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ABSTRACT

This study is conducted on a sam ple of black employees of a large 

international com puter corporation . The objective is  to explore the 

relationship of ce rta in  ascrip tiv e , achievem ent, and belief and attitud- 

inal fac to rs  to the m obility of blacks employed in a predom inately white 

organization and within occupations that w ere previously closed to 

blacks: m anagers, sa lespersons and softw are en g in eers . I t is  hypo­

thesized that the following facto rs a re  significantly re la ted  to the r e ­

spondents’ occupational status and to th e ir  movement into management 

positions: educational achievem ent, p a re n ts ’ achievem ents, sex, skin 

color, the respondents’ beliefs and attitudes about blacks, whites, the 

corporation, work and business . In p artic u la r, it is  hypothesized that 

the belief and attitudinal patterns and skin colors of blacks influence 

white m anagers ' decisions in th e ir  selection of blacks for management 

positions. The conclusions reached a re : education is the m ajor determ inant 

of occupational mobility fo r b lack s . M ales and light skinned respondents 

receive m ore favorable consideration for managem ent positions than dark 

skinned respondents and fem ales. M anagers have m ore positive o rien ta ­

tions about blacks, whites, the corporation  and business in general than 

the other groups in the sam ple. Fem ale and non-professional employees 

express high degrees of alienation and perceived  discrim ination and a lack 

of opportunity a s  the reaso n s for th is a lienation . However, a reg ression  

model based on these fac to rs  indicate that the respondents’ beliefs and a t t i ­

tudes a re  relatively  unim portant to th e ir  selection fo r m anagem ent positions.
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CHAPTER I

INTRODUCTION, RESEARCH OBJECTIVES AND METHODS

An a rea  of g rea t in te re s t is  the relationship  between race  and 

mobility within the A m erican occupational s tru c tu re , Specifically, 

the entry of blacks into traditionally  segregated  bureaucra tic  s tru c ­

tu re s  allow s a c ritic a l and extensive reevaluation  of many of the 

theoretical p rem ises  of bu reaucra tic  organization as  well a s  several 

new a re a s  of investigation. In p a rtic u la r, th e re  is  a p ersis ten ce  in 

the myth of "ideological equalitarianism " which according to Lipset 

and Bendix (1959) "plays an im portant ro le  in  facilita ting  social m o­

bility in the United S tates" (p. 78). The m ajo r tenet of th is ideology 

is  the belief that opportunity for upward m obility is  dependent only 

on ab ility . However, scho lars in the fie ld  have observed that "A m eri­

can cultural values s im ilarly  pay lip serv ice  to the principle that 

societal rew ards should be allocated upon achievem ent basis  (Quinn, 

T abor, and Gordon, 1968, p . 1). Exam ples abound of the monopo­

lization of occupations, and m ore  im portantly , of the higher sta tuses 

of the different occupations by different ethnic g ro u p s. There a re  

some groups, and m ost notably, the A m erican blacks, who have not 

shared  equally in the d istribution of the higher position within the 

occupational s tru c tu re .

A ll of the studies re la tin g  to race  and m obility have shown that 

h isto rica lly  race  was among the m ore im portan t fac to rs  in  determ ining a
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p erso n 's  economic and social s ta tu s . Within the la s t two decades, 

widespread u n rest among blacks led to studies which indicated that 

a  m ajor underlying cause of this un rest was a lack of employment 

opportunity. This unrest led to leg islative, executive and judicial 

responses designed-to elim inate the discrim ination against b lacks. 

Several P residential O rders, the Civil Rights Act of 1964 and sev­

era l other employment righ ts ac ts  w ere issued  or passed . This 

body of law made it illegal to d iscrim inate in  employment because 

of race , color, sex, religion, national origin, age and physical con­

dition. Within the la s t decade, a trem endous body of legal decisions 

and d irectives issued  by the federal and state  courts, the Equal Em­

ployment Opportunity Commission (EEOC) and the Office of Federal 

Contract Compliance (OFCC) have established a legal code of rights 

for b lacks--both  collectively and indvi dually --in  the a rea  of employ­

m ent. They have given the black population the legal principles and 

resources which a re  presently  transform ing the rac ia l compositions 

of m ajor corporations and in d u strie s .

One of the m ore significant changes was the response of m ajor 

corporations in  instituting affirm ative action policies which were 

form ulated with the objective of increasing  the employment oppor­

tunities and represen tations of blacks in  corporations. The co rpor­

ation where th is study has been conducted has seriously  sought to de­

velop and implement equal opportunity policies, procedures and p rac ­

tice s . As a re su lt of these policies, there  has been a substantial in ­

crease in the num ber of black w o rk ers . This large population of blacks,
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many of whom a re  in non-traditional occupations such as  management, 

allows us to now expand the study of the relationship between race  and 

occupational m obility. The m ajor objective of this study is  to under­

stand black mobility by developing several m odels of factors which 

affect black m obility. In the next section, I will outline the theoretical 

basis  for these m odels.

THEORETICAL PERSPECTIVES AND QUESTIONS

The basic ideology concerning mobility in A m erica is  that the 

occupational s truc tu re  is  based on an achievem ent system . There is  

no disagreem ent that achievem ents, and m ore specifically, educational 

achievem ents, a re  the m ost im portant fac to rs  in  determ ining one's oc­

cupational status in this society . However, there  is  a second school 

of thought which suggests that other non-achievem ent factors a re  im ­

portant. Hughes (1945) postulated that the ascrip tive  factors of race  

and sex w ere of equal, if not g rea te r, im portance to one's m obility. He 

commented that " there  tends to grow up about a status, a complex of 

auxilliary ch arac te ris tic s  which come to be expected of its  incumbents"

(p. 142). What Hughes was suggesting is  that the holder of a p articu la r 

status in this society m ust have certa in  ascrip tive  charac te ris tics  if 

the holder is  expected to be accorded a ll the priv ileges of the p articu la r 

s ta tu s . Thus, i t  is  the status itse lf which dictates what kind of individuals 

should be within the s ta tu s . The two m ost im portant factors which Hughes 

re fe rred  to which w ere dysfunctional to high occupational asp irations w ere 

sex and ra c e . F o r example, the status of surgeon is  h isto rically  a sso c i­

ated with being a  white m ale . T herefore , when one is  confronted with
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a black surgeon, the following question a r is e s :  Should the white 

individual re ac t to the surgeon as  a surgeon o r a s  a  black person?

In a society w here rac ia l feelings and views a re  often negative, 

a white person  would have difficulty reac tin g  appropriately  to the 

situation. It is  difficult to imagine a  white fem ale visiting a black 

gynecologist.

This distinction between achievem ent and ascrip tive  led to

the following conceptualization by Linton <1961):

"A scribed sta tu ses a re  those which a r e  assigned 
to individuals without re ference  to th e ir  innate 
differences o r ab ilities . They can be predicted  
and tra ined  fo r from  b ir th . The achieved statuses 
a re , a s  a minimum, those req u irin g  special qualities, 
though they a re  not necessarily  lim ited  to these .
They a re  not assigned  to individuals from  birth  
but a re  left to be filled through com petition and 
individual efforts" (p. 203).

Duncan and Blau (1966) used th is  construct a s  the basis  for a 

ra th e r com prehensive model of occupational m obility. This model, 

which was constructed from  the m obility pa tte rn s  of white and black 

m ales showed that many facto rs, such a s  educational and occupational 

achievem ents, intelligence, creativ ity , fam ily 's  SES, e tc . ,  w ere 

significantly re la ted  to occupational m obility . However, Duncan et a l. 

(1966) noted that th e ir  model does not accu ra te ly  describe black 

mobility because of . .  the severe d iscrim ination  that the Negro suf­

fe rs  a t every step in the p rocess tow ard achieving occupational suc- 

ces" (p . 241).

In p a rticu la r, the principle of m erito cracy , which ideally the 

bureaucratic  s tru c tu re  is  built upon, has  been assum ed to be the fa ire s t
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way of integrating ethnic and ra c ia l m ino rities  into the occupational 

s tru c tu re . This principle has a lso  been assum ed  to be the m ost ob­

jective way of evaluating the sk ills  and ab ilities  sought by these 

corporations. Presum ably, only the re levan t sk ills  and ab ilities  

needed fo r perform ance a re  a sse sse d  and evaluated by objective c r i ­

te r ia . All o ther fac to rs  a re  deem ed unrela ted  to one’s m obility 

potentials within these s tru c tu re s . Quinn et a l .  (1968), recognized 

the inapplicability of th is princip le when he commented:

"That rew ards in the society a re  based  substantially 
upon asc rip tiv e  c r ite r ia , such a s  race , is  difficult 
to overlook when ascrip tion  re su lts  in the burning of 
c i t ie s . The A m erican Myth is  not that a ll men a re  
c reated  equally, but that rew ards a re  ca lib ra ted  solely 
to achievem ents" (p. 2 ).

Studies of organizational p ro cesses , and the theo ries  derived from  

these studies, have shown that the m erito c ra tic  system --w hich is  p re ­

sumed to be a  rational sy stem --h as  a  num ber of non-rational components. 

Organizational th eo ris ts  have recognized that m obility pa tte rn s  and 

status distributions a re  based upon complex and non-rational socio- 

psychological fac to rs  located in group and organizational behavior and 

needs ra th e r  than upon any un iversal recognition of the ab ilitie s  and 

achievem ents of the individual. The lite ra tu re  on bureaucra tic  o rg a ­

nization and occupational stra tifica tion  postulates a complex social, 

psychological, and perceptual model of m obility . T herefore , to under­

stand black m obility, the relationship  between fac to rs  associa ted  with 

this model m ust be estab lished . It is  those dim ensions of m obility 

associated  with the socio-psychological model which a re  of p rim ary  

in terest, because they a re  the facto rs which act to  dim inish the im ­

portance of achievem ent fo r b lacks.
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T u rn er (1960) form ulated these two schools of thought into an 

ideal-type m odel. He theorized two basic  m odes of m obility within 

the A m erican society, contest and sponsored . He defines these two 

a s  follows:

"Contest mobility is  a  system  in  which elite  status 
is  the p rize  in an open contest and is  taken by the 
a sp ira n ts ' own e ffo rts . While the 'contest* is  gov­
erned  by some ru les of fa ir  play, the contestants 
have wide latitude in the s tra te g ie s  they em p lo y .. .
U nder sponsored m obility, e lite  re c ru its  a re  chosen 
by the established e lite  o r  th e ir  agents, and elite  
sta tus is  given on the basis  of som e c rite rio n  of 
supposed m erit"  (p. 450).

Under the theoretical paradigm  of T u rn er, contest m obility 

would consist of the evaluation of the individuals com parative m erit 

based on achievem ents. Under sponsored m obility, o ther factors, 

i . e . ,  ascrip tiv e , social, psychological, organizational, e tc . ,  would 

be considered in the mobility p ro c e s s . W ithin th is paradigm  this 

study will te s t the general hypothesis that black mobility is in ­

fluenced by many facto rs other than achievem ents. The consensus of 

the reviewed lite ra tu re  supports the conclusion that the p rim ary  mode 

of m obility within corporation is  sponsored . This study will pursue 

the position that black m obility, in  p a r tic u la r , is  a  sponsored system  

of m obility .

The thesis  consists of six chap ters, each devoted to a specific 

phase of the m obility p rocess  a s  depicted in  F igure  1 .1 . This 

figure postu lates that black m obility is  a  function of th ree  se ts  of 

variables associa ted  with (a) policies and s tru c tu ra l changes, (b) 

achievem ent and asc rip tiv e  factors and (c) belief, attitude and p e r ­

sonality fa c to rs . Following is a b rie f  review  of the lite ra tu re  r e ­

lative to these perspectives and a sum m ary of the m ajor questions.
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MOBILITY AS A FUNCTION OF POLICY

In  F ig u re  1 .1, it is  shown that the f i r s t  step in  the mobility p ro cess  

for b lacks was the form ulation and im plem entation of strong policies 

a t  the federal level and within the organization . It is im portant to un­

dersco re  the fact that policies based  on goodwill and princip les of 

fa irn ess  failed to in crease  m inority  re p re se n ta tio n . I t  was only  through 

coercive policies that m inorities began g a in in g  g r e a te r  re p re s e n ta t io n . 

In a study of the banking industries in  New York City, Corwin (1970) 

observed that " there  was a  dram atic change in the organization of r e ­

cruitm ent when the overall employment policy moved from 'a  policy of 

nondiscrim ination ' to a policy of affirm ative action" (p. 45). Kahn et 

a l .  (1964) in a study of d iscrim ination  against Jews, concluded that 

the m anagers ' knowledge about the em phasis and direction of policy 

relating  to h iring  and prom oting, o r  the use of d irectives o r m easu re ­

ment system s to compel compliance to company policy by those r e ­

sponsible for the h iring  and prom oting of personnel a re  im portant 

facto rs in rem oving d iscrim ination . W ithin th is organization, the 

com pany's po licies, and the th ru st of these  po lic ies, continously changed 

between the y ea rs  of 1962 and 1971. P r io r  to 1962, the organization 

re lied  on the goodwill of the gatekeepers, i . e . ,  the m anagers and re  - 

c ru ite rs , in insuring  that blacks w ere h ire d  and prom oted. Because 

of a lack of success in m eeting specified goals when rely ing  upon the 

trad itional p rocedures, the company institu ted  the use of d irectives by 

establishing quotas and m anagers w ere app ra ised  on th e ir  efforts in 

implem enting the equal opportunity p o lic ie s .
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FIGURE 1.1

OUTLINE OF OCCUPATIONAL FACTORS AND VARIABLES TO BE STUDIED

POLICIES
F ederal Equal Employment 
Opportunity Policies 
-Plans F o r P rogress (1962) 
-Civil Rights Act of 1964 
-Executive O rders (1965 & 1967) 
-OFCC and EEOC Guidelines 
Company's Policies/G uidelines 
-D irectives 
-A ppraisal System ,

ACHIEVEMENT/ASCRIPTIVE 
FACTORS

-Sex
-Education
-P aren ts ' Educational 
&Occupational Attainm ents 
-Skin Color

V

DEPENDENT VARIABLES
1 .Prom otion Rate (M easure of 

Movement Within Organization) 
2 .Occupational Status (Respondent' 

Occupational Category)

BELIEF, ATTITUDE AND 
PERSONA LITY FACTORS 
Racial O rientations 
-White Orientation 
-Black Orientation 
Work O rientation 
Business Orientation 
Achievement O rientation
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In Chapter Two, Equal Opportunity Policy and Black Mobility, the 

objective will be to examine hiring, placem ent and promotional p a t­

te rns a s  they re la te  to federal policies, leg islative ac ts  and execu­

tive o rd e rs . In p articu la r, the Plans for P rog ress  agreem ent, the 

Civil Rights Act of 1964, several executive o rd e rs  and the Office of 

Federal Contract Compliance (OFCC), and the enforcem ent procedures 

established by leg islative and executive actions will be proven to 

have had a dram atic influence upon the employment patterns of the 

sam ple population. Relevant questions a re : In what ways have these 

policies helped blacks? How did the organization respond to increase 

employment opportunities for blacks?

Chapter T hree, Mode of Mobility: Sponsored o r Contest?, will be 

devoted to an analysis of the promotional p rocess  within the co rpora­

tion with the objective of determ ining which mode of mobility, contest 

o r sponsored, dom inates. The organization u tilizes an employee eval­

uation system  which purports to be a contest m obility system . It is 

my belief that the system  m ore closely approxim ates a sponsored 

mobility system . In th is chapter, there  a r e  th ree  m ajor objectives.

The f irs t  is  to describe the evaluation system  and evaluate the ques­

tion: Is the evaluation system  a contest o r  sponsored system  of mobility? 

The second is  to evaluate the respondents ' perceptions relative to the 

question. The final objective is  to develop the m ajor dependent v a r i­

ables, Occupational Status and Promotion Rate, which will be used 

to te s t the m ajor hypotheses and questions.
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THE ACHIEVEMENT/ASCRIPTIVE MODEL OF BLACK MOBILITY

The second phase of the m obility p ro cess  fo r blacks consists in  

understanding what fac to rs  a re  im portan t fo r en try  into the o rgan iza­

tion. Duncan, e t a l .  (1966) constructed a m obility model rep resen ting  

the p ro cess  of sta tus attainm ent in  the United S ta tes . The basic  model 

predicted m ale m obility a s  a function of fa th e r 's  educational and occupa­

tional a ttainm ents, respondent’s education and  f ir s t  job held . Subse­

quent studies rep licating  th is model indicated that there  w ere serious 

deficiencies in the basic m odel. Although the orig inal model was 

based on white and black m ales, P o r te r 's  (1974) study concluded that 

because of "intervening and social-psychological variab les" associa ted  

with the "fact that race  is  a  highly salien t a sc rib ed  factor in th is  so c ie ty ," 

a model based on the assum ption of achievem ent norm s may not be a p ­

propria te  to blacks (p. 303). O ther studies noted the lack of re sea rc h  

of the status attainm ent p rocess  fo r fem ales (Sewell, 1970: Scanzoni,

1971: Gurin, 1971). One of the objectives of Chapter Four, The Achieve­

m ent/A scrip tive Model of Black M obility, will be to rep licate  the basic 

model on the sam ple population. Within th is  objective, the purpose will be 

to understand in what ways the basic  m odel is  applicable to blacks in 

general, and to black fem ales in p a r tic u la r .

G enerally, when the reference  is  to a sc rip tiv e  fac to rs , the r e f e r ­

ence is  to race  o r sex . However, fo r b lacks th ere  is  one o ther very  

im portant ascrip tive  fac to r which has been hypothesized a s  being im ­

portant in the mobility fo r b lacks. Many sch o la rs  have made the o b se r­

vation that within the black population, lig h te r colored blacks appear to 

have m ore  m obility than the d arker m em bers of the population (Myrdal, 

1944: Edw ards, 1952: Dollard, 1957: F ra z ie r ,  1957). T here have
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been relatively  few studies which have shown th is  to be t r u e . Edwards

(1952), for exam ple, conducted a study to study the Mulatto hypothesis:

"Some students have contended that with the u rban i­
zation of the Negro population, the ea rly  advantages 
enjoyed by the m u la tto es  in te rm s  of occupational 
s ta tus and education have d isappeared , and the dark- 
skinned personnel now occupy a la rg e r  proportion of 
the h igh-status positions in  Negro life a s  co lor p r e ­
judices a re  reduced and opportunities for education 
have increased" (p. 246).

Edw ards' findings w ere inconclusive. It is  my belief from  personal 

observation that these advantages enjoyed by ligh ter skinned blacks a re  

p revalen t. P art of th is analysis  will be devoted to the investigation of 

the relationship of skin color to black m obility .

THE BELIEF AND ATTITUDE DIMENSIONS OF BLACK MOBILITY

A second approach to understanding m obility is  to a s se s s  the r e la ­

tionship of rac ia l and psychological fac to rs  to  m obility. The studies r e ­

viewed within th is section postulate that m obility within the organization 

is  re la ted  to fac to rs  such a s , (a) one's relationship  to the organization 

in te rm s  of agreem ent with and conform ity to the organization 's goals 

and policies, (b) one's relationship  to th e ir  group in te rm s  of ethnic 

o r  rac ia l identification, (c) one 's belief o r  orien tation  towards work o r 

work ethic orientation and (d) one 's asp ira tio n s  and d rives o r ach ieve­

m ent orientation. The second objective of th is  study is  to develop a belief 

and attitude model of black m obility.

In  C hapter F iv e , The Belief and Attitude Dimensions of Black 

M obility, the objective will be to analyze the relationship  of the type 

of non-achievem ent fac to rs  d iscussed in the previous paragraph to the
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p ro cess  of mobility for the sam ple. F o r exam ple, many studies of 

b u reaucra tic  organization have shown that im portant fac to rs  to mobility 

o r prom otability  within an  organization a re  common ideological o rien t­

ation to m eans and goals, com patibility and loyalty, one 's business 

ideology o r creed , and e sp rit de corps am ong the m em bers 0ackson, 

1959: L ikert, 1961: Thompson, 1961: M arch and Simon, 1956).

Other studies of executives have identified that they have a s im ila r 

ideology about the function and ro le  of business in  society (Seider,

1974: Favalko, 1971). An example of th is type of ideology is  the belief 

that the p rim ary  function of business is  to m axim ize p ro fits . E ssen ­

tially , th is school of thought postulates that an  individual's success 

within a  form al organization is  a  function of h is  o r h e r business 

ideology being compatible to the organization. Within this chapter,

I will develop th is orientation for an a ly s is . Relative to th is business 

orientation, I wish to answ er this basic  question: How im portant is 

loyalty, agreem ent with the organization 's goals and policies, e tc .,  to 

the m obility of blacks?

A second dimension of th is model to be considered is  the re la tio n ­

ship of ra c ia l beliefs and attitudes of b lacks to th e ir  m obility. E a rlie r  

studies of groups found that certa in  fac to rs  w ere essen tia l to the effi­

ciency of the group. F o r example, in terpersonal fac to rs  such as  

loyalty to one another, high degrees of confidence and tru s t in each 

o ther, the ease  of communication among the m em bers, e tc . ,  a re  im ­

portant to the perform ance of the group (L ikert, 1961: Jackson, 1959). 

These theo ries  would suggest that an  individual's ra c ia l attitudes and 

beliefs would play a m ajor ro le  in how people of various ethnic o r rac ia l 

groups w ill fa re  within a com petitive work environm ent.
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Studies in recen t y ea rs  have shown th is to be tru e . A study of 

executive, conducted by Powell (1963), "dem onstrated that among the 

facto rs influencing the prom otability of an individual, many a re  out 

of the p e rso n 's  control: fam ily background, kinship and religious 

affiliation,, (p. 3). Bowmen (1964) repo rted  that race  and national 

orig in  figured significantly in  the im age of the prom otable person  in 

the m inds of many partic ipan ts in  a study of 2000 m an ag ers . Quinn 

et a l .  (1968) showed that a p rim ary  c r ite rio n  used in the selection of a 

salesm an and salesm en mobility is  m em bership  in the Caucasian ra c e .

O ther studies have concentrated on exploring the relationship 

between an  evalua to r 's  race  and the ra tin g s given to m em bers of dif­

ferent ra c ia l groups (Korman, 1971: Bass and T u rn er, 1973): Purcell 

and Cavanagh, 1972: M orris and F laugher, 1969: Rock and Evan,

1959). Two generalized  conclusions have been reached by these 

stud ies. F ir s t ,  th ere  is  an agreem ent, a s  the theo ries  of group b e­

havior predicted , that evaluators have a  tendency to ra te  m em bers of 

th e ir own ra c ia l o r ethnic group m ore positively than m em bers of o ther 

g roups. The second conclusion is  that white evaluators have a tendency 

to ra te  black em ployees on objective c r ite r ia  when possible and whites 

on m ore subjective c r i te r ia .  T herefo re , if a  white employee is  p erfo rm ­

ing below p a r  based  on objective c r ite r ia ,  white m anagers will utilize 

subjective fac to rs , such a s  p leasant personality , in itiative, attitudes, 

e tc .,  to ra te  the employee h igher. The im portan t point h ere  is  that 

w hites' rac ia l beliefs and a ttitudes a r e  re la ted  in predictable ways to 

black perform ance within an organization.
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These studies ra ise  an issue of considerable im portance to b lacks. 

In the past, whites with negative attitudes tow ards blacks have tra n ­

slated  th e ir  a ttitudes into approved d iscrim inato ry  trea tm en t. Now 

that w hites, reg a rd le ss  of th e ir  personal beliefs and attitudes, m ust 

prom ote blacks, i t  is  of in te re s t to th is study to  a sc e rta in  whether 

o r  not the ra c ia l beliefs and attitudes of blacks have any influence 

upon white m an ag ers ' decisions. As Paige (1970) noted, "attitudes 

of withdrawal and d is tru s t would no longer be useful fo r advancing 

black in te re s t"  since blacks a re  dependent on recognition by whites 

for th e ir  prom otions (p. 70). This suggests that the black individual 

who is  conservative, a s  opposed to m ilitan t, in  h is o r h e r  rac ia l 

views will enjoy g rea te r  mobility within a  white organization. It 

a lso  suggests that the black individual who perceives whites in a 

m ore positive way, that is ,  has positive a ttitudes about w hites, will 

enjoy g rea te r  m obility than the black individual who has negative 

a ttitudes about w hites. The basic p rem ise  is  that since whites a re  

p rim arily  responsible fo r the selection of b lacks for mobility, white 

m anagers will se lect those blacks who conform  to the princip le stated 

by Jackson (1959). He s ta tes  " . . .  people have powerful fo rces acting  

upon them to d irec t th e ir  communication tow ards those who can make 

them feel secure and gratify  th e ir needs and away from  those who 

th rea ten  them, making them feel anxious, and generally provide un­

rew arding experiences" (p. 490).

Relative to the relationship  of rac ia l beliefs and attitudes of 

blacks to m obility, categories rep resen tin g  the black and white
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orientations of the sam ple will be developed. The types of questions 

to be ad d ressed  in  this chapter a re : How do blacks perceive  th e ir  

p ro g ress?  What a re  the perceptions of the nature and influence of 

rac ia l d iscrim ination  to th e ir p ro g re ss?  What a re  the nature and 

extent of an ti-w hite and anti-b lack  a ttitudes am ong the sam ple? What 

a re  the re la tio sh ips of these o rien ta tions to the d ifferential m obility 

of the sam ple population?

The degree of perceived success  o r  lack of success within the 

organization leads to another im portant issu e  to be studied. Several 

scho lars (Burbach, 1973; W einberg, 1970; Brink and H a rris , 1966) 

have shown that achievem ents, w hether educational o r  occupational, 

a re  re la ted  to pow erlessness, alienation and identification. These 

th ree psychological variab les a re  significant in understanding racia l 

differences and reactions to the organizations and institu tions.

Thus these studies have shown that p ow erlessness  o r lack of control 

over one 's destiny is re la ted  to academ ic achievem ents and occupa­

tional s ta tu se s . One consequence of p ow erlessness  is  alienation 

from  the institu tions of in te re s t. In th is  study, the suggested 

hypothesis is  that the le ss  successfu l respondents will have high 

degrees of alienation because of perceived  pow erlessness over con­

tro l of th e ir  own destiny. Conversely, the m ore  successful m em bers 

of the sam ple will have low degrees of p ow erlessness  and a lien a ­

tion o r  high degrees of identification with the organization.
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In constructing the a lienation-pow erlessness m easu res , th e re  is  

an  im portant p a rt of the prom otion p ro cess  w ithin the organization which 

plays a significant ro le  in the alienation-pow erlessness p ro c e ss . In Chap­

t e r  Two, the descrip tion of the m obility p ro cess  suggested that the 

evaluation system  is  highly dependent on subjective c r i te r ia . In effect, 

m obility fo r blacks become a s  dependent on the perceptions of white 

m anagers a s  i t  does on th e ir, i . e . ,  b lacks, ability to p e rfo rm . T his 

would suggest that since white perceptions a re  often based on s te re o ­

types, im pressions, pro jections, e tc . ,  b lack prom otability is  con­

siderably  beyond th e ir personal con tro l. T herefore , assum ing that 

alienation o r  identification is  significantly re la ted  to m obility, it is  

im portant to a sce rta in  the following: Which responden ts  a re  a lie n a te d ?  

Why th e y  a re  a lie n a te d ?  What fac to rs  within the evaluation system  

cause alienation and pow erlessness? Which respondents identify with 

the organization? What fac to rs cause th is identification?

The final category of in te re s t is  to explore the relationship of the 

achievem ent-asp iration  orientations of th e  sample to  t h e i r  r e l a t iv e  mo­

b ility . Relative to the ach ievem ent-asp iration  orientations, severa l 

scho lars have noted that the achievem ent and asp ira tio n  pa tte rns among 

blacks appear to play a m ajor ro le  in th e ir  m obility pa tterns (Duncan 

and Blau, 1966: Scanzoni, 1974: Gurin, 1972: Edw ards, 1959). Gen­

era lly , high achieving blacks have p aren ts  who a re  a lso  high a c h ie v e rs . 

These studies suggest that the individuals in th is sam ple should have, 

a s  a dominant ch a rac te ris tic , high asp ira tio n s  and achievem ent d riv e s . 

Secondly, these studies suggest that the differential mobility of the in ­

dividuals within the organization should be re la ted  to the different
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degrees of these d r iv e s . The im portant questions a re : A re achievem ent 

drives and asp ira tions im portant to the m obility of the black employee?

In what ways do these fac to rs  influence the m obility of sam ple population?

The second aspect of the ach ievem ent-asp ira tion  issue is  the r e ­

lationship of the hypothesized P ro testan t W ork Ethic orientation to the 

success of the individual in gaining occupational s ta tu s  within the o rgan i­

zation. This ideological orientation is  re flec ted  in  the belief s truc tu re  

that one 's  personal success, achievem ents and subsequent m obility a re  

because of personal ch a rac te ris tic s , that is ,  ab ilitie s , d rives, m otiva­

tions and am bitions unique to oneself. This type of belief is  reflec ted  

in  the expressions ”1 have earned  my position through h a rd  work and 

others should a lso  earn  th e irs ’’ o r  "They have not proven them selves 

y e t" . T his belief s tru c tu re  m inim izes o r p recludes the influences of 

ascrip tive  and philosophical fac to rs  such a s  personality , race , sex, 

religion, ideological o r political orien tations on th e ir  m obility . Again, 

the in te re s t h e re  is  to a s se s s  the prevalence of th is orientation and its  

relationship to the m obility p ro c e ss .

In  C hapter S ix , The Mobility P rocess fo r Blacks. th e  development 

, of an exploratory  model of the relationsh ips of these belief, ideological, 

attitudinal and personality  fac to rs  to the m obility of the sam ple popula­

tion will be undertaken. The responses to se lec ted  survey item s re p re ­

senting the various orientations, i . e . ,  w ork eth ic, achievem ent, white 

and black orientations, e tc . ,  w ill be included in  an  inferential reg ressio n  

m odel. W hereas, these fac to rs  can be postulated  a s  having preceded 

the individual's entry into the organization, i t  is  highly probable that the
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fac to rs  of perceived  discrim ination, alienation, identification and 

pow erlessness a re  the re su lt of the individual's success or lack of su c­

cess within the organization. T herefo re , these fac to rs  will be included 

in the m odel a s  dependent variab les on the m obility v a riab les . In p a r ­

ticu la r, I w ill p resen t a  composite theo re tica l model for describ ing the 

m obility p ro cess  fo r black professionals and o ther non-professional 

w orkers within the organization. I will d iscuss the b roader im pli­

cations and generalization which can be deduced from  this study.

And finally , I will devote a considerable p a r t of the chapter to a d is ­

cussion of the suggested a re a s  fo r re se a rc h  in the future to reso lve 

many of the questions and issues ra ise d  by th is exploratory study.

THE ORGANIZATIONAL STRUCTURE

This study was conducted among black employees of a  large  in te r ­

national m anufacturer of com puters, typew rite rs  and office co p ie rs .

The corporation consists of 11 divisions with specialized functions. The 

m ajority  of the sam ple was selected  from  two a re a s , the Computer 

M arketing Division which is  responsible fo r the m arketing of the co r­

poration’s m ajo r products, and severa l divisional headquarters and 

the corporate  headquarter location. The geographical location fo r the 

selection of the sam ple is  the New York m etropolitan a rea  which includes 

W estchester county w here severa l of the headquarters a re  located.

T here a re  several reasons fo r the decision to se lect the sample 

from  within these a re a s  of the company. A p rim ary  objective of this 

re se a rch  is  to study a highly mobile group of black professionals lo ­

cated within occupational categories which have been h isto rically  

closed to  b lacks, such a s  officials, m anagers, professionals, sa les 

and technical. The la rg e s t concentration of black employees with these
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ch arac te ris tics  a re  located within th is geographical a r e a . The Computer 

M arketing Division is  considered to be the e lite  division in the company.

It is  devined a s  the e lite  division because i t  is  from  th is division that 

the "future leaders"  of the company a r e  se lec ted . O ther ch a rac te ris tic s  

of th is division which make it the e lite  division a re  that the professional 

positions a re  m ore prestigeous, m ore  demanding in  ability  and have 

the higher sa la ry  ran g es . Because its  function is  to m arket com puters, 

the m ajority  of its  employees a re  located in  large  m etropolitan a r e a s .

The im portance of this factor, i . e . ,  the selection  of the sam ple from  

the elite  a re a s , will become evident in the next chap ter.

SAMPLE POPULATION

I constructed a l is t  of approxim ately 600 black employees who worked 

in this geographical a re a s  from  info rm an ts. I m ailed and d istributed  m ore 

than 500 ■questionaires to these black em ployees. I followed up on a ll non­

re tu rn  surveys by m ail, telephone o r personal contact. I received  a 

total of 142 questionaires, of which 5 w ere  elim inated because the responses 

w ere incom plete.

Although the re tu rn  ra te  is  within the expected range fo r m ailed 

surveys, there  w ere two other reasons fo r  the low re tu rn  r a te . Many 

respondents and non-respondents indicated that the survey was too long. 

However, I think the m ajo r reason  is  a ra th e r  extensive d is tru st of 

opinion surveys by the em ployees. F o r two y e a rs , I was responsib le fo r 

adm inistering the company’s opinion su rveys in one of th e ir m etropolitan 

location. The company a lso  experienced difficulty in  gaining voluntary 

participation in  the p ro g ram . In o rd e r to gpin a b e tte r  understanding of
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the low partic ipation ra te  with the objective of recom m ending ways to 

im prove the partic ipation, I conducted over 100 personal in terview s. 

One conclusion reached is  that a high degree of d is tru st of the com-

TABLE 1.1 

DISTRIBUTION'OP SURVEY RESPONDENTS

N on-Professionals 
Number Percent

28 64

16_______ 36

44 100

Professionals 
Division Type Number Percent

E lite 77 82

N on-Elite 16_______ 18

T otals 93 100

NOTE: F o r occupations o r job title s  within the professional 
and non-professional ca tego ries, see Tables 3.1 and
3 .2  in Chapter 3.

pany’s managem ent and purpose existed  am ong the em ployees. I feel 

that th is general clim ate of d is tru st of surveys affected the re tu rn  ra te  

of my su rv ey .

In Chapter 4, responses from 33 white m anagers and 32 black em ­

ployees a re  p resen ted . These data w ere obtained from a sm all survey 

in 1973 of a group of white m anagers in  a m anagem ent development 

school and a sam ple of 32 black em ployees in the New York City a r e a .

SOME METHODOLOGICAL NOTATIONS

In Chapter 3 th e re  will be two m ajo r dependent variab les developed, 

Occupational Status and Promotion R ate. The Occupational Status v a r i­

able is  a m easu re  of the respondent's occupational s ta tus, i . e . ,  m anager, 

professional o r non-professional. U tilization of th is variable will allow

32



a com parison of the re su lts  of this study to be made to other studies 

which have u tilized  s im ila r  indices of occupational s ta tu s . The second 

dependent variab le , Promotion Rate, is  a m easu re  of the success o r 

lack of success of the respondent in gaining m obility within the o rganiza­

tion. T herefo re , th ree  groups of p ro fessionals will be identified, each 

charac terized  a s  having experienced different degrees of success .

This variab le  will be u tilized to a sc e rta in  what fac to rs  a re  im portant 

to success within the organization.

T here is  a basic  approach to the evaluation of the questions and 

hypotheses. In C hapter F our, the objective will be to evaluate the re la tio n ­

ships of the achievem ent and ascrip tive  fac to rs  to the respondents ' 

mobility a s  m easured  by the two v ariab les, Occupational Status and 

Promotion R ate, Tow ards the evaluation of these relationsh ips, the 

two s ta tis tica l m ethods, Chi-Square and M ultiple R egression analysis, 

will be used . G enerally, the Chi-Square te s t of significance will be 

applied to the sam ple d istribu tions. This te s t  is  useful in ascerta in ing  

the significances which ex ist between the d istribu tions. The Multiple 

R egression coefficients w ill be utilized to  determ ine the re lative im ­

portance of these  variab les to the dependent v a r ia b le s .

In Chapter F iv e , the objective will be to evaluate the hypotheses and 

questions re la tive  to the beliefs and a ttitudes of the respondents a s  they 

re la te  to the m obility v ariab les . E ssentially , these hypotheses postu­

late that the m ore successful groups within the sam ple should have 

certa in  types of belief and attitude p a tte rn s . M ore p recise ly , those 

groups who have been identified a s  successfu l in gaining mobility should
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have belief and attitude patterns which a r e  functional for prom otability 

to m anagem ent. Towards the evaluation of some of these hypotheses, 

the Pearson Product-M oment co rre la tion  coefficient is  n ecessary .

This te s t  is  useful when the vast m ajority  of the responses fall in  one 

direction, ag ree  o r d isag ree .

The sam pling procedure, i . e . ,  a non-random  sam ple designed to 

have a proportionally large group of black p ro fessionals, im poses 

lim itations on the degree of generalization of the findings. The p ro ­

cedure will not allow inferences to be drawn about a la rg e r  population. 

