
2 ¢. Have you ever found that some qualified applicants have
been turned down? Yes No

1f Yes

2 d. What do you do in such cases?

3. Do you do anything special to recruit Negroes for various levels
of employment? Yes No

If Yes, please describe

4. (If appropriate) Very frequently a company has to reach out into

the Negrc community to recruit applicants. Has this been your com-
pany's experience? Yes No
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1f 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 community organizations and
programs to aide you in recruiting? (Y's, Welfare Programs,
MDTA, OJT, Poverty Programs, etc.) Yes No

Please identify

-

4 ¢. Have you ever contacted any Negro or civil rights organiza-
tions to aid you in recruiting? (NAACP, Urban League, CORE,
Negro ministers, etc.) Yes No '

Please identify

d. Which of those you contacted have proved to he most use-
ful?

@. Which of them have proved to be least useful?

5. Have you ever presented programs in predominantly Megro Junior

and Senior High Schools to inform students and teachers about positions

open to qualified Negroes or training programs which are available?
Yesn No

1 as

—— —

5 a. What kinds of formal and informal programs do you plan
for such use?
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5 b. How effective have they been generally?

5 ¢. Do vou ever advertise job openings in Negro newspapers?
Yes No

5 4. 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

15 Yes

7 a. What kinds of problehns?

7 b. How did you go about handling them?

7 ¢. In your opinion, why don't more Negroes apply to your
company ?

7 d. Do you think other companies in this community have the

same problem in getting Negroes to apply? Yes No
1f Yes

7 . Why do you think this is so?
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8. Has your company experienced difficulty in hiring Negroes for
jobs other than service and unskilled types? Yes No

1f Yes

8 a. What kinds of difficulty have you experienced?

8 b. How did you go about handling them?

8 ¢. 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

Plﬂl;i describe (done at corporate level or at local installation,
atc.
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10. Is there a preferred minimum sducational requirement for er:Ty

jobs with your company? Yes No

11. Do you use any kinds of testing to screen applicants?

Yes Ne

1f Yes
11 a. What kinds of tests do you generally use for entry level
jobs which are: (1) salaried employees (describe)
(2) Hourly-rated employees
11 b. Do you alsc use tests in considering- employees for up-
grading and promotion? Yas No

1f Yes
11 ¢. What kinds of tests are used for promoting (1) salaried
employees (describe))
(2) Hourly-rated employees (describe)

12, In your opinion, 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? Yes No
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1{ Yes

If

PUBLIC PRIVATE

13 a. Which ones do vou 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? FUBLIC 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?

14 £. In your opinion, why
don't they ever refer Negroes
to you?
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FUBLIC FRIVATE
14 g. What is the general caliber
of Negroes as compared with
whites referred to you by these
agencies?
14 h. Do you ever hire any Yes No Yes No

of the Negroes referred to you
by these agencies?

14 i, What are some of the reasons that you have not been able
to hire any of them?

If Yes PUBLIC PRIVATE

14 j. In general, how have
these people worked out?

15. How do vou 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 s5kills 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 companyrT

TRAINING AND UPGRADING

1. Do you presently have any apprentice training programs? Yes __ No

I es

1 a. Approximately how many apprentices do you have at
present?

1 b. In what skills area are they?

1 ¢. 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 ¢. What prompted you to make these changes?

1f necessary

2 d. Do you have any special policy of practice with respect

to promoting Negroes? Yes No
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
€. Sseniority

d. other (please specify)
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3 e. Who in your company (by title) is responsible for promotion
and upgrading?

4 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 ypgrade
employees already on your payroll? Yes No

1f No

4 a. How do employees get into higher rated jobs?

If Yes

— —

b. What kinds of programs? (Please describe)

4 ¢. 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 range 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 ¢. Are there some jobs in your company that would create

problems for the company if they were filled by Negroes?
Yes No

E 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
¢. Craft or job seniority
d. Other (please specify)

7. 1Is seniority transfered when shifting from one job to another?
Yes No

7 a. Is seniority carried by the employee when he shifts from
one seniority grouping to another? Yes No

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 unicn had on Negroc employment or utilization of Negro em-
ployees in your plant?

a. Little on no effect

b. An adverse effect
c. Positive effect

PLEASE GIVE SOME DETAILS ILLUSTRATING YOUR ANSWER TO THIS QUESTION

10. Has the union(s) contributed in any way in furthering equal
employment objectives in your company? Yes No

1f Yes

10 a. In what ways have they been helpful?