However, certa in  strong relationships w ill probably hold true fo r a 

la rg e r  population and therefo re  these relationsh ips should be considered 

a s  testab le  hypotheses.
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CHAPTER II

EQUAL OPPORTUNITY POLICY AND BLACK MOBILITY

The in itia l phase of the m obility p ro ce ss  co n sis ts  of b lacks gaining 

en try  into the organization and within occupational ca teg o ries  which 

w ere h is to rica lly  closed to the b lacks. T h e re fo re , the f i r s t  issu e  of 

in te re s t to th is  study is  to  understand how blacks gained en try  into the 

o rgan ization . T here  a r e  two ra th e r  fundam ental th eo rie s  which serve  

a s  the b as is  for th is  ch ap te r. In m u ltirac ia l so c ie tie s , generally  the 

colored m in o rities  occupy the low er socio-econom ic s t r a t a . M em bers 

of the co lored  m in o ritie s  a re  generally  d isc rim in a ted  against with r e ­

spect to occupational opportunities . To change the p a tte rn s  and p ra c ­

tices  of the exclusion of co lored m in o rities  from  the h igher occupa - 

tional jobs within a socie ty , vigorous and forceful non-d iscrim inato ry  

po lic ies a re  n e ce ssa ry . The f irs t  th eo re tica l p re m ise  of th is chapter 

is  that the m ajo r cause of the recen t in c re a se s  in equal em ploym ent 

opportunities fo r b lacks is  that a m a jo r change in  the governm ent's  

po lic ies on d iscrim ination  o ccu rred . P rio r  to  the decade of the 6 0 's , 

governm ent po lic ies on d iscrim ination  w ere weak and lacked in en fo rce­

m ent p o w ers. However, the p ro test m ovem ent and urban  d iso rd ers  

led  to the Civil Rights a c t of 1964 and the Executive O rd e r 11246 

law . Both of these law s differed significantly  from  previous law s in
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broad m andate and scope of enforcem ent po w ers. In th is  chapter, the 

objective w ill be to te s t  the hypothesis th a t the m obility curren tly  en ­

joyed by the population w as d irectly  the r e s u l t  of these  changes in fed ­

e ra l p o litie s .

The second th eo re tica l p rem ise  p ostu la tes  that in a  m u ltirac ia l 

society, m em bers of the white population w ill be em ployed in the b e tte r 

jobs and m em bers of the co lored  group w ill be em ployed in the le ss  

desirab le  jo b s. In a m elting  pot society  such a s  A m erica , w here th ere  

a re  many white ethnic groups com peting with black A m erican fo r jobs, 

th e re  a re  special p ro b lem s. Although m any white ethnics have suffered 

d iscrim ination , the demand fo r labor w as sufficient to  elim inate d is ­

crim inato ry  b a r r ie r s  fo r these g roups. However, b lacks w ere not a l ­

lowed into the in d u stria l m ainstream  a t the h igher occupational lev e ls . 

Special leg isla tive  and executive actions w ere needed to specifically  

b reak  the b a r r ie r s  a s  m entioned p rev iously . However, there  is one 

aspect of the en try  of new groups into the occupational s tru c tu re  which 

p rac tica lly  a ll ra c ia l and ethnic groups have in com m on. T heir in itia l 

en try  into the w orkforce, o r  within an  industry  o r  organization, will be 

into the low er occupational lev e ls . In th is  chap ter the general theo­

re tic a l p rem ise  is  that a d isaproportionally  g re a te r  num ber of b lacks 

will be located in the low er occupational positions, ch arac te rized  by 

low er sk ills  and low er s a la r ie s .

FEDERAL ACTS PROHIBITING DISCRIMINATION

This country has a long h isto ry  of leg isla tive  a c ts  and executive o rd e rs  

d irec ted  tow ards im proving em ploym ent opportunities fo r b lacks. In
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reaction  to black p ro te s t, these branches of governm ent have e ith e r 

been enacting b ills  o r  issu ing  o rd e rs  since the ea rly  th ir tie s  to e lim ­

inate d iscrim in atio n . F o r exam ple , the Unemployment Relief Act 

of 1933 and the National Recovery Act contained po licies that prohibited 

d iscrim ination  in em ploym ent and housing. As in the case of a ll  civil 

rig h t actions d irec ted  tow ards elim inating d iscrim ination  in em ploy­

m ent p r io r  to the 60’s, these  announcem ents w ere of lim ited  effec­

tiv en ess . "In p rac tice , they am ounted to little  m ore  than an  e x p re s ­

sion of policy . T here  w ere no s tandards by which d iscrim ination  could 

be determ ined, and m achinery  and sanctions fo r enforcem ent w ere ra re "  

(EEOC, Civil Rights Act of 1964, p . 2; a lso  see  Government S o u rc e s) .

In 1941, A . Philip Randolph th reatened  a m ass  covergence of 

blacks on W ashington un less P residen t R ossevelt secu red  employment for 

blacks in the defense in d u s tr ie s . In response  to th is  th rea t, P resident 

Roosevelt estab lished  a F a ir  Employment P rac tice  C om m ittee. The 

com m ittee was an  autonom ous body rep o rtin g  soley to the President 

and considerab ly  b ro ad er in  scope than any p r io r  civ il r ig h ts  b ill . The 

FEPC was au tho rized  to rece ive  and investigate com plaints of d isc rim in ­

ation, to take ap p ro p ria te  steps to re d re s s  valid  g rievances, and to r e ­

commend to fed era l agencies and to the P residen t w hatever m easu res  

it deem ed n ecessa ry  and p ro p er to c a r ry  out the purpose of the o rd e r” 

(EEOC, Civil Rights Act of 1964; a lso  see Government S o u rces).

However, the sam e w eakness that will affect a l l  l e g i s l a t i o n  o f  t h i s  

type until the 60*s eventually ren d ered  the com m ittee ineffective. I t 

had a staff of only eight m em bers and it lacked enforcem ent pow ers.
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The FEPC was la te r  tra n s fe rre d  to the W ar M anpower Com m ission 

and thereby  depriving it of its  autonom y. A dispute with the chairm an 

of the Manpower Com m ission led to the resig n atio n  of sev era l of the 

m em bers and the com m ittee suspended operation  in  1943. A second 

com m ittee \*?as  estab lished  by an Executive O rd er with two m ajo r im ­

provem ents. The com m ittee was given a b ro a d e r  ju risd ic tion  than that 

of i ts  p re d e c e sso r . Secondly, i ts  budget p e rm itted  it  to employ a staff 

of n early  120 and to open 15 fie ld  o ffices . In the th ree  y ea rs  of its  

existence, i t  p ro cessed  approxim ately 8,000 com plaints and conducted 

30 public h ea rin g s . However, it a lso  lacked enforcem ent pow ers. It 

expired  in June, 1946.

S everal com m ittees w ere estab lished  by the next th ree  p residen ts  

in the continuous effort to elim inate d isc rim in a tio n . On D ecem ber 3, 

1951, P residen t T rum an issued  an  Executive O rd er creating a Com m ittee 

on Government C ontract Com pliance. The com m ittee made m ore than 

20 recom m endations fo r im proving the ex isting  p ro g ra m . Many w ere 

d irected  a t  the estab lishm ent of effective enforcem ent p rocedures for 

the nondiscrim ination clause (EEOC, Civil R ights Act of 1964, p . 2; 

a lso  see Government S o u rc e s ) .

On August 13, 1953, P residen t Eisenhow er issu ed  an  Executive O rder 

rep lacing  the Trum an com m ittee with a  new com m ittee, the P resid en t's  

Com m ittee on Governm ent C o n trac ts . T his com m ittee m et with the sam e 

fate a s  i ts  p re d e ce sso rs , i . e . ,  i t  was ineffective because it lacked in 

enforcem ent pow ers.
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Severe u n re s t am ong blacks during the decades of the fifties and 

six ties w as caused  partly  by sev ere  and  chronic underem ploym ent and 

unemployment am ong th is  population. The im m ediate response by the 

federa l governm ent was to in itia te  socia l po lic ies  with the objective of 

in creasin g  em ploym ent opportunities fo r b lack s .

On M arch 6, 1961, P residen t Kennedy signed an  Executive O rd er 

which c re a te d  a  new P resid en t's  com m ittee on Equal Opportunity 

charged with the responsib ility  of effectuating equal opportunity both 

in governm ent em ploym ent and in em ploym ent on governm ent co n trac ts . 

Under th is  o rd e r , not only w ere governm ent co n trac to rs  not to d is ­

crim inate , but w ere to engage in a ffirm ative  actions to ensure  that the 

policy w as effective . Besides broadly s ta ting  the affirm ative actions 

co n trac to rs  m ust take, such a s  filing com pliance re p o rts  describ ing  

th e ir  h irin g  and em ploym ent p ra c tic e s  and p ro g re s s , the m ajo r d ep ar­

tu re  from  prev ious effo rts  was in the pow er au thorized  to the com m ittee 

to effectuate com pliance. The com m ittee d escribed  a Plans fo r P ro g ress  

p rogram  which contained the p rocedures fo r effecting com pliance through 

cooperation with m any business in stitu tio n s. To encourage com pliance, 

the com m ittee w as a u th o r iz e d  to :

1 . Publish the nam es of non-com plying co n trac to rs  
and unions.

2 . Recom m end su its  by the Justice  D epartm ent to 
com pel com pliance.

3 . Recommend crim inal ac tions by the Justice D ep art­
m ent against co n trac to rs  who furn ish  fa lse  inform ation .

4 . T erm in ate  the con tract of a  noncomplying em ployer.

5 . F o rb id  the contracting  agencies to  en te r  into new con­
t ra c ts  with those who have d iscrim inated  un less they 
have changed th e ir  p o lic ie s .
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As w ill be shown, th is was the beginning of the f i r s t  se rio u s  com m it­

ment by the organization of study to give em ploym ent opportunities to 

b la ck s .

On July 2, 1964, the Civil Rights Act of 1964 was p assed  by the 

leg isla tive  b ranch  of governm ent. T itle  VII of the A ct m ade i t  "un ­

lawful em ploym ent p rac tice  fo r an  em ployer to d isc rim in a te  because 

of ra c e , co lo r, re lig ion , sex o r national o r ig in ."  T h is  a c t  a lso  e s ta ­

blished the Equal Employment Opportunity Com m ission (EEOC) a s  

the agency responsib le  to accept, investigate and in itia te  action  to 

c o rrec t d isc rim in a tio n . T his ac t empowered the EEOC to  fo rm ulate  

and issu e  guidelines to institu tions a s  to what em ploym ent p rac tice s  

and p ro ced u res  w ere  in violation of the a c t .  Many of the subsequent 

litigated  ca ses  led  to precedent setting decisions which supported 

these guidelines and led to new and stro n g er gu idelines. In the next 

section, the im pact of these guidelines w ill be shown.

On Septem ber 24, 1965, Executive O rd er 11246 was signed into 

law by P resid en t Johnson and subsequently am ended by se v e ra l ex ec u tiv e  

o rd e rs  which strengthened i t .  This o rd e r estab lished  under the S e c re ­

ta ry  of L abor, Office of F edera l C ontract Com pliance (OFCC). The 

im portance of th is  o rd e r  was the power invested  in the O FCC . The 

ex p ressed  purpose of the OFCC was to fo rm ulate  guidelines and p ro ­

cedures fo r fed e ra l co n trac to rs  a s  to what m ust be done by the in s titu ­

tion, o rganization  o r business in o rd er to be in com pliance with t h i s  

ex e cu tiv e  o rd e r .  The fa ilu re  to comply could lead  to the cancellation, 

suspension o r te rm ination  of a federal con trac t with the co n tra c to r. As
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will be shown, the m ajo r im portance of th is  o rd e r  re s id e d  in the 

affirm ative  ac tio n s  com m itm ent req u irem en ts  of th is o rd e r  and the 

enforcem ent pow ers accorded  to the S ecre ta ry  of L abor.

The C ivil R ights Act of 1964, and  various o ther leg is la tiv e  a c ts , 

such a s  the Equal Opportunity Act of 1972, the Age D iscrim ination  

in Em ploym ent Act, the R ehabilitation Act of 1973, e tc . ,  and the 

executives o rd e rs  have a s  a m andate the obligation to end d is ­

crim ination  in  em ploym ent. As a  p ra c tic a l m a tte r , th e re  a r e  m ajo r 

functional d ifferences a s  to what the leg islative a c ts  and the e x ec u tiv e  

o rd e rs  w ere  im plem ented to accom plish . W hereas, the Civil Rights 

Act of 1964, and the o ther leg isla tive  ac ts  contained p rov isions for 

ending ra c ia l  and  o ther types of d iscrim ination , the enforcem ent 

power of the EEOC was very  lim ited . T h erefo re , fo r  the EEOC 

guidelines to be effective, long litigations w ere usually  n e c e ssa ry  to 

reso lve ch a rg es  of d iscrim in atio n . E ssen tia lly , it can be concluded 

that th e se  leg is la tiv e  a c ts  w ere d irec ted  a t  institu tionalized  p ra c tic e s , 

policies and p ro ced u res  that re su lted  in d iscrim ination  ag a in s t m in o r­

ity g ro u p s.

F o r  exam ple, the m ajo r obstac les confronting m inority  groups 

when seek ing  equal em ploym ent opportunities w ere the rec ru itm en t, 

hiring , p lacem en t and advancem ent system s u tilized  by a ll  m a jo r  in ­

stitu tions in  the so c ie ty . To determ ine qualification fo r em ploym ent, 

te s ts  and in fo rm al and subjective in terv iew s w ere used to  d isc r im i­

nate ag a in st b la ck s . To determ ine job p lacem ent and advancem ent, 

sen iority  sy stem s and  subjective m e r it  evaluation sy stem s w ere  used
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to d isproportionately  re je c t blacks and re s tr ic t  th e ir  opportun ities.

Under the EEOC guidelines, if an  em ployer d iscrim inated  by u tilizing  

any of th ese  sy stem s, the EEOC would f ir s t  seek to have the em ployer 

voluntarily cease  the p rac tiv e . * If th is  action failed  to  end the p rac tice  

by ag reem en t, the EEOC was fu rth er em powered to a s s is t  a com plainant 

in F ed era l co u rt with the objective of having the court decide w hether 

the p ra c tic e , policy o r  procedure was in violation. Because such l i t i ­

gation could take y e a rs  to be resolved , th is  ac t was re la tiv e ly  ineffec­

tive in responding  to the im m ediate concerns ex p ressed  by blacks during 

the s ix tie s , one of which was a substantial in c rease  in  the num ber of em ­

ployed b lack s . Although, i t  will be shown that in som e in stances, the 

Civil R ights A ct of 1964 was significant in increasing  the num ber of 

blacks, i t  w as p rim a rily  because a t the tim e the m a jo r in stitu tion  r e ­

cognized the necessity  to follow the EEOC guidelines without challenging 

th e ir leg a lity . I t becam e quite apparen t ea rly  in 1965 tha t if b lacks w ere 

to rece iv e  equal em ploym ent opportunities, fu rth e r fed e ra l action  would be 

requ ired  in the form  of executive o rd e rs .

The use of an  executive o rd e r and the creation  of the OFCC w as the 

governm ent response  to  th is need. The OFCC countered to the d ila to ry  

responses and  excuses for inaction by the m ajo r in stitu tions by issu ing  

d irectives req u irin g  affirm ative action by con trac to rs  in  seeking out 

where d iscrim ination  existed  in te rn a lly . They w ere then re q u ire d  by law 

to fo rm ulate  and im plem ent plans to c o rre c t the d isc rim in a tio n . F a il-

*The A ct w as am m ended M arch 24, 1972, g ran ting  au thority  to the 
EEOC to in itia te  su its  on behalf of the EEOC against em p lo y ers .
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ure to  com ply with the com pliance guidelines would lead  to  the can ce lla ­

tion, suspension  o r  term ination  of con tracts  a s  well a s  legal action 

against non-com plying p a r t ie s .  The effect of these  o rd e rs  w as to ef­

fectuate im m ediate  changes in  recru itm en t, h iring, p lacem ent and p ro ­

motion sy stem s of em ployers. I t is  th is  power that has been  the m ost 

significant fac to r in  increasing  opportunity fo r m in o ritie s . In the follow­

ing section , I w ill exam ine the com pany's resp o n ses  to the federal 

po lic ies and th e ir  im pact upon the recru itm en t, h irin g  and placem ent 

of b lacks in  the com pany.

COMPANY'S POUCIES AND THE RECRUITMENT AND HIRING OF BLACKS

The com pany 's f i r s t  response tow ard estab lish ing  a policy of equal

opportunity o ccu rred  in 1953. Shortly a f te r  P residen t E isenhow er issued

an executive order establishing a CCmnittee on Government Contracts,
the w orporation 's p resid en t issued  a  policy le tte r  which stated:

U nder the A m erican system , each of the c itizen s 
of th is  country has an equal righ t to live and work 
in  A m erica . I t is  the policy of this C orporation 
to h ire  people who have the personality , ta len t 
and background necessary  to fill a given job r e ­
g a rd le ss  of ra c e , color o r c reed .

On Septem ber 26, 1961, th is policy was rea firm ed  in  a  second policy 

le t te r . Both of th ese  policy s ta tem ents w ere ineffective in  reducing  rac ia l 

d iscrim ination  within the organization because th e re  w as no rea l com m it­

m ent by the co rpo ra tion  beyond the policy statem ent to  end d iscrim ination . 

Also, th e re  was no recognition that rac ia l d iscrim ination  ex isted  within 

the company by m anagem ent. One of the m ore p revasive  belie fs  that 

existed  w ithin m anagem ent, a s  I learned  from  my e x p e rie n c e s  in  p e r­

sonnel and  m anagem ent development schools, is  that the m a jo r reaso n
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for the low num bers of blacks in the company was the lack of blacks 

qualified to w ork in  the com pany. The validity of th is belief 

will be d iscu ssed  in C hapter Four.

Social u n re s t in the fifties and  s ix ties  eventually led  to the r e ­

cognition by the company officials that ra c ia l d iscrim ination  w as r e a l .  

In a s ta tem en t to m anagers issu ed  in  1967, the le tte r  stated:

P r io r  to 1963, our involvem ent in Equal Employment 
O pportunity was of a passive  n a tu re . We did not un- 
conscientiously d iscrim in ate , but by the natu re  of 
our p assiv ity  we brought v ery  few black people into 
the b u s in e ss . A black face in the company w as very  
r a r e .  F requently , when you encountered that black 
face , th e re  w ere also  som e black hands holding a 
broom , w ashing windows,handling jan ito ria l type 
a ss ig n m en ts .

The com pany 's f i r s t  re a l com m itm ent to in su re  equal opportunity

began in  1963 a s  a re su lt  of the com pany's ag reem ent to p artic ipa te  in

the Plans fo r P ro g ress  p ro g ram . On M arch 7, 1962, the company

issued  the policy and guidelines to a ll  m an ag ers . The le t te r  stated:

It is  o u r policy to employ applicants without re g a rd  to 
ra c e , c reed , co lor, sex, national orig in , o r  ag e . We 
r e - a s s e r t  th is  policy and joined a num ber of o ther com ­
panies p artic ipa ting  in the Plans fo r P ro g ress  Program  
se t up by P residen t Kennedy’s Com m ittee on Equal 
O pportunity . Each company involved is  subm itting  a 
s ta tem en t spelling out i ts  plans to take ac tion  to  a s su re  
equal consideration  and equal trea tm en t during  em ploy­
m en t.

In  T ab le  2 .1 , an h is to rica l p rofile  of the company h iring  data fo r the 

em ployee population is  given. P r io r  to 1961, the black em ployee popu­

lation w as 546 and by the end of 1962, th is figure had r is e n  to 750 which 

was le s s  than 1% of the to tal em ployee population. The f ir s t  significant 

in c rease  in the b lack  em ployee population o ccu rred  a s  a  re su lt  of the
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TABLE 2.1

EMPLOYEE POPULATION BY RACE FOR 1961-75

YEAR TOTAL 
E M PLOYEE 

POP .

BLACK
EMPLOYEE

POP.

NEW
BLACK
HIRES

%
OF

TOTAL

1961 70,000 546 0.7

1962 78,900 750 204 0.9

1963 85,500 1,495 745 1.7

1964 98,300 1,951 456 1.9

1965 112,900 2,734 783 2.4

1966 126,500 2,854 120 2.2

1967 1 37,900 5,087 2,233 3.6

1968 1 47,500 7,251 2,164 4.8

1969 153,500 7,800 549 5.0

1970 151,300 8,325 525 5 . 5

1971 150,700 8,857 525 5.8

1972 147,000 9,164 1,364 6.2

1973 154,400 10,944 1,780 7.0

1974 163,000 12,356 1,412 7.5

1975 159,400 12,242 -114 7.7
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Plans fo r  P ro g ress  Program  agreem ent in 1963. By the end of 1963, 

the b lack  em ployee population in creased  by 100% when the company 

h ired  745 b lack s .

Although the h irin g  ra te  is  significant from  1962 to 1966 when com ­

pared  to  the pre-1962 y e a rs , within the context of the sev erity  of the un­

em ploym ent am ong the black population, the com pany’s e ffo rts  w ere neg­

lig ib le . F o r the y ea rs  of 1967-168, th ere  w ere d ram atic  in c rea se s  in 

the num ber of b lacks h ire d . F rom  the end of 1966 to the end of 1968, 

the b lack  em ployee population increased  by 4397. T h is rap id  growth 

can be a ttr ib u ted  to one m ajor fac to r.

A s ind icated  e a r l ie r ,  the m ajo r fac to r for the inability  of blacks to 

gain em ploym ent was the u tilization of institu tionalized  d iscrim in ato ry  

p o lic ies, p ra c tic e s  and p ro ced u res . One of these  p ra c tic e s  was the 

use of te s ts  and  subjective in terview s a s  a p re re q u is ite  fo r h irin g .

A fter the p assin g  of the Civil Rights Act of 1964 r w hich sa n c tio n e d  th e  

use of validated  pre-em ploym ent te s ts  to sc re en  app lican ts, th e re  was 

a rap id  in c rea se  in the use of te s ts  by em ployers to sc re e n  app lican ts.

The u tiliza tion  of these  te s ts  led to a high re jec tio n  ra te  f o r  b la d e s  seek ing  

em ploym ent. On August 6, 1966, the EEOC issu ed  the T estin g  and S elec­

tion Em ployees Guidelines which effectively m inim ized  the use of te s ts  

to sc re en  out b lack s. On Septem ber 8, 1967, these  guidelines w ere 

issued  to m anagers  within th is organization . In 1968, the OFCC issued  

a d irec tiv e  b ased  upon these guidelines.

A nalysis  of the employment data fo r the y e a rs  of 1967-68 le a d s  

to the conclusion that the company suspended the use of te s ts  a s  a p rim ary
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requ irem en t fo r em ploym ent in the o rgan ization . T his rap id  in c rease  

in b lacks would a lso  lead to the conclusion that the EEOC and  OFCC 

Guidelines on T esting  and Selecting Em ployees w ere the m a jo r fa c to rs .

The re la tiv e  sm all in c rease  in the black em ployee population from  

1969-71 can be a ttrib u ted  to a  contraction  within the company because 

of a g en era l re c e ss io n  in the national econom y. I t is  significant, how­

ever, th a t during  th is  tim e when th e re  was a  d ec rease  in  the white pop­

ulation, and  an  additional 1000 black em ployees w ere  h ire d . The em ­

ployment data fo r the y ears  of 1972-74 would suggest that the company 

again in c re a se d  i ts  efforts to employ b lack s . F rom  1971-74, th is 

population grew  from  8, 857 to 12,356.

T h is  growth can be tra ced  back to another m ajo r fed e ra l policy

change. On Septem ber 1, 1971, the OFCC Revised O rd e r 4 d irective

was issu ed  to a ll  m an ag ers . The d irec tive  sta ted  in p art:

Based upon the governm ent experience with com pliance 
rev iew s under Executive O rd er p ro g ram s and the con­
t r a c t  rep o rtin g  system , m inority  groups a re  m ost 
likely  to be underutilized in departm ents and jobs 
with departm ents that fa ll w ithin the occupational c a te ­
g o rie s  of: officials and m an ag ers, p ro fessio n a ls , 
techn ic ians, sale w ork ers , office and c le r ic a l, and  
c ra ftsm e n  . . . .  T h ere fo re  co n trac to rs  should d ire c t 
sp ec ia l atten tion  to such jobs in h is  an a ly sis  and goal 
se ttin g  fo r  m in o rities  and women . . .

T h is  d irec tiv e  outlined m ore  stringen t req u irem en ts  fo r  co n trac to rs  

to m eet in  o rd e r  to be in com pliance. The m ajo r th ru s t w as the re q u ire ­

ment th a t co n trac to rs  w ere to analyze a ll m ajo r work ca teg o ries  to d e ­

te rm ine the underu tilization  of b lacks in these ca te g o rie s . F ac to rs  

to be co n sid e red  in determ ining underutilization  w ere:
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(a) The m inority population of the labor fo rce  in  the 
local com m unity.

(b) The size  of the unemployed m inority  w ork fo rce  
in  the surrounding com m unity.

(c) The percentage of m inority  work fo rce  com pared  
to the to tal fo rce  in the im m ediate lab o r a r e a .

(d) The general availab ility  of m in o rities  having the 
re q u is ite  sk ills  in the im m ediate labo r fo rc e .

(e) The availab ility  of prom otable m inority  em ployers 
w ithin the population.

Based upon th ese  types of requ irem en ts , to be in  com pliance, the com ­

pany re q u ire d  to estab lish  goals, tim etab les and any o ther affirm ative  

action com m itm ent designed to c o rre c t identifiable d e fic ien c ies .

COMPANY'S PLACEMENT PATTERNS AND DISCRIMINATION

One th ru s t of Revised O rder 4 was d irec ted  a t the p rac tic e  of p lac ­

ing new en try  ethnic, rac ia l o r o ther m inority  group m em b ers  into 

the low er sk illed  occupational ca teg o rie s . A nalysis of the data in Table

2.2 rev ea l that th is  is  the p rac tice  in th is com pany. Exam ples of th is 

p rac tice  a re  indicated by these observations. In the h igher occupational 

ca teg o ries  of official, m anagers, p ro fessionals  and sa le s , in  1975,

83, 000 o r  52% of the to tal employee population is  white w hereas 4,159 

or 2.6%  of th is  population is  b lack . P roportionally , the la rg e r  p e rc e n t­

ages of b lacks a r e  em ployed within categories such a s  office and  c le r i ­

ca l. W ithin th is  category , 3,965 o r 31.9% of the to ta l black population 

is found. F o r  the white population, 22,046 o r 14.9% of the to ta l white 

population is  found w ithin the sam e category . A sum m ary  of the data
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shows that proportionally  and num erically  few er b la c k s  a r e  in  

h igher occupational ca teg o ries , and when com pared to the to ta l e m ­

ployee population, blacks a re  u n d errep resen ted .

TABLE 2 .2

EMPLOYEE POPULATION BY OCCUPATION AND RACE: YEAR 1975

Occupational
Category

Total
Population

7o
White

Black
Population

%
Black

O fficials/M anagers 19,537 13.2 850 6 .8

P rofessionals 50,413 34.3 2458 19.7

Technicians 31,837 21 .6 2329 18.7

Sales 9,191 6 .2 851 6 .8

O ffice /C lerica l 22, 046 14.9 3965 31 .9

C raftsm en 5,553 3 .7 268 2.1

O peratives 7,464 5 .0 1375 11 .0

L aborers 14 - 6 -

Service 1,067 .72 140 1.1

Total (Black 
and W hite) 159, 400 92.3 12,424 7 .7

An in te re s tin g  dim ension of the placem ent problem  is  the p ra c tic e  of 

placing a  h igher num ber of blacks in c e rta in  d ivisions of the com pany. In 

the p rev ious chap ter, re fe ren ce  was m ade to th e " e lite "  d iv isions of the 

com pany. F o r exam ple, th ere  a re  sev era l sep ara te  divisions which share  

responsib ility  fo r the com pany's m ajor product. R esearch  and D evelopm ent, 

Software Development, M anufacturing, F ield  Servicing and the Sales d iv i­

sions a r e  responsib le  fo r the developm ent, m anufacturing, m arketing  and
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m aintenance of i t s  com puters. 7\mong th e s e .  S a le s , R esearch  and 

Development and Softw are Development d iv is io n s  would be 

considered e lite  d iv isions. M anufacturing would be considered  a non­

elite d iv ision . F rom  the viewpoint of serv ic ing  a product, the F ield  

Servicing division would be considered an e lite  division when com pared 

to the ty p e w r ite r  serv ic ing  a re a  of the T y p a tfrite r  d iv ision . The d iffer­

ence is  that a  custom er engineer in the F ield  Servicing division is  r e ­

sponsible fo r  m aintain ing a  highly technical product, the com puter, w hereas 

the custom er eng ineer in the T ypew riter division is  responsib le  fo r 

m aintaining ty p ew rite r and co p ie rs . If the p rac tice  of h irin g  and placing 

new en try  m inority  group em ployees in the non-elite  a re a  of the com ­

pany, the expectation is  that proportionally  g re a te r  num bers of blacks 

will be em ployed in the non-elite  d iv isions. A nalysis of the em ploym ent 

data fo r the v arious divisions supports th is expectation.

To i l lu s tra te  th is , the employee s ta tis tic s  by ra c e  fo r the y e a r  of 

1969 fo r the T ypew rite r and Softw are Development d iv is io n s  

a re  shown in  T able 2 .3 .  In the Software Development division, of the 

13, 999 em ployees, 437 o r 3.1% a re  b lack . In the T ypew riter division, of 

the 18,566 em ployees, 1,603 o r 7.9% a re  b lack .

TABLE 2 .3

BLACK PLACEMENT PATTERN BY DIVISIONS

W hites
% of

Blacks Total

Elite D ivision 
(Software D ivision) 13,999 437 3.1

N on-E lite  D ivision
(T ypew riter Division) 18,566 1,603 7 .9
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Even m o re  illu stra tiv e  of th is type of placem ent p a tte rn  is  the em ­

ployee p lacem ent data within the non-elite T ypew rite r d iv i ­

sion  With re fe ren ce  to Table 2 .4 , the la rg e s t num bers of blacks a re  

located in  the adm in istra tion , m anufacturing and custom er engineering 

ca teg o ries . The low est num bers a re  located in the eng ineering  and 

headquarters  a r e a s .

TABLE 2 .4

BLACK PLACEMENT WITHIN THE TYPEWRITER DIVISION

Function
White

Employees
% of 

Total
Black

Em ployees
% of

Total

Sales 3, 439 
(93.5%)

18.5 236 
( 6.5%)

14.7

Custom er
Engineering

5,393
(91.4%)

29.0 505 
( 8.6%)

31.5

Office A dm inistration 2,111
(86.6%)

11.3 324
(13.4%)

20.2

H eadquarters 1,057
(93.6%)

5 .6 72
( 6.4%)

4 .4

Engineering 1,505
(97.0%)

8.1 45 
( 3 %)

2 .8

M anufacturing 5, 061 
(92.3%)

27.2 421 
( 7.7%)

26.2

TOTAL 18,566
(92.1%)

91.1 1,603 
( 7.9%)

7 .9

NOTE: P ercen t of category in p a ren th esis .
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RESPONDENTS’ PERCEPTIONS OF MOBILITY

The em ploym ent p rofile  developed shews t h a t  b la c k s  have p ro g re ssed  

significantly during  the la s t decades. Of in te re s t a re  the percep tions of 

the sam ple population a s  to th e ir  personal p ro g re ss  and  the p ro g re ss  of 

blacks in  g e n e ra l. Individually, the respondents respond  that they have 

p ro g re ss  w ithin re c en t y e a rs . F o r exam ple, 99% respond  that they have 

made from  a li t t le  to a g re a t am ount of p ro g ress  in recen t y e a rs  and 78% 

of these  resp o n d  from  som e to a g rea t am ount. (See Table 2 .5 ) . However, 

they perce iv e  tha t b lacks,in  g e n e ra l , have made le s s  p ro g re s s . Thus,

55% respond  that b lacks have made some to a g rea t am ount of p ro g re s s . 

When th ese  r e s u lts  a r e  com pared with responses from  Brink and H a rr is ' 

study, a longitudinal view of th is  p ro g re ss  is  obtained. In th is  study,

TABLE 2 .5

RESPONDENTS’ PERCEPTIONS OF BLACK PROGRESS

G reat
Amount Some Little None

Black p ro g re s s  in recen t y ea rs 12 63 61 1
N = 137 9% 46% 44% 1%

Personal p ro g re s s  in recen t y e a rs 21 86 29 1
N = 137 15% 63% 21% 1%

which was conducted in 1963 and 1966, in 1963, 84% responded that th e ir  

work situation  a s  about the sam e to w orst off. In 1966, th is proportion had 

decreased  to  41%. (Brink and H a rris , 1966, p.  222). Based upon the events 

of the la s t  fifteen  y ea rs  which re p re se n t a sharp d ep artu re  from  the h is ­

to rica l h ir in g  p a tte rn  fo r b lacks, the perceptions of th is sam ple a re  under­

standable. T hat is ,  th is perce ived  p ro g re ss  is  a re a lis t ic  a p p ra isa l of 

the p ro g re s s  b lacks have m ade within the la s t decade. The percep tion  of
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g re a te r  individual p ro g re ss  can a ttr ib u ted  to the la rg e r  p roportion  of 

blacks w ithin th is  sam ple who a r e  em ployed in  p ro fessional ca tego ries  

and the fact tha t the respondents a r e  em ployed w ithin a p restigeous 

com pany.
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CHAPTER HI

MOPE OF MOBILITY: SPONSORED OR CONTEST?

The m a jo r th ru s t of the prev ious ch ap te r w as to show that w hatever 

gains in  m obility b lacks have experienced , fed e ra l po lic ies  and actions 

w ere e ssen tia l to th is p ro g re s s . Now th a t b lacks have gained en try  into 

the organization, the in te re s t win focus on understanding  m obility within 

the o rgan ization . Tow ard th is  objective, I  posed  th e  is s u e  e a r l i e r  in  

te rm s  of T u rn e r 's  "con test-sponso red" m ode of m obility  th eo ry . The 

rem ain d er of th is  chap ter w ill be d irec ted  a t  an  an a ly s is  of the responden ts ' 

m obility with the objective of a sce rta in in g  which m ode of m obility is  

applicable to b lack  m obility .

The in itia l step tow ards th is  objective i s  to d esc rib e  the prom otion 

p ro c e ss  within the organization . M ore im portan tly , the hypotheses and 

questions of in te re s t a r e  b ased  on the definition of two dependent 

v ariab les , Occupational S tatus and  Prom otion R a te . A secon­

dary  objective is  to  d escrib e  the occupational h ie ra rc h y  and prom otion 

p ro cess  upon which these two v a riab le s  a r e  co n s tru c ted .

The o rgan iza tion 's  official policy governing prom otions is  based  up­

on the p rin c ip les  of m e r it  o r  "co n test m obility” . T h is  policy of m e r it  is  

based  on the dominant A m erican  ideology, taught and fo s te red  by a ll  of 

our educational institu tions, that th e re  e x is ts  a  tru e ly  com petitive system
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w hereby the h ighest ach iev er w ill be successfu l in gaining som e m easu re  

of e lite  s ta tu s . The p rem ise  to be pu rsued  h e re  is  that the o rgan ization 's  

system  fo r  determ ining  upward m obility  is , in  fac t, a  sponsored  system  

of m obility .

T u rn e r 's  an a ly sis  of m obility p re se n ts  sev e ra l c h a ra c te r is tic s  of the 

sponsored  mode of m obility which can be te s te d . He postu lated  that the 

e lite  agents w ill se lec t a num ber of individuals on ra th e r  specific  p e r ­

sonal and socia l a ttrib u te s  and c h a ra c te r is tic s  with the purpose  of 

" tra in ing  and indoctrinating" o r  groom ing th ese  individuals fo r fu ture  

e lite  s ta tu s . F rom  th is  in itia l group, a  few w ill be chosen e a r ly  in  th e ir  

c a re e r  to  f ill an tic ipated  vacancies . The purpose of th is  ea rly  selection  

is  to "allow tim e to t ra in  o r  p rep a re  the r e c ru i ts  fo r  th e ir  specia l s ta tu s " . 

These fu tu re  e lite s  a r e  in rea lity  freed  from  com petitive struggle and 

kept under c lo se  superv ision  to be thoroughly indoctrinated  in  the e lite  

c u ltu re . A s a  re su lt  of th e ir  tra in in g  and  the con ferring  of s ta tu s  on the 

b as is  of "som e supposed m e rit" , the new e lite  re c ru its  w ill be loyal to the 

system  and w ill form  considerable identification  with the e l i te . (T u rn er, 

1973, p . 450). I w ill analyze the o rgan iza tion 's  prom otion p ro ce ss  with 

the objective of showing that (1) the organization  has a highly s tru c tu red  

system  of se lection  and prom otion and (2 ) the se lection  p ro ce ss  is  not 

based  on com petition. The rem ain d er of th is  th e s is  w ill be devoted to 

a n  an a ly sis  of the issu e  of w hether the system  is  effective in  " in d o ctrin a­

tion" and in ensuring  "loyalty  and identification" from  the se lec ted  ones.
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THE OCCUPATIONAL HIERARCHY

T here  a r e  two types of occupational lad d e rs  in  the organization, 

p ro fessional and non-p ro fessional. W ithin each  type, th e re  a re  dif­

fe ren t levels  corresponding  to  the prom otional c a te g o rie s . With r e f ­

e ren ce  to Table 3 .1 , the lev e ls  ran g in g  from  th e  e n t r y  l e v e l  non­

pro fessional occupations to the h ighest a r e  shown. Level 1 through 

13 co rrespond  to  occupational ca teg o ries  and  t i t le s  fo r n o n -p ro fes­

sional em ployees. G enerally , the occupational designation o r de­

sc rip tio n  asso c ia ted  with th ese  levels a re :  se rv ic e  w o rk ers , un­

skilled , sem i-sk illed , office and c le r ic a l . W ithin the organization,

TABLE 3 .1

PROMOTIONAL PROGRESSION FOR NON-PROFESSIONALS

LEVEL

Occupational Positions: 
S ecre ta ry , A dm in istra tive  C lerk , 
Receptionist, Com puter Technician, 
Com puter O p era to r, E lec tron ic  
Technician, e tc .