10 b. Is there anything more that they could have done?
Yes No

¢. Which Union(s)?
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10 d. What problems have you encountered?

=

10 e. Why did the problem exist, in your opinion?

11. Idillly, what can unions do to assist management in adopting
and implementing an effective equal employment policy?

12. In your opinion, why 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

17 a. How did they approach you (boycott, picketing, etec.)?

r

17 b. Which civil rights organizations?

17 ¢. What were their requests or demands?

17 d. What did your company do when this happened?
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17 e. Do you know of any other companies in your industry or
in this area who have had similar experience? Yes No

l; Yes

17 £f. Do you know how they handled this situation?

18. Has your company ever received a commendation for its employment
policyT Yes No

If Yes

18 a. By whom?

18 b. When?

18 ¢. On what basis?

(note to interviewer: see manual for instructions for the following
sequence)

19. Has your company had any contact with a State or Municipal
civil rights agency? Yes No

If No

19 a. Is there such an agency or agencies in this area?
Yes No i

19 b. Which ones?

1{ Yes

19 ¢. With which agencies have you had such contacts?

19 d. What has been the nature of the contact?




=277~

19 @. What is your general impression of the effectiveness of
such agencies in changing or improving the problem of discrimination
in employment?

19 f. Why do you feel this way?

19 g. How effective do you feel Equal Employment Opportunity
legislation has been in furthering equal employment cobjectives?

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 importance
Of little importance

Virtually of no effect

20. Does your campany anticipate making any changes in its employ-
ment policy and procedures (i.e,, recruiting, hiring, upgrading,
etc. ) within the near future? Yes No

EE.?HE

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 iz the reason for making these changes?




-278-

20 ¢. How do you think this will effect your utilization of
Negro applicants and employees?

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 £. Are there any ways in which the agency can be of help?

2]1. From your viewpoint, what are the main problems in implementing
non-discriminatory employment and upgrading procedures im your com-
pany’

21 a. What about your first line supervisors? What special
problems have they face =- pr are facing =-- in implementing
such procedures in your company?

If possible, copies of current umion-management agreements for the
particular company should accompany this questionnaire on its return.
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THIS PAGE IS FOR INIERVIEWER'S COMMENIS ON THE INTERVIEW
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Name of Agency Interview #

STATISTICS FORM

.,

o

5 Iutalxnunbu: of employees (as of the last pay periocd)

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

5. Employment statistics as of period ending

6, OCCUPATIONAL PAY GRADE MALE EMPLOYZES FEHMALE EMPLOYEES
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)

Maintenance

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?

1{ Yes

9 b. With which levels of government?

9 ¢. Do you know approximately what per cent of the company's
total business these contracts represent?

9 d, Do you get directives about employment of Negroes in connection
with these contracts? Yes No

9 e. In your opinion, how helpful have these directives been to
you in implementing your employment policies?
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Name of Agency Interview #

INTERVIEW SCHEDULE FOR UNIONS

l. Name of Local Union

2. Address

3. Telephone Number

4, Name and address of President

5. Names of Business Agents

6. MName and address of International Union Headquarters
7. Regional area represented by Local Union

8. Name of person interviewed

9. Title
10. Date of Interview
11, What workers are represented by the lacal union?
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FOLICY AND PRACTICES

l. Has this local 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: l1la. Is this local covered by such a policy of the
international union, trades council or other group of which
it is a member? Yas No

IF YES: 1b. 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=1f inclusive)

lc. Does this policy cover applicants for membership? Yes
No

l1d. Does this policy cover applicants for apprenticeship?
Yes No

le. Hss this policy been communicated in writing to the éentire
membership? Yes Ne

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 of 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

RECRUITMENT

1. Does the employer ever call you when he needs workers?
Yes Ne ;

IF YES: la. Is the local the only channel for job
referral? Yes Ne

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

1d. 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 ag:aahant specify any of the
above referral procedures? Yes No

FPlease explain
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3. Approximately what proportion of the workers within your local's
jurisdiction does the employer recruit through:

Union % Other sources ]

IF THERE IS A SYSTEM OF REGULAR REFERRAL OF WORKERS THROUGH 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 following as a basis for
referral: (check all that apply) seniority i
length of time unemployed ; skill ; Other
(please specify)

4. Does the local have a written policy covering referral
practices? Yes Mo (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

IF NO: What are some of the reasons that the union does
not do this?