Example fo r S ec re ta ry

1 Clerk-Typist
2
3 S ecre ta ry  T ra in ee
4
5 S ecre ta ry  S pecialist
6
7 S ecre ta ry
8
9 Senior S ecre ta ry

10
11 Executive S ec re ta ry
12
*13 Senior Executive S ec re ta ry
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sev era l exam ples of job title s  a sso c ia ted  w ith th ese  levels a re  ad m in is­

tra tiv e  c le rk , s e c re ta ry , c le rk -ty p is t, recep tio n is t, e lec tron ic  techn i­

cian, com puter technician, com puter o p e ra to r, keypunch o p era to r, e tc .

The em ployees in  my sam ple who fa ll w ithin th ese  ca teg o ries  will be 

the non -p ro fessionals in  the Occupational S tatus v a ria b le .

W ith re fe re n c e  to  the levels shown in  T able 3 .1 , th e re  a re  c o r r e s ­

ponding job t i t le s  within the occupational category  which re flec t in c re a s ­

ing deg rees of re sp o n sib ilitie s  and h igher s a la ry  ra n g e s . F o r exam ple, 

within the occupational category of s e c re ta ry , the job t i t le s  corresponding 

to en try  level and above a re : c le rk  ty p ist, s e c re ta ry  tra in e e , se c re ta ry  

sp ec ia lis t, s e c re ta ry , sen io r s e c re ta ry , executive s e c re ta ry  and sen io r 

executive s e c re ta ry .

In T able 3 .2 , the leve ls  and tit le s  co rrespond ing  to  professional oc­

cupations a r e  shown. The company’s p rom otional system  fo r p ro fessionals  

a re  com plex. I w ill sim plify it by only showing the m a jo r job title s  fo r 

five d iv isions in  the company.

The en try  level fo r  p ro fessional em ployees is  20. High officials and 

m an ag ers , such a s  d ire c to rs , p re s id en ts , v ic e -p re s id en ts , e tc . ,  would 

begin a t  a  level of 30. O fficials and  m an ag ers  a r e  those  p ro fessio n als  who 

a r e  responsib le  fo r the form ulation and ad m in is tra tio n  of the po lic ies  of the 

com pany. The o th er p ro fessional ca teg o ries  co rresp o n d  to occupations 

which re q u ire  a  college degree o r  equivalent e x p e rie n c e s . The p ro fessional 

em ployees in  m y sam ple within th ese  lev e ls  w ill be divided into two groups, 

m anageria l and  non-m anagerial p ro fe ss io n a ls .
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TABLE 3.2

PBCMOTICNfiL PROGRESSION FOR PROFESSIONALS

Non-Elite Divisions Elite Division

Promotional
Levels

Job Titles for M a n u ­
facturing, Research 
and Development, Soft­
ware Development D i v i ­
sions: Engineer, P r o ­
grammer, System A n a ­
lyst, M a t h e t i c i a n s , etc.

Job Titles for Com­
puter Sales Division 
and Headquarter L o c a ­
tions: Market Re p r e ­
sentative (Salesperson) , 
System Engineer, etc.

20 Trainee Trainee

21 Junior Assistant
22 Associate
23 Associate
24 Senior Associate

Technical Managerial
25. Staff First Line 

Manaeer Full
26 Development Second Line 

Manaeer
27 Advisory Third Line 

Manaeer Advisory

Managerial Technical
28 Senior Fourth Line 

Manaeer
Sys'tem Engir 
neer Manaeer Senior

29 Consultant Market 
M a n a e e r ‘ .Consultant

30+ Plant Managers, Directors, Vice-Presidents, 
Presidents and Chairman
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A s with the non-professional lev e ls, the lev e ls  w ithin the p ro fe s ­

sional paths co rrespond  to in creasin g  d eg rees  of re sp o n sib ilities  and 

h igher s a la ry  ra n g e s . An exam ple of th is  p ro g ress io n  fo r  a  p ro g ram m er 

would be p ro g ram m er tra in e e , junion p ro g ram m er, a sso c ia te  p ro g ram m er, 

staff p ro g ram m er, developm ent p ro g ram m er, ad v iso ry  p ro g ram m er, 

sen io r p ro g ram m er and consultant p ro g ra m m e r. T hese  title s  would 

a lso  apply to  the o th e r occupational ca teg o ries , i . e . ,  m athem atician , 

physic is t, an a ly st, e tc .

T h e re  is  ano ther im portan t a sp ec t of th is  prom otion lad d er. The 

company u tilizes  a  dual prom otional path fo r p ro fessio n a l em ployees.

The com pany 's policy s ta te s  that each em ployee has the opportunity to 

pursue a  technical o r  m anageria l c a re e r  p a th . The se lection  of a  tech ­

nical c a re e r  ind icates that the em ployee w ishes to rem ain  within occupa­

tional ca teg o ries  with re sp o n sib ilitie s  and  du ties which depend on the 

em ployee m aintaining a  high degree of technical com petence in h is  o r  

h e r  p ro fe ss io n . Those who follow the m anageria l c a re e r  path w ill be 

req u ired  to a c q u ire  m anageria l and ad m in istra tiv e  s k il ls .  A ll p ro fe s ­

sional em ployees w ill follow a  technical c a re e r  path up to  a  level 24 in 

the n on -elite  d ivisions and  to a  level 27 in  the e lite  d iv ision . Upon 

reach ing  a  level 24 in  the non-elite  d iv isions, the em ployee who rem ains 

within the technical c a re e r  path w ill follow staff to  consultant lin e s .

Those em ployees who a r e  se lec ted  fo r m anagem ent w ill becom e f irs tlin e  

m an ag ers . In  the e lite  d iv isions, the p ro fessional em ployee who r e ­

m ains technical w ill becom e a  sen io r a t  level 28, And again , those who 

a r e  chosen fo r m anagem ent w ill becom e m a n a g e rs .
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PERL AND NOMINAL PROMOTIONS
W ithin the organization, th e re  a r e  essen tia lly  two types of p rom o­

tions, which w ill be re fe r re d  to a s  e ssen tia l o r  re a l  prom otions and 

n o n -essen tia l o r  nom inal p rom otions. The an a ly s is  of the "con test- 

sponsored" m obility issu e , a s  w ell a s  the construction  of the dependent 

v ariab le , Prom otion Rate, a re  b ased  on an understanding of the d iffe r­

ences betw een these  two types of p rom otions. Thus, definitions of 

these  id ea l-ty p es  of prom otions a re  in o rd e r .

Nominal prom otions a re  the types of prom otions which a re  c h a ra c ­

te r iz ed  a s  prom otions involving a m inim al o r  no r e a l  in c re a se s  in  r e ­

sponsib ility . It m ight be d escribed  a s  a  su p erfic ia l change in job 

t i t l e . A second m a jo r  c h a ra c te r is tic  is  . t h a t  th e r e  i s  no a u th o r i ty  a s s o c i­

a ted  with the position . T h ere  a r e  two o ther im portan t c h a rac te r is tic s  

of a nom inal prom otion. Nominal prom otions genera lly  occur fo r the 

low p ro fessio n a l and non-professional le v e ls . Secondly, sm all sa la ry  

in c re a se s  a r e  a sso c ia ted  with these p rom otions. In the determ ination 

of w hether a  prom otion is  nom inal, the rea so n  fo r the prom otion assu m es 

im portance . An em ployee w ill rece iv e  a nom inal prom otion when the 

individual has reached  the top of a  s a la ry  range a sso c ia ted  with a  given 

lev e l. The reaso n  fo r  th is  is  the policy which s ta te s  th a t no employee 

should be paid  outside of the sa la ry  range fo r  the level and no em ployee 's 

sa la ry  can be frozen  because the individual has  reach ed  the top of the 

s a la ry  ran g e . Nominal prom otions a r e  a lso  given when em ployees’ 

m o ra le  is  low because of a perce ived  lack  of opportunity T h is  i s  determ ined  

by th e  r e s u l t s  o f  o p in io n  survey  o r  employees* c e trp la in ts  r e l a t i v e
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to a lack  of opportunity. E ssen tia lly , nom inal prom otions a re  given 

to  give em ployees an  illusion  of m o b ility .

F o r  exam ple, an em ployee w orks a s  a  level 17 em ployee fo r many 

y e a r s . O ver a  period  of tim e , the em ployee w ill rece iv e  sa la ry  in ­

c re a se s  which w ill eventually p lace the em ployee’s s a la ry  outside of 

the level of 17 ran g e . Since the policy is  th a t no em ployee is  to be 

paid outside of the le v e l 's  s a la ry  range , the em ployee m ust be prom oted 

to the next le v e l. O r, if  the m ora le  o f  th e  employee p o p u la tio n  i s  

low and the opinion survey  ind icates th a t the lack  of prom otion opportun­

itie s  is  a  m a jo r fac to r, the company w ill in itia te  many nom inal p ro ­

m otions. And a s  s ta ted , individuals who com plain of a  lack  of p rom o­

tion opportunities m ay rece iv e  n a n in a l p ra n o tio n s .  A gain, th e se  

prom otions usually  a r e  one level changes and g enerally  a re  within the 

low er lev e ls  and ra n g e s .

Real prom otions have se v e ra l m a jo r  c h a ra c te r is tic s  which d iffe r­

en tiate  them  from  nom inal p ro m o tio n s . F ir s t ,  re a l prom otions a re  

m ade to  f ill high technical positions and a ll  m anageria l positions. Sec­

ondly, these  positions a r e  usually  in  the h igher sa la ry  ranges which 

c h a ra c te r is tic a lly  have considerab le  am ounts of au thority  and re sp o n s i­

b ility  asso c ia ted  with them  and  a r e  lim ited  in  n u m b ers .

G enerally , r e a l  prom otions involve prom otions within the higher 

p ro fessional le v e ls . F o r  exam ple, a l l  em ployees who a r e  h ire d  in p r e ­

p ro fessional positions, i . e . ,  the jun io r t i t le s , w ill p roceed  through 

the technical prom otion level up to a  level 24 in  the n on -elite  divisions
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and up to a level 25 in the e lite  d iv isions. W hether these  prom otions 

a re  nom inal o r  re a l depends on the ra te  of the p rom otions. In general, 

if  the em ployee m oves rapidly up to the hightechnical o r into m ana­

g eria l positions, the prom otions a r e  con sid e red  r e a l .  On the o ther 

hand, if the em ployee experiences a  significantly  long period  between 

h is o r  h e r  prom otions to p re -m an ag e ria l lev e ls  o r  to level 25 in  the 

e lite  d ivisions, the em ployee 's prom otion w ill be considered  nom inal.

Once em ployees have reached  the h igher technical o r  m anageria l 

lev e ls, only re a l  prom otions w ill o ccu r. In a  p rogram m ing group 

fo r exam ple, the technical s lo ts  above level 24, i . e . ,  staff, develop- 

m ent, ad v iso ry , sen io r and consultant, a r e  lim ited  in n u m b ers .

T here  m ay be only one slot availab le fo r a  s ta ff p ro g ram m er and one 

slo t fo r an ad v iso ry  p ro g ram m er. In the e lite  divisions, the p ro ­

fessional em ployee may reach  a level 25 befo re  opportunities fo r 

prom otions significantly  d e c re a se . In th ese  divisions, the levels 

above level 25 a re  lim ited  and a llo ca ted . The re su lt of th is p ro cess  

is  that the m a jo rity  of p ro fessionals  w ill have few opportunities fo r 

prom otion beyond level 24 o r  25. Only a  chosen few will experience 

re a l prom otion from  that point on.

T h ere  is  ano ther ram ification  of the type of m ovem ent an  em ployee 

can have. At the point w here the dual ladder ex is ts , an  em ployee can 

move la te ra lly . F o r  exam ple, a  m anager who fa ils  o r  is  not needed 

because h is  function m ay have been p h ased  out will move la te ra lly  to  a  

technically  equivalent position . F o r a ll  m anagers  who fail, th is  is  p ro -
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bably the lim it of h is o r h e r  upw ard m obility . F o r those m anagers 

whose functions w ere phased out, opportunities w ill continue to ex ist 

fo r fu ture prom otions through e ith e r  p a th .

Although not previously  s ta ted , th e re  is  one basic  p rem ise  under­

lying nom inal p rom otions. The p rem ise  is  that th e re  is  little  o r  no d if­

ference  in  the sk ills  and a b ilitie s  to  p erfo rm  a t  different prom otion 

lev e ls . The justification  fo r th is  type of prom otion is  that i t  gives the 

illusions of opportunity when, in  fac t, th e r e  i s  l i t t l e  o p p o r tu n ity . One 

com m ent repeated ly  m ade by em ployees who rece iv ed  nom inal prom otions 

is  that they w ere s till  perfo rm ing  the sam e d u tie s . Real prom otions in 

theory  and generally  in p ra c tic e , involve quantifiable d ifferences in 

dem ands upon the indiv idual's sk ills  and a b il i t ie s .  A key point to be 

em phasized is  that only re a l  prom otions fa ll w ithin the "co n test- 

sponsored" m obility question. The c ru c ia l question is  w hether these  

individuals a r e  selected  on m e r it  o r  w hether they a re  sponsored .

THE MANAGERIAL GROOMING PROCESS

Based upon the p rem ise  that re a l  prom otions a r e  used to fill c r itic a l 

e lite  positions which a re  lim ited  in  num bers and to  se lec t the fu ture  

le a d e rs  of the corporation , the com pany's p ro ced u res  a r e  w ell s tru c tu red  

to se lec t em ployees based  upon the m anagem ent’s definition of the type 

of individual d e s ired  by the o rgan ization . The assum ption  h e re  is  that 

those h ire d  in  the ca tego ries  .lead in g  to  r e a l  prom otion have m et the 

m inim um  req u irem en ts , both soc ia lly  and personally , and have p o te n t ia l  

f o r  e lite  s ta tu s . A t th is  point, the o rg an iza tio n 's  prom otion p ro cess
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consists of sev e ra l components that give m anagem ent total control 

over the c a re e rs  of a ll the em ployees re g a rd le s s  of th e ir  a b ilitie s .

The m ajo r p rem ise  supporting contest m obility is  that em ployees, 

through th e ir  perfo rm ance, have considerab le  control over th e ir  

fu ture c a r e e r s .  T his p rem ise  a lso  assu m es th a t a ll  the individuals 

a re  able to com pete fo r positions when th ese  positions becom e 

opened. In the organization, the policy fo r notifying em ployees 

of available positions p recludes th is  type of open com petition. Job 

opportunities a r e  not posted  o r  publicized to the em ployee population. 

The em ployees have no knowledge of positions which a re  open and, 

th ere fo re , a re  not aw are  of job openings until a f te r  they a re  filled . 

M anagers, however, a r e  notified of a ll job openings. It is  totally 

within the m an ag ers’ pow er to se lec t the em ployee of h is o r  h e r  choice 

fo r an open position .

The p ro cess  fo r the selection  of candidates fo r e lite  status 

is  w e ll-s tru c tu red  to  accom plish the e l i te s ’ objectives of indoc­

trina ting  those se lec ted  into the ways of the e lite  and thereby 

ensuring  loyalty and identification . The company has an Executive 

R esource Planning P rogram , which a s s is ts  in  the early  iden tifica­

tion of em ployees with m anagem ent p o ten tia ls . T his p rogram  

req u ire s  m anagers to  identify and  subm it to  the app rop ria te  

body, the nam es of em ployees who have potential fo r rap id  a d ­

vancem ent into m anagem ent. Based upon th is  identification, the
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em ployees' assignm ents a r e  s tru c tu re d  to in su re  m aximum visib ility ,

exposure and ex p e rien ce . T his groom ing p ro ce ss  begins im m ediately

upon en try  into the o rgan ization . W ithin the e lite  divisions, a l l  p re -

p ro fessional em ployees in  the job ca teg o ries  of m arket rep resen ta tiv e
\

and system  engineer m u st go through two y e a rs  of fo rm al and inform al 

tra in in g . Though the objective of the fo rm alized  educational c la sse s
i

a re  to teach  die product line and sa le s  techniques, a  secondary ob jec­

tive i s  to indoctrinate the em ployees into the "com pany's im age" and 

the expectations of the e l i te .  An em ployee 's  c a re e r  is  enhanced to the 

degree that he o r  she is  successfu l in  p ro jec ting  th is  im age . T here a re  

many ram ifica tio n s to th is  p ro c e ss . One is  th a t the em ployees who a re  

identified ea rly  in  th e ir  c a re e r  w ill re ce iv e  p re fe ren tia l trea tm en t over 

o ther em ployees a s  would be expected from  T u rn e r 's  theory . The s e c ­

ond ram ifica tion  is  the re la tionsh ip  of th is  p ro c e ss  to the m e r it  p ro ­

m otional sy stem .

THE APPRAISAL SYSTEM: THE MANIFEST FUNCTIONS

The organization em ploys an  ap p ra isa l system  to ra te  each em ­

p loyee 's  perfo rm ance on an  annual b a s is .  The evaluation p ro g ra m 's  

sta ted  functions a r e  to in su re  th a t each em ployee understands what is  

expected of that em ployee in  the job, to provide a  m ore  objective b as is  

fo r evaluating th is  p erfo rm an ce , to a s s i s t  em ployees in th e ir  s e lf ­

developm ent e ffo rts , to a s s i s t  m an ag ers  in  identifying em ployees who 

should be considered  fo r  prom otion and  reass ig n m en t opportunities .
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Tow ard these  objectives, each em ployee rece iv es  an annual ra ting  

on a sca le  from  1 to 5 rep re sen tin g  outstanding to unsatisfactory  re sp e c ­

tively . The ra tin g  is  used  to  de term ine  the em ployee 's percen tage of 

sa la ry  in c re a se  and the frequency of the in c re a se . M anagers a r e  

under s tr ic t  o rd e rs  not to te ll  the em ployee tha t th is  is  the function of the 

ra tin g . Yet, I have been inform ed that th is  ra tin g  is  not connected 

to sa la ry  in c re a se s . S alary  guidelines to  m anagers  contained the s ta te ­

m ent tha t "you a re  cautioned that s a la ry  lev e ls , sa la ry  ranges and 

g rid s  and tim ings a r e  c la ss if ied  a s  company confidential and a r e  not 

to be divulged to  em ployees fo r  any r e a s o n . . .  (and) to avoid any a p ­

pearance that ap p ra isa l ra tin g s  a r e  connected to sa la ry  by avoiding 

gran ting  em ployees an n iv e rsa ry  in c re a s e s ."

THE APPRAISAL SYSTEM: THE LATENT FUNCTIONS

Ideally , the em ployee’s ab ility  to  p e rfo rm  a s  m easu red  by some 

objective s tandards should be the p r im a ry  c r ite r io n  in the m an ag er 's  

judgem ent of the em ployee. In re a lity , th is  m e rit  p rincip le  has 

little  re la tionsh ip  to the judgm ental p ro c e ss  because the ap p ra isa l 

system  is  designed to accom plish  m any functions beyond controlling sa la ry  

in c re a se s  and  p rom otions. I ts  p rin c ip le  function is  to give m anagem ent 

to tal contro l over a ll a sp ec ts  of the em ployee 's c a r e e r .  The o rgan i­

zation does not have a union th e re fo re , th e re  is  no collective b a r ­

gaining by em ployees. F rom  the m anagem ent's  point of view, th is  control 

is  functional. F rom  the em ployees ' point of view, it is  dysfunctional, 

because the em ployees a r e  po w erless , having no o r  a  very  lim ited  

m easu re  of con tro l over th e ir  fu tu re  w ithin the corporation .
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F o r  exam ple, acco rd in g  to the policy each em ployee will rece iv e  an  

ap p ra isa l ra tin g  of h is  o r  h e r  p e rfo rm an ce . As previously  stated , if  

the em ployee’s perfo rm ance is  ra te d  high, the sa la ry  in c rease  is  high 

and the tim e span between in c re a se s  i s  s h o r te r .  The controlling fac to r 

in determ ining  the re la tiv e  in c re a se s  w ithin a group should be within 

the individual em ployee’s ab ility  to  p erfo rm  a s  m easu red  by som e ob­

jective s tan d a rd s . In  rea lity , the ra tin g  d istribu tion  within a departm ent 

is  determ ined  by fac to rs  which a r e  com pletely beyond the em ployees' 

co n tro l. D uring those p erio d s  when the economy is  good, employee
i

ra tin g s w ill be high and consequently, they will rece iv e  high sa la ry  in ­

c re a se s  on a  m o re  frequent b a s is .  When the economy is  dep ressed , 

the ra tin g s  w ill be low er with a co rrespond ing  d ec rease  in sa la ry  in ­

c re a se s  on a le s s  frequent b a s is .

T his p ro cess  is  i l lu s tra te d  by an an a ly sis  of the sa la ry  ad m in is­

tra tion  guidelines during two p e rio d s  corresponding  to a good and a bad 

econom y. In Table 2 . 1 , the data shows th a t the em ployee population 

experienced a  decline during  the y e a rs  of 1974-75. D uring th is  period , 

depending on w hether the em ployee 's  ra tin g  was a 1, 2, 3, 4, o r  5, the 

percen tage of in c re a se  in sa la ry  w as resp ec tiv e ly  13, 11, 9, 7 o r  0 ,  

and the frequency of in c rease  w as 10, 12, 15 o r  18 m onths re sp ec tiv e ly . 

D uring the p reced ing  y e a rs  of 1970-73, the population in c reased  because 

of a  b u sin ess  reco v ery  cy c le . C orresponding to  th is boom w as an  im ­

proved sa la ry  p lan . Again, depending on the ra tin g  of 1 , 2 , 3, 4 o r  5,
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the em ployee 's percen tage of in c re a se  was 14, 12, 10, 8 o r 0, and 

the tim e betw een in c re a se s  was 8 , 10, 12 o r  14 m onths. A num ber 

5 ra tin g  co rresponds to an  u n sa tis fac to ry . With such a ra tin g  an 

em ployee would be ineligible fo r an  in c rea se  and subject to d ism issa l 

from  the com pany.

One conclusion draw n from  the above is  that the s ta te  of the 

economy has a  g re a te r  influence on the ra tin g  of an  em ployee than 

does the em ployee’s p e rfo rm an ce . W ithin th is  fram ew ork, it is  

possib le  that an  em ployee who rece iv ed  a  #1 ra tin g  in 1973 would 

have rece iv ed  a  #3 ra tin g  in  the sam e job in 1975. The difference 

in ra tin g  can be a ttrib u ted  to fo rm al guidelines to  m anagers im posing 

low er em ployee ra tin g s . The r e s u lt  of th is  new ra tin g  in 1975 would 

be a sm a lle r  s a la ry  in c rease  on a  le s s  frequent b as is  than in 1973.

A second function of the a p p ra isa l system  is  its  u tilization a s  

the p rim ary  tool fo r  sep ara tin g  em ployees from  the company. The 

company has a full em ploym ent policy which m eans that i t  does not 

lay-off its  em ployees. Although m any em ployees in te rp re t th is  a s  

m eaning secu rity  in em ploym ent, th e ir  job secu rity  is  not guaranteed
t

in the sam e way the policy m ight su g g est. D uring periods when the 

company is  contracting, the organ ization  invokes th ree  po licies to 

ad d ress  the problem  of ex cessive  m anpow er. The company w ill r e tra in  

and re -d is tr ib u te  em ployees from  one a re a  of the company to ano ther 

a re a  w here the m anpow er needs a r e  g re a te r .  However, th is  re - tra in in g  

and re -d is tr ib u tio n  of m anpower do not re so lv e  the problem  of

68



excessive headcount. As shown in Table 2 . 1 , in 1969-70 and 1975-76, 

th e re  w ere d ec rease s  in  the em ployee population. This can be a t t r i ­

buted in  p a rt to ea rly  re tire m e n t of sen io r em ployees and lim iting 

h irin g . The d ecrease  can a lso  be a ttrib u ted  to a policy of fo rced  

separation .

The policy of fo rced  sep ara tio n  is  an  inform ally  tran sm itted  

policy . That is , i t  is  tra n sm itted  to m anagers in m eetings w here 

a ll m anagers a re  adv ised  to  identify "low p e rfo rm ers"  w ithin th e ir  

departm ent fo r the objective of sep ara tin g  these em ployees from  

the com pany. Once th is  identification  is  m ade, the em ployee will 

be given a two o r th ree  m onth im provem ent p la n . A ccording to 

th is plan, the em ployee w ill inevitably  fail fo r  th re e  reaso n s:

(a) the ra tin g s a re  based  on the subjective opinion of the m anager,

(b) the m anager is  allow ed to  give a general and undefined p e r ­

form ance plan and (c) the final decision  a s  to w hether the em ployee 

has im proved is  based  upon the subjective opinion of the m anager.

The th ird  im portan t function of the a p p ra isa l system  is  to

leg itim ate the p ro ce ss  of se lec tin g  em ployees fo r e ssen tia l o r 
0

re a l  p rom otions. G enerally , the em ployees who w ill have rap id  ra te  
*

of prom otions, i . e . ,  those chosen fo r  e ssen tia l o r  re a l prom otion, will 

have been identified ea r ly  in  th e ir  c a re e r .  Invariably , th ese  sam e 

em ployees will rece iv e  the h igher ra tin g s  that a re  a llocated  to the 

departm ent. Im portant to th is  se lection  p ro ce ss  a re  the degree of 

tru s t  between the em ployee and  the  m anager, the degree of loyalty 

shown by the em ployee to  the organization, a  w illingness to be a  p a rt
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of the team , and the w illingness to c a r ry  out the com pany's p o lic ies. 

T his p ro ce ss  broadens the definition of m e rit  to  include many 

non-ability  fac to rs  in the se lection  p ro c e ss . I t is  upon th is p r e ­

m ise  tha t a  m easu re  of prom otion ra te  m ust be developed if  a te s t 

of th is p ro cess  is  to  be m ade.

SAMPLE'S PERCEPTIONS OF MOBILITY

Although the descrip tion  of the o rgan ization 's  h irin g  and 

prom otion system s has the c h a ra c te r is tic s  of a  sponsored system  of 

m obility, the question is  w hether o r  not the respondents perceive 

th is  to be the c a se . U tilizing som e of T u rn e r 's  c h a ra c te r is tic s  

of the "con test-sponso red" parad igm , a s e r ie s  of sta tem ents was 

constructed  to a sc e rta in  the percep tions of the sam ple re g a rd ­

ing which mode of m obility is  u tilized  by the organization. An 

evaluation of th e ir  resp o n ses  to sev e ra l s ta tem ents about the r e la ­

tionship of m e r it  to  th e ir  individual m obility  shows that the m a ­

jo rity  perceive  the system  to be a  sponsored  system  of m obility.

With re fe ren ce  to Table 3 .3 , th is  s e r ie s  of sta tem ents was 

d irec ted  a t  testin g  the m ajo r p re m ise  of con test m obility, that 

e lite  s ta tu s  is  to be gained through com petition. If, in fact, a 

contest system  of m obility w ere  in  effect, th e re  should be no need 

fo r polic ies o r p rocedures to co e rce  m anagers  to h ire  o r  prom ote 

b lack s . The m ajo rity  of b lacks perce iv e  th e ir  m obility a s  p rim arily  

due to  the enforcem ent of po lic ies  fo rm ulated  to in c rease  opportuni­

ty and m obility fo r b lacks. F o r  exam ple, 96.2% respond that " d ire c ­

tives should be used to  in su re  that m anagers  im plem ent equal oppor­

tunity po lic ies" and  90.3%  respond  that "co rp o ra te  d irectives 

a re  p rim arily  responsib le  fo r  the in c re a se  in  the num ber of
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black em ployees and m a n a g e rs" . A lso, 90.7% respond that "m anagers 

should be ra ted  on th e ir  p erfo rm an ce  in  im plem enting equal opportunity 

policies" and 77.6% respond th a t b lacks have gained some opportunity 

for th is rea so n . The m o st succinct s ta tem en t .as ev idence su p p o rtin g  th e  

conclusion that a  sponsored  system  of m obility dom inates is  the sam ple 

responses to the sta tem ent, "My p ro g re s s  is  due to  m y ab ility  to play the 

gam e". An overw helm ing 98.3% of the sam ple respond affirm atively  to 

the im portance of "playing the gam e" to  get ahead.

Probably the m ost c ru c ia l e lem ent in  the sponsored system  of m o­

bility is  the ab ility  of the e lite  to  contro l en try  into m anagem ent. The d e ­

scrip tion  of the o rgan iza tion 's  m e r it  system  identified the subjective d i­

m ensions a s  the m echanism  through which th is  control is  ex e rc ised .

Relative to th is  dim ension of the system , sev era l s ta tem ents w ere con-

TABLE 3 .3

PERCEPTIONS OF POLICIES, GAME PLAYING AND MOBILITY
P e rc e n t P e rc e n t 
A gree D isag ree

The fact that m anagers a r e  now ap p ra ised  
on th e ir  perfo rm ance in  the h irin g  and p ro ­
m oting of b lacks is  resp o n sib le  fo r the in ­
c rea se  in  black m an ag eria l em ployees. 7 7 .6  2 2 .4

C orporate d irec tiv es  a re  p r im a r ily  re sp o n ­
sib le fo r the in c rea se  in the  num ber of
black em ployees and  m a n a g e rs . 90 .3  9 .7

D irec tives should be used  to  in su re  th a t m an­
a g e rs  im plem ent equal opportunity p o lic ie s . 96 .2  3 .8

M anagers should be ra te d  on th e ir  p e r fo r ­
m ance in  im plem enting equal opportunity
p o lic ie s . 90 .7  9 .3

My p ro g re ss  has been due to  m y ab ility  to
play the gam e. 98 .3  1 .7

N =  137.
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s tru c ted  to a sc e rta in  the sam p le 's  percep tions o f  th e  s u b je c tiv e  and 

control a sp ec ts  of the sy stem . A nalysis of the responses to these  s ta te -  

m ents supports the conclusion that the evaluation system  is  a sponsored 

system  which read ily  lends itse lf  to the objective of exerc ising  total m anage­

m ent contro l over the se lec tion  and  prom otion of candidates to  e lite  s ta tu s .

The resp o n ses  to the sta tem en ts  constructed  to  a sc e rta in  the views 

of th is  population with re sp e c t to the  evaluation system  rev ea led  th ree  

d istinct p e rsp ec tiv e s . With re sp e c t to  the subjective natu re  of the 

system  and i ts  u tiliza tion  by the  m anagem ent, th e re  i s  a high degree of 

d issa tisfac tion . F o r exam ple, 81% ag ree  that m anagers have "too much 

freedom  in making subjective evaluations of th e ir  p e rfo rm an ce ," 74% 

ag ree  that m anagers have "too m uch pow er over th e ir  prom otions " 68% 

ag ree  that th e ir  "evaluations a re  m o re  dependent on the m an ag e r 's  fe e l­

ings than on th e ir  ac tu a l p e rfo rm a n c e s ," and 91% believe that "there 

should be a lte rn a te  ways fo r  an  em ployee to  be considered  fo r prom otion 

to a  m anagerial position  o ther than re ly ing  to tally  on the m an ag er 's  

recom m endation ."

When the s ta tem en ts  a r e  a d d re ssed  a s  to  exactly how they have fa red  

in  re la tio n  to the evaluation system , th e re  is  considerab ly  le s s  agreem ent 

and d issa tisfac tio n . F o r  exam ple, 55% ag re e  that "m ost m anagers have 

been fa ir  in  a p p r a is a ls  o f  t h e i r  performance,'-" 48% ag ree  t h a t  t h e i r  

"ap p ra isa ls  over the y e a rs  have been  an  accu ra te  a sse ssm en t of th e ir  

p e rfo rm an ce ," 49% view th e ir  " a p p ra is a ls  a s  th e  m ajor re a so n s  f o r  t h e i r  

p ro m o tio n s ," and 37% view th e ir  "ap p ra isa ls  a s  the m ajo r reaso n s  fo r 

th e ir  lack  of p ro m o tio n s ."  What i s  being suggested by these  re sp o n ses  is  

that although many of the sam ple have rece iv ed  good evaluations and p ro -

72



TABLE 3 .4

BLACK PERCEPTION OF TH E APPRAISAL SYSTEM

P e rc e n t P e rc e n t
A gree D isagree

My a p p ra isa ls  over the y e a rs  have been  an
accu ra te  a sse ssm en t of m y p e rfo rm an ce . 48 52

My ap p ra isa l re c o rd  has been the m a jo r  reaso n
fo r m y p ro m o tio n s . 49 51

My ap p ra isa l re c o rd  has been the m a jo r  reaso n
for my lack  of p rom otions. 37 63

The ap p ra isa l system  gives too m uch pow er 
over m y prom otions (future m obility) to my 
m anager. 74 26

The ap p ra isa l system  allow s the m anager too
much freedom  in  m aking subjective judgem ents
of m y p e rfo rm an ce . 81 19

The company should institu te  a lte rn a te  ways 
for an em ployee to  becom e considered  fo r p ro ­
motion to  a m anagerial position . 91 9

I consider m ost m anagers  I have had  a s  being
fa ir  in  th e ir  a p p ra isa l of m e . 55 45

The ra tin g s  that I have rece iv ed  a re  m o re  de­
pendent on m y m a n ag e r 's  fee lings than on the
work 1 do . 68 32

H ie ra tin g s  given out by m anagers  a r e  con­
tro lled  by guidelines (d irec tiv es) is su ed  by
h ead q u a rte rs . 64 36

N = 137

V
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m otions a s  a re su lt of these  evaluations, th e re  is  the recognition 

that inherently , these ra tin g s  and evaluations a re  influenced by 

fac to rs  o ther than and outside of th e ir  personal con tro l. Sixty- 

four p ercen t ag ree  that "d irec tiv es  a re  used to control the r a t ­

ings em ployees re c e iv e ."

It m ust be taken into considera tion  that the company insti - 

tuted p rog ram s with the ex p ressed  purpose of prom oting m ore  b lacks 

into m anagem ent. The ex istence of an  A ccelera ted  C aree r Develop­

m ent Program  fo r black em ployees and  the fact that m anagers a re  

ra ted  on th e ir  perform ance in  developing m inority  em ployees ex ­

plains why 48% of the sam ple ag ree  that th e ir  ap p ra isa ls  have r e ­

sulted in p rom otions. T hese  a re  the b lacks who have benefitted from  

p re ssu re  which top m anagem ent p laced  on m anagers to  prom ote b lacks 

a t a fast r a te .  Since many b lacks have fa red  well since the A c­

ce lera ted  C a re e r  Development P rogram  began, and since prom otions 

a re  highly co rre la ted  to good evaluations, it is  understandable that 

these blacks responded that they have benefitted  from  the sy stem .

One problem  inherent to an  evaluation system  of th is type is  

that they w ill be used to  d isc rim in a te  ag a in st m inority  g ro u p s . It 

is  ironic that a  system  which is  supposed to  in sure  equal oppor­

tunity fo r blacks is  a t the sam e tim e the p rincip le  tool fo r d is ­

crim inating  against th em . The reaso n  fo r  th is, a s  a lready  shown, i s  that 

it is  used fo r purposes o ther than m ere ly  evaluating p erfo rm ance . To a c ­

com plish these  o ther ends re q u ire s  giving m anagers g rea t latitude in  th e ir  

judgem ents about em ployees. T his la titude n ecessa rily  allow s m anagers  to  be
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subjective in  th e ir  a p p ra isa l of em ployees. It is  the subjective n a tu re  

of th is  system  th a t becom es d iscrim inato ry  ag a in st black em ployees.

Scholars in th is  fie ld  have long recognized the fact that a p p ra isa l 

system s a re  subjective by design and ,as such, a r e  p r im a rily  used  to  

allow m anagem ent g re a t d iscre tio n  and control in  the d istribu tion  of r e ­

w ards and reco g n itio n . (Thompson, 1961, p . 30); B ernard, 1946, p .  59). 

The m ost succinct s ta tem en t of the inherent d isc rim in a to ry  n a tu re  of 

subjective ap p ra isa l sy stem s was given by a  F edera l Court of A ppeals .

In a s  an  as tu te  socio logical s ta tem ent a s  can be found in  law, the co u rt 

outlined se v e ra l p rin c ip le s , which if  embedded i n  th e  a p p r a is a l  system , 

a re  "a ready m echanism  fo r d iscrim ination  against b la c k s" . T hese  

c h a ra c te r is tic s  a re :  (a) "The m an ag er 's  recom m endation is  the in d is ­

pensable single m ost im portan t fac to r in  the prom otional p ro c e ss ; (b) 

m anagers a r e  given no w ritten  in structions perta in ing  to the q u a lifica ­

tions n e ce ssa ry  fo r  prom otion; (c) the standards which w ere de term ined  

to be con tro lling  a r e  vague and subjective; (d) em ployees a re  not notified  

of the qualifica tions n e ce ssa ry  to get jobs; (e) th e re  a re  no safeguards 

in the p ro ced u re  designed to a v e r t d iscrim in ato ry  p ra c t ic e s ."  With 

these p rin c ip les  enum erated , the court concluded, "We and  o th e rs  have 

exp ressed  a  skep tic ism  that black persons dependent d irec tly  on decisive 

recom m endations from  w hites can expect non -d iscrim inato ry  ac tio n s"  

(Rowe v e rsu s  G eneral M otors C o rp ., 1972) . T h is  system  a c c u ra te ly  

d e s c r ib e s  th e  ca rp  any *s e v a lu a tio n  system .
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The resp o n ses  to the s ta tem en ts to a sce rta in  the perceptions of 

the sam ple re la tiv e  to  th is  issu e  show that the m ajo rity  perceive  the 

system  a s  d isc rim in a to ry . Thus, with re fe ren ce  to Table 3 .5 , 96.1%  

agree  that "Black people usually  have to be b e tte r  than o thers to get 

ahead", 60.2% p erce iv e  the ap p ra isa l system  a s  favoring white em ployees 

over black em ployees", 70.4%  believe that th e ir  " ra c e  has affected  th e ir  

rating" and 56.9%  believe th a t if  they w ere white, they would get m o re  

recognition.

TABLE 3 .5

APPRAISAL SYSTEM AND DISCRIMINATION
P e rc e n t 
A gree

The a p p ra isa l system  favors  white em ­
ployees over b lack  em ployees. 60.2

I feel that ra c e  h as  affected  m y ra tin g . 70 .4

If I w ere  w hite, I would get m ore reco g ­
nition from  m y m a n ag e r . 56.9

Black people usually  have to be b e tte r 
than w hites to  get ah ead . 96.1

N = 137

THE MEASURES OF MOBILITY

T here  a r e  two m e a su re s  of m obility which a re  o f  i n t e r e s t  t o  t h i s  s tu d y . 

The dependent v a riab le , Occupational S tatus, consis ts  of the occupational 

ca tegories which a r e  trad itio n a lly  used in occupational o r  m obility s tu d ie s .

It is  a  m easu re  of the em ployee 's  s ta tus within the occupational h ie ra rch y

a s  defined by offic ia l governm ent standards r e . g . , m anagers,

p ro fessionals and n o n -p ro fess io n a ls . I n  t h i s  sam ple, th e r e  a r e  24 m anagers,

P e rc e n t
D isag ree

39 .8

29 .6

43.1

3 .9

76



67 p ro fessio n als  and  46 n o n -p ro fess io n a ls. U tilizing the Occupational 

Status v ariab le , c e r ta in  conclusions can be applied beyond th is  

sam p le .

The second v a riab le , Prom otion Rate, is  an  em pirica lly  defined 

and constructed  v ariab le  designed to m easu re  the ra te  of prom otion 

fo r p ro fessio n als  in  the sam ple . The Prom otion Rate variab le  is  

based on the following assum ptions: (a) that th e re  is  a  groom ing 

p ro cess  through which the organization indoctrinates chosen em ployees 

e lite  s ta tu s , and  (b) that th is  p ro c e ss  accom plishes its  o b jec tives.

If these  two assum ptions a r e  tru e , then th e re  should ex ist sy stem atic  

and p red ic tab le  d ifferences betw een those groups m easu red  by the 

Prom otion Rate v a r ia b le . The Prom otion Rate ap p ea rs  to be the b e s t 

em p irica l evidence th a t such a  p ro c e ss  ex is ts , un less the prom otion 

ra te s  es tab lish ed  by the m anageria l population a r e  chance o c c u rre n c e s .

In the following ch ap te r, the validity of the prom otion r a te s  in  d if­

feren tia ting  betw een the th re e  groups with re sp e c t to  th e ir  re la tio n ­

ships to  the o rgan ization  w ill be show n.

The Prom otion Rate variab le  is  constructed  from  an  independent 

sam ple of 22 b lack  m an ag ers  in the e lite  divisions of the com pany. 

Inform ation on 19 b lack  m anagers  was obtained from  a company em ployee 

data re p o rt which contained inform ation on a ll  the b lack  em ployees 

(N = 510 of which 154 a r e  p ro fessio n a ls  and  m anagers) in  th is  division, 

tim e and level of e n try  into the company, and cu rren t levels  and  tim e 

of en try  into the c u r re n t lev e l. T h ree  additional m anagers w ere  added 

to th is  sam ple b ased  on in terv iew s with th em .
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MONTHS

FIGURE 3 . 1

P R O M O T I O N  RA T E S  F O R  BL A C K  MAN A G E R S  IN A N  E L I T E  D I V I S I O N
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In  F igu re  3 .1 , a  p lo t of the ra te s  of growth of these 22 m anagers  

is  shown. In  the sam ple , the two m anagers with the fa s te s t ra te  of 

movement from  en try  level 20  to the f i r s t  m anageria l level of 28 r e ­

quired 72 m onths. The two m anagers  with the longest tim e of m ovem ent 

from  en try  to the f i r s t  m an ag eria l level req u ired  96 m onths. A ssum ­

ing that th e ir  re sp ec tiv e  r a te s  w ere  constant o r lin ea r, Curve A 

re p re se n ts  the fa s te s t  r a te  and  Curve B re p re se n ts  the slow est r a te .

All o ther r a te s  fell betw een th ese  two ra te s  o r  between 72 and 96 

m onths. F rom  th is  g raph , I am  able to  determ ine that i t  takes from  

9-12 m onths p e r  level change. The average ra te  of m obility fo r 

b lack m anagers in  th is  division is  one level change p e r y ea r  o r  

the average tim e to becom e a  m anager is  7 y e a rs . By com parison , in  

a  sam ple of 54 top w hite m anagers  in the sam e division, the av erag e  

tim e to becom e a m an ag er is  6 .9  y e a r s .  The fa s t ra te  of prom otion 

fo r black m anagers  i s  com parab le  to  the prom otion ra te  for white 

m an ag ers . In  Table 3 .6 , the ra te s  a r e  p resen ted  fo r the average  tim e 

to reach  each le v e l.

F rom  th is  sam ple, I have m apped a ll the prom otion ra te s  fo r 

a ll  p re -m an ag e ria l b lack  p ro fessio n a ls  with a  m inim um  of one y e a r 's  

experience ag a in st the  r a te s  estab lish ed  on the independent sam ple .

They a re  divided into two groups: high m obility p re -m an ag eria l and low 

m obility p re -m a n ag e ria l em ployees. Those who have experienced  a m obi­

lity  ra te  within the ran g e  shown in  the table by the High M obility colum n 

a re  considered  high m obility  p re -m an a g e ria l p ro fess io n a ls . Those 

who experienced  a  m obility  ra te  w ithin the range shown in  the
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TABLE 3 .6

PROMOTION RATES FOR BLACK PROFESSIONALS

Level 
21 

23 

25 

21 

28+

1c r .i mobility column are considered low mobility pre-managerial pro­
fessionals. The third group associated with the Promotion Rate 
variable is the managerial group. For the Promotional Rate variable, 
there are 24 managers, 29 high mobility pre-managerial and 23 lew 
'■■bility pre-managerial professionals.

High Mobility 
(Years)

£1

S3

<5

<n

s8

Lew/Average 
Mobility (Years)

>1

>3

>5

>7

>8
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CHAPTER IV

THE ACHIEVEMENT/ASCRIPTIVE MODEL OF BLACK MOBILITY

The b asic  s ta tu s  a tta inm en t model developed by Duncan and Blau 

(1966), and rep lic a ted  by se v e ra l o thers  (P o rter, 1974; Sewell, e t a l . ,  

1970), found th a t educational achievem ent was the m a jo r  fac to r in 

p red ic ting  occupational m obility  (see F igure 4 .1 ) . Occupational 

m obility i s  a lso  significantly  re la ted , e ith e r d irec tly  o r ind irec tly  

through education, to  se v e ra l o ther f a c to rs . F o r exam ple, th e re  

a re  stud ies which show th a t occupational s ta tus and socia l c la ss  s ta tu s  

a re  influenced by p a ren ta l education and occupational a tta in m en t.

O ther studies have shown that ch ild ren 's  occupational re fe re n c es  

and a sp ira tio n s  a r e  a lso  re la te d  to "high paren ta l education and  occupa­

tional a sp ira tio n s"  (G urin, 1972; Scanzoni, 1971). E ssen tia lly  a ll  of 

these  stud ies ind icate  th a t the occupational s ta tu s  of an  individual is  

significantly  re la te d  to  a  m a trix  of fac to rs  asso c ia ted  w ith the fam ily 's  

background.

With re fe ren ce  to  F ig u re  4 .1 , the diagram  illu s tra te s  the basic  

m odel. The f i r s t  se t of fa c to rs  i s  re la te d  to the fam ily ’s m eans to  p ro ­

vide an  education fo r  th e ir  ch ild re n . Thus, the p a re n ts ' e d u c a tio n a l 

and occupational ach ievem ents a r e  d irec tly  re la te d  to  the fam ily 's  

ab ility  to provide an  education fo r  th e ir  ch ild ren . The second s e t of
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fac to rs  is  re la te d  to the achievem ent orienta tions of the p a re n ts . As 

Duncan, e t a l . ,  (1966) recognized, the "achievem ent o rien ta tions 

that d isposes the m an to  s tr iv e  to b e tte r  h im self is  acqu ired  by the child 

largely  in  h is  p a ren ta l fam ily " ( p .  197).

T h e re  a r e  sev e ra l lim itations to th is m odel. P o rte r  (1974) and  o thers  

(Gurin, 1973) have ind icated  that the m odel is  inadequate in explaining v a r i­

ances fo r  the b lack  population and  fo r  fem ales. In general, th ese  l im i­

tations a r e  in  p a r t  due to  undiscovered o r  unstudied fac to rs  a sso c ia ted  with 

the th ree  a sc r ip tiv e  fa c to rs  o f  r a c e ,  sex  and s k in  c o lo r  among b la c k s .  One 

of the m a jo r ob jectives of th is chap ter is  to develop an  exp lo ra to ry  p r e ­

dictive m o d el. I w ill go beyond ex isting  studies fo  a sc e rta in  the in flu ­

ences of sex and sk in  co lo rs  on the differential m obility fo r the sam ple 

population. T h e re fo re , with re sp e c t to F igu re  4.1, I have added the two 

fac to rs , sex and  sk in  co lo r, to the m odel.

FIGURE 4.1

THE BASIC MODEL OF BLACK MOBILITY

X2 = Sex
X3 = Skin Color
X4 = Education

X j = O ccupational Status X5 = F a th e r’s Occupation 
Xg = M other’s Occupation 
X7 = F a th e r’s Education 
Xg = M other’s  Education
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The second m ajo r objective of th is  chap ter i s  to explore one issu e  

which is  a  dep artu re  from  existing  studies about b lack  m obility . Through­

out th is study, th e re  i s  one cen tra l question to  be p u rsu ed . W ithin the 

organization, w hat a r e  the fac to rs  which would account fo r  the d ifferen ­

tia l  ra te s  of prom otion fo r  th is  group of b lade p ro fessionals?  Based 

on the p re m ise  th a t the black p ro fessionals  in  the sam ple w ill have 

the sam e g en era l c h a ra c te r is tic s  with re sp e c t to  educational ach iev e­

m ents, what then  a r e  the fac to rs  which d is t in g u is h  th e  h ig h  m obi- 

ity  p ro fessional from  the low m obility p ro fessional?  Is  i t  the achievem ent 

drive o r  m otivation of the individual? A re  th e re  fa c to rs  w ithin the fam ily  

of o rien ta tion  which affect th is  m obility? E xisting  stud ies have not 

ad d re ssed  th ese  is s u e s  on b lacks in  predom inantly  white institu tions 

p r im arily  because , u n t i l  r e c e n t ly  th e  number o f  b la c k  p ro fe s s io n ­

a l s  w ith in  th e se  o rg a n iz a tio n s  were i n s ig n i f i c a n t .

In  line w ith th ese  objectives s ta tu s  a tta inm ent m odels w ill be con­

s tru c ted  showing the re la tio n sh ip s of the v a riab le s  to the occupational 

s ta tus and  prom otion ra te  of the to tal population, and a l s o  f o r  f e ­

m ales and m ales s e p a ra te ly .

EDUCATION AND MOBILITY

The single m o st im portan t fac to r i n  m obility i s  education . F o r 

the sam ple population education ap p ears  to  be the m ost im portan t fac to r 

a ls o .  How ever, th e re  a r e  two reaso n s  fo r  the high level of education .

One of the c r i te r ia  fo r  the se lection  of the respondents w as a  group of 

b lacks who w ere  em ployed in  a n  organization and within occupational 

ca teg o ries  w hich w ere  h is to r ic a lly  c losed  to  b la ck s . T h is c r ite rio n  

led  to  the se lection  of a  group of b lacks who w ere em ployed in  occupa­

tions such a s  engineering , p rogram m ing, and m anagem ent w ithin a
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TABLE 4 .1

EDUCATIONAL ATTAINMENTS FOR RESPONDENTS, PARENTS AND THE BLACK POPULATION: 1950, 1960 and 1970

RESPONDENTS RESPONDENTS' 
FATHERS

RESPONDENTS’
MOTHERS

BLACKS 
OVER 20: 
1970

BLACKS 
OVER 40: 
1970

BLACKS:
1950

BLACKS:
1960

MASTERS AND 
ABOVE 19 15.7

22 18 .7 4 .1 3 .5 2 .2 3 .5
COLLEGE/SOME
GRADUATE 25 20 .6 23 20 .0
COLLEGE 
DEGREE ONLY 37 30 .5

TECHNICAL/ 
JR. COLLEGE 10 8 .2

7 .3 4 .1 2 .9 4 .4HIGH SCHOOL/ 
SOME COLLEGE 28 23 .1

4 j

HIGH SCHOOL 
ONLY 12 9 .9 43 37 .4 66 55 .4 49.3 3 5 .1 2 1 .1 32.5
GRADE SCHOOL
ONLY
NO
SCHOOL

0 0 45 39 .1 31 25 .9 38 .2 57.0 7 0 .2 60.7

TOTAL 121 100 115 '100 119 100 100 100 100 100
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white o rgan iza tion . Since a  p re req u is ite  fo r  em ploym ent in  th e se  types 

of occupations is  a  college degree, the findings which show the sam p le 's  

educational ach ievem ents a r e  high a re  to  be expected.

• In  Table 4 .1 ,  i t  is  shown that the m ajo rity  of th is  su b -sam ple  o r  

90.9% have com pleted  high school and attended co lleg e . Of th is  group, 

77.9% have a  m inim um  of a  fo u r-y e a r  college d eg ree . C om paring the 

educational p ro file  fo r  the sam ple population to the genera l educational 

a tta inm ents fo r  a l l  b lacks above 20 y e a rs  of age in  1970, i t  is  ap p aren t 

tha t the sam ple  is  a  highly e lite  group. Of the g en era l population,

11.4% have com pleted  high school and attended co llege . Of th is  group,

4.1% have com pleted  co llege . T h erefo re , 90.9% of the sam ple popula­

tion have been  se lec ted  from  the top 11.4% of the g en era l b lack  popula­

tion and  77.9%  have com e from  the top 4.1% of the g en era l b lack  popu­

la tio n .

P r io r  to d iscu ss in g  the re la tiv e  im portance of education, th e re  is  a  

second issu e  of in te re s t .  The la rg e  p roportion  of the sam ple w ith college 

deg rees r a is e s  se v e ra l q u estio n s . D uring the e a r l ie r  decades, em ployers 

often suggested  o r  s ta ted  th a t the low num ber of b lacks w ithin th e ir  

organization w as due to  a  lack  of qualified b la ck s . The fac t th a t such a  

la rg e  num ber of b lacks w ere  re c ru ite d  and h ire d  allow s a  te s t  of the 

valid ity  of th is  rea so n in g . The re levan t questions a re :  Did the sam ple 

respondents re c e iv e  th e ir  deg rees a s  the re su lt  of educational opportun­

itie s  leg is la ted  by the C ivil Rights A ct of 1964? If so, th is  would give 

considerab le  support to  the ra tio n a le  used  by em p lo y ers . O r, w ere  the 

sam ple responden ts  around  with th e ir  d eg rees and  w aiting fo r  th e  opportun­

itie s  produced  by the ac t?  If  so , i t  would support the  argum en t th a t i '  w a s
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ra c ia l d iscrim in atio n  which accounted fo r the low num bers of b lacks in 

these  o rg an iza tio n s.

To a d d re ss  th ese  questions, an  ana ly sis  of the sam ple is  n ecessa ry  

to d e te rm in e  the y e a rs  when th e ir  f i r s t  d eg rees  w ere ea rn ed .

Secondly, what a lso  m ust be determ ined  is  what p roportion  of the 

population w as qualified  by the a tta inm ent of a  degree p r io r  to the 

organization  se rio u s ly  im plem enting i ts  po lic ies  to in c re a se  the black 

em ployee population. Such determ inations w ill indicate w hether th e re  

was a  sign ifican t num ber of qualified  b lacks who, if  i t  w ere  not fo r  

ra c ia l  d isc rim in a tio n , would have been h ire d  in  th ese  n on -trad itional 

occupations.

In  C h ap te r Twb', £ t  was shown, t h a t  th e  f i r s t  e f f o r t s  to  in c r e a s e  ' 

o p p o rtu n itie s , f o r  b lacks, o ccu rred  between 1963-66, . The second, 

and m ore se rio u s  effort, o ccu rred  from  1967-68 to the p re se n t. W ithin 

th is  sam ple, 84 respondents have a t  le a s t a  four y e a r  d eg ree . Of th is  

group, 20 o r  23.9%  earn ed  th e ir  f i r s t  degree p r io r  to 1964. An ad d i­

tional 28 o r  33.3%  earned  th e ir  deg rees p r io r  to  1968. F ro m  th is , the 

conclusion i s  reach ed  that 57.4% of the sam ple population w ere qualified 

fo r p ro fessio n a l em ploym ent p r io r  to  1968. T h e refo re , when the s e r ­

ious e ffo rts  to  in c rea se  the black population in  1968 began, th e  o rg a n i­

z a tio n  had l i t t l e  d i f f i c u l t y  in  acocrnplishing t h e i r  g o a ls .

U nderstanding the  degree of generaliza tion  tha t can be m ade b e­

cause of the sam pling  lim ita tions, th e re  i s  a t  le a s t the s trong  sugges­

tion th a t th e re  ex is ted  a la rg e  population of b lacks who, although qualified, 

w ere denied en try  into the o rgan ization . T h is  would tend  to  re fu te  the 

generally  h e ld  b e lie f and ra tiona liza tion  th a t the rea so n  fo r  the lack  of 

blacks in  non-txaditional occupations i s  due to a  lack  of qualified  b lacks 

to f ill these  p o s itio n s .
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FAMILY BACKGROUND FACTORS

The high levels  of education of the sam ple population would suggest 

that the responden ts a re  from  fam ilies  which fo s te r  high achievem ent 

o rien ta tions and have su p e rio r educational and occupational backgrounds 

(Duncan and  Blau, 1966: Scanzoni, 1971: G u rin , 1972: S ew e ll, 1970).

With re fe re n ce  to T able 4 .1 , the data shows tha t the p a ren ts  of the r e ­

spondents have su p e rio r educational backgrounds. F o r fa th e rs , 20.8% 

have a t le a s t four y e a rs  o r m o re  of co llege. F o r m o th ers , 18.3% have 

a t le a s t four o r m o re  y e a rs  of co llege. If the educational a tta in m en ts  

of the p a ren ts  a r e  com pared  to  a ll  blacks in  1970 who a r e  40 o r  m o re  

y ea rs  o lder, again  the uniqueness of the p a re n ts ' educational background 

is  shown. I have chosen 40 y e a rs  o r  o lder because the youngest m em b ers  

of the sam ple a re  betw een 20 and 24. M ore specifically , 93.2%  of the 

sam ple a r e  24 y e a rs  of age o r o ld e r. This would suggest that the young­

es t p a ren ts  would be a t  le a s t 40 y e a rs  o r o lder in  ag e . Com paring the 

p aren ts  of the sam ple with a ll black m ales  and fem ales over 40 y e a rs  of 

age, i t  is  shown that 20.7%  of the fa th e rs  and 18.3% of the m o th ers  a r e  

from  the top 3.5% of the black population. With re sp e c t to the en tire  p a ren t 

population fo r the sam ple , the data shows that they have h igher educational 

attainm ents than the com parable black population. Among the g en era l popu­

lation, 3 5 .1 % attended  higji school. R espectively, 37 .4% and 55% of the 

fa th ers  and m o th ers  in  th is  sam ple have attended o r com pleted high sch o o l.

The second background variab le  to be exam ined fo r its  re la tionsh ip  

to the m obility  of the sam ple i s  p a r e n t 's  o ccu p a tio n  d u rin g  th e  

childhood of the sam ple population. In T able 4 .2 , the occupational d is -

87



TABLE 4 .2

RESPONDENTS' PARENTS' OCCUPATIONS.AND BLACK POPUIATION OCCUPATIONS: 1950, 1960 AND 1970

RESPONDENTS' 
" - FATHERS

RESPONDENTS'
MOTHERS

BLACK
POPUIATION:1950

BLACK
POPUIATION: 1960

BLACK
POPULATION:1970

MALE EEMAIE MALE p e m a l e MALE FEMALE
PPOFESSICNAL/MSR.
SEir-PPDPRIETOR 25 20.8 15 *20.0 4.3 6.5 4.8 8.1 5.8 12.8
SKIT .TED/ 
CLERICAL 21 17.5 10 13.3 12.5 6.0 15.9 9.5 17.9 11.0
SEMI-SKIT .T FT)/ 
tlNSTCTTTEn 74 61.7 50 66.7 83.7 87.5 79.3 82.4 76.3 76.2
HOUSEWIFE 50

120 100 125 100

♦PERCENTAGES ARE FOR EMPLOYED FEMAIE POPUIATION ONLY
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tribu tions a r e  shown fo r the m others and fa th ers  of the sa m p le . The 

d istributions show that a significantly high proportion  of the p aren ts  

w ere em ployed in the h igher occupational ca teg o rie s . For exam ple,

38.3% of the fa th e rs  and 20% of the m o thers  w ere em ployed in p ro ­

fessional, m an ag eria l, technical, self-em ployed o r sk illed  occupa­

tional c a te g o r ie s . G enerally , these  p aren ts  w ere em ployed in those 

occupations which w ere  trad itiona lly  open to b lacks, such a s  te ach e rs , 

nu rses  o r  self-em ployed . Of those I w as ab le  to determ ine a s  em ployed 

within the p ro fessio n a l o r  m anagerial ca teg o ries , the m ajo rity  w ere  em ­

ployed in  the public s e c to r , i . e . ,  c ity , s ta te  o r federa l governm ent.

To gain a  com parative p ic tu re  of the significance of th is  occupa­

tional p ro file , a com parison  of the p roportion  of p a ren ts  within th ese  

higher occupational ca teg o ries  to  the p roportions of b lacks w ithin these  

categories fo r  the la s t  th re e  decades is  m ade . In 1950, 1960, and 1970, 

4^ % ,4 .8% and 5 . 8% of the to ta l black m ale population and 6 -5 %, 8 . 1% 

and 1 2 . 8% of the to ta l black fem ale population w ere em ployed within 

these  h igher occupational c a teg o rie s . It can be concluded that, in gen ­

e ra l ,  the sam ple cam e from  fam ilies  of su p erio r educational and occupa - 

tional a tta inm ents which is  in ag reem en t with the findings of o ther stud ies 

of black m obility .
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EDUCATION, PARENTAL ACHIEVEMENTS AND OCCUPATIONAL STATUS 

F o r th is population education is  the m ost im portan t fac to r in the 

in itia l phases of the m obility p ro c e ss . In Table 4 .3  it is  shown that e d ­

ucation is  highly significant to the em ployees' occupational s ta tu ses , 

i . e . ,  w hether one is  a  m anager, p rofessional o r  n o n -p ro fessional. Thus, 

m anagers have the h ig h er level of educational a tta inm ent (16.5  y ea rs) , 

p rofessional em ployees have the second h ighest level (16.0) of education 

and the non-pro fessional em ployees have the low est level (13 .0 ). T his is  

expected since a m inim um  requ irem en t fo r  p ro fessional em ploym ent is  a 

college d eg ree .

TABLE 4 .3  

EDUCATION AND OCCUPATIONAL STATUS

T echn ica l/ College +
High Some Junior College Some M a s te r /

School College College G raduate G raduate Above T otals

M anager

P rofessionals

Non-
P rofessionals

N 1 1 1 8 5 8 24

§3 • to 4 .2 4 .2 3 3 .3 2 0 .8 3 3 .3 100%

N 5 3 27 19 11 65

% 7 .7 4 .6 41 .5 2 9 .2 16.1 100%

N 11 22 6 2 2 1 44

% 25 50 13 4 .5 4 .5 2 .3 100%

X2 = 80.67, df = 12, p =  .001
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Having a lre ad y  determ ined  that the respondents a re  from  fam ilies  of 

superio r background, the im portant objective is  to determ ine in  what ways 

th e  p a r e n ts ' e d u c a tio n a l and o ccu p a tio n a l a tta in m e n ts  a r e  r e l a t e d  

to the occupational s ta tu s  and prom otion ra te  of the responden ts . With 

reference  to T ab les  4 .4  and 4 .5 , it is  c le a r  that the educational a tta in ­

m ents of the p a re n ts  a r e  re la ted  to  the responden t's  occupational s ta tu s . 

Proportionally , a  significantly  g re a te r  num ber of p ro fessional em ployees, 

m anagers and  p ro fe ss io n a ls , have p aren ts  with h igher educational a t ta in ­

m ents than the p a re n ts  of the non-professional responden ts .

TABLE 4 .4

FATHER'S EDUCATION AND EMPLOYEE’S OCCUPATIONAL STATUS

M anagers

P rofessionals

Non-
P rofessionals

No
School

Grade
School

High
School College T otals

N 1 8 10 3 22

% 4 .5 36 .4 45.5 13.6 100%

N 3 13 21 19 56

% 5 .4 23.2 37.5 34 100%

N 2 19 12 6 39

% 5 .1 48.7 30.8 15 .4 100%

X2 = 18.16, df = 8 , p = .05

These f in d in g s  co n firm  th o se  o f  o th e r  s tu d ie s  w hich show t h a t  th e  ed­

ucational a tta in m en ts  of the p a ren ts  a re  positively re la ted  to  the occupa - 

tional s ta tu s  of th e ir  ch ild ren .
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TABLE 4.5

MOTHER'S EDUCATION AND EMPLOYEE’S OCCUPATIONAL STATUS

M anagers

P rofessionals

Non-
P rofessionals

No G rade High
School School School College T otals

N 7 9 5 21

% 33.3 42.9 23 .8 100%

N 1 8 34 16 59

% 1.7 13.6 57 .6 27.1 100%

N 1 14 23 4 42

% 2 .4 33.3 54.8 9 .6 100%

X2 = 16.77, df = 10 , p = .06

T ab les  4 .6  and 4 .7  a l s o  show t h a t  p a r e n ts ' o c c u p a tio n a l 

attainm ents a r e  significantly  re la te d  to  e n p lo y ees ' o c c u p a tio n a l s t a t u s .  

F o r exam ple, th e re  is  the p red ic ted  tren d  that h ig h e r  p a r e n ta l  occupa­

tions w ill lead  to h igher occupational s ta tu s  f o r  th e  c h ild re n .

TABLE 4 .6

FATHER'S OCCUPATION AND EMPLOYEE'S OCCUPATIONAL STATUS

M anagers

P rofessionals

Non-
P rofessionals

P ro fessio n a l/ 
M anager o r  
S e lf-P ro p rie to r

Technical U nskilled
M enial T o ta ls

N 5 6 11 22

22 .7 27.3 50.00 100%

N 15 12 31 58

% 25.9 20.7 5 3 .4 100%

N 5 3 32 40

7o 12.5 7 .5 80.0 100%

X2  = 9 .1 9 , df * 4, p = .05
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F o r exam ple, 50% of the m an ag ers  and 46.6% of the p ro fessio n a ls  have 

fa th e rs  who w ere  em ployed in  the p ro fessional, m anager o r  s e lf ­

p ro p rie to r and  techn ical o r  sk illed  occupations. F o r the non-pro fessional,

80% of th e ir  fa th e rs  w ere  em ployed in  the unskilled  o r m enial occupations.

F o r  the m o th e rs  of the respondents, th e re  a r e  two p a tte rn s . M anagers 

(22.7%) and p ro fess io n a ls  (25%) w ere more l i k e ly  to  have m o thers  who were 

employed in  the two h ig h er occupational ca tego ries  than the n o n -p ro fes­

sional respondents (11.7% ).

TABLE 4 .7

MOTHER’S OCCUPATION AND EMPLOYEE’S OCCUPATIONAL STATUS

M anager

P ro fessionals

Non-
P rofessionals

P rofessional, 
M anager o r 
S e lf-P ro p rie to r

Technical/
Skilled

U n sk illed
M enial

H ousew ife/
Unemployed Totals

N 3 2 5 12 22

% 13 .6 9.1 22 .7 54 .5 100%

N 10 5 20 25 60

% 16.7 8 .3 33 .3 41.7 100%

N 2 3 22 16 43

% 4 .7 7 .0 51 .2 37.2 100%

X2 = 14.81, df = 8 , p = .05

Secondly, m an ag ers  (54.5%) had a  g re a te r  p roportion  of th e ir  m o th e rs  a t  

hom e when they w ere  grow ing up than the p ro fessional (41.7%) and the 

non-professional responden ts  (3 7 . 2%).
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EDUCATION, PARENTAL ACHIEVEMENTS AND PROMOTION RATE

The second is su e  of in te re s t is  to determ ine the re la tionsh ip  of 

the respondents* education and th e ir  p a re n ts ' achievem ents to  the r e ­

spondents' m ovem ent o r  prom otion ra te  in the o rgan ization . The 

data in Table 4 .8  shows th a t the responden t's  education is  not s ig ­

nificantly re la te d  to  th e ir  prom otion r a te .  The data in T ables 4 .9 -4 .1 2  

a lso  shows that the absence of any significant re la tionsh ips between 

the p a re n ts ’ education and  occupational ach ievem en ts .

I t  is  ap p ro p ria te  to d iscu ss  these findings within the c o n te x t o f  

the co n tes t-sp o n so red  p arad ig m . The fac t that th e re  a re  no significant 

re la tionsh ips th a t could be taken a s  evidence to support e ith e r  mode of 

m obility . U nder con test m obility, the a sp ira n t 's  education should 

only affect on e 's  in itia l en try  into the organization . A fterw ard , it

TABLE 4 .8  

EDUCATION AND PROMOTION RATE

High
School

Some
College

T e c h ./
Junior
College

College
Graduate

C ollege/ +
Some M a s te r /  

G raduate Above T otals

N 1 1 1 8 5 8 24
M anager

% 4 .2 4 .2 4 .2 33.3 2 0 .8 33.3 100%

High M obility N 2 15 6 5 28
P rofessionals

% 7.1 53.6 21 .4 17.9 100%

Low M obility N 3 8 9 3 23
P rofessionals

% 13.0 34.8 39.1 13.0 100%

X2 = 17 .02 , df = 12, p = n . s .
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TABLE 4 .9

FATHER'S EDUCATION AND EMPLOYEE'S PROMOTION RATE

No
School

Grade
School

High
School College T o ta ls

N 1 8 10 3 22
M anagers

% 4.5 36 .9 45.5 13.6 100%

High M obility N 1 5 9 12 27
Professionals

% 3 .7 18.5 33.3 44 .4 100%

Low M obility N 2 6 8 9 20
Professionals

% 1 0 .0 30 .0 40.0 2 0 .0 100%

X2 = 1 1 . 6 6 , df = 1 0 , p = n . s .

TABLE 4.10

MOTHER’S EDUCATION AND EMPLOYEE'S PROMOTION RATE

No
School

G rade
School

High
School College T otals

N 7 9 5 21
M anagers

% 33.3 42.9 23 .8 100%

High M obility N 3 17 9 29
Professionals

% 10.3 58 .6 31 .0 100%

Low M obility N 1 3 12 5 21
P rofessionals

% 4 .8 14.3 57.1 23 .8 100%

X2 = 7 .1 3 , df = 6 , p = n . s .
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TABLE 4.11

FATHER’S OCCUPATION AND EMPLOYEE’S PROMOTION RATE

P rofessional,
M anager o r T echn ica l/ U nsk illed /
S elf-P rop rie to r______Skilled______ M enial_________T o ta ls

N 5 6 11 22
M anagers

% 22.7 27.3 50 .0 100%

High M obility N 9 3 16 28
P ro fessionals

% 32.1 10.7 57.1 100%

Low M obility N 4 9 9 22
P rofessionals

% 18.2 40.9 40.9 100%

X2 = 6 .23 , df = 4, p = n . s .

TABLE 4.12

MOTHER’S OCCUPATION AND EMPLOYEE'S PROMOTION RATE 

P rofessional,
M anager o r 
Self -P ro p rie to r

T echn ical/
Skilled

U nskilled /
M enial

U nem ployed/
Housewife T otals

N 3 2 5 12 22
M anagers

% 13.6 9.1 22 .7 5 4 .5 100%

High M obility N 4 4 9 12 29
P rofessionals

% 13.8 13.8 31.0 4 1 .4 100%

Low M obility N 4 1 7 10 22
P rofessionals

% 18.2 4 .5 31 .8 45.5 100%

X2 = 2 .202, df = 6 ,i p “  n • s *
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should be the re sp o n d en t's  ab ility  to perfo rm  within the organization  

which determ ines h is  o r h e r  prom otion r a te .  Under sponsored m obility , 

educational ach ievem ents should have no influence on the responden t's  

prom otion r a t e .

Although th ese  conclusions have been  reached, fu rth e r  ana ly sis  

will show that the inclusion  of sex into the sam e d istribu tion  a c ts  a s  a  

su p p resso r v a ria b le . T h ere fo re , when the influence of sex is  con tro lled  

fo r, sev era l significant re la tio n sh ip s between these  fac to rs  and p ro m o ­

tion ra te  of the respondent w ill su rfac e . An analysis  of the re g re s s io n  

coefficients fo r m a le s  and fem ales respec tive ly  w ill show that som e of 

these fac to rs  a r e  d irec tly  o r ind irec tly  re la ted  to the prom otion ra te  of 

the responden ts.

THE ASCR1PT1VE DIMENSION OF SEX AND MOBILITY

The prev ious d iscu ss io n s  have indicated that th e re  a re  in tervening  

fac to rs  which m ay be sup p ressin g  som e of the significant re la tio n sh ip s 

p red ic ted . The com posite model shown in F igu re  1 suggests that the 

fac to rs  of sex and  sk in  co lo r m ay be th ese  in tervening  v ariab les  which 

d is to rt the tru e  re la tionsh ip  when the ana ly sis  is  done on the to ta l sam ple . 

The im plication is  that the m obility p ro c e ss  d iffers significantly  fo r  f e ­

m ales and m a le s . T h e re fo re , if the tru e  o r accu ra te  p ic tu re  of the m o ­

bility p ro cess  is  to  be described , the influence of the variab le  sex m u st 

be contro lled  fo r .  P resen tly , an  analysis  of the influence of sex w ill be 

p re se n te d .

T h ere  is  a  considerab le  lack  of inform ation about b lack  fem ales fx an  

th e  l i t e r a t u r e .  C u rre n t s tu d ie s  u n ifo rm ly  ag ree  t h a t
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the double negative s ta tu s e s  o f  b e in g  b lack  and fe n a le  a r e  dom inant and 

controlling in  m obility  opportunities fo r fem a les . Epstein  (1971) con­

c ise ly  s ta ted  the obstac les  faced by black fem ales when she s a id  "The 

a sc rib ed  sex (fem ale) and ra c e  (black) s ta tu ses  a re  dominant: they a r e  

v isib le and im m utable and im pose sev ere  lim its  on indiv iduals' capacities  to 

a l te r  the d im ensions of th e ir  w orld and a ttitudes of o th ers  tow ard th e m . 

Black women, fo r exam ple, because of th e ir  two negatively evaluated 

s ta tu ses , a r e  s itu a ted  a t  the bottom of the occupational pyram id"

(p . 151).

When an  a n a ly s is  of the sam ple is  done by sex, the em erging  p a tte rn  

fully supports the "double negative" th e s is .  With one exception to be d is ­

cussed , the b lack  fe m a le 's  equality of opportunity in  te rm s  of occupa­

tional m obility  i s  considerably  le s s  than i t  is  fo r  b lack  m a le s . T his 

p a tte rn  of inequ ities  in  opportunities begins with the .o rg a n iz a t io n 's  h i r  

in g  p a t te r n s  f o r  b la c k s .  When the organization began its  in itia l 

th ru s t to h ire  b lacks, m ales  w ere the p rinc ipa l benefic iaries  of th is  op­

portun ity . T h is  p a tte rn  is  illu s tra ted  by the data in  Table 4 .13 which 

shows le n g th  o f  tim e  in the company by s e x . The data shows tha t 

p r io r  to ten  y e a rs  ago, of the lim ited  num ber of b lacks h ired , a  s ig n i­

ficantly g re a te r  p ro p o rtio n  w ere m a le s . Of those black em ployees with 

more than ten  y e a rs  in  the company, 34.8% a re  m a les  and  9.1 a re  

fem a le s . Only w ithin the la s t ten  y e a rs  has th e re  been a  significant in ­

c re a se  in  the num ber of black fem ales h ire d .
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TABLE 4.13

SEX AND LENGTH OF TIME IN THE COMPANY

M ales

Fem ales

1 1 -2

(Y ears in  the Company) 

2-4  6-9 10-14 15 T otals

N 3 8 34 19 4 68

% 4 .4 1 1 .8 50 .0 22 .9 5 .9 100%

N 5 6 9 41 6 67

% 7 .5 9 .0 13 .4 61.2 9 .0 100%

C hi-Square = 17 .4 , df = 5, p = .003.