IF YES: 5a. Does this influence apply to company divisions,
department, job classifications and lines of progression?
Yes No

IF YES: 5c. 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)

6z, Do you have class "B" membership? Yes = W No

IF YES: Please describe

7. Can limited membership in the local be changed to full mem-
bership? Yes No

IF YES: Under what conditions can this be done? Please
describe

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?




2. Roughly what proportion of your members received their
training: (give percentages)

a, In other countries

b. Through trade and vecational schools
c. In the armed services
d,
Q,
.

Through upgrading
Through an on-the-job training program
Apprenticeship
g. Other
{(Which)

AARAARARNAR

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 givem to these people? Yes
No

IF NO: skip to qQuestion 3j.

3e. Is there a written test Yes No (request
the name of the test of a copy or sample of the test)

3d. Is therc a practical test of skill? Yes No

3a. Who administers the test? Name and Address

3f., Who decides if the applicant has passed? MName and
Addrass
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3g. What is thc basis or criteria for deciding on passing or
failure? (Explain and obtain writtem policy if available)

3h. Is the test given to all non-apprenticed workers seeking
journeyman status? Yes No

3di. In the past, have there been any special circumstances when
exceptions have been made? Yes No Explain

B s

3j. Are therc membership requirements other than testing for
non-apprenticed applicants for Jjourneyman? 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

d4a. Are journeymen in good standing in other locals of your
international union always accepted automatically when they apply
to your local? Yes Mo

IF NO: 4b. Flease explain

S5a. Is therc a program for obtaining journeyman status through
up-grading or on-the-job training? Yes No

IF NO: skip to guestion #6

IF YES: 5b. What steps are required if an individual
wants to take part in such a program? Explain
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5¢. Vhat are the minimum requirements for those who want
to take part in the up-grading or on-the-Jjob training pro-
gram? Explain

5d. I=s any kind of test given? Yes No

5a. Is there a written test? Yes No

(if yes, request name of test or copy or sample of test)

5f. Is therc a practical test? Yes No

5. Who administers the test? Name and Address

5h. Who decides if applicant has passed? Name and Address

5i. On what basis or criteria is a decision made for pass-

ing or failure? Explain (or obtain written policy state-
eent if availablc)

5j. Is the test given to all applicants for the upgrading
or on-the-job training program? Yes No

5k. In the past, have there been any special circumstances
where oxcoeptions have been made? Yes No
Explain

51. How many ycars in the upgrading or on-the-job training
pregram are required in order to obtain journeyman status?
Humbor of years
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5m. Do those who take part in this program suffer any
initial reduction in pay? Yes No Sometimes
If Sometimes, explain

5n. Approximately what proportion of those in the upgrad-
ing or on=-the=job training program are already making the
full journeyman wage rate without yvet being journeymen?
Give percentage %

APPRENT ICESHIP

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

2. Joint management-labor

4. Other (pleasc describe)

6c. Is the apprentice program registered with the U. 5.
Burecau 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 are 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 any 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. Approximatcly what proportion arc referred by friends and
relatives who are pembers of the union? %

7f. Do those referrals to you by members of the local union
get any preference? Yos No

7g. Must a candidate for apprentice training have a promisc
of employment? Yes No

7h. 1Is preference given to apprenticeship candidates who have
a sponscr? Yos No
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7i. Whe can serve as a sponsor for the applicant?

7j. Do you actively recruit apprenticcs? Yes No

7k. IF YES: How do you go about doing this?

71. Are openings for this training communicated to: (check all
that apply)

S5tate Employment Service Private Schools
Private employment agencies Trade Union Members
Newspapers Contractors

Public Schools Other (specify)

7m. What is the primary recruitment source for apprentice
candidates?

in. Do candidates for apprentice training take a written examina-
tion7? Yes No

Specify namc of testor request copy.

7Yo. How often was the examination given during the last 12
months?

7p. Who administers the examinatinn?t' Name and Address

7q. Who determines the passing score on the written test?
Title and Napmc

¥r. 1Is an oral cxamination or intervicw conducted as a regular
part of the selcction procedure? Yes No

7%, How many persons conduct this interview?
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What are their titles?

7t. How often arec 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 these were acceoted? 5
7w. Approximately what proportion of applicants for such train-
ing werae: Negro Spanish-speaking American Indian
Oriental

7%x. 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 nldagt 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 some of the reasons are?