T h is  h irin g  tre n d  re f le c ts  two fo rc e s . The f ir s t  fo rce  w hich a c -  

accounts fo r th is  d ifferen tia l a c ce ss  to em ploym ent opportunities is  sex d is ­

crim ination  which confronts a ll fem ales . When the socia l u n re s t of the la s t 

two decades brought the issu e  of ra c e  d iscrim ination  a s  a m a jo r socia l p r o ­

blem  to the fo re fro n t, the im m ediate response  was to tre a t  em ploym ent d is ­

crim ination  exclusively  in ra c ia l te rm s . In  a  trad itionally  m ale o rien ted  

and m ale dom inant socie ty , the fo rm u la to rs  and im plem entors of po lic ies 

to com bat d iscrim in atio n  proceeded  to a ttack  the problem  a s  if  b lack  m en 

w ere the m ost r e p re s s e d  group in  so c ie ty . The second fo rce  is  d ire c tly  a t ­

tribu tab le  to the com position of the black population involved in  the socia l 

u n rest of that t im e . When i t  becam e apparen t that high ra te s  of u nderem ­

ploym ent and unem ploym ent am ong black m ales  w ere  the m a jo r causes 

of th is  u n re st and  th a t b lack  m ales  w ere  the m ajo r group engaging in th is  

destruc tive  behavior, the th ru s t of the policy becam e d irec ted  tow ards th is  group,
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TABLE 4.14

RESPONDENT’S SEX AND ENTRY LEVEL EDUCATION

T echn ica l/ College M a s te r /
High Some Junior College Some and

School College College G raduate G raduate Above T otals

N 14 4 20 16 14 68
M ales

% 2 0 .6 5 .9 29 .4 23.5 2 0 .6 100%

N 12 14 6 17 10 6 65
F em ales

% 18.5 21 .5 9 .2 26.2 15 .4 9 .2 100%

X2 = 1 8 .9 , df = 5, p = .001

T h erefo re , the im m ediate th ru s t of the equal em ploym ent opportunity was to 

h ire  b lack  m a les  because  they rep resen ted  the g re a te s t th re a t to  so c ie ty .

Among those fem ales  h ired , " th e ir  own education is  the stro n g est 

p red ic to r of th e ir  own job position" (S canzon i/ 1971, p .  70), An an a ly sis  

of the educational d istrib u tio n  o f  the sam ple shows that b lack fem ales, in 

general, have low er educational a tta inm ents than the black m a le s . With 

re fe ren ce  to  Table 4 .1 4 , of the m ale group, 73.6% have a  college degree o r 

advanced educational a tta in m en ts . F o r fem ales, 50.8% have equivalent 

educational a tta in m e n ts . A t the high end of the educational a tta inm en t 

sca le , i . e . ,  advanced study beyond the college degree, 44.1% of the m ales 

and 24.6% of the fem ales  a r e  s itu a ted . When i t  is  considered  that "black 

fem ales exceed  black m a les  in  educational a tta inm ents, w hether the ind i­

ca to r be lite ra c y , m edian  y e a rs  of school com pleted, o r high school o r 

college g raduation", the im plications a re  c le a r  (Scanzoni, 1971, p .  229).
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H ie organ ization  apparen tly  was not seeking out black fem ales with 

advanced education . H ence, b lack fem ales a re  a t  a m a jo r disadvantage 

a t  the in itia l stage  of com petition, i . e . ,  a t en try . I t is  p red ic tab le , 

since education fo r  the sam ple is  the m ajo r determ inant of occupational 

s ta tu s , that b lack  fem ales w ill be disproportionately  located  in  the low er 

occupational c a te g o r ie s . A fter they have en tered  the organization, a  

second p rin c ip le  is  operating  in  how and w here black fem ales a r e  p laced . 

Just a s  th e re  a r e  positions which a re  h is to rica lly  closed  to  b lacks, th e re  

a re  many m o re  occupations which have been closed to fem ales re g a rd ­

le s s  of r a c e . The placem ent p a tte rn  of b lack  fem ales would suggest 

that the a s c r ib e d  fac to r of being a  fem ale was ju s t a s  im portan t a s  

ra c e  in  th e ir  p lacem en t. The m ajo rity  of fem ales a r e  em ployed in 

trad itiona lly  fem ale  o c c u p a t io n s ,- i .e . , s e c r e t a r i a l  o r  a d m in is tr a t io n .

M ales

F em ales

TABLE 4.15

RESPONDENT'S SEX AND OCCUPATIONAL STATUS

M anager Professional
Non-

P rofessional T otals

N 19 36 13 68

% 27 .9 52 .9 19.1 100%

N 5 31 33 69

% 7 .2 44.9 47 .8 100%

Xz = 17.22, df = 2, p = .0 0 1

(See T able 4 .1 5 ). The p a t te r n  m ost re v e a lin g  t h i s  ty p e  o f  p la c s n e n t  i  

i l lu s tra te d  by the data which shows that 4 7 .8% of the fem ales a r e  em ployed
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in  non-pro fessional occupations and only 7.2%  a re  m an ag e rs . In com ­

p arison , m ales  a r e  concentrated  in the p ro fessional occupations. Thus, 

27.9% a r e  m an ag ers  and  52.9% a re  p ro fessio n a ls .

I t  w as n o ted  e a r l i e r  . th a t  th e re  was one e x c e p tio n  to  th e  p re v a s iv e ­

n ess  of d isc rim in a tio n  fa c e d 'b y  b la c k  f e n a le s .  In  1972, th e  Equal 

Pay A ct of 1972 and and R evised  O rder IV d isc u s se d  i n  C h ap te r /Two, 

produced a  th ru s t tow ard  rem oving d iscrim inato ry  b a r r ie r s  within the 

h igher occupational c a te g o rie s . The analysis  of the d iffe r e n tia l p ro m o ­

tion r a te s  fo r  the two groups in  Table 4.12 shows the im pact of th is  

th ru s t .  The low num ber of black fem ale m anagers  in d ic a te s  t h a t  

in  the p as t th is  p a r tic u la r  path of m obility was r e s tr ic te d  fo r fem a les . 

However, the c u rre n t high proportion of fem ales, 44.9%, who a r e  

experiencing a  high prom otion ra te  would suggest that b lack  fem ales 

a r e  experiencing  equal prom otional opportunities fo r  these  h igher level

TABLE 4.16

RESPONDENT'S SEX AND PROMOTION RATE

M anager
High Mobility Low M obility
P rofessional P ro fessional T o ta ls

N 19 16 16 51
M ales

% 37 .3 31 .4 31 .4 100%

N 5
F em ales

% 20.0

13 7 25

52.0 28 .0 100%



p o sitio n s . As a  m a tte r  of fact, the low m obility group co n s is ts  d isp ro ­

portionately  of m ales  which suggests ano ther problem  which confronts 

black em ployees w ithin the o rgan ization . It suggests tha t w hatever 

gains a re  experienced  by black fem ales a r e  a t  the  expense of black 

m a le s .

A s suggested  e a r l ie r ,  these re su lts  show that sex is  a  m a jo r  fac to r 

in understanding the m obility p a tte rn s  of the re sp o n d en ts . T hus, it would 

suggest that such fac to rs  a s  paren ta l achievem ents m ay be re la te d  in  d if­

fe ren t ways b ased  on the responden t's  sex . T h erefo re , the m odels con­

s tru c ted  a t  the end of th is  chap ter will be ad d re ssed  to  understanding how 

the p a ren ta l fa c to rs  influence m o b ili ty  d i f f e r e n t ly  f o r  m ales and f e n a le s .

THE ASCRIPTIVE DIMENSION OF SKIN COLOR AND MOBILITY

The second m a jo r a sc rip tiv e  fac to r rep resen ted  in the m odel a f f e c t ­

ing  ' the m obility  of the respondents i s  skin co lo r. W ithin the A m e ri­

can socie ty , the perv asiv en ess  of the influence of skin co lo r upon op­

portunity  is  often u n d ersta ted . H isto rica lly , the favored  position  of 

the ligh t-sk inned  o r  C aucasian-like black is  w ell docum ented (M yrdal,

1944; Edw ards, 1952; D ollard, 1957; F ra z ie r ,  1957). M ore re c e n t 

stud ies (C lark , 1947; Holtzman, 1973; Butts, 1963; V on tress , 1963;

S ciara , 1975; F ic h te r , 1964) have given us g re a te r  knowledge of the 

complex re la tio n sh ip s  of co lor a s  i t  p e rta in s  to black aw aren ess , ach iev e­

m ent o rien ta tion , occupational and social m obility . A ll of th ese  stud ies 

ag ree  t h a t  s k in ' c o lo r  and f a c i a l  f e a tu re s  a r e  v e ry  im p o rta n t 

in a  society  w here the standard  of the "beautiful A m erican  is  a  blond,
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blue-eyed, and  very  w hite" (Holtzman, 1973, p . 92). However, I 

have been encountering  the general belief from  many blacks w ithin the 

organization tha t d a rk e r  skins and N egroid fea tu res  a re  advantageous 

c h a ra c te r is tic s  because these a re  the c h a ra c te r is tic s  now being sought 

by the la rg e  c o rp o ra tio n s . The belief is  based  on the assum ption  that 

the em phasis on "b lack  is  beautiful" influenced the percep tions and 

behavior of w hites re la tiv e  to the fac to rs  of skin co lor and  "neg ro idness" 

in  ap p earan ce . T h e re fo re , p resen tly  conscious e ffo rts  a r e  being m ade 

to  m inim ize the influence of having a dark  skin and negroid fe a tu re s . 

Although many b lacks believe th is to be tru e , my observations suggest 

that i t  is  u n tru e .

The p r im a ry  hypothesis to be tested  is  that w ithin th is  organization, 

skin co lo r influences em ploym ent and m obility opportun ities. In  p a r t i ­

cu la r, to the deg ree  that one has  light skin color, h is  o r  h e r  chances 

o r  opportunities a r e  g re a te r  than those of the d a rk e r  m em bers of the 

population. To es tab lish  the relationsh ip  of skin co lo r to upw ard m o ­

b ility  w ithin the organization, the variab le  Skin C olor is  co n stru c ted .

The Skin C olor v a riab le  is  a  m easu re  of skin co lo r based  upon the r e ­

spondents com pletion of statem ent 95. Each respondent w as a sk ed  to 

respond to the following statem ent: If you w ere  describ ing  your skin 

co lor, which of the following would you resem b le  m ost closely? (1)

Adam C . Powell, (2) Lena H om e, (3) H arry  Belafonte, (4) F lip  W ilson, 

o r  Sidney P o itie r o r  Nat King C ole.

The respondents who ranked them selves a s  1 o r  2 a re  considered  

a s  light skinned in  c o lo r . All o thers, i . e . ,  those who ranked  th em ­
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selves a s  3, 4, o r 5 a r e  considered  a s  m edium o r  dark -sk inned  in  c o lo r . 

This group would be m o re  rep resen ta tiv e  of the skin co lo rs  am ong the 

black population than the group with light sk in s . Based upon th is  ranking,

27% a re  considered  a s  light and  73% a re  considered  a s  m edium  to  dark.^

PERCEPTION OF SKIN COLOR TO MOBILITY

In a p re lim in a ry  study a  black sam ple of 32 em ployees, 17 m ales  

and 15 fem ales, was . a sk ed  w hether they believe that sk in  co lo r and 

facial c h a ra c te r is tic s  h inder o n e 's  chances fo r  prom otion . By a  response  

of 60.0% to 2 8 . 0% the b lack  sam ple fe lt that co lo r was a n  im portan t fa c ­

to r  in the p rom otional p ro c e ss  (see Table 4 .1 7 ). T h is finding is  s ig n ifi­

cant from  two p e rsp e c tiv e s . F ir s t ,  the fac t that a m a jo rity  of th is  black 

sam ple perce iv ed  co lo r a s  im portant is  sign ifican t. The second point 

of significance is  seen  when these  resp o n ses  a r e  com pared to the re su lts  

of a  p rev ious study . In a study by F ich te r, black college g rad u a tes  w ere 

asked w hether having a  light skin co lor would be helpfu l. Of the popula­

tion 6% responded  that having a  light skin co lo r helps a  g re a t deal and  27% 

responded th a t i t  helps a  li t t le  (F ich ter; 1964, p . 164). C om paring th ese  

resp o n ses  to  those of th is  study, which show that 60% responded  fa v o r­

ab ly  le a d s  t o  the conclusion that, a s  a black p e rso n  m oves out into 

the la rg e r  socie ty , the percep tion  of the re la tiv e  im portance of co lo r 

changes sign ifican tly . T hat is ,  a t  an  e a r l ie r  age black youths a r e  probably

*The co lo r d istrib u tio n  am ong th is  sam ple com pares favorab ly  with 
o ther s tu d ie s . E dw ard 's  (1952) study, conducted am ong a  b lack  p ro fessional 
population in  W ashington, D. C .,  showed that approxim ately  23.4% of h is  
sam ple had ligh t sk in . H oltzm an 's (1973) study, conducted am ong black 
college students in  S t. Louis, M o., showed that 27.6% of h e r  sam ple w as 
ra ted  l i g h t .  T hese  rem ark ab le  ag reem en ts  ‘ su g g e s t t h a t  among 
unique populations of b lack s, i . e . ,  b lack p ro fessio n als  o r  college students, 
the co lo r ra tio  of light to medium and d a rk  i s  app ro x im ate ly  one to  th r e e .
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TABLE 4.17

BLACK RESPONSES TO COLOR AND FACIAL CHARACTERISTICS QUESTIONS

C ertainly
or

Probably
Not

Sure

Probably Not 
o r

C ertain ly  Not T otals

N 19 4 9 32
Color H inders Chances
fo r Prom otions % 60 12 28 100%

F acia l C h a ra c te r is tic s N 24 1 7 32
H inders Chance fo r
Prom otions % 71 .8 6 .2 2 1 .8 100%

m ore id ea lis tic  in  th e ir  beliefs about the contribution of th e ir  ab ility  to 

th e ir  subsequent m obility  than blacks cu rren tly  in  the m arket p la c e .

However, once into the occupational work a ren a , th e ir  percep tions of this 

fac to r change.

The second p a r t  of the c o lo r /c h a ra c te r is tic s  hypothesis i s  the r e la ­

tionship of o n e 's  fac ia l charac teris tics*  chances f o r  p rom otions. A t e s t  o f  

the re la tionsh ip  of fec ia l ch a ra c te r is tic s  was not done. With re fe ren ce  to 

the influence of fec ia l c h a ra c te r is tic s , 71.8 p ercen t believed that they a re  

im p o rtan t. In  in terv iew s with som e of the respondents, th e re  w as 

unanim ous ag reem en t that "good" looks based  upon a  Caucasian m odel 

would enhance on e 's  m obility opportunity (see Table 4 .1 7 ).

M ore im p o rtan t a r e  th e  re sp o n ses  o f  32 w h ite  m anagers to  

th ree  questions re la tin g  to  skin color and fecial fe a tu re s  am ong b lack s .

With re fe re n c e  to  T able 4 .18 , 31 of 32 m anagers acknow ledged that they 

noticed skin co lo r d ifferences am ong b lacks, 12 of 32 o r  37% believed

106



that d eg rees  of skin co lo r could h inder the black em ployee 's chances 

fo r prom otion, and  15 o r  48% responded that a  b lack 's  fac ia l fea tu re s  

could h inder a  b lack em ployee 's chances. These re sp o n se s , to  say the 

le a s t, should be d isconcerting  to m any b lacks, espec ia lly  when in  a t  

le a s t 75% of th is  population skin co lo r v a rie s  from  m edium  to  very  

d a rk . And although we have no m easu re  of "N egroidness" w ithin the 

population, i t  is  f a ir  to  say that m ost b lacks w ill have N egroid fe a tu re s .

I a lso  think i t  can be understood why blacks p erce iv e  so m uch m o re  

d iscrim ination  than w hites a r e  w illing to  adm it e x is ts .

TABLE 4.18

WHITE MANAGER'S RESPONSES TO COLOR AND FACIAL CHARACTERISTICS

_____________________________ QUESTIONS______________________________________

Yes___________No_______ T otals________

N 31 1 32
Notice Color D ifferences?

% 94 6 100%

N 12 21 33
Color H inders?

% 37 63 100%

N 16 17 33
F ac ia l C h a ra c te r is tic s  H inder?

% 48 52 100%

N = 32
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RELATIONSHIP OF SKIN COLOR TO MOBILITY

In ad d ress in g  the hypothesis that skin co lo r is  significantly  re la te d  

to the occupational s ta tu s  and prom otion ra te  of the individual, an a ly s is  

of sev e ra l d istribu tions supports the p roposition  that ligh t skin is  func­

tional to  m obility . T h ere  i s  a p red ic tab le  re la tionsh ip  between the black 

em ployee 's s ta tu s  and  h is  o r h e r  skin co lo r. The relationsh ip  is  that 

the lig h te r the skin co lor, the m ore  probable that the individual is  a 

m anagerial o r  non-m anageria l p ro fessional em ployee. T able .4 .1 9 '. 

shows t h a t  45.8% o f  th e  m anagers, 27.3% o f  th e  non-m anageria l p r o ­

fessionals  have Ught skin co lo rs and only 20% of the non-p ro fessionals  

a r e  ranked  a s  lig h t.

TABLE 4.19

RELATIONSHIP OF SKIN COLOR TO OCCUPATIONAL STATUS

Managers

Professionals

Non -P r ofe s sional s

Very L igh t/ 
Light

t 2 = 5 .2 1 , df = 2, p

Medium 
to Very 

D ark T otals

N 11 13 24

% 45.8 54.2 100%

N 18 48 66

% 27.3 72.7 100%

N 9 36 45

% 20 .0 80.0 100%

2, p = .07, r  = .186, p = .01
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TABLE 4 .20

RELATIONSHIP OF SKIN COLOR TO PROMOTION RATE

V ery
Light L ight Medium D ark

V ery
D ark T o ta ls

M anageria l
N 6 5 7 3 3 24

% 25 20 .8 2 9 .2 12 .5 12.5 100%

P re  -Ma na g e r ia l  
High M obility

N

%

1

3 .6

8

2 8 .6

13

4 6 .4

6

2 1 .4

0 28

100%

P re -M a n a g e ria l 
Low M o b il i ty

N

%

5

2 2 .7

7

31 .8

6

2 7 .3

4

18.2

22

100%

X2 = 14 .81 , *
00II%

p = .06 , r  = .242 , p = .,01

The id en tic a l tre n d  i s  t ru e  fo r  the p rom otion  r a te  of the p ro fe s s io n a ls .  

A gain, 45.8%  of th e  m a n a g e rs , and 32.1% o f  th e  h ig h  m o b i l i ty  

p ro fe ss io n a ls  a r e  lig h t. S ignificantly , only 21.7%  of the low m ob ility  

p re -m a n a g e r ia l  p ro fe s s io n a ls  a r e  ligh t (T able 4 .2 0 ). T h is  finding  su g g ests  

th a t w h ites  u tiliz e  sk in  c o lo r  in  th e ir  d ec is io n s  about b la c k s . The im p lic a ­

tion  is  th a t d u rin g  the in it ia l  re c ru itm e n t and  g room ing  p ro c e s s ,  sk in  co lo r 

a c ts  a s  a  p e rc e p tu a l in d ic a to r  which tends to  a llev ia te  w h ite s ' ap p reh en sio n s  

o r  s ta te d  d iffe ren tly , w h ites  can  r e la te  b e t te r  to  lig h te r  sk inned  b la c k s .

TABLE 4.21

RESPONDENT'S SKIN COLOR AND FATHER'S OCCUPATION

o r  S e lf-P ro p rie to r

T ech n ica l/S k illed

U nsk illed /M en ia l

V ery
Light L ight M edium D ark

V ery
D ark T o ta ls

N 3 9 9 3 0 24

% 12.5 3 7 .5 37 .5 12 .5 100%

N 1 4 5 8 3 21

% 4 .8 1 9 .0 2 3 .8 38 .1 1 4 .3 100%

N 6 10 32 19 6 73

% 8 .2 13 .7 4 3 .8 2 6 .0 8 .2 100%

X2 = 13 .75 , df = 8, 
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Data a lso  ex ist which shows that in the p ast ligh ter skinned blacks 

enjoyed favored  advantages over th e ir  d a rk e r skinned p e e r s .  In  Table 

4.21, i t  is  shown th a t the l i g h t e r  sk inned resp o n d en ts  have f a th e r s  who 

w ere m o re  likely  to  be located in a  h igher occupational category than the 

fa th ers  of the d a rk e r  skinned responden ts . Thus, 50% of the fa th e rs  who 

w ere p ro fess io n a ls , m anagers o r  se lf-p ro p rie to rs  have sons o r  daughters 

who a r e  light in  sk in  c o lo r . If we assum e that the lig h te r skinned r e ­

spondents’ fa th e rs  a r e  probably light skinned them selves, th is  would 

strongly support the observations about p a s t advantages enjoyed by the 

ligh ter skinned b la c k s .

THE REGRESSION MODELS: ACHIEVEMENT AND ASCRIPTIVE DIMENSIONS 

The prev ious an a ly ses  have shown the many significant re la tio n sh ip s 

between the resp o n d en ts’ m obility and c e rta in  achievem ent and a sc rip tiv e  

fa c to rs . A sum m ary  of these  relationsh ips a re : (1) The respondents 

a re  a unique group in  te rm s  of educational and occupational a tta in m e n ts .

(2) T h e ir p a ren ts  generally  have su p erio r educational and occupational 

backgrounds than th e ir  p a re n ts ’ p e e rs . (3) Education is  the m ost im portan t 

fac to r in  the determ ination  of the responden ts ' occupational s ta tu s e s . (4) 

Education is  not d ire c tly  re la ted  to  the responden ts’ m ovem ents w ithin the 

organization . (5) The parents* educational a tta inm ents a r e  re la te d  to the 

respondents ' occupational sta tus " but not to  th e ir  prom otion r a te s  within 

the o rgan ization . (6) The p a re n ts ’ occupational a tta inm ents a r e  re la te d  

to the resp o n d en ts ' occupational sta tus t u t  n o t to  t h e i r  prom otion  r a t e s  

within the o rgan iza tion . (7) The responden ts ' sex is  a m ajo r determ inant 

of the resp o n d en ts ' occupational s ta tu ses  and prom otion r a te s .  (8) T h ere  

is  a  re la tionsh ip  • betw een th e  re sp o n d e n t 's  sk in  c o lo r  and t h e i r  mo­

b i l i t y  o p p o r tu n i t ie s .
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At th is  point, i t  should be s ta ted  that these findings and conclusions 

a re  only g en era lized  sta tem en ts  which can be m ade about the respondents* 

m obility . Subsequent analyzes w ill show that th ese  conclusions m u st be 

m odified,, seme tim es e x te n s iv e ly ,  t o  a c c u ra te ly  r e f l e c t  th e  m o b il i ty  p a t te r n s  

of the resp o n d en ts . T h ere  a r e  m any questions ra is e d  by these  findings.

F or exam ple, what a r e  the re la tiv e  influences of these  fa c to rs  on the 

m obility p ro cess?  Is  i t  accu ra te  . t o  say  t h a t  th e  p a r e n ts ' 

occupations a r e  insignificantly  re la te d  to the resp o n d en ts ' m obility  w ithin 

the organization?

To a d d re ss  th e se  kinds of questions, the approach w ill be to construc t 

sev era l re g re s s io n  m odels of the type in F igu re  4 .1 . Through the co n s tru c ­

tion of two com posite m odels, an  Occupational Status m odel fo r the to ta l 

population and  individual m odels fo r m ales  and fem ales, and  individual 

m odels fo r  P rom otion R ate, a  m ore detailed understanding  of the m obility 

p ro ce ss  w ill be p o ssib le . In th is  way, valuable insights w ill be gained in ­

to the re la tio n sh ip  of th ese  fac to rs  to each o ther a s  w ell a s  th e ir  re la tiv e  

im portance to the resp o n d en ts ' m obility .
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OCCUPATIONAL STATUS MODEL

In Figure 4.2, the regression model for the total sample is presented. 

This model shews that education is responsible far 33% of the variances 

in the respondent's occupational status (See Table 4.22). The only 

other factor which has a direct influence on the occupational status 

of the respondent is sex. The positive path of influence indicates 

that females are more likely to be located within the lower occupation­

al categories than males. These findings support the conclusion pre­

sented earlier.

FIGURE 4.2

STATUS ATTAINMENT MODEL FOR TOTAL SAMPIE; OCCUPATIONAL STATUS 

MOTHER'S
OCCUPATION

.231
SEX.093

.200
.095

OCCUPATIONAL
STATUSEDUCATION -.443

FATHER'S
EDUCATION

180*t

SKIN
COLOR-.131 01

FATHER'S
OCCUPATION

NOTE: N = 137, *p = .01, **p = .05

The other factor which is indirectly related to the respondent's 

occupational status is father's education. A  significant path of influence 

exists between the respondents' education and their father's education.

The relationship is that children of fathers with higher levels of education 

will also have higher levels of education. This finding is in disagreement 

with Duncan, et al. (1966), who concluded in their study on white and black
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m ales and those of Scanzoni's (1971) study which found tha t the fa th e rs ' 

occupation had by " fa r  the stro n g er influence on m ales and fem ales e d ­

ucational a tta in m en ts"  (p . 96). Why th is  is  so is  u n c lea r. However, a 

reasonab le  explanation is  tha t the educational opportunities fo r b lacks 

have changed du ring  the la s t  decade. I n  th e  p a S t, th e  p a r e n ts ' 

occupations have prov ided  the m eans fo r the respondents in  the c ited  

s tud ies to gain  advanced education. Many of the respondents in  th is  study 

have rece iv ed  additional education a s  the re su lt  of the affirm ative  action  

p ro g ram s im plem ented  by colleges in  conform ity with the law . T h e re ­

fo re , the finding of th is  study re flec t the tra n s ito ry  phenomenon of a f ­

firm ative  a c tio n .

Several o th e r observations should be m ade re la tiv e  to the p aren ta l 

achievem ent f a c to rs . The non-significant and very  weak paths of in ­

fluence betw een th e  p a re n ts ' occupations and the responden ts ' occupa­

tional s ta tu s  ind icate  th a t these  p a ren ta l fac to rs  have no d ire c t in ­

fluence on the occupational s ta tu ses  of the responden ts . Duncan and 

Blau (1966) and  Scanzoni (1971) concluded that the so n 's  occupations w ere 

d irec tly  influenced by the fathers* occupations. T hese d ifferen t findings 

illu s tra te  the dynam ic r is e  in  occupational choices availab le to the r e s ­

pondents. T hese  responden ts  re p re se n t a generation  of b lacks who have 

experienced  a  m a jo r  leap  in  occupational s ta tu s  when com pared to  th e ir  

p a re n ts . T hus, i t  is  to  be expected tha t paren ts*  o ccu p a tio n  wild, 

have little  d ire c t  influence on the responden ts ' occupational s ta tu s e s .

A nalysis of the re la tio n sh ip s between the paren ta l fac to rs  them selves 

provide som e in sigh ts  into the p r io r  pa tte rn s  of d iscrim ination  which
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ex isted  am ong the b lack  population. The m o th e r 's  education is  

significantly  re la te d  to  h e r  occupational lev e l. This 'C orrctoorates 

Scanzoni's (1971) conclusion that "am ong those fem ales who a r e  em ­

ployed, th e ir  own education is  the s tro n g es t p red ic to r of th e ir  own job 

position" (p . 170). However, the fa th e r 's  education is  insignificantly  

re la te d  to  the fa th e r 's  occupational s ta tu s . This p a tte rn  is  re flec tiv e  

of the sam e conclusion Duncan and Blau cam e to re la tiv e  to  the influence 

of black m ales  education on th e ir  occupational s ta tu s  in  the p a s t . T h e ir  

finding showed "the co llege-educated  Negro to be slightly  le s s  d isad ­

vantaged than the one who discontinued h is  education a t  high school 

graduation” (Duncan and Blau, 1966, p . 211).

H ie  data suggest that black m ales faced g re a te r  deg rees of d is ­

crim ination  than black fem ales in  the p a s t. A s E pstein  (1971) reco g ­

nized, "h is to rica lly , b lack  women have had m ore  a c c e ss  to white society  

than black  m en" (p. 155). One rea so n  given is  that b lack m a les  have a l ­

ways re p re se n te d  a th re a t to white m en . Thus, white p ro fessional m ales  

perce ived  black  fem ales a s  le s s  of a th re a t.  Consequently, b lack  fem ales 

w ere allow ed into the professional w orld, a lb e it in fem ale occupations, 

w hereas b lack  m ales  w ere  re s tr ic te d .

OCCUPATIONAL STATUS MODELS: MALES AND FEMALES

The com posite m odel shows that the responden t's  sex is  the second 

m ost im portan t fac to r in  the determ ination  of one’s occupational s ta tu s . 

And a s  s ta ted , the m a jo r  d ifference in  m obility betw een the m a le s  and fe ­

m ales in  th is  sam ple i s  that p resen tly  black fem ales a r e  confronted with 

a  g re a te r  degree of d iscrim in atio n . T here a re , how ever, sev e ra l
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im portant re la tio n sh ip s  am ong the sam ple which cannot be a ttrib u ted  

to d isc rim in a tio n . A nalyses of the reg re ss io n  paths in F igure  4 .3 , 

which re p re se n t the respondents* occupational s ta tu ses  con tro lled  fo r 

by sex, w ill allow  the data to be in te rp re ted  m ore  p rec ise ly  and 

m eaningfully.

FIGURE 4.3

OCCUPATIONAL STATUS MODEL FOR MALES AND FEMALES

MOTHER'S
OCCUPATION

.296**
(.135)

MOTHER’S
EDUCATION

FATHER’S
EDUCATION

.150 
(.062)

.228
(.048)

1 EDUCATION - .456.222
(.041) (- .475) *

\
FATHER'S 
OCCUPATION

OCCUPATIONAL 
STATUS

(.024)

NOTE: BETA OCEFFICTEMTS WITHIN PARENTHESIS ARE FOR MALES 
MALES (N = 68)
FEMALES (N = 69)
*p =.01
**p = .05

^Because of the orientation of the variables to each other, the reader 
must rely on the text to gain the proper relationship between the 
variables. For example, the negative signs associated with the 
influence of education to occupational status is because education 
was ranked on a scale fran low to high (0-8) and occupational status 
from high to low (1-3). Therefore, a negative sign indicates a 
positive relationship between the two variables.
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As has been em phasized, education is  the m ajo r determ inan t of 

the responden ts ' occupational s ta tu ses reg a rd le ss  of s e x . In F igure  

4 .3 , the path coefficients from  respondents ' educational a tta inm en ts  and  

th e ir  occupational s ta tu ses  show that education accounts fo r the m a jo r  

proportion of the v arian ces  in the occupational s ta tu s  variab le . T h is  in ­

dicates that the organization does not deviate from  its  s tandards r e l a ­

tive to the educational req u irem en ts  fo r a given occupational catego ry .

O r, re g a rd le ss  of w hether the individual is  a  m ale o r  fem ale, a  degree  

is  req u ired  fo r em ploym ent in  p rofessional occupations and a  m inim um  

of a  high school diploma is  req u ired  fo r non-professional occupations.

T here  is  a  second observation that w arran ts  a  d iscu ss io n . The 

path coefficients fo r  skin co lor show that the skin co lor of the fem ale 

is  m ore  positively  re la te d  to the fem ale 's  occupational s ta tu s  than fo r 

m a le s . G enerally , the h igher the fem ale 's  occupational s ta tu s , the 

m ore likely she h as  a  light skin co lo r. This path of influence supports 

my observation  tha t the b lack  fem ale m anagers and p ro fessio n a ls  a r e  

m ore likely to be light skinned. F u rth erm o re , m y p erso n a l observation  

suggests that even if the black fem ale has a  dark  skin co lo r, if  she o c ­

cupies a  p ro fessio n a l o r  m anageria l position, she is  likely  to  have Cau­

casian  fea tu res  ra th e r  than negroid ones . This finding would suggest 

that a  th ird  dim ension m ust be added to  E p ste in 's  (1971) th e s is  of the

2
Even though the path coefficients a re  s ta tis tica lly  insign ifican t, 

they a re  valuable in  com paring  the re la tiv e  im portance of sk in  co lo r 
to  die m obility of m ales  and  fem ales. F u rth e rm o re , the re la tio n sh ip s  
shown h e re  conform  to  m y observation of th is  phenom enon. I w ill a d d re ss  
th is issu e  with re sp e c t to  the prom otion ra te  of m ales  to fu r th e r  i l lu s tra te  
the effect of sk in  co lo r to  black m obility .
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"double negative s ta tu s " . My observation, and the finding h e re , would 

suggest th a t sk in  co lo r a c ts  a s  the th ird  a sc rip tiv e  fac to r that affec ts  

one’s m obility . R are ly  w ill one encounter a  black fem ale with thick 

negroid lips and  a  d ark  skin in predom inantly white o rgan izations of 

the type studied  h e r e .

THE PROMOTION RATE MODEL3

The Prom otion R ate Model is  based  on the p re m ise  tha t the o rg an i­

zation em ploys a  sponsored  system  of m obility which u tilizes  non-ability  

fac to rs  in  the  decisions of which b lacks a re  prom oted  into m anagem ent 

p o s itio n s . If th is  is  tru e , the expectation is  that the ach ievem ent fac to rs  

should assu m e  little  im portance in  the responden ts ' r a te s  of prom otion . 

A scrip tive  fa c to rs , such a s  skin co lor and sex, and  b e lie f and a ttitude 

fac to rs  should a ssu m e  a  g re a te r  influence on the respondents* ra te s  of 

p rom otion . In F ig u re  4 .4 , the prom otion ra te  m odel fo r m a les  and

3
T his is  an  ap p ro p ria te  tim e to rem ind  the re a d e r  that th ese  m odels 

re p re se n t an  in itia l exploration into a  new phenomenon, the m ovem ent of 
b lacks w ithin an  e lite  organization and within e lite  occupations. Notwith­
standing the lim ita tio n s  im posed by the size of the sam ple and the sam pl­
ing techniques, th e re  a r e  additional fac to rs  which m ust be considered  
about the p red ic tab ility  of these m o d e ls . F ir s t ,  th is  m odel re p re se n ts  
a  phenom enon which h as  many ex ternal influences and  co n stra in ts  im posed 
upon i t .  F o r  exam ple, the  a ffirm ative  action  po lic ies  and  guidelines have 
effectively su p ersed ed  the organization’s norm al p ro c e ss  of rec ru itin g , 
h irin g  and  prom oting  of em ployees. The organization has  y ielded  a  con­
s id erab le  deg ree  of th e ir  contro l over which b lacks w ere  h ire d  o r  p ro ­
m oted . Ideally , the organization would have p re fe r re d  to  continue i t  
rec ru itm en t e ffo rts  a t  the Ivy League schools o r  o ther m a jo r  busin ess  o r  
engineering in s titu tio n s . However, policy and goals d ictated  that the 
m a jo r re c ru itm e n t e ffo rt would extend to  the sm all b lack  co lleges in  the 
south . The types of students produced by th ese  institu tions a r e  not exactly 
those the o rgan ization  would p re fe r .  Secondly, the th ru s t to  in c re a se  the 
num ber of b lack  fem ale  m anagers dictated  tha t m any b lack  fem ales, who 
under n o rm al c ircu m stan ces  would not have been considered  fo r  m anagem ent, 
becam e m a n a g e rs . F o r  reaso n s  of th is  type, the Prom otion R ate path co­
efficients w ill be p re sen te d  even when they a r e  s ta tis tic a lly  insign ifican t. 
They w ill p rov ide som e valuable insights into the phenom enon and certa in ly  
suggest m any a r e a s  of fu tu re  re se a rc h .
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and fem ales a r e  p re se n ted . The path coefficients in  th ese  m odels in ­

dicate that w ith one exception, a ll  the fac to rs  a re  s ta tis tica lly  in sig n ifi­

can t. In p a r tic u la r , the weak paths between education and prom otion 

ra te  fo r the respondents indicate tha t th e ir  re la tiv e  educational ach iev e ­

m ent a r e  unim portant to  the ra te s  of prom otion.

The path of influence between the fa th e r 's  occupation and the fe ­

m a le s ’ prom otion r a te s  is  highly sign ifican t. This highly n e ^ t iv e  path 

suggests th a t b lack  fem ales whose fa th e rs  have low occupations a re  

m ore  likely to  have a  high prom otion r a te .  The im plication of th is  is  

that fem ales from  poor fam ilies , if  the fa th e r 's  occupation is  considered  

a  m easu re  of th e ir  econom ic s ta tu s , ap p ear to have s tro n g e r m otivation 

to get ah ead . Scanzoni (1971) a lso  reached  the sam e conclusion. He 

s ta te s , " F o r  th ese  b lack  w ives, a s  fo r m ales in the sam ple, re jec tio n  

of p aren ts  (especia lly  fa th e rs  a s  re fe ren ce  people and m others  a s  ro le  

m odels) leads to h ig h er individual occupational achievem ent . . . "

(p. 181).