7cc. Do you have the problem of finding enough applicants who
qualify? Yes No

7dd. Approximately what proportion of your apnrentices have
been dropping ocut before training is completed? %
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7ee. What do you think are some of the reasons for the drop-
outs? Degcribe

7ff. In your opinion, what could be done to increase the number
of gqualified applicants?

7gg. How might number of qualified minority grouo applicants
be increased?

7hh. Name of local union representatives on Joint Anprentice
Selection Committee:

8a. How many apprentices doeg the union have now?

8b. What is the ratico of apprentices to journeymen?

9. Approximately what proportion of the apprentices are
Negre Spanish-speaking American Indian '
Oriental

10. Some unions are making special efforts to bring in Negroes
and other minority group persons intc apprentice training. Is
your union doing anything like this? Yes No

IF YES: Please describe

11, Does your union have any problems with employers in bringing
Negroes and other minority group persons into apprentice training
programs? Yes No

IF YES: 1la. What kinds of problems?




=205 =

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

VE@ry poor

13. Are you presently graduating enough apprentices to mect
industry demand? Yes No

IF NDO: 13a. What are some of the recasons?

(If not mentioned)

13b. 1Is this due to dropping out duc to retirement, death
or otherwise leaving? Yes No

13c. Are there any other reasons for the shortage of
qualified workers?

13d. Have you any thrught as to how the number of apprentices
might be increased? Describe
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SENIORITY - LAYOFF, RECALL,; TRANSFER AND PROMOTIONMS
(For industrial situations only)

For unskilled and semi-skilled workers (excluding skilled workers
and white collar)

1. Does only plant-wide seniority apply in all cases of lay-
off, recall, transfer and promotion? Yes No

IF YES: Skip to question #9

IF NO: la. How does plant-wide scniority affect each of
the following:

layoff

recall

transfer

promgtion

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 Mo

IF YES: 2a. How docs seniority by line of progression
affcct cach of the following:

layoff

recall

transfer

promotion

3. Is there any seniority by department? Yes No

IF YES: How does seniority by department affect each of the
following

layoff

racall

transfer

promotion
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4. Is therc any seniority by job classification? Yes NO

IF YES: 4a, How does seniority by job classification
affect cach of the feollowing:

layoff

recall

transfer

promotion

5. Is somc seniority determined on anything other than plant-
wide expericnce, by line of progression, by department or by job
classification? Yes No Explain

IF YES: 6a. How does this other way affect each of
the following:

layoff

rocall

transfor

promotion

7. Are therc some classifications of workers, e.g., thosc
with particular skills -- but not onc of the regular skilled
trades -- to whom different seniority rules apply? Yes __ No

IF YES: explain

IF YES: 7a.To what classifications does this apply?

7b. How is scnicrity determined for these workers?
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7c. How does seniority system affoct cach of the following:

layoff

recall

transfer

8. For skilled workers, with journeyman status, how is seniority
determined for:

lavoff

recall

transfar

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 previously held non-skilled jobs?
Yes No Explain

ll. Do apprentices retain their seniority in previously held
non-skilled jobs for purpcses of layoff and recall? Yes _ No

Describe

IF YES: 1la. 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 senin:itg

12.

Is therec a form of arca-wide or company-wide seniority

where a man in onc plant of a company or in an area has rights
in another plant of the company or in the area? For cxample,
if an individual is laid off for lack of work in one plant
must he be hired in another plant of the same company before

newWcomers? Yos No Explain
Promotions
13. Are jobs automatically posted for bidding? Yes No

IF NO: 13a. What.system do vou use? Please describe

13b, Which of thesec criteria arc used in promotion? (check
one )

scniority only
ability only
some combination of seniority and ability

1l3¢., If both seniocrity and ability arc used in determin-
ing promotions which one is the-most important? (check one)

ability scniority

(for cxample, does seniority only count wherc men are of
equal ability. Or is the most scnior man given the work
for a probationary period to prove whether or not he can
do the job?)
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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?

1b. What was the nature of the complaint?

le. What was the disposition?

2. Do you feel that some employers discriminate? Yes No
IF YES: 2b. How and why do they discriminate?
2c. In your opinion, is there some justification for this?
Yes No

3.

Do you fecl that some trade unions discriminate? Yes No

IF YES: 3a. How and why do they discriminate?

3b. Is therc some justification for this? Yes No

GEA DC AT7-94@2
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