With re fe ren ce  to the fac to r of skin co lor, i t  was shown that skin 

co lor was m o re  im portan t to  the fem ales occupational s ta tu s  than fo r 

m a le s . F ig u re  4 .4  shews that skin co lor h as  the second s tro n g es t

(though s ta tis tic a lly  insignificant) path of influence on the m a le s ' p ro ­

m otion r a t e s . T h is would support the conclusion that sk in  co lo r is  

im portan t to  the d ifferen tia l prom otion ra te s  of black m ales  into m anage­

m ent p o s itio n s . T ha t i s ,  lig h te r skin co lored m ales a r e  m o re  likely  to 

enjoy g re a te r  m obility  than d a rk e r  m a le s . Does th is  m ean  that skin 

co lor i s  unim portant fo r the black fem ales m ovem ent into m anagem ent?
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FIGURE 4 .4

PROMOTION RATE MODEL FOR MALES AND FEMALES

MOTHER’S
OCCUPATION

-.281
.155

MOTHER'S 
EDUCATION

.044
(.008)

003 
(.051)FATHER'S 

EDUCATION

-.195
( . 110)

F A T H E R ' S
OCCUPATION

PROMOTION
RATE

NOTE: BETA COEFFICIENTS WITHIN PARENTHESIS ARE FOR MALES 
MALES (N = 53), FEMALES (N = 28)
*p = .01

The answer is no. As previously determined, a light skin color was 

important to the female's occupational status. Therefore, the 

female sanple upon which the Pranotian Rate model is constructed 

consists of a high proportion of light skinned females. Thus, 

the decision is which of these light skinned females will enjoy move-
3ment into management positions.

^ o r  example, 24 of the 69 females (35.3%) are ranked as light. 
For males, 14 of 68 (20.9%) are ranked as light. The correlation 
coefficient is significant at the .03 level. Females in the 
organization are more likely to be light than males.
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CHAPTER V

THE BELIEF AND ATTITUDE DIMENSIONS OF MOBILITY

In the  p rev io u s  ch ap ter the p rim a ry  in te re s t w as to understand  the 

m obility  p ro c e ss  in  te rm s  of achievem ent and  a sc rip tiv e  fa c to rs . The 

data thus f a r  support the th e sis  th a t the o rg an iza tio n 's  mode of m obility 

is  sponsored  r a th e r  than  co n tes t. The im plication which follows is  

that th e re  i s  a  g room ing  p ro c e ss  whereby the organization  carefu lly  

se le c ts  b lacks fo r  m anagem ent based  on a  very  specific  m odel of the 

type of individual d e s ire d . T h eo re tica l and em p irica l stud ies have is o ­

la ted  the m a jo r  c h a ra c te r is tic s  of th is  m anagem ent m odel. I w ish now 

to extend the b a s ic  m obility  m odel developed in  the p rev ious ch ap te r to 

include som e of th ese  additional f a c to rs .

As noted e a r l ie r  in  the introduction, the trem endous ro le  which 

ra c e  p lays w ithin an  in te rra c ia l environm ent suggests  that the  

ra c ia l o rien ta tio n  of b lacks is  a fac to r considered  in  th e ir  p ro -  

m otability  into m anagem ent. I t  was shown e a r l ie r  th a t skin co lo r is  

significantly  re la te d  to  the black em ployee 's opportunity w ithin the  

o rgan iza tion . T h is  would support the conclusion that w hites w ill 

u tilize  c e r ta in  objective m e asu res  indicative of d ifferences am ong 

b lacks in  th e ir  dec is io n s  about b la c k s . T h ere  is  a lso  rea so n  to  believe 

that w hites w ill u tilize  o th e r fa c to rs , such a s  the b lack  ind iv idual's
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ra c ia l belie fs  and  a ttitu d es , in th e ir  decisions about b lacks. Relative 

to ra c ia l o rien ta tio n  fa c to rs , th e re  a r e  two hypotheses to  be evaluated  

in th is  c h ap te r . In com paring the degree of anti and  p ro -b lack  orien ta tions 

am ong the sam ple, the following black orien tation  hypothesis w ill be 

tested : the  m o re  conservative  black individual, a s  m easu red  by an  

expression  of a  negative black orientation, w ill have g re a te r  upw ard 

m obility than the m ilitan t black individual, a s  m easu red  by an  expression  

of a  positive  b lack  o rien ta tio n . With re sp e c t to the degree of an ti and 

pro-w hite o rien ta tion , the white orientation hypothesis s ta te s : a  positive 

white o rien ta tion  by the black respondent a s  m easu red  by a  re jec tio n  of 

the sta tem ent, "I do not p a rtic u la rly  like white p eo p le ," w ill have g re a te r  

upward m obility  than the individual who ex p resses  a negative white o rie n ta ­

tion, a s  m easu red  by an  agreem ent with the above s ta tem en t.

In C hapter IV sev e ra l unansw ered questions w ere  posed . It was 

shown that d ifferen t fa c to rs  re la tiv e  to the fam ily 's  background, such a s  

p a ren ts ' educational and occupational a tta inm ents, co rresponded  to  the 

m obility of m ales  and fem ales in significantly d ifferent w ays, indicating 

that p erh ap s  m ale  achievem ent d rives a re  influenced by the fa th e rs ' 

educations w h ereas the fem ale achievem ents d riv es  a r e  influenced m ore  

by the fa th e rs ' occupations. T here  is  one school of thought which suggests 

these  conclusions a r e  v a lid . C losely re la ted  to  th is  school of thought is  

the b e lie f th a t th ese  ach ievem ents and asp ira tio n  p a tte rn s  a r e  influenced 

by the P ro tes tan t w ork e th ic  of h ard  work and s u c c e ss .

L
\
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U sing th ese  two schools of thought the ach ievem ent-asp ira tion  

hypothesis and  the w ork ethic hypothesis w ill be evaluated. The ach iev e­

m en t-a sp ira tio n  hypothesis s ta tes : the achievem ent and a sp ira tio n  o r ­

ientations of the individual a r e  the m ost im portant a ttitud inal fac to rs  

in  the d ifferen tia l m obility  fo r b lacks within the o rgan ization . The 

w ork e th ic  hypothesis s ta te s : the positive work ethic is  postively r e ­

la ted  to  upw ard m obility  and conversely , a  negative w ork eth ic is  neg­

atively  re la te d  to  upward m obility .

T he th ird  category  of in te re s t is  derived from  studies which 

show that an  indiv idual’s  beliefs  and attitudes about business  in general 

and the o rgan ization  in  p a r tic u la r , a r e  im portant considerations in 

decisions about the individual’s potential fo r advancem ent. Specifically, 

T u rn e r 's  theo ry  suggests that the e lite s  sc reen  the se lec ted  individuals 

on th e ir  a ttitu d es  about business in  g en era l. If the candidates sh are  

the basic  ideology, i t  is  e a s ie r  to tra in  them in the ways and expec­

tation of the o rgan ization . It can be expected that to the degree that the 

individual h as  those  beliefs and a ttitudes conducive to m obility, the 

individual w ill have a high ra te  of m obility under a  sponsored  system  

of m obility . If the groom ing p ro c e ss  accom plishes i ts  d es ired  ends, 

the m o re  su ccessfu l individuals in  te rm s  of upw ard m obility, w ill have 

a  high deg ree  of loyalty and  identification to the o rgan ization . Con­

v erse ly , to  the degree tha t the individual is  unsuccessful in gaining recogn i- 

t i o n  o r  r e w a r d s  f r o m  t h e  o r g a n i z a t i o n ,  t h e  i n d i v i d u a l  

w i l l  b e  a l i e n a t e d  f r o m  t h e  o r g a n i z a t i o n .  T h e
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iden tification-alienation  hypothesis s ta te s : identification  with 

the o rgan ization  and  an  ag reem en t with its  po lic ies and  goals a r e  

functional to  upw ard m obility  within the organ ization . To the  degree 

that the individual is  unsuccessfu l, the individual w ill be a liena ted  

from  the o rgan iza tion .

The F igu re  5 .1 , the hypothesized relationsh ip  between th ese  

fac to rs  is  shown. The m odel hypothesizes that an  ind iv idual's  b u s ­

in ess , w ork e th ic , ach ievem ent-asp ira tion , and black and white ra c ia l 

o rien ta tions w ill have a  causal re lationsh ip  to the occupational s ta tu s  

and prom otion r a te  of the indiv idual. The two fa c to rs , alienation  

and identification, a r e  the re su lts  of the su ccess  o r  lack  of su ccess  

of the individual w ithin the organization . T h ere  is  ano ther re la tio n ­

ship re p re se n te d  by the variab le  perceived  d iscrim ination . The 

perceived  d isc rim in a tio n  hypothesis s ta tes : to the degree tha t the in ­

dividual does not experience su ccess , the individual w ill perce iv e  d is ­

crim ination  a s  the m a jo r reaso n .

FIGURE 5.1

THE BELIEF AND ATTITUDE REGRESSION MODEL

X9 -Black O rien tation  

X io "W hite O rien tation  

X jj  -B usiness O rien tation  1 

X12 -B usiness O rien ta tion  II 

X jg -A chievem ent-A spira tion  

X l4  "W ork E thic O rientation

Y ALIENATION- 
15-  POWERLESSNESS

~ Prom otion R S te ^ ^
Occupational S tatus

erce iv ed  
X j 6 “ D iscrim ination
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CONSTRUCTION OF THE RACIAL INDICES

To te s t  the two ra c ia l  orien tation  hypotheses and the re la te d  

questions, a  s e r ie s  of sta tem en ts was constructed  to a s c e r ta in  the 

degree and  d im ension of the black sam p le 's  ra c ia l beliefs  and  a t t i ­

tudes. The sta tem en ts  fa ll into two c a teg o rie s . T h ere  a r e  those 

statem ents which a re  a d irec t and co n cre te  m easu re  of the p a r t i ­

cu lar ra c ia l o rien ta tion . Hence, the resp o n ses  to  the sta tem en t, "I 

do not p a r tic u la rly  like white people", is  a  d ire c t and  p re c ise  ind ica­

tion of an a n ti-o r  pro*>white o rien ta tion . The second category  of s ta te ­

m ents is  construc ted  to show a subtle anti -white o rie n ta ­

tion . Although m any b lacks m ay not have an  ex p ressed  d islike of 

w hites, m any b lacks have vary ing  degrees of d islike fo r w hites in  d if­

feren t s itu a tio n s . The statem ent, "I feel uncom fortable around  w hites” 

w ill give a d ifferen t m easu re  of anti-w hite o rien ta tion .

The m easu rem en t of anti, and p ro -b lack  o rien ta tions is  consid ­

erably  m o re  d ifficu lt. In  a p re - te s t  of sev era l b lack  o rien ta tion  s ta te ­

m ents it w as found that b lacks overwhelm ingly re je c t  any s ta te ­

m ents which could be considered  derogatory  o r  d isparag ing  to 

b lacks sim ply because of being b lack . T herefo re , b lacks 

re jec ted  the s ta tem ent, "One of the m ajo r reaso n s why black  neighbor­

hoods becom e rundown and d irty  is  because b lacks do not take c a re  of 

th e ir  own housing ." However, when th is  sam e sta tem en t w as posed in 

te rm s  of so c ia l c la s s , by substitu ting  the te rm  "low incom e blacks" 

fo r "b lack s" , th e ir  re sp o n ses  changed significantly . In the following 

section i t  is  evident that w hereas blacks will re je c t s ta tem en ts  posed
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in te rm s  of ra c e  only, th e ir  resp o n ses  w ill change when the fac to r of social 

c la ss  is  included .

THE IMPORTANCE OF RACIAL ORIENTATIONS

Many stud ies  have shown that the efficiency of groups o r  o rg an iza­

tions is  significantly  re la te d  to how the m em bers of the group re la te  to 

each o th e r and to  the organization, the ease  of com m unication am ong the 

m em bers, the t ru s t  which ex ists  am ong the m em b ers, the loyalty am ong 

m em b ers, and a  sharing  of a  common ideology , i t  follow s that the 

inclusion of b lacks into white groups o r  organizations which w ere  tr a d i­

tionally white has sev era l im plications re la tiv e  to the type of blacks 

which can be in teg ra ted  into the organization with the le a s t am ount of con­

f lic t . T h is  is  espec ia lly  im portan t when som e organ izations have explicit 

guidelines and  po lic ies  concerning the c h a ra c te r is tic s  to  be sought in 

se lecting  th e ir  em ployees. F o r  exam ple, sev e ra l co rpo ra tions have as  

c r ite r ia  fo r  se lec tion  of potential m anagers such req u irem en ts  a s ,

"loyalty; supports  company policies and m anagem ent d ec is io n s"  "identifies 

with its  (the organization)goals and pu rposes, "d em o n stra tes  team  sp irit"  

(L azer and W ikstrom , 1977).

T hese types of c r i te r ia  pose a  dilem m a fo r  b lacks, and  in  p a r t i ­

cu la r  fo r  those  b lacks se lec ted  fo r  potential m anagem ent. W ithin an organ i­

zation w here a  "p rim a ry  p re req u is ite "  fo r ce rta in  m an ag eria l and  non- 

m anageria l positions is  the requ irem en t that the "incum bent be dedicated 

to the (o rgan ization’s) po lic ies  and  p rac tice s  and supportive of the 

(o rgan iza tion 's) m anagem ent and m anagem ent sy stem ", how does an
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organization en su re  loyalty when its  po lic ies and p ra c tic e s  m ay be in 

conflict w ith the  b lack  indiv idual's b e s t in te re s t?  T u rn e r  <1960) re c o g ­

nized th is  when he postu lated  that: "The m ost conspicious con tro l 

problem  is  tha t of in su ring  loyalty in  the disadvantaged c la s se s  tow ards 

a  system  under which they receive  le s s  than a p roportional sh a re  of 

so c ie ty 's  goods" (p . 451). This suggests tha t a  b lack  individual 

who ex p resses  c r itic a l views of the organization o r  an ti-w h ite  views o r 

s trong  p ro -b lack  view s about the lack  of equal opportunity w ill have d if­

ficulty in  such an  organization . Thus, b lacks se lec ted  w ithin the o rg an i­

zation a r e  expected to  develop a dual loyalty, one to  th e ir  group and  one 

to the e lite  white group. The black individual in th is  case  is  in  a dilem m a 

as  to w hether to  be loyal to the organization o r to the quest fo r equality .

T here  a r e  m any studies which show that w h ites ' percep tio n s of 

b lacks do in  fac t play c ru c ia l ro le s  in  th e ir  se lection  of b la ck s . P u rce ll 

and Cavanagh (1970) showed that white m anagers  generally  viewed 

blacks a s  le s s  prom otable than w hites and o th ers  (K orm an, 1971; Bass 

and T u rn er, 1973; Rock and Evan, 1959; and F a r r  e t .  a l .  (1971) concluded 

that white m an ag ers  w ill u tilize  subjective c r i te r ia  to  ra te  w hite em ployees 

favorably, w h ereas, they w ill u tilize  objective fac to rs , such a s  attendance, 

punctuality, e tc . ,  in th e ir  decisions to ra te  b lack em p lo y ees . T hese

studies ind icate  that when w hites a r e  seeking o r se lec tin g  candidates
1

fo r prom otion to  c e r ta in  types of positions, such a s  m anagem ent, the 

ra c ia l o rien ta tion  of the black  candidates is  m ost probably considered . 

Paige (1970) s ta ted , "A nti-w hite a ttitudes would be inconvenient
v

since the ad m issio n  of ta len ted  b lacks to  predom inantly  ^vhite institu tions
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depends on the sympathy of white lib e ra ls"  (p .79). The th es is  

is  that a m o re  conservative orienta tion  about b lacks w ill be con­

ducive to  upw ard m obility fo r b la c k s . If th is  is  tru e , th e re  a r e  sev era l 

se rio u s  im plications fo r a sp irin g  b lacks. The recen t civ il r ig h ts  m ove­

m ent produced a new aw areness of black rig h ts  and  ra c ia l p r id e .

If, a s  a  re su lt  of th is  m ovem ent, an  asp irin g  black  individual 

e x p resses  view s which a r e  considered  m ilitan t by the decision m ak ers , 

i t  is  p robable that the black individual will have difficulty m oving up 

within the o rgan ization . The pragm atic  approach fo r  the a sp ir in g  black 

is  to be conservative  in h is  o r-h er black o rien ta tion , and to have a 

positive o rien ta tion  tow ards w hites.

BLACK ORIENTATION HYPOTHESIS

An evaluation of the black orientation s ta tem en ts  is  im portan t to an 

evaluation of the black orien ta tion  hypothesis. With re fe ren ce  to the degree 

of anti and  p ro -b lack  beliefs and attitudes about b lack s, the sam ple r e ­

sponses fa ll into two ca teg o rie s . T here is  a d istinc t m inority  that ap p ears  

to have a  s tro n g  re jec tio n  of b lack s . This is  evidence by the resp o n ses  

to the s ta tem en ts  in  T able 5 .1  which w ere construc ted  to  m easu re  the 

degree and  in tensity  of th e ir  o rien ta tio n s . Seventeen p e rcen t respond  

that they would move if th e ir  neighborhood becam e m ostly  b lack . Twenty- 

six p e rcen t ag re e  that "a ll people have a  righ t to  send th e ir  ch ild ren  to 

white schools because  they a r e  sa fe r  than black schoo ls""  Twenty-two 

p ercen t a g re e  that, "with a ll  the c rim e  and d rugs, I som etim es can 

understand  why white people feel the way they do about b la c k s ." The

127



TABLE 5.1

ACCEPTANCE AND REJECTION OF BLACK ORIENTATION STATEMENTS

P ercen t P ercen t
A gree  D isagree

If m y neighborhood becom es m ostly  black, I w ill 17 83
probably m o v e .

One of the m a jo r reaso n s  why black neighborhoods
becom e rundown and  d irty  is  because low-incom e 51 49
blacks do not take c a re  of th e ir  own housing.

The governm ent i s  w rong in  req u irin g  busing in
o rd e r to  achieve ra c ia l in teg ra tion . 37 63

All people have a  r ig h t to send th e ir  ch ildren  to
white schools because  they a r e  sa fe r  than black 26 74
schools.

With a l l  the c rim e  and drugs, 1 som etim e can un­
d erstan d  why w hite people feel the way they do 22 78
about b lack s .

Blacks can do a  lo t m ore  to help th em selv es. 88 12

People have a  r ig h t to  p ro tec t th e ir  p ro p erty  value
by keeping down the num bers of low -incom e b lacks 37 63
in th e ir  neighborhood.

One re a so n  why b lacks a re  le ss  successfu l in b u s i­
n ess  and school i s  because of low c la s s  background , 46 54
attitu d es and behav io ra l p a tte rn s .

NOTE: N = 137.
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resp o n ses, which a r e  indicative of an  acceptance of som e of the r a ­

tionalizations p re sen te d  by white A m ericans in  th e ir  justifica tion  fo r 

m aintain ing segregation , suggest that approxim ately  seventeen to 

twenty -five p e rcen t of the sam ple sh a re  th ese  b e lie fs .1 When the 

sta tem ents a r e  ex p ressed  in c la ss  te rm s , th e re  is  a d ram atic  in c re a se  

in  the num bers of the sam ple subscrib ing  to the position . th a t (a) th e re

a re  such things a s  c la s s  a ttitudinal and behavioral p a tte rn s  and that (b) these
2

p a tte rn s  a r e  re la te d  to subsequent su ccesses  in life . F o rty - 

six p e rcen t ag ree  th a t b lacks a re  le ss  successfu l in school and in  

business because of low -class  background attitud inal and behavioral 

p a tte rn s . F ifty -one p ercen t ag re e  that one of the m a jo r re a so n s  why 

black neighborhoods becom e rundown and d irty  is  because  low -incom e 

blacks do not take c a re  of th e ir  own housing. In a sce rta in in g  the p a r t  

b lacks played in  th e ir  re la tiv e  poverty , 88% ag ree

that b lacks can do a  lo t m ore  to help th em se lv es . A follow-up on these

*A11 of th ese  sta tem en ts  w ere  c ro ss  tabulated  ag a in st one an o th er.
I t  is  a c c u ra te  to  s ta te  th a t the 17.1% who ag reed  with the s ta tem en t, "If 
my neighborhood becom es m ostly  black, I w ill probably m ove", a lso  a -  
g reed  with the o ther sta tem en ts  which indicated  a  negative black  orien ta tion .

O
‘‘ T his view does not advocate the position that th e re  do not ex is t distinctly 

identifiable p a tte rn s  of a ttitudes and  behaviors along c la s s  l in e s . How­
ev er, the im plication  of accepting  a  r ig id  position  is  to give these  p a t­
te rn s  an  inheren t quality a s  opposed to  lea rn ed . If they a r e  in ­
h eritab le , then b lacks a r e  unlikely to be ab le  to overcom e th ese  o b s ta c le s .
If they a r e  learned , which is  my position , they can be un learned . Sec­
ondly, th is  position  does not take into account that m any of the behavioral 
and a ttitud inal p a tte rn s  a r e  dysfunctional because white no rm s have de­
c reed  them  to  be so . An exam ple of th is  dual standard , i s  that w hite 
and b lack  so u th ern ers  have a  tendency to speak poorly  by n o rth e rn  s ta n d a rd s . 
However, w hereas we w ill accep t poor speaking hab its  from  w hites, blacks 
m ust be c le a r ly  a r tic u la te  to escape c r itic ism .
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questions y ielded  sev era l resp o n ses.T h e  two m ost common resp o n ses 

w ere (a) "we should get m ore  education and be p rep a red  to take advantage 

of these  new opportunities and (b) "we should try  to get together to form  

group ac tio n s  tow ard common g o a ls ."

TABLE 5 .2

RESPONSES TO: "WITH ALL THE GRIME AND DRUGS, I SOMETIMES CAN 
UNDERSTAND WHY WHITE PEOPLE FEE L THE WAY THEY DO ABOUT

BLACK PEOPLE."

A gree

D isagree

N

Chi-Square
df/p

r / p

Promotion Rate
High Low 

M anagers Mobility Mobility

Occupational Status

M anagers Prof.
Non- 
Prot..

5 ( 22 . 7 )  

17 (77.3) 

22/100

7 (25) 

21 (75) 

28/100

6 (27.3) 

17 (72.7) 

22/100

1 1 .8 4 /8 /.1 5  

- .1 9 9 6 /.0 4

5 (22 .7) 15 (26.9) 6 (13.9) 

17 (77 .3) 43 (73 .1 ) 37 (86.1) 

22/100 58/100 42/100

13 .24 /10 /21  

.0 0 5 2 /.4 7

With th is  g en era l overview , the re levan t inquiry  is  to  evaluate the 

b lack  o rien ta tio n  hypothesis that the m ore  conservative b lack will have 

g re a te r  upw ard m obility than the m ilitan t black individual. A nalysis of 

se lec ted  b lack  o rien ta tion  sta tem ents which show significant d ifferences, 

i . e . ,  the co rre la tio n  coefficients and C hi-Squares a r e  significant, suggests 

that the b lack  o rie n ta tio n  hypothesis is  in c o rrec t.

In  T able 5 . 2 ,  the re sp o n ses  to  the statem ent, "W ith a ll  the c rim e  and 

drugs, I so m etim es can understand why .white people feel the way they do about 

black peop le /"  a r e  p resen ted . Although the m ajo rity  of a ll  the  groups re je c t
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th e  s ta tem ent, the following p a tte rn  ex ists: m anagers show the 

strongest re jec tio n  of th is  statem ent; the low m obility p ro fessional 

have the low est in tensity  of re jec tio n  of the statem ent; the in tensity  

of re jec tio n  of the high m obility p ro fessionals fa lls  between the o th er 

two g ro u p s. With re fe ren ce  to Table 5 .3 , the identical p a tte rn  is  

observed . Thus, i t  is  the m anagers who show the s tro n g est re jec tio n

TABLE 5 .3

RESPONSES TO: "ALL PEOPLE HAVE A RIGHT TO SEND THEIR CHILDREN 
TO WHITE SCHOOLS BECAUSE THEY ARE SAFER THAN BLACK SCHOOLS."

Prom otion Rate Occupational Status
High Low 

M anagers M obility Mobility M anagers P rof. ■
Non-

Prof.

A gree 4 (18 .1) 9 (33.3) 5 (25) 4 (18 .1) 18 (29.5) 11 (25.2)

D isagree 18 (81.9) 18 (66.7) 17 (75) 18 (81.9) 43 (70.5) 31 (73 .8)

N 22/100 27/100 20/100 22/100 61/100 42/100
Chi-Square

d f /p 1 8 .9 0 /1 0 /.0 4 1 0 .9 1 /1 0 /.3 6

r / p - .1 8 8 8 /.0 6 - .0 7 1 0 /.2 1

of the s ta tem en t, "A ll people have a  righ t to send th e ir  ch ildren  to  white

schools because they a re  sa fe r  than black schools tt

TABLE 5 .4

RESPONSES TO: "ONE OF THE MAJOR REASONS WHY BLACK NEIGHBORHOODS 
BECOME RUNDOWN AND DIRTY IS BECAUSE LOW-INCOME BLACKS DO NOT

TAKE CARE OF THEIR OWN HOUSING."

Prom otion Rate Occupational Status
High Low 

M anagers M obility Mobility M anagers P rof.
Non-
Prof.

A gree 9 (42.9) 7 (25 .9) 13 (59.1) 9 (42 .9) 25 (39 .7) 30 (71.4)

D isagree 12 (5 7 .1 )  20 (74 .1) 9 (40.9) 12 (57 .1) 30 (60.3) 12 (28.6)

N . 21/100 27/100 32/100 21/100 63/100 42/100

Chi-Square 
df / p 1 2 .7 7 /1 0 /.2 3 1 6 .7 7 /1 0 /.0 7

v/p - .1 6 9 6 /.0 8 - .2 1 1 3 /.0 0 8
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The re sp o n ses  to the sta tem ent, "One of the m ajo r re a so n s  why 

black neighborhoods becom e rundown and d irty  is  because low -incom e 

blacks do not take c a re  of th e ir  own h o u s in g ," is  a  m o re  vivid i l lu s t r a ­

tion of th is  p a tte rn . A m inority  of m anagers (42.9%), and  a sm a lle r  

m inority  of the high m obility p ro fessio n als  (25.9%) re je c t th is  sta tem ent, 

w hereas a  m a jo rity  of the low m obility p ro fessio n als  (59.1%) a g re e  with 

i t .

A t th is  point .in the an a ly s is , the conclusion is  that the m ore 

successfu l b lacks have a  m ore  positive o rien ta tion  tow ards b lacks than the 

le ss  successfu l b lack s . However, th is  conclusion w ill be m odified in  the 

section  titled  R acial O rien tation  and M obility .

WHITE ORIENTATION HYPOTHESIS

The high degree of an ti-b lack  a ttitudes am ong w hites has been shown 

to be positively  re la te d  to the ad v erse  trea tm en t of b la c k s . T his sug ­

gest that a  black individual w ith an  anti-w hite o rien ta tion , w hether ex ­

p re ssed  by the black individual o r  perceived  by the white individual, w ill 

experience difficulty in gaining m obility within a white s tru c tu re . The im ­

p lication is  that w hite people w ill tend to withdraw from  those who m ake 

them  feel uncom fortab le. T his suggests that b lacks who have been 

identified fo r potential m anagem ent positions have a  p ro-w hite  o r ie n ta ­

tion o r  ex p re sse d  a  p ro-w hite  orientation  o r  have m a s te re d  the techniques 

n e c e ssa ry  to m ake w hites feel com fortable re g a rd le s s  of th e ir  personal 

a ttitu d es  about w h ite s . It is  th is  type of thought upon which the w h ite  

o r ie n ta t io n  hypotheses is  based .
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To te s t  th is  hypothesis, a  s e r ie s  of s ta tem en ts was construc ted  to 

m easu re  the ex istance and the in tensity  of these  o rien ta tio n s .

TABLE 5 .5

ACCEPTANCE AND REJECTION OF WHITE ORIENTATION STATEMENTS

P e rc e n t
A gree

P e rc e n t
D isagree

I do not p a rtic u la rly  like white people. 30 70

I often feel uncom fortable in the company of 
white peop le . 28 72

Most w hites a r e  too im personal and unfeeling. 43 51

I do not think you can t ru s t  m ost white peop le . 64 36

I think m ost w hite people a r e  prejud ice against 
black peop le . 69 31

Most w hites cannot understand  what b lacks have 
to put up w ith. 93 7

I find i t  d ifficult to com m unicate with white 
m an ag ers . 30 70

I think my m anager fee ls  uncom fortable when 
speaking to  m e . 66 34

N = 137
With re fe re n c e  to T able 5 .5 , the degree of white o rien ta tion  of the 

respondents v a ry  accord ing  to  the type of soc ia l in te rac tio n  in ­

volved. Thus, 30% of the sam ple ag ree  with the p rim a ry  in d ica to r of 

white o rien ta tion , "I do not p a rtic u la rly  like white people.-" A pproxim ately 

the sam e proportion  ex p ressed  som e degree of negative o rien ta tion  

when the involvem ent is  through in te rac tin g  o r com m unicating with w hites.
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Tw enty-eight p e rcen t ag ree  that they "often feel uncom fortable 

in the company of w hites , " and 30% ag re e  that they "find it 

difficult to com m unicate with white m anagers S ix ty-six  p ercen t

respond tha t they "think the m anager fee ls  uncom fortable when speaking 

to  m e ."  A t the level involving t ru s t  and  em pathic re sp o n se s , a g re a te r  

p roportion  of the sam ple ex p ressed  an ti-w hite  fee lin g s . F orty  -

TABLE 5 .6

RESPONSES TO: "I DO NOT PARTICULARLY LIKE WHITE PEOPLE".

Prom otion R ate - •_________O ccupational Status ______
High Low bton-

M anagers M obility Mobility M anagers P rof. Prof.

A gree 5 (20 .9 ) 12 (42.9) 5 (23.8) 5 (20.9) 21 (36 .4) 11 (26.9)

D isagree  19 (79 .1) 16 (57.1) 16 (76.2) 19 (79 .1) 46 (63.1) 30 (73.1)

N 22/100 28/100 21/100 22/100 57/100 41/100

Chi-Square
df/p 1 0 .8 4 /1 0 /.3 6  8 .4 1 /1 0 /.5 8

r / p  .0 8 4 0 /.2 3  - .0 5 1 4 /.2 8

th re e  p e rcen t respond  that "w hites a re  too im personal and  unfeeling, " 

six ty -fo u r p e rcen t respond  that "w hites cannot be t r u s te d ," 69% 

that "m ost w hite people a r e  p re ju d ic e ," and 93% respond that "w hites 

cannot understand  what black people have to put up w ith ."

To evaluate  the w hite orien ta tion  hypothesis, an  an a ly s is  i s  m ade of 

the s ta tem en t, "I do not p a rtic u la rly  like white p eo p le ."  The resp o n ses

134



in Table 5 .6  show th a t th e re  a re  no significant re la tio n sh ip s  between 

m obility and em ployee occupational s ta tu s  o r  prom otion  r a t e .

Blacks who ex p re ss  a  d islike of w hites a r e  equally likely  to be w ithin 

any of the groups w ithin the sam ple . However, an  an a ly s is  of the r e ­

sponses to  the s ta tem en ts  involving socia l in te rac tin g  o r  com m unicating 

show that these  a sp e c ts  of in teraction  between w hites and b lacks a r e  

im p o rtan t. T h ere  is  a  p a tte rn  which ind icates that the m o re  successfu l

TABLE 5 .7

RESPONSES TO: "I THINK MY MANAGER FEELS UNCOMFORTABLE 
_____________________ WHEN SPEAKING TO M E ,"______________________

______ Prom otion R ate  ________O ccupational Status _______
High Low Lion-

M anagers M obility M obility M anagers P rof. pr pf.

A gree 9 (42.9) 16 (55.1) 15 (68 .2) 9 (42 .9) 35 (59 .4) 21 (51.3)

D isagree 11 (57 .1 ) 13 (44.9) 7 (31.8) 11 (42 .9 ) 24 (40 .6) 20 (48.7)

N 20/100 29/100 22/100 20/100 59/100 41/100

Chi-Square
d f /p  1 5 .3 2 /1 0 /.1 2  1 8 .2 7 /1 0 /.0 5

r / p  - .1 6 0 7 /.0 8  - .0 8 8 6 /.1 6

group, m an ag ers , re je c t those sta tem en ts which ind icate  a  d is tru s t in  com ­

m unicating with a  white m an ag er. The resp o n ses  to the sta tem en t in  Table 

5 .7 , "I think m y m anager fee ls  uncom fortable when speaking to  m e ," show 

that a  m a jo rity  of m anagers  d isagree, and a m ajo rity  in  each of the o ther groups 

ag ree s . The re sp o n ses  in  Table 5 .8  to  the sta tem ent, "I find i t  difficult to 

com m unicate with white m a n a g e rs ," re in fo rce  the conclusion th a t m anagers
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have le ss  difficulty in  th e ir  re la tionsh ips with white m an ag e rs . Specifi­

cally, black m anagers  do not re p o rt difficulty in com m unicating with 

white m anagers, a s  shown by the fact that 91.4% re je c t  the s ta tem en t.

This low proportion  of m anagers who re je c t th is sta tem en t d iffe rs  s ig ­

nificantly from  a l l  o ther groups in the sam p le .

TABLE 5 .8

RESPONSES TO: "I FIND IT  DIFFICULT TO COMMUNICATE WITH WHITE 
______________________________MANAGERS."_______________________________

_______ Prom otion P a t e _____________ O ccupational S tatus _______
High Low Non-

M anagers M obility Mobility M anagers P ro f . Prof.

A gree 2 (8 .6 ) 11 (39.3) 6 (27.2) 2 (8 .6 ) 20 (34.4) 15 (37.5)

D isagree 21 (91 .4) 17 (60.7) 16 (72.8) 21 (91 .4) 38 (65 .6) 30 (62.5)

N 23/100 28/100 22/100 22/100 58/100 45/100

d f/p  1 5 .4 7 /1 0 /.1 1  1 8 .6 4 /1 0 /.0 4

r / p  - .2 2 0 9 /.0 3  .2582 /.002

A s with the b lack  o rien ta tio n  hypothesis, the w h ite  o rien ta tio n  hypo­

th esis  p roves to  be in c o rre c t. The finding h e re  does not support the s ta te ­

m ent that an  an ti-w hite  orientation is  dysfunctional to  black m o b ility . This • 

conclusion w ill be re -ev a lu a ted  in the next section .

RACIAL ORIENTATIONS AND MOBILITY

In the p rev ious two sections, the following findings and conclusions w ere 

reached: (1) Black m anagers  have a  m ore positive black orien ta tion  than the 

o ther respondents; (2) An anti-w hite orientation  was not significantly  re la ted
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to the respondent’s su ccess  o r  lack of success  within the organization;

(3) Some degree of d is tru s t may be re la te d  to the resp o n d en t's  m o ­

b ility . F rom  th ese  findings, can we conclude that Paige’s (1970) in ­

sightful th esis  which indicates that "anti-w hite feelings would be d y s­

functional to b lack su ccess  within the predom inantly  white institu tions" 

is  co rrec t?  Can we a lso  conclude, that a  black indiv idual's  positive  

orien tation  tow ards b lacks is  not de trim en tal to the individual’s  opportunity 

within the organization? I think not. What these  findings suggest is 

that the re la tionsh ip  between the various fac to rs  i s  considerab ly  m ore  

complex than postu la ted .

With re fe re n c e  to  the black o rien ta tion  hypothesis, i t  m u st be 

concluded that i t  w as not s ta ted  accu ra te ly . The fact that the group with 

the highest level of education should have the m ore positive b lack  o rie n ta ­

tion only confirm s what is  known about educational a tta inm ent and ra c ia l 

identification am ong b lack s . The m ore educated m em bers a r e  m ore  

likely to have a  g re a te r  aw areness of ra c ism  and se lf-h a te . They a r e ,  

th ere fo re , m o re  likely  to re je c t negative s ta tem en ts indicative of se lf-  

hate (Paige, 1970). Thus, a s  postulated, the black o rien ta tion  is  not c o r ­

rec tly  form ulated  o r s ta ted . T here  is  a  considerab le  d ifference betw een 

one having a positive black orien ta tion  o r being a vocal advocate of strong  

affirm ative  ac tion  p ro g ra m s . T here  is  evidence to be p re se n te d  next 

which ind icates that to  be an advocate of g re a te r  opportunities fo r  b lacks 

is  detrim ental to the indiv idual's  m obility in  the organ ization .

In assum ing  th a t white m anagem ent w ill re a c t negatively to  the 

black em ployee who ex p resses  a  strong  com m itm ent to  a ffirm ativ e  action , o r
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a t leas t con sid e r that individual a s  th reaten ing  th e re  is  a  possib ility  

th a t th is  ind iv idual's  com m itm ent will be perceived  a s  an  an ti-w hite  o r ie n ta ­

tion . A lso, assuming that the organization does engage in  d isc rim in a to ry  

p rac tice s , then th e re  is  a  potential exposure of these  p ra c tic e s  if  a c ce ss  

to c e r ta in  positions i s  not contro lled . It is  reasonable  to conclude th e re ­

fo re  that b lack  individuals o r  white individuals se lec ted  fo r  positions in 

m anagem ent, p ersonnel o r  equal opportunity adm in istra tion  will be sub ­

jected  to a sc reen in g  p ro c e ss  in o rd e r  to  keep out b lacks o r  w hites who
2

m ay be d isloyal to  the organization . In terv iew s with sev era l m anagers 

and  ad m in is tra to rs  who have positions in  equal opportunity ad m in istra tio n  

and docum ents support the p rem ise  that the black indiv idual's  com m itm ent 

and loyalty to  the organization  o r  to the ra c ia l group is  a  m a jo r consideration  

in  the decision about that black candidate.

A p e rso n a l exam ple w ill illu s tra te  th is  p o in t. I have been re jec ted  

fo r positions in  m anagem ent developm ent, m anagem ent, personnel and equal 

opportunity a d m in is tra tio n . A ccording to sev era l officials in  the company,

I am  inelig ible fo r these  positions because I have "basic  sy stem ic  d ifferences” 

with the o rg an iza tio n 's  po lic ies and p ra c tic e s . These "sy stem ic  d ifferences" 

involve the position  which I voiced through the o rgan iza tion 's  g rievance p ro ­

cedures that the a p p ra isa l system , although neu tra l in  i ts  intention, d isc r im i­

nates against m inority  g roups. A s the sam ple resp o n ses  in  C hapter Two 

show, the m a jo rity  of the sam ple share  th is  percep tion . The fact is  th a t my 

voicing th is  com plaint led  to the o rgan iza tion 's  position which rem oved m e 

from  fu tu re  considera tion  in c e rta in  positions because I am  a  " sec u rity  r is k ."

I have docum ents - such a s  m anagem ent b rie fings and  m em oranda 
betw een se v e ra l em ployees and m anagem ent - which contain the various 
quotations c ited  in  th is  section .
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The c a re e r s  of two o ther respondents w ere  s im ila rly  affected .

One individual w as re je c te d  fo r a  position in equal opportunity ad m in is­

tra tio n  because of h is  position  a s  the p resid en t of the local N ational 

A ssociation fo r the Advancem ent of Colored People (NAACP) chap ter 

would have p laced  him  in  a position of divided loyalty and "a potential 

conflict of in te re s t ."  The second respondent w as re je c te d  fo r a  s im ila r  

position because h e r  s trong  com m itm ent to a ffirm itiv e  ac tion  w as in te r ­

p re ted  a s  not "supportative of m anagem ent and m anagem ent p ra c t ic e s ."

The re m a rk s  of two black respondents who w ere  m anagers  in  

the equal opportunity adm in istra tion  se rv e  to fu rth e r  il lu s tra te  the points 

which these  th re e  ca se s  expose. One m anager s ta ted  th a t "any black 

who takes a  job in  equal opportunity and believes tha t he o r she can a c ­

com plish som ething fo r b lacks is  only fooling h im se lf ."  The second 

m anager s ta ted  that he w as "only try in g  to la s t  out h is  assignm en t because 

he was not allow ed to do anything constructive . Even when I see  g laring  

cases  of d iscrim ination , and  a ttem pt to take action, I am  o v erru led  by 

h igher m anagem en t."

The evidence suggests that loyalty and com m itm ent of the black 

em ployee to  the o rgan ization  a r e  im portant fa c to rs . However, th is  loyalty 

and com m itm ent a r e  through coercion  and not through iden tification . The 

organization in su re s  loyalty by paying high s a la r ie s  to  b lacks in  m anagem ent, 

to the effect th a t th ese  b lacks cannot command s im ila r  s a la r ie s  outside of the 

organ ization . ̂  In the equal opportunity adm in istra tion  a re a ,  m anagers  a r e  not

^This sam e sta tem ent holds tru e  fo r m any w hite m an ag e rs . How­
ev er, white em ployees have a  significant g re a te r  bargain ing  pow er in  the 
m arketp lace  than th e ir  b lack  co u n te rp a rts .
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req u ired  to have college d eg ree s . The typical black m anager in  th is 

a re a  w ill have la rg e r  s a la r ie s  than would be expected to be paid  e m ­

ployees without a college d e g re e . This em ployee w ill find that he o r 

she could not g e t an  equivalent sa la ry  outside of the o rgan ization . This 

high sa la ry  and  the policy which m akes these  m anagers subject to d is ­

m issa l fo r  the re le a se  of unauthorized o r company confidential in fo rm a­

tion, in su re s  th a t m ost m anagers will be lo y a l.

The white o rien ta tion  hypothesis can a lso  be shown to be 

in accu ra te . I t  is  b ased  on the assum ption that b lacks who d islike 

whites m an ifest an ti-w hite  behavior. I t  is  a lso  based  on the assum ption  

that w hites a r e  p ercep tiv e  of th is  behavior. In the concluding p a ra ­

graph of th is  section , I w ill outline why these  assum ptions a r e  e r ­

roneous .

Although the w hite orien ta tion  a s  orig inally  form ulated  is  r e ­

jected , th e re  a r e  findings which indicate that "d is tru s t w ithin com ­

m unication p ro c e ss , " is  re la te d  to the responden ts ' m obility . How­

ever, a  knowledge of the com m unication p ro cess  w ithin the organiza - 

tion would suggest a  n o n -rac ia l basis  fo r  th is  d is tru s t.

The organ ization  has  a  vast amount of inform ation which i t  

w ithholds from  its  em ployees. Em ployees rece iv e  no c a re e r  guidance 

inform ation, a r e  not allow ed to review  c a re e r  guides, job opportunity 

lis tings o r  the policy m anual. Em ployees a re  only given job t i t le s .  They 

a re  not given any in form ation  regard ing  sa la ry  levels, ran g es  o r  job de­

sc rip tio n s . They a r e  ad v ised  that th e ir  personal s a la r ie s  a re  company
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confidential inform ation , which m eans that the em ployee should not d is ­

cuss h is  s a la ry  with anyone except those with a  need to know. V io­

lation of ru le s  of confidentially can lead  to d ism issa l from  the com pany.

In effect, the  high degree  of d is tru s t of the non-m anageria l em ployee is  

reflec tive  in  a  com m unication p ro c e ss  in  which m anagers a re  com pelled 

to withhold in fo rm ation . Black m an ag ers, how ever, w ill have the sam e 

inform ation given to  white m an ag e rs . T h e refo re , they should have con ­

siderab ly  le s s  difficulty in com m unication and le ss  d is tru s t s ince the 

m ajor re a so n  fo r  the  d is tru s t has  been  rem oved .

A m o re  a c c u ra te  s ta tem en t of the ra c ia l o rien ta tion  phenomenon 

is  found in  an  understand ing  of the dynamics of ra c e  re la tio n s  in  th is  

socie ty . B lacks, in  a  socie ty  w here open ex p ress io n s  of an ti-w hite  

feelings o r  p ro -b la ck  o rien ta tions c a r ry  sev e re  san c­

tions, have b een  taught th a t th e ir  tru e  feelings about ra c e  m u st not s u r ­

face if  th ese  o rien ta tio n s  a r e  not accep tab le  to w h ites. When p laced  in 

a  socia l s itu a tio n  w ith w hites, b lacks w ill assu m e po stu res  of fr ie n d li­

n ess  to m in im ize  any  potential a d v e rse  reac tio n s  from  w hites in
4

positions of au th o rity . Thus, a  m o re  a ccu ra te  sta tem en t of th is  phenomenon 

is  that b lack s , re g a rd le s s  of th e ir  o rien ta tio n s , w ill adapt to the o rg an i­

zation  if  the ends justify  th e ir  p erso n a l g o a ls . Paige i s  probably c o rre c t 

in  th is  . belief, but has fa iled  to con sid e r the additional dim ension 

of the " ro le  p laying  ab ility" of b lacks in  situations involving potential 

d an g er. T hus, i t  i s  to  the degree th a t the individual is  w illing  to  play the

^In the  sec tio n , B usiness Ideology, Identification and M obility, it 
w ill be shown th a t m an ag ers  a r e  v ery  p ra g m a tic . They w ill conform  to 
the com pany’s  p o lic ie s  if  th e re  is  a  conflic t betw een th e ir  p e rso n a l ideo ­
logy and  the com pany 's po licy .
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game that the individual can m inim ize the negative im pact of an ti-w hite  

views o r  p ro -b lack  v iew s.

BUSINESS IDEOLOGY, IDENTIFICATION AND MOBILITY

Probably the m o st docum ented th eo re tica l idea about m obility  within 

b u reau cra tic  o rgan ization  is  that an  individual's identification  with the 

organization, and an  ag reem en t with i ts  po lic ies and goals, a r e  im portan t 

to the ind iv idual's  su ccess  within the organization . F o r the purpose of 

th is study, th is  hypothesis consis ts  of two p a r ts .  The f i r s t  p a r t  is  that 

the m ore su ccessfu l individual w ill have a basic  ideological ag reem en t 

with the o rgan ization . H ere, the re fe ren ce  is  to a  ra th e r  b ro ad  ideo­

logical category  which is  r e fe r re d  to a s  a  belief in  the cap ita lis t philosophy 

of business e n te rp r is e . M ost recen tly , a  con troversy  has  em erg ed  in  the 

form  of defining the ro le  of business institu tion  within the o vera ll socie ty . 

G enerally, busin essm en  ex p ress  a  s tro n g  view that the function of business 

is  to m axim ize p ro fits  fo r  the stockho lders. O ver the la s t th re e  decades 

many have challenged th is  view by claim ing that the re sp o n sib ilitie s  of 

corporations and b u s in esses  extend beyond the narrow  bounds of the p ro fit 

m o tive . This opposing view a rg u es  th a t corporations and b u s in esses  by 

v irtue of th e ir  s ta tu s  and  pow er have a  socia l resp o n sib ility  to  help com bat 

other socia l p ro b le m s. The basic  identification hypothesis suggests that 

individuals h ire d  into the organization with potential fo r  m anagem ent a r e  

screened  on that philosophy. The m ost efficien t way of en su rin g  th a t these  

selected  individuals sh a re  the co rp o ra tio n 's  philosophy is  to h ire  from  

m ajo r b u sin ess  schools which have reputations fo r producing th is  type of
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individual. The f i r s t  objective of th is  section  is  to  study th is p a r t  of 

the hypothesis, i . e . ,  the degree to which a  positive business o rien ta tion  

p rev a ils  w ithin the sam ple and the relationsh ip  it  has to th e ir  m obility .

The second p a r t  of th is  hypothesis co n sis ts  of testin g  the success  of 

the groom ing p ro c e ss  in  "indoctrinating" the individual and gaining "loyalty" 

from  those se le c ted  fo r  m anagem ent. The second objective is  to  determ ine 

the degree of iden tification  with and loyalty to  the organization in the 

sam ple population and the relationsh ip  of these  fa c to rs  to the d ifferen tial 

m obility r a te s .

The b as ic  p re m ise  of the business ideology which is  considered  to 

be functional to  m obility  is  that the p rim ary  purpose of the company is  

to make a  p ro f it .  The socia l responsib ility  advocates m aintain  that 

corporations and  b u s in esses  have a  g re a te r  responsib ility  than concen­

tra tin g  on m axim izing  p ro f its . Thus, when the r io ts  of the la s t two de­

cades erup ted , the so c ia l responsib ility  advocates c r i t i c i z e d  th e  b u s in e ss  

w orld fo r  neg lecting  to  h ire  b lacks into the m ain stream s of em ploym ent.

The businessm en  responded  that i t  w as not the responsib ility  of the c o r ­

porations o r  b u s in esse s  to  m ake any .sp e c ia l  o r  p r e f e r e n t i a l  e f f o r t s  to  

help m em bers of m in o rity  g roups. T h e ir  position w as that the h irin g  

of "unqualified" m em b ers  of m inority  groups would negatively a ffec t the 

p ro f its . It thus follow s from  th is  persp ec tiv e  that it is  the function of 

o ther in stitu tio n s in  th is  society  to  "qualify" these  groups and then  the 

business w orld  would h ire  th em .

T his ideological o rien ta tion  is  the product of an  h is to rica l perception  

of the re la tio n sh ip  betw een corporations and so c ie ty . Seider (1974), in
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an  an a ly sis  of the speeches of executives of the m ajo r la rg e  com panies, 

c la ss if ie d  th is  dichotom y of ideology into the c la ss ic a l c re e d  and the 

soc ia l resp o n sib ility  c reed  (Pavalko, 1971: B renner, e t . a l . ,  1977).

His findings ind icated  tha t a  m ajo rity  of the executives accep ted  the 

c la ss ic a l c re e d  and re je c te d  the socia l responsib ility  c re e d . Within 

th is o rgan ization  the c la ss ic a l c reed  p rev a iled  until th is  decade a s  

official po licy . In  the la t te r  half of the s ix tie s , the oampany in stitu ted  new 

po lic ies  which s ta ted  th a t the  corporation  had an  official socia l re sp o n s i­

b ility  p o licy . The i n t e r e s t  h e re  i s  to  a s c e r ta in  th e  b la c k  sam­

p l e 's  o r i e n ta t i o n  to  t h i s  dichotcm ous p e rs p e c t iv e .

S everal s ta tem en ts  w ere  constructed  with the purpose of a s c e r ta in ­

ing the sa m p le 's  b u s in ess  o rien ta tio n s . In Table 5 .9  i t  i s  shown that 

the m a jo rity  of the sam ple a g ree s  with the m a jo r ind icato r of the c la s s i ­

cal c re e d . Sixty-tw o p e rcen t ag re e  that the "com pany 's f i r s t  r e ­

sponsibility  is  to i ts  s to ck h o ld e rs ."  An even g re a te r  m ajo rity ,

80% a g re e  th a t "an em ployee’s ag reem en t with the com pany's goals 

and  p o lic ies  is  an  im portan t consideration  fo r  the prom otion of that 

em ployee ."  Follow -up s ta tem en ts , how ever, show th a t the m ajo rity  

of the sam ple  p e rce iv ed  the organization a s  having a socia l re sp o n sib ility . 

T h e refo re , when the issu e  is  posed in  te rm s  of the " rig h ts  of people" 

ag a in s t "p ro fitab ility ,"  the m ajo rity  re je c t the c la ss ic a l ideology. Thus, 

seventeen  p e rc e n t r e je c t  the sta tem ent, "If the com pany 's e ffo rts  to a d ­

vance the c iv il r ig h ts  of m inority  groups affec ts  the p ro fits  of the com ­

pany, then the e ffo rts  should be d ecreased , " and 74% re je c t  the s ta te ­

m ent "m anagem ent should not be asked  to rem ak e society ; i ts  re sp o n s i­

bility  does not extend in to  crusad ing  fo r  o ther peoples r ig h ts ."
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TABLE 5 .9

SAMPLE’S CLASSICAL AND SOCIAL RESPONSIBILITY PERCEPTIONS
P e rc e n t P e rc e n t
A gree D isag ree

The com pany's f i r s t  responsib ility  i s  to  its  
s tock h o ld ers . 62 38

The company has  little  responsib ility  in  a d ­
vancing the c iv il r ig h ts  of o th e rs . 20 80

If the com pany's e ffo rts  to advance the civil
r ig h ts  of m inority  groups affect the p ro fits  of
the company, then e ffo rts  should be d ec rease d . 17 83

M anagement should not be asked  to  rem ake 
society; i ts  resp o n sib ility  does not extend into 
crusad ing  fo r o th e r peoples r ig h ts . 26 74

The fac t that an  em ployee m ay ag ree  with the 
com pany's goals and po lic ies  is  an  im portan t 
consideration in the prom otion of the em ployee. 80 20

N = 137

One conclusion reach ed  from  an  ana ly sis  of the resp o n ses  is  that 

th e re  is  an  accep tance of the basic  c la ss ica l ideology. However, i t  is  

an acceptance of what the  group p erce iv es the situation in  fact to  be , 

i . e . ,  co rporations w ill a c t in the in te re s t of the stockholders and  do 

expect loyalty from  em ployees, a s  opposed to  what the m a jo rity  perce ive  

a s  th e ir  own p erso n a l ideology. T h e ir  overw helm ing re jec tio n  of the p o s i­

tion which p laces  the p ro fit motive a s  m ore  im portan t than the civ il r ig h ts  

of people is  re flec tiv e  of th e ir  personal ideology. T his p a r tic u la r  social 

responsib ility  o rien ta tion  is  to be expected in  view of the re c en t ac tiv itie s  

of civ il r ig h ts  and  environm ental groups within the la s t two decades challeng­

ing the validity of th e  c la ss ic a l c reed . Since m em bers of the sam ple a r e  

a lso  m em bers of a subordinate m inority , it is  to be expected that th e irs  would 

be a  re jec tio n  of the  c la ss ic a l c reed .
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The re lev an t question now is  w hether the hypothesis, "Identification 

to the o rgan ization , and an  ag reem ent w ith its  po lic ies and  goals, a r e  

functional to  m obility" is  tru e  a s  suggested by the sponsored  th eo rie s  of 

m obility . A nalysis  of th ese  sta tem ents supports the hypo thesis . In 

Table 5 .10 , the re sp o n ses  to  the statem ent, "The fact that an  em ployee

TABLE 5 .10

RESPONSES TO: "THE FACT THAT AN EMPLOYEE MAY AGREE WITH 
THE COMPANY’S GOALS AND POLICIES IS AN IMPORTANT CONSIDERA- 
_______________ TION FOR THE PROMOTION OF THAT EMPLOYEE."

  P rcm otion R ate  ___________ O ccupational S tatus _______
High Low Non-

M anagers M obility M obility M anagers pr p f . Prof.

A gree 20 ( 83.4) 23 ( 85.2) 16 (76.2) 20 (83 .4) 51 (70 .9) 33 (76.6)

D isagree 4 (1 6 .6 )  4 (14 .8) 5 (23.8) 4 (16.6) 12 (29.1) 10 (23.4)

N 24/100 27/100 21/100 24/100 63/100 43/100

Chi-Square
d f/p  1 2 .8 9 /1 0 /.2 2  8 .1 6 /1 0 /.6 1

r / p  .1407 /.11  .0691/21

m ay ag ree  with the company’s po lic ies and goals is  an  im portan t co n s id e ra ­

tion fo r the prom otion  of that em ployee," show th a t the m a jo rity  of a ll  

groups a g re e  with the s ta tem en t. Additional support is  given to  th is  hypo­

th esis  by an  a n a ly s is  of the resp o n ses  to  the s ta tem en t, "T he com pany's 

f i r s t  resp o n sib ility  i s  to  i ts  s to ck h o ld ers ."  (Table 5.11). E xam ina­

tion of the O ccupational S tatus variab le  shows that a  la rg e  m ajo rity  of 

m anagers, 83.4%, and  non-m anagerial p ro fessio n ls  by a  slightly  sm a lle r  

m ajo rity , 77.2%  a g re e  with the statem ent, w hereas the non -p ro fessional em ­

ployees (58.2% ) r e je c t  the s ta tem en t.
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'TABLE 5.11

RESPONSES TO: "THE COMPANY’S FIRST RESPONSIBILITY IS TO ITS
STOCKHOLDERS"

—  -  —   ■     -------

A gree

D isagree

N

Chi-Square
di/p

r / p

The b e s t indication th a t the c la ss ic a l c re ed  is  im portan t to  one’s m obility 

is  the fac t th a t a ll  of the groups identified  by the Prom otion Rate v ariab le  

respond affirm ativ e ly  to the c la ss ic a l c re ed  s ta tem en ts  re g a rd le s s  of 

th e ir  d iffe ren tia l r a te s  of m obility . This suggests that the b lack  p ro fe s ­

sionals w ithin th is  sam ple have s tro n g  p ro -b u sin ess  o rien ta tions . However, 

am ong th ese  groups the m an ag ers  have the s tro n g est c la ss ic a l o rien ta tio n s . 

This i s  illu s tra te d  by the g ro u p s’ re sp o n ses  to  the s ta tem en t, "If the com ­

pany’s e ffo rts  to  advance the c iv il r ig h ts  of m inority  groups a ffec t the p ro ­

fits  of the com pany, then th ese  effo rts  should be d e c re a se d ," shown in 

Table 5 .1 2 . W hereas the m ajo rity  of a ll  the groups re je c t  the sta tem ent, ra  

g r e a te r  num ber of m an ag ers , 34.7%, a g re e  with the s ta tem en t. The fact 

that only fo u r p e rc e n t of the  high m obility  p re -m an ag e ria l p ro fessio n als  

and 14.3% of the low m obility  p re -m an ag e ria l p ro fessio n a ls  a g re e  suggests 

the p ossib ility  th a t the indoctrination  p ro c e ss  i s  responsib le  fo r  the high

Pranotiqn Rate
High Low 

M anagers M obility Mobility

20 (83 .4) 16 (59 .2) 16 (72.7)

4 (16 .6 ) 11 (40.8) 6 (27.3)

24/100 27/100 22/100

7 .0 8 /1 0 /.7 1  

.1 1 5 2 /.1 6

O ccupational Status      ------

M anagers P rof. Prof.

20 (83 .4) 43 (77 .2) 19(41.8)

4 (16 .6 ) 21 (22 .8) 25 (58.2)

24/100 64/100 43/100

1 8 .6 9 /1 0 /.0 4  

.3303/.0002
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num bers of m anagers who take the position of the c la ss ic a l c reed  

school. T h is  would a lso  suggest that th e re  a re  those am ong the high 

m obility p re -m an ag e ria l group who will probably change th e ir  position  

when prom oted  to m anagem ent.

TABLE 5.12

RESPONSES TO: "IF  THE COMPANY’S EFFORTS TO ADVANCE THE 
CIVIL RIGHTS OF MINORITY GROUPS A FFECT THE PROFITS OF THE 
COMPANY, THEN THESE EFFORTS SHOULD BE DECREASED."

P ran o tio n  R ate .  O ccupational Status

M anagers
High

Mobility
Low

Mobility M anagers Prof.
Non-

ProL.-_

A gree 8 (3 4 .7 ) 1 (4) 3 (14.3) 8 (34.7) 7 (12) 5 (11.9)

D isagree 15 (65.3) 24 (96) 18 (85.7) 15 (65.3) 51 (88) 37 (88.1)

N 23/100 25/100 21/100 23/100 58/100 42/100

Chi-Square
d f /p  9 .6 0 /8 / .2 9  1 3 .5 5 /1 0 /.1 9

r / p  .2 1 8 6 /.0 3  .1 5 6 9 /.0 3

IDENTIFICATION AND ALIENATION WITHIN THE ORGANIZATION

The second p a r t  of the Iden tifica tion-alienation  hypothesis co n sis ts  in 

showing th a t the m o re  successfu l groups w ill identify with th e  organization 

and the g roup . T his identification p ro ce ss  should be a dynam ic one, a s  

suggested by the sponsored  theory of m obility . Having shown that th e re  

is  a s tro n g  positive b u sin ess  orientation am ong the p ro fessio n a ls , the 

e li te 's  groom ing p ro c e ss  should inculcate a  sense  of identification  and 

loyalty w ithin those chosen fo r e lite  s ta tu s . T h is suggests th a t generally
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a low degree of identification will ex ist, both to the o rgan ization  and to 

the group. However, th is  degree of identification should in c re a se  a s  the 

individual p e rce iv es  favorab le  trea tm en t within the o rgan ization . If 

the individual fa re s  w ell o f  rece iv es rew ard s  such a s  prom otions and 

and high sa la ry  in c re a se s , the individual should develop a s tro n g er 

sense of identification  with the organization.

R elated  to  th is  p ro c e ss  of identification is  the fac to r of a lien a tio n .

Just a s  identification  is  positively  c o rre la te d  to  the fa c to rs  of success , 

tru s t, confidence, e tc . ,  alienation is  negatively c o rre la te d  to  th ese  fa c ­

to rs (Burback, 1974; Brink and H a rris , 1966). A lienation is  a lso  re la ted  

to  a feeling  of p o w erlessn ess  (W einberg, 1970). It i s  expected, a s  p r e ­

viously noted, tha t because  of the h is to rica l conditions of ra c e  re la tio n s , 

a  low degree of identification and a  high degree of a lienation  should ex ist 

am ong b lacks w ithin a  predom inantly white organization .

A m o re  ac cu ra te  form ulation of the a l i e n a t io n - id e n t i f i c a t i o n  hypo­

th esis  m u st include the dynamic dim ensions of th is  p ro c e s s . Hence, a 

m ore  ac c u ra te  hypothesis of th is  p ro c e ss  is  that the  individual w ill have 

a  tendency to  identify w ith the organization based  upon ideological p a t­

te rn s  fo s te re d  through our colleges and  u n iv e rs itie s , that i s ,  the ind i­

vidual w ill have a  positive business o rien ta tion . T h is in itia l identification 

will becom e s tro n g e r  if  the individual's experiences a re  positive , o r  the 

individual w ill becom e a lienated  if  h is  experiences a r e  negative.

The re sp o n ses  to  the statem ents constructed  to  m easu re  the id en ti­

fication and  a lien a tio n  dim ensions w ithin the sam ple suggest that 

the group p e rce iv es  two levels  of identification and a lienation; alienation
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to and iden tification  with the organization, and alienation  and id en tifica ­

tion to  the groups within the organization . T hat is , th e re  is  a  s t r u c ­

tu ra l identification  o r  alienation and  a perso n a l identification o r  a lien a tio n . 

At the s tru c tu ra l o r  organizational level, the m ajo rity  of the population 

ex p ress  favorab le  v iew s. F ifty -six  p ercen t "fe lt a  p a r t  of the company" 

and e igh ty-four p e rcen t "have a g re a t deal of in te re s t in the company 

and its  fu tu re .”  When the sta tem ents a re  d ire c ted  tow ards the in te r ­

personal fa c to rs  such a s  tru s t, confidence, fa irn e ss  and honesty , the 

m ajo rity  respond  negatively (see  T able 5 .1 3 ). I t  i s  found th a t 72%

72% a g re e  th a t a  "lo t of backstabbing" ex ists , and  37%

"have little  t ru s t  o r  confidence in the honesty and  fa irn e ss  of m an ag em en t.” 

The resp o n ses  to  the m ajo r ind icato r of alienation , "I have li t t le  opportunity

TABLE 5 .13

BLACK ALIENATION TO AND IDENTIFICATION WITH THE ORGANIZATION
P e rc e n t P e rc e n t

A gree D isag ree

I have little  opportunity to use m y ab ilitie s  
in th is com pany. 39 61

I rea lly  fee l th a t I am  a p a rt of th is  com pany. 56 44

T here is  a  lo t of backstabbing around  h e re  
to  get ah ead . 72 28

1 have confidence in  the fa irn ess  and honesty 
of m anagem ent. 37 63

I have a  g re a t dea l of in te re s t in  th is  com ­
pany and i ts  fu tu re . 84 16

n  = 137
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to use my ab ility  in  th is  com pany," shows that a m ajo rity  of the sam ple 

is  a lienated  with re sp e c t to th e ir  opportunity.

A p re lim in a ry  an a ly s is  and com m ent about these  re sp o n ses  suggest 

that a  high degree of identification with the organization w ill ex is t r e ­

g ard less  of the su ccess  o r lack of su ccess  one enjoys w ithin the o rgan iza­

tion . The im plied  conclusion is  that the ind iv idual's  in te re s ts  in  the 

organization a r e  p rinc ipa lly  a function of secu rity  of em ploym ent ra th e r  

than how m uch su ccess  one enjoys. However, the high deg ree  of a lien a ­

tion to  the g roups, m o re  specifically  to the white groups, suggests that 

m any b lacks w ill experience difficulty if  tru s t ,  confidence, e s p r i t  de 

corps, a r e  a s  im portan t a s  the li te ra tu re  su g g ests . T h is  w ill be tru e  

unless the invocation of specific equal opportunity policy d irec tiv es  

m inim izes the im portance of identification to the group.

F u rth e r  in sigh ts  a r e  gained when an  an a ly sis  of the hypotheses is  fo rw ard­

ed with re sp e c t to  the dependent v a ria b le s . In support the id en tifica ­

tio n -a lien a tio n  hypothesis, those groups who have been identified  a s  the 

m ore  su ccessfu l a r e  expected to show higher deg rees of id en tifica ­

tion  to the o rgan ization  than those groups who have not been su ccessfu l.

With re fe ren c e  to  T ab les 5 .1 4 and 5 .15  the re sp o n ses  to the s ta tem ents 

constructed  to  m easu re  the degrees of identification and alienation  to  the 

organization a r e  shown. The m ost im portan t finding is  that m anagers 

overw helm ingly ag re e  with the s ta tem ents, "I re a lly  feel th a t I am  a  p a r t of 

the company "a n d  "1 have a g rea t deal of in te re s t in  th is  company and its  

fu tu re  " S ignificantly, the m ajo rity  of a l l  groups, with the exception of 

fem ales and high m obility  p re -m an ag eria l p ro fessio n a ls , fee l that they
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TABLE 5 .14

RESPONSES TO: "I REALLY FE E L  THAT I AM A PART OF THE COMPANY

A gree

Sex Prom otion Rate 
■HigF "Low”

O ccupational Status

M ales F em ales  M anagers Mobility M obility 

45 (69 .2) 27 (42.9) 19 (86.7) 12 (41.3) 11 (50)

D isagree  20 (30 .8) 36 (67 .1) 4 (17 .3 ) 17 (58.7) 11 (50)

N

Chi-Square
d f/p

r / p

65/100 63/100 19/100 29/100 22/100

1 4 .7 2 /5 /.0 1  

.3142/.0002

1 7 .4 2 /1 0 /.0 6  

.2 1 3 1 /.0 3

M anagers Prof.
Non-
Prof.

19 (82.7) 28 (46.7) 25 (55.6)

4 (17 .3) 32 (53 .3) 2 0 (4 4 .4 )

19/100 60/100 45/100

1 7 .1 6 /1 0 /.0 7  

.1951 /.01

TABLE 5.15

RESPONSES TO: "I HAVE A GREAT DEAL OF INTEREST IN THIS COMPANY AND ITS 
___________________ FU T U R E ."________________________________

Sex Prom otion R ate Occupational Status_________
High Low Non-

M ales F em ales  M anagers Mobility M obility M anagers P rof. Prof.

A gree 59 (89 .4) 44 (77 .2) 23 (100) 21 (77.8) 18 (81.8) 23 (100) 46 (79.3) 34 (81)

D isagree  7 (10 .6) 13 (22 .8) 0 6 (22.2) 4 (18 .2) 0 12 (20.7) 8 (19.0)

N 66/100 51/100 23/100 27/100 22/100 23/100 58/100 42/100

Chi-Square
d ^p  6 .0 7 /5 / .3 0  1 4 .1 8 /1 0 /.1 6  1 3 .5 7 /1 0 /.1 9

r / p  .1 6 7 7 /.0 3  .2 5 3 8 /.0 I  .1 5 8 4 /.0 4

a r e  a  p a r t of the com pany. Since fem ales a r e  the lea s t successfu l and  the m o st alienated , 

th ese  resp o n ses  support the  hypo thesis . The fact that a  m a jo rity  of high m obility  p re -  

m anageria l p ro fessio n a ls  do not feel a  p a r t  of the company would suggest th a t the hypo-
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th esis  is  invalid . However, th is deviation can be a ttrib u ted  to the fact

that of th is  group m any a r e  p rofessional b lack  women who a re  the m ost 
5

highly a lien a ted . Even though many of these  fem ales a r e  now enjoying 

g re a te r  opportun ities, th is  has not rem oved a  feeling  of a lienation  which 

fem ales in  the p ro fessio n a l w o rld  sen se .

The hypothesis a lso  suggests that non-professionals show 

g re a te r  d eg rees  of a liena tion  from  the organization  than found h e r e .

With re fe re n c e  to both s ta tem en ts , non-pro fessionals show the sam e 

p roportion  identifying to  the organization a s  professional em ­

p loyees. Although, i t  is  suggested that non-p ro fessionals  a r e  not 

a lienated  from  the  organization, re sp o n ses  in  subsequent sections w ill 

show th a t no n -p ro fess io n a ls , along with fem ales, a re  highly a lien a ted .

T hese re sp o n ses  w ill be re -ev a lu a ted  in the next section .

CAUSES OF ALIENATION: POWERLESSNESS AND PERCEIVED DISCRIMINATION 

H aving identified  that som e groups a r e  highly a lienated , the re levan t 

inquiry is  to  de term ine the reaso n s  fo r  th is  a lienation . A nalysis of sev era l 

s ta tem en ts  shows th a t the  m ajo r rea so n s  fo r  th is  a lienation  fa ll into the 

following c a teg o rie s : (a) a  lack  of opportunity in the company, (b) a  lack 

of fa irn e s s  by m an ag ers  in  evaluating th e ir  perfo rm ance which re su lts  in 

a  lack of recognition  and (c) ra c e  and  sex d iscrim ination .

R elative to  the percep tion  of opportunity in the company, in  T able 5 .16 , 

the re sp o n se s  to  the s ta tem en t, "1 have li t t le  opportunity to use m y ab ility  

in  the com pany," a r e  p re sen ted . The m ajo rity  of fem ales and  non-professionals

50 f  the th ir ty  p ro fessional fem ales, eighteen re je c te d  the s ta te ­
m ent, "I re a lly  fee l th a t I am  a  p a r t  of the com pany".
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ag ree  with th is  s ta tem en t. A ll o ther groups re je c t th is  s ta tem en t.

Significant c o rre la tio n s  a re  shown fo r a ll the v ariab les  in  the p red ic ted  

direction  which would be expected from  the Identification/A lienation 

hypo thesis .

fABLE 5 .16

RESPONSES TO: "I HAVE LITTLE OPPORTUNITY TO USE MY ABILITY IN THE COMPANY.”

Sex________________ Premot io n  R ate '' ______ O ccupational Status _____
High Low Non-

M ales F em a les  M anagers Mobility M obility M anagers Prof. Prof.

A gree 20 (30.3) 20 (50) 6 (26.1) 8 (29.6) 10 (43.9) 6 (25 .1) 21 (35.7) 22 (52.4)

D isagree 46 (69.7) 29 (50) 17 (73.9) 19 (70.3) 13 (56.6) 17 (73 .9) 38 (64.3) 20 (47.6)

N 66/100 58/100 23/100 27/100 23/100 23/100 59/100 42/100

Chi-Square
d f /p  1 4 .9 4 /5 /.0 1  9 .1 6 /1 0 /.5 1  1 1 .9 7 /.1 0 / .2 8

r / p  - .2 6 3 6 /.0 0 1  - .1 7 2 0 /.0 7  - .2 4 7 7 /.0 0 2

A nalysis of tie Prom otion Rate variab le  shows the p r e ­

dicted tre n d . M anagers show the h ighest proportion  (77.3%), the high 

m obility p re -m a n a g e ria l p ro fessionals  show the next h ighest p roportion  (69.5%) 

while the low m obility  p re -m an ag eria l p ro fessionals show the low est p ro p o r­

tion (56.4%) a g ree in g  that they have opportunities in  the com pany. This 

would tend to  support the an aly sis  that the high m obility  p re -m a n ag e ria l 

p ro fessional em ployee rece iv es  groom ing, which includes job opportuni­

tie s  conducive to  the u tilization  of th e ir  a b il i t ie s . T h is finding is  even m ore  

significant when i t  is  noted that a  m ajo rity  of the high m obility group (60%) 

do not fee l a  p a r t  of the com pany.

154



TABLE 5.17

RESPONSES TO: "THE APPRAISAL SYSTEM GIVES TOO MUCH POWER OVER MY PRO- 
__________________ MOTIONS (FUTURE MOBILITY) TO MY MANAGER.''________________

Sex Prom otion F a te   Occupational Status
High Low Non-

M ales F em a les  M anagers M obility Mobility M anagers P rof. Prof.

A gree 43 (67 .2) 44 (73 .4) 13 (6.19) 18 (69.3) 14 (66.7) 13 (61 .9 ) 41 (67.8) 32 (78)

D isagree 21 (32 .8) 16 (26 .6) 8 (38.1) 8 (30.7) 7 (33.3) 8 (38 .1) 21 (32.2) 9 (22.0)

N 64/100 60/100 21/100 26/100 21/100 21/100 62/100 41/100

Chi-Square
d f / p  1 7 .7 8 /5 /.0 0 3  9 .7 2 /1 0 /.4 6  7 .7 8 /1 0 /.6 5

r /p  - .1 4 9 5 /.0 4  .01 3 4 /.4 5  - .1 3 5 2 /.0 6

As to  the re a so n s  fo r  th is  high degree of alienation by fem ales, and 

to  a le s s e r  d eg ree  non-p ro fessionals, the responses in T ab les  5 .17  and 

5 .18  a re  rev ea lin g . Significantly, black fem ales and non-p ro fessionals 

show the la rg e s t m a jo ritie s  responding that the a p p ra isa l system  gives too 

much pow er to  m anagers  over th e i r  fu ture m obility . M anagers (55%) show 

the low est p roportion  ag ree in g  with the s ta tem en t. However, the fem ale 

group is  the only group in which the m ajo rity  believe th a t they have not 

received  recognition  fo r th e ir  perfo rm ance .

155



TABLE 5 .18

RESPONSES TO: "MY APPRAISALS OVER THE YEARS HAVE BEEN AN ACCURATE 
_________________________________ ASSESSMENT OF MY PERFORMANCE ___________

Sex_______________Prom otion R ate  O ccupational Status _______
High Low Non-

M ales F em ales  M anagers M obility M obility M anagers Prof. Prof.

A gree 40 (59 .8) 27 (42 .4) 12 (52 .1) 13 (48.1) 13 (56 .4) 1 2 (5 2 .1 ) 34 (52.3) 21 (48.9)

D isag ree  27 (40.2) 37 (57 .6) 11 (47 .9) 14 (51 .9) 10 (43.6) 14 (47 .9 ) 31 (47.7) 22 (51.1)

N 67/100 64/100 23/100 27/100 23/100 23/100 65/100 43/100

Chi-Square
d f /p  1 3 .6 5 /5 /.0 1  4 .0 7 /1 0 /9 .4  1 0 .9 5 /1 0 /.3 6

r / p  .1 6 3 8 /.0 3  .0 2 3 3 /.4 2  .0 2 9 5 /.3 6

In Table 5 .1 9  the resp o n ses  to  the sta tem ent, ”1 have confidence in  the 

fa irn e ss  and honesty of m an ag em en t," show that in  a ll groups the m ajo rity  

re je c t th is  s ta tem en t. Again, it is  the fem ale group that has the la rg e s t 

p roportion  (75.9%) responding that they do not t ru s t  m anagem ent.

TABLE 5 .19

RESPONSES TO: *1 HAVE CONFIDENCE IN THE FAIRNESS AND HONESTY OF MANAGEMENT."

Sex . P rc n c tio n  P a te  ________ Occupational Status___________
High Low Non-

M ales F em ales  M anagers M obility M obility M anagers ____________

A gree 3 3 (5 0 .8 ) 15 (24 .2 ) 9 (42 .9) 10 (41 .6) 9 (39 .1) 24 (39.4) 15 (34.1)

D isagree  32 (49 .2) 47 (75 .8) 12 (57 .1) 14 (58 .4) 14 (60 .9) 41 (60.6) 29 (65.9)

N 65/100 62/100 21/100 24/100 23/100 61/100 44/100

Chi-Square
d f /p  1 9 .4 4 /5 /.0 0 1  1 3 .1 2 /1 0 /.2 1  1510 /10 /.12

r / p  .2876/.001  .1 9 8 5 /.0 4  .1 1 0 2 /.1 0
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THE FACTOR OF RACE DISCRIMINATION

In a ll groups the m ajo rity  ag ree  that the a p p ra isa l system  favors 

white em ployees. With re fe ren ce  to Table 5 .20  fem ales and  n o n -p ro fes­

sionals show the h ighest proportion  agree ing  to the sta tem ent, "If I w ere 

white, I would rece iv e  m o re  reco g n itio n ." Notably, the m ajo rity  

of a ll groups with the exception of m anagers perce ive  ra c e  d iscrim ination  

a s  affecting th e ir  m obility . This exception, i . e . ,  a  m ajo rity  of m anagers  

re jec tin g  the s ta tem en t, is  probably reflec tive  of an  accu ra te  percep tion  

by the m an ag eria l group that they have enjoyed a  fa s t ra te  of prom otion  

which is  com parable to the m obility enjoyed by white m an ag ers .

TABLE 5.20

RESPONSES TO: "IF  I WERE W HITE, I WOULD RECEIVE MORE RECOGNITION. "

Sex_______________ Prom otion R ate ______ O ccupational S tatus ______
High Low Non-

M ales F em ales M anagers Mobility M obility M anagers P rof. P ro f.

A gree 34 (53 .1) 34 (60 .8) 10 (43 .4) 17 (68.6) 10 (47.5) 10 (43 .4) 32 (55 .1 ) 26 (66.6)

D isagree 3 0 (4 6 .9 ) 22 (39 .2) 13 (56 .6) 12 (31.4) 11 (52.3) 13 (56 .6 ) 26 (44 .9) 13 (33.3)

N 64/100 56/100 23/100 29/100 21/100 23/100 58/100 39/100

Chi-Square
d f /p  5 .0 5 /5 / .4 0  6 .9 2 /1 0 /.7 3  1 0 .7 7 /1 0 /.5 7

r / p  - .0 8 0 4 /.0 9  - .0 0 5 0 /.4 8  - .1 1 8 2 /.0 9

T here i s  additional evidence to  support the hypothesis th a t the percep tion  

of d iscrim ination  w ill be influenced by the respondent’s su ccess  w ithin the 

organization . T h is  i s  p a rtic u la rly  tru e  when the re sp o n ses  a r e  com pared  

fo r the O ccupation S tatus v a ria b le . Hence, 55.1%  of the . p ro fess io n a ls
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and 66.6% of the non-m anageria l p ro fessionals perceive  d isc r im in a ­

tion a s  having influenced th e ir  recognition.

PERCEPTIONS OF WORK ETHIC TO MOBILITY

W eb er's  P ro te s tan t work e th ic  postu lates tha t one’s work eth ic  

is im portan t to  subsequent m obility and su ccess  within the econom ic 

sphere of activ ity  in  our socie ty . If credence is  given to the e x ­

p re sse d  belief th a t one’s o rien ta tion  tow ard w ork is  im portan t to  the m o­

b ility  p ro c e ss , then the conclusion is  reached  that W eber is  c o r re c t .  By 

w ork eth ic, re fe re n c e  is  being m ade to the ex p ressed  belief o r  a ttitude 

that one’s p e rso n a l m obility , achievem ents and su ccesse s  a r e  p r im a rily  

the re su lts  of a b ilitie s , d riv es, and am bition which a r e  unique to one­

se lf . T h is b e lie f o r  a ttitud inal s tru c tu re  p recludes o r  m in im izes the 

im pact that one’s p erso n ality , ra c e , sex, e tc . ,  m ay influence one’s 

m obility o r  ach iev em en ts . Within the organization, i t  is  a com m on oc­

cu rren ce  to h e a r  th a t the m a jo r reaso n  fo r the re la tiv e ly  low num bers 

of high m obility  b lack s and fem ales is  the lack of qualified  m em b ers  

within these  popula tions. With re fe ren ce  to b lacks i t  is  ra th e r  s ign ifi­

cant th a t th is  lack  of qualification is  usually  defined in  te rm s  of one not 

having the r ig h t a ttitu d es  and  d rives to  achieve in m anagem ent.

I t  can be understood why many w hites m ay adopt th is  be lie f p a tte rn  

with re sp e c t to  th e ir  own p ro g re ss , and then offer i t  a s  a  re a so n  fo r why 

blacks a r e  u n su ccessfu l. I t is  e a s ie r  fo r them  to accep t th is  reason ing  

p a tte rn  than to adm it that th e ir  own p ro g re ss  may be due to th e ir  receiv ing  

m ore  favorab le  opportun ities than o th e rs . I t  is  to be expected that b lacks re je c t
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th is p rem ise  in  face of the p ervasiveness of d iscrim ination  which they 

have faced . However, re sp o n ses  to  the w ork e th ic  sta tem ent, "Any m an 

with ab ility  and  w illingness to w ork h a rd  h as  a  good chance of being su c ­

cessfu l re g a rd le s s  of r a c e ," show that a  sm all m ajo rity  ag ree  with the s ta te ­

m en t. F o r  exam ple, 5 2 .7 % of the respondents believe that ab ility  and  

hard  work can overcom e ra c e  d isc rim in a tio n .

The work e th ic  hypothesis s ta te s  tha t a  positive w ork ethic i s  func­

tional to  upw ard m o b ility . If in  fact th is  hypothesis is  tru e , the m o re

successfu l groups within the sam ple, m a le s , m anagers  and the high m obility 

p re -m an ag e ria l p ro fessio n a ls  should have significantly  h igher ag reem en t 

with the s ta tem en ts . However, the resp o n ses  in T able 5.21 show that 

the hypothesis should be re jec ted .

TABLE 5.21

RESPONSES TO: "ANY MAN WITH ABILITY AND WILLINGNESS TO WORK HARD HAS A 
____________GOOD CHANCE OF BEING SUCCESSFUL REGARDLESS OF R A C E."__________

Sex______________ Prcnvotion R ate  Occupational S tatus ______
High Low Non-

M ales F em ales  M anagers M obility M obility M anagers P rof. P rof.

A gree 39 (59.2) 26 (44 .1) 9 (40.9) 11 (45.8) 13 (59 .1) 9 (40 .9) 30 (53 .2) 24 (58.6)

D isagree  27 (40.8) 33 (59 .9 ) 13 (59 .1) 13 (54 .2) 9 (40 .9) 13 (59 .1 ) 31 (48.8) 17 (41.4)

N 66/100 59/100 22/100 24/100 22/100 22/100 61/100 41/100

Chi-Square
df/p 4 .2 3 /5 / .5 1  4 .2 9 /1 0 /.9 3  7 .5 9 /1 0 /.6 6

r / p  .1 4 9 2 /.0 4  - .1 2 8 7 /.1 3  -.1261  (.08 )
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Although not s ta tis tica lly  significant, the trend h e re  a re  co n tra ry  to 

the p red ic ted  tre n d s . The expectation was that a  g re a te r  p roportion  

of m anagers would ag ree  with the w ork ethic s ta te m e n t. Instead , the 

m anagerial group has the low est proportion ag ree in g  with the s ta tem en t. 

T his tre n d  su g g e s ts  „ tha t som e valuable insight can be gained when 

it  is  analysed  w ithin the context of a n  observation by Scanzoni (1971).

He noted:

" P ro te s ta n t  work and su ccess  e tb o s  i s  a  m a t te r  o f  
d eb a te . Some socia l ob serv ers  argue th a t the 
ethos of achievem ent and success is  held  only 
weakly, if  a t  a ll , by those segm ents of society  
(many b lacks, fo r  instance) that have been  excluded 
from  the opportunity s tru c tu re . O thers contend 
th a t th ese  values a r e  d istribu ted  ra th e r  uniform ly 
throughout the c la s s  s tru c tu re , but that expectations 
concern ing  th e ir  attainm ent vary  d irec tly  with the d e ­
g ree  of opportunity (P- 74-75). ”

However, th ese  re su lts  suggest that these beliefs  o r  values am ong blacks 

a re  inverse ly  re la te d  to the degree of opportunity . M anagers (40.9%) and 

highly m obility  p ro fessio n a ls  (45.8%) have the low est proportion, ag ree in g  

with the s ta tem en t. A .m ajority  of the o ther groups d isag ree  with the s ta te ­

m en t. T h is suggests that those who have had the g re a te s t degree  of 

opportunity have the low est degree of belief in  th ese  v a lu es . The inference 

is  that m an ag ers  diave m ore  aw areness of the m obility  p ro ce ss  and 

know that m any non-ab ility  fac to rs  a re  essen tia l to the prom otab ility  of the 

individual. One explanation is  that these  m anagers, having w orked h ard  

to  gain su c c e ss , have not gained th e ir  expected rew ard s  an d  a r e  indicating 

that " t h e i r  h a rd  vrork have n o t  b ro u g h t them s u c c e s s ," o r  a t  l e a s t  n o t  

th e  same su cc e ss  th e y  vxxild have re c e iv e d  i f  they , had  been  w h ite .
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THE ACHIEVEMENT-ASPIRATION ORIENTATION AND MOBILITY

One m a jo r finding which has em erged from  recen t stud ies concerning 

a sp ira tio n  and  achievem ent p a tte rn s  am ong blacks is  tha t ir re sp e c tiv e  of 

th e ir  socia l o rig in  o r  socia l c la ss , blacks have high ex p ressed  asp ira tio n s  

and achievem ent o rien ta tions (Gurin, 1972: Scanzoni, 1971).

In genera l, th ese  high a sp ira tio n s  and achievem ent d riv es  did not m a ­

te r ia liz e  into ac tu a l ach ievem ents. A ccording to these  stud ies , the 

lack  of ac tu a l achievem ent w as a ttribu ted  to  fo rces  outside of the influence 

of the fam ily 'o r  the individual, such a s  those socia l fo rces  which severely  

lim it em ploym ent opportunities fo r b lack s . N evertheless, based  upon 

the l i te ra tu re  and the fac t th a t the sam ple population is  su p e rio r in  te rm s  

of educational a tta inm en ts, th e re  should be ex trem ely  high ex pressions 

of a sp ira tio n s  and  achievem ent d rives am ong the sam p le . Additionally, 

th is  p a tte rn  should be functional to upward m obility .

The re sp o n ses  to a s e r ie s  of sta tem ents constructed  to  m easu re  the 

a sp ira tio n  and achievem ent o rien ta tions of the groups support the p r e ­

dicted find ings. To those s ta tem ents which a r e  indicative of a  high a s p ir a ­

tion o r  ach ievem ent d rive , b e tte r  than 90% of the sam ple ag ree  with a ll the 

s ta tem ents (see  T able 5 .2 2 ) .  F o r  exam ple, 94% respond  that they "would 

like to  be recogn ized  a s  an  authority  in  som e fie ld  o r  p o s itio n ," 91%

"would like to be ab le  to do things b e tte r  than o th e rs ," 94% " s tr iv e s  to 

be the b e s t in  m y p re se n t a re a  of responsibility, "and 95% "feel tha t they 

a re  ab le to influence peop le ."
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TABLE 5.22

RELATIONSHIP OF ACHIEVEMENT-ASPIRATION FACTORS TO MOBILITY

Prom otion Occupational 
A gree D isagree  Sex R ate Status

I would like to  be recognized
a s  a n  au tho rity  in  som e field  
o r  position .

94 6 .1966
( . 01)

.1629
(.08 )

.1427
(.05)

I would like  to  be ab le  to  do 
things b e tte r  than o ther 
people .

91 9 .2408
(.004)

.0630
(.2 9 )

.1585
(.03)

I s tr iv e  t o  be the b est in  my 
p resen t a re a  of re sp o n sib ility .

94 6 .0783
(.19)

.2295
( . 0 2 )

.0817
(.18)

I feel th a t I am  ab le  to in ­
fluence people .

95 5 .1826
( . 02 )

.1023
(.1 9 )

.1534
(.04)

NOTE: C o rre la tio n  Coefficients and Levels of Significance.

With re fe ren c e  to  Table 5 .22 analysis  of the sta tem en ts  and  th e ir  

co rre la tio n  coefficien ts show that the hypothesis is  supported . The conclusions 

suggested by th ese  positive co rre la tio n s  a re : (a) m ales  have s tro n g e r a s p ir a ­

tions and ach ievem ents d rives than fem ales; (b) m anagers  have the strongest 

achievem ent o rien ta tions than a ll  the o ther groups, (c) the high m obility p re -  

m anageria l p ro fess io n a ls  have s tro n g er achievem ent o rien ta tions than the 

low m obility p re -m a n ag e ria l p ro fessio n als , and (d) p ro fess io n a ls , both m anagers 

and p re -m a n a g e ria l p ro fessionals , have s tro n g er achievem ent o rien ta tions than 

n o n -p ro fe ss io n a ls . When consideration  is  given to  the high degree of perceived  

d iscrim ination  which e x is ts  within the sam ple, th ese  findings suggest that the 

m ore  su ccessfu l individual will be a high ach iev er re g a rd le s s  of h is  recognition 

that ra c ia l  d isc rim in a tio n  affects  opportunity and fu tu re  su c c e ss .
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What is  i t  tha t can be s ta ted  about the rela tionsh ips betw een b lack s ' 

m obility and  th e ir  belie fs  and a ttitudes?  Although th e re  is  evidence to 

support the ra c ia l o rien ta tion  hypotheses, the re su lts  of th is  study r e ­

jec t the im portance of th ese  o rien ta tio n s . The conclusion reach ed  is  

that because of the com plexity of th is  phenomenon, fu rth e r  study is  sug­

gested . A lso, the re su lts  of th is  study re je c t the validity  of the Work 

fethic hypo thesis . The responden ts’ 'work e th o s  have no significant r e ­

lationship to  th e ir  m obility .

The re sp o n ses  to the id en tifica tio n -a lien a tio n  hypothesis support 

the p red ic ted  tre n d s . However, th e re  a re  sev era l im portan t issu e s  

ra ise d  by th ese  find ings. As indicated, th e re  is  a  high su bscrip tion  to 

the "n ecessity  of identifying" and "loyalty to the organization" by the 

p rofessional population. I t  was a lso  concluded that th is  high degree of 

acceptance re f le c ts  an  acceptance of the sta tus quo, a s  

opposed to a p e rso n a l b e lie f o r  com m itm ent to the ideology. A lso, w hat­

ev e r loyalty e x is ts  is  probably due to a  coercive policy w hereby the e m ­

ployment of e lite  em ployees, i . e . ,  .black and white m an ag ers, is  contingent 

on a  s tr ic t  adherence to  the po lic ies governing inform ation and the d is ­

sem ination ,. esp ec ia lly  tha t which can be considered  em b arass in g  o r 

th reaten ing  to the o rganization . In th is  way, the organization is  ab le  to 

com pel loyalty from  em ployees who have divided lo y a lities .

W hether th is  loyalty is  coerced  o r  the identification is  n ecessa ry , 

there  is  a  significant tre n d  which shows that p ro fessional em ployees in 

genera l, and  m an ag ers  in p a rtic u la r , ex p ress  g re a te r  d eg rees  of
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loyalty and id en tifica tio n . The f a c t  t h a t  th e  o th e r, p ro fe s s io n a ls  re sp o n ses  

a re  s im i la r  su g g e s ts  t h a t  th e  d e s c r ip t io n  o f  th e  g ro an in g  p ro c e ss  m ust 

be m odified . The fac t that the m an ag ers’ resp o n ses  to the various id en ti­

fication and  loyalty s ta tem ents w ere significantly s tro n g e r than fo r the 

o ther p ro fess io n a ls  a l s o  su g g e s ts  t h a t  th e  accep tan ce  o f  th e s e  p o s i t io n s  

occurs a f te r  one has  becom e a  m an ag er. T his p ro c e ss  of in d o c trin a­

tion o ccu rs  w ithin the m an ag er’s education in  m anagem ent develop­

m ent schools and  by asso c ia tio n  with th e ir  p e e rs . Thus, the groom ing 

p ro cess  c o n sis ts  of the in itia l screen ing  of candidates with favorable 

views on b u sin ess , the s tru c tu rin g  of a  c a re e r  which e ith e r  p roduces or 

re in fo rces  a  positive achievem ent orien tation  within the a sp iran t, and 

then the m anagem ent tra in in g  which s tru c tu re s  the m an ag er’s re la tio n ­

ship to  the o rgan ization .

The fa c to rs  of p o w erlessn ess  and  alienation a r e  re la te d  to  the in d i­

v idual's  su c ce ss  o r  lack  of su ccess  within the o rgan ization . The degree 

of p o w erlessn ess  and  alienation  a re  a lso  apparen tly  roo ted  in the p e r ­

ceptions of d iscrim in atio n  by blacks which tran scen d  the o rgan ization .

H ie h is to r ic a l fac t of d iscrim ination , both ra c e  and sex, d ic ta tes that 

re g a rd le ss  of su ccess , b lacks in  general will perce ive  d iscrim ination  as  

having an influence on th e ir  opportunities to com pete. Significantly, within 

the o rgan ization , b lack  m anagers perceive  le ss  d isc rim in a tio n . They 

ex p ress  le s s  a lienation , and  a lso  have g re a te r  opportunities to 

use th e ir  a b il i t ie s .  S ignificantly, fem ales, and even those who ex p ress  

the view th a t they a r e  ab le  to  use th e ir  a b ilitie s  and  a r e  experiencing  a  

high ra te  of m obility , a r e  s ti l l  the m ost a lien a ted .
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A s p red ic ted , the achievem ent and a sp ira tio n  o rien ta tions of 

the responden ts a r e  high. The in tensity  of these  fac to rs  is  s ig n ifi­

cantly c o rre la te d  to the degree of su ccess  the individual has  experienced  

within the o rg an iza tion . T here  i s  an  additional dim ension to th is  hypo­

th e s is  which suggests that the in tensity  of the achievem ent d rive  is  the 

m o st im p o rtan t a ttitud ina l fac to r in  the determ ination  of which b lacks 

experience a  high r a te  of m obility  and which do n o t.

THE COCUPATICISIfiL STATUS MODEL; TffH-XEF AND A T n T O D E ■ FACTORS
The objective now is  to re -ex am in e  th ese  re la tio n sh ip s  w ithin the  

context of r e g re s s io n  m odels to determ ine th e ir  re la tiv e  im portance to 

the m obility  of the responden ts . F rom  the prev ious a n a ly s is , sev e ra l 

s ta tem en ts  have been se lec ted  to re p re se n t a  p a r tic u la r  belief, a ttitude 

o r  p e rso n a lity  v a r ia b le . They a r e  a s  follows:

Xg ^Black O rientation: resp o n ses  to the s ta tem en t, "One of 
the  m a jo r  reaso n s  why black neighborhoods becom e ru n ­
down and  d irty  is  because low -incom e b lacks do not take 
c a re  of th e ir  own housing ."

X ^ q*-Wh ite  O rientation: re sp o n ses  to the s ta tem en t, "I do not 
p a r tic u la r ly  like white people."

X ii-B u s in e ss  O rientation  I: re sp o n ses  to  the s ta tem en t, "The 
fa c t th a t an  em ployee m ay a g re e  with the  com pany 's 
p o lic ies  and  goals i s  an im portan t considera tion  fo r  the 
p rom otion  of that em ployee."

X ̂ " B u s in e s s  O rientation  II: re sp o n ses  to the s ta tem en t, "The 
com pany 's f i r s t  responsib ility  is  to its  s to c k h o ld e rs ."

X 2̂ 3 ’-Achievement O rientation: re sp o n ses  to  the s ta tem en t, "I 
would like to be recognized  a s  an  au thority  in  som e job 
o r  p o s itio n ."

X ^ - W o r k  E th ic  O rientation: re sp o n ses  to  the s ta tem en t, "Any 
m an w ith the ab ility  and the w illingness to  w ork h a rd  has 
a  good chance of being successfu l re g a rd le s s  of h is  r a c e  ."
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X^5“ P erceived  D iscrin iination: resp o n ses  to the s ta tem en t,
"If I w ere white, I would get m ore  recognition  from  my 
m anager ."

A lienation /P ow erlessness: resp o n ses  to the sta tem ent,
"I have little  opportunity to  use my ab ilitie s  in th is  com ­
pany

With re fe ren c e  to  F igure 5 .2 , th e re  a re  sev era l observations 

m ade re la tiv e  to  the im portance of the belief, a ttitude and p e rso n a lity  fa c ­

to rs  on the occupational s ta tus of the responden ts . The fac to r  of the r e ­

spondent's b u sin ess  orien tation , a s  m easu red  by the re sp o n ses  to  the 

statem ent, "The com pany’s f i r s t  responsib ility  is  to i ts  s to ck h o ld e rs ," 

is  significantly re la te d  to  the responden t's  occupational s ta tu s . This 

V a lid a te s  ' the conclusion reached  previously , that m anagers  and p ro ­

fessionals have high d eg rees of ag reem en t with th is  po sitio n . T his 

o rien ta tion  is  significantly  influenced by the resp o n d en t's  education .

The path of influence confirm s the fact that the h igher the responden t’s 

education, the .higher w ill be h is subscrip tion  to th is ideological o r ie n ta ­

tion. This a lso  confirm s the speculation that the educational institu tions 

a re  in strum en tal in cultivating th is  o rien ta tion .

The path coefficients from  t ie p aren ta l fa c to rs  of fa th e r 's  occupa­

tion, m o th e r 's  occupation and education to the achievem ent o rien ta tions 

of the respondents show that thf paren ta l fac to rs  a r e  signifi cant to  the 

in tensity  of the re sp o n d en ts ' achievem ent d r iv e s . As p rev ious studies 

have found, th is  confirm s the respondents', achievem ent o rien ta tions 

a s  being d irec tly  influencedliy  th e ir  p a re n ts . It is  a lso  w orth noting- 

that the degree  of the achievem ent d rive  is  insignificant to the occupational 

s ta tus of the re sp o n d en ts .
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FIGURE 5 .2

OCCUPATIONAL STATUS MODEL WITH BELIEF AND ATTITUDE FACTORS: TOTAL SAMPLE
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The th ird  im portan t re lationsh ip  is  indicated by the path of influence 

which show that the occupational s ta tu s  of the respondent is  significantly  

re la te d  to  the degree of a l ie n a t io n  and p o w erlessn ess  o f  th e  in d i ­

v id u a l ,  A gain , v e r i f i c a t i o n  o f  th e  preview s c o n c lu s io n  which 

s ta te d  th e  a l i e n a t io n  and power l e s  snes s  would v a ry  acco rd in g  

to  th e  d eg rees  o f  p e rc e iv e d  o p p o r tu n ity  and su cc e ss  i s  ob­

served .

When the ana ly sis  is  conducted on . m ales and fem ales sep ara te ly , 

sev era l s ignificant p a tte rn s  e m e rg e . The generalized  s ta tem ent can be 

m ade th a t fo r  fem ales, belief, attitude and personality  fac to rs  a re  un­

im portant to th e ir  occupational s ta tu s . With re fe ren ce  

to F igu re  5 .3 , i t  is  shown that the m ajo rity  of variance in  the fem ale ’s 

occupational s ta tu s  can be a ttrib u ted  to the achievem ent 

fac to r of education (30.2%).

The belief, a ttitude , e tc . ,  fac to rs  which w ere hypothesized a s  being 

im portan t account fo r only 1 . 8% of the rem ain ing  unexplained v a r ia n c e . 

Thus i t  is  concluded that the belief, a ttitude and perso n ality  fa c to rs  in ­

co rpo ra ted  in  th is  study a re  not considered  in  the se lection  of the fem ale 

fo r em ploym ent. T his is  not unexpected since the resp o n d en ts ' lev e ls  of 

education an d 'sk in  co lor a re  the b as is  fo r the se lection  and p lacem ent of 

black fem ales w ithin th is  o rganization .

F o r m a le s , education is  again  the m ost im portan t fac to r in  determ ing  

th e ir  status* and 24.1% of the variance is  a ttrib u ted  to  th is  fa c to r . 

However, the second m ost im portan t fac to r in the determ ination  of th e ir  

occupational s ta tu s  is  th e ir  business  o rien ta tion  a s  m easu red  by th e ir
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FIGURE 5.3

OCCUPATIONAL STATUS MODEL WITH BELIEF AND ATTITUDE FACTORS: MALES AND FEMALES

MOTHER'S 
EDUCATION 
.227**- 

( . 110) 
MOTHER'S 
OCCUPATION 
.253** 
(.135) .

BLACK
ORIENTATION

-.115
(-.043)

WHITE
ORIENTATION

.025
( . 088)

WORK ETHIC 
ORIENTATION

.041
( - . 068)

\  ACHIEVEMENT 
^  ORIENTATION

.000
(.047)

FATHER'S
OCCUPATION
.262**
(.136)
FATHER'S
EDUCATION
.203**
(.049)

EDUCATION -.456

AT IENATION- 
PCMERLESSNESS

i**-

(
-.138 

168)1

OCCUPATIONAL
   STATUS

(-.475) *
.307’
.142)

BUSINESS (.253/** ..077
ORIENTATION II / (-.063)

BUSINESS 
v ORIENTATION

.025

-.081
(-.116)

(r=

PERCEIVED *  
PISCRIMINATiai

-.045
(-.177)

FEMALES (N = 69), MALES (N = 68), *p = .01, **p = .05

.550*

.496)*

169



resp o n ses  to  the s ta tem en t, "The fact that an em ployee m ay ag re e  with 

the com pany's goals and po lic ies  is  an  im portant consideration  fo r  the 

prom otion of th a t em ployee." This variab le  accounts fo r 6.9% of the v a r i ­

ance in  the occupational s ta tu s  of the respondents. The rem ain ing  fac to rs  a c ­

count fo r  a  to ta l of 4.5%  of the unexplained v arian ce .

With re sp e c t to  the im portance of the business o rien ta tion  fac to r 

on the m a le 's  occupational s ta tu s  and the lack  of im portance of any of the 

belief, a ttitu d e  o r p erso n ality  fac to rs  on the occupational s ta tu s  of the 

fem ales, the question  a r is e s  a s  to what can account for th is  d ifference?

This lack  of influence on the fem a le 's  occupational s ta tu s  is  quite possib ly  

the re su lt  of the ' re c e n t p re s su re s  brought upon the. organization to 

move fem ales into m anagem ent m o re  rapid ly  which has suspended the 

control and  d isc re tio n  that the m anagers would norm ally  ex e rc ise  through 

the groom ing and indoctrination  p ro c e ss . On the o ther hand, the fact 

that the p ro g ram  to  move black  m ales  into m anagem ent has been in 

p lace fo r a  longer p e rio d  of tim e would suggest that the groom ing and 

indoctrination p ro c e ss  has  been re la tiv e ly  effective in  groom ing the m ale 

m an ag e rs . I t  i s  quite likely  that the fem ale m anagers and p ro fe ss io n a ls ' 

business o rien ta tio n s  w ill becom e im portan t a s  th e ir  m ovem ent in to , 

m anagem ent app roaches the norm al p ro c e s s .

In  T ab les  5 .2 3 , 5 .2 4  and 5 .25  the sum m ary of the influences of the 

variab les  a r e  shown. F o r  the to tal population, 41.4% of the v arian ce  in 

the sam p le 's  occupational s ta tu ses  can be explained by th ese  v a r ia b le s .

F o r the m a le  and  fem ale m odels, respective ly , 35.6% and 38.7%  of the 

v arian ces in  th e ir  occupational s ta tu ses  can be a ttrib u ted  to  th ese  f a c to rs .
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FIGURE 5.23

BETA COEFFICIENTS, COEFFICIENTS OF DETERMINATION FOR OCCUPATIONAL STATUS: TOTAL SAMPLE -

X 1 X4 X5 X 6 X11 X 12 X13 X15

(N = 

X16

X^ Occupational Status -.151 -.209

X2 Sex .200

X3 Skin Color .078

X4 Education -  .443 - .0 2 1 - .1 8 3

X5 F a th e r’s  Occupation .097 .001 .144

Xg M other’s Occupation .049 .093 .186

Xy F a th e r 's  Education .078 .180 - -.131 .209

Xg M other's Education .033 .095 .231 .198

X9 Black O rientation -.083

XjQ White O rientation -.065

X u  Business O rientation I .148

X12 Business O rientation II -.037

X j3 Achievement O rientation .045

X14 Work Ethic O rientation .030

X15 Perceived D iscrim ination

X ig  A lienation/Pow erlessness

R2 .443 .046 .017 .053 .003 .033 .023 .043
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FIGURE 5.24

BETA COEFFICIENTS, COEFFICIENTS OF DETERMINATION FOR OCCUPATIONAL STATUS: FEMALES
(N = 6 9)__

X1 x 4 x 5 x 6 X11 X12 x 13 x 15 x 16

X^ Occupational Status -.045 -.081

X3 Skin Color .137

X4  Education -  .456 -,'138 :.307

X5 F a th e r 's  Occupation .195 -.070 .262

X5 M other's Occupation -.049

0001 .253

X7 F a th e r’s Education .048 .222 .150 .203

Xg M other's Education -.095 .228 .296 .227

X9 Black O rientation -.115

X^g White O rientation .025

X u  Business O rientation I .077

X^2 Business O rientation II .025

X^3 Achievement O rientation .000

X14  Work Ethic O rientation .041

X^g Perceived D iscrim ination

X jg A lienation/Pow erlessness

R2 .383 .022 .088 .020 .094 .002 .006
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FIGURE 5.25

BETA COEFFICIENTS, COEFFICIENTS OF DETERMINATION FOR OCCUPATIONAL STATUS: MALES
(N = 68)

X l X4 X5 X 6 X11 X12 X13 X15 X16

X | Occupational Status -.177 -.116

X3 Skin Color .042

X4 Education .475 .168 .142

Xg F a th e r 's  Occupation .024 .054 .136

Xg M other's Occupation .111 .223 .135

X7 F a th e r 's  Education -.094 .048 .062 .049

Xg M other's Education .136 -.041 .135 .110

X9 Black O rientation -.043

Xj^o White O rientation .088

Xj j  Business O rientation I -.063

X j2 Business O rientation II .253

X13 Achievement O rientation .047

Xj^4 W ork Ethic O rientation -.068

x 15 Perceived D iscrim ination

X jg  A lienation/Pow erlessness

R2 .356 .034 .003 .018 .027. .020 .047 .031 .013
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THE PROMOTION RATE MODEL: BELIEFS AND ATTITUDES

The final question  rem ain ing  is  to determ ine the re la tiv e  im portance 

of these  beliefs  and  a ttitud inal p a tte rn s  to the prom otion ra te s  of the 

responden ts. A nalysis of the path coefficients in  F igu re  5 .4  shows that 

the belief and  a ttitud inal fac to rs  a re  not significantly re la te d  to  the 

respondents ' p rom otion r a te s .  Does th is  prove that these  p a tte rn s  

a re  unim portant in  the decisions a s  to  which blacks a r e  se lec ted  fo r 

m anagem ent? I think th a t i t  does no t. F ir s t ,  a s  previously  noted, 

the low p red ic tiv e  pow er of the m odel is  due to the fact that many ex tern a l 

fac to rs  p resen tly  influence the norm al se lection  and prom otion p ro c e s s . 

Secondly, the o rg an iza tio n 's  rec ru itm en t and h irin g  p ro cess  has apparen tly  

been quite successfu l in  se lecting  many black  individuals with the a p p ro ­

p ria te  business and  organizational o rien ta tio n s . T his suggests that while 

the p ro p er b u sin ess  and organizational o rien ta tions m ay be functional, 

fo r th is population a t  le a s t, they a r e  not the m ajo r determ inants in the 

selection  and p rom otion  p ro c e s s .
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FIGURE 5 .4

PROMOTION RATE MODEL WITH BELIEF AND ATTITUDE FACTORS: MALES AND FEMALES

BLACK
ORIENTATION

WHITE
ORIENTATION

WORK ETHIC 
ORIENTATION

MOTHER'S
EDUCATION
.188 

34)
ACHIEVEMENT
ORIENTATION

OCCUPATION
.122
(.091)

FATHER'S
OCCUPATION
"7021-------
(.205
FATHER'S
EDUCATION
"7050
(.051)

/ -.181
(.124)

-.114 .000 
(-.046)(-.103)

EDUCATION -.334 
(.242)

PROMOTION
RATE

- . 2 0 8
(.161)

.303
BUSINESS /  (.124) 
ORIENTATION II

.297
BUSINESS /(. 125) 
ORIENTATION I

ALIENATICN- 
PCMEHLESSNESS 

-.209 
(-.046) r=.290

(r=.616)

PERCEIVED ▼ 
DISCRIMINATION

-7309----------
(-.103)

FEMALES (N = 28), MALES (N = 53), *p = .05
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FIGURE 5.26

BETA COEFFICIENTS, COEFFICIENTS OF DETERMINATION FOR PROMOTION RATE: MALES
(N = 53)

X1 X4 X5 X6 Xn  X12 X13 X 15 Xi 6

X j Promotion Rate .086 .043

X Skin Color .233

X4  Education ..242 .161. .094

X5 F a th e r 's  Occupation -.017 .006 .205

Xg M other's Occupation -.048 .232 .110 .091

X7 F a th e r 's  Education - .0 2 0 .051 .155 -.094

Xg M other's Education -.028 -.008 .034

X9 Black O rientation -.103

X10 White O rientation .000

X ^i Business O rientation I .125

X^2 Business O rientation II .124

X ^j Achievement O rientation .218

X14  Work Ethic O rientation -.046

X^g Perceived D iscrim ination

X^g A lienation/Pow erlessness

R2 •.1887 .055 .012 .024 .025 .008 .056 .007 .0 0 1
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FIGURES 5.27

BETA COEFFICIENTS, COEFFICIENTS OF DETERMINATION FOR PROMOTION RATE : FEMALES
(N = 28)

X1 X4 X5 X6 X11 X12 X13 X15 X16

X j Promotion Rate -.309 -.209

X3 Skin Color .046

X4 Education .-.3 3 4 1 • to 0 00 - .1 8 4

X5 F a th e r 's  Occupation -.568 .142 .021

Xg M other's Occupation .170 -.082 .122

X7 F a th e r 's  Education -.248 '.003 -.195 .088

Xg M other's Education .000 -.044 -.281 .188

X9 Black O rientation -.114

X^o White Orientation .000

X u  Business O rientation I .297

X^2 Business O rientation II .303

X^3 Achievement O rientation -.181

x 14 Work Ethic O rientation .000

X15 Perceived D iscrim ination

X ^  A lienation/Pow erlessness

R2 .338 .0 2 1 .038 .079 .038 .034 .044 .095 .043
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CHAPTER VI

THE MOBILITY PROCESS FOR BLACKS

W hat a r e  the conclusions reach ed  from  the findings of th is  study?

More specifica lly , what s ta tem en ts  can be m ade about b lack  p ro fessio n a ls  

in e lite  o rgan izations and  w ithin e lite  occupations of the types studied 

here?  What a r e  the c h a ra c te r is tic s  of h igh  m o b ili ty  b la c k  p ro fe s ­

sionals?  To an sw er th ese  questions, a  sum m ary of the findings of th is  

study is  p re sen te d .

THE HIGH MOBILITY BLACK

In C hapter T h ree  a  descrip tio n  w as given of a  se lec tion  and  groom ing 

p ro ce ss  u tilized  by the organization  to se lec t and tra in  potential m an a ­

g e rs . The re su lts  of th is  study suggest that one of the^crite ria  th a t an  

applicant m ust p o sse s s  to be h ired  fo r these potential e lite  positions is  the

p ro p er im age b ased  on th e  "Madison Avenue E xecu tive"  m odel. T h is  model
'« r '

is  u sed  re g a rd le s s  of r a c e .  T h e re fo re , i t  is  not su rp ris in g  th a t th is 

study shows th a t the black  ind iv idual's  skin co lor p lays a significant 

p a rt in  the p ro c e ss  of se lec tin g  b lacks fo r potential m anagem ent. A s 

was shown e a r l ie r ,  m any white m anagers  notice co lo r d ifferences am ong 

b lacks. Many responded  that a  b lack  em ployee’s skin co lo r would affect 

th e ir  m ob ility . I t i s  ra th e r  easy , given the h iring  m odel d escrib ed , fo r 

m anagers o r  o th er h ir in g  agents fo r the organization to consciously  o r



subconsciously se le c t potential black m anagerial candidates by using 

the black ind iv idual's  skin color in th e ir  decisions. The finding which 

shows tha t lig h te r  skinned color blacks enjoy advantages over d a rk e r  

skinned b lacks would be the logical consequence of th is  selection  

p ro cess , since lig h te r  skinned b lacks a re  m ore likely to be cau ca- 

sian -like  in  ap p ea ran ce .

A second c h a ra c te r is tic , which a lso  hol^s tru e  fo r white app lican ts, 

is  tha t the individual h as  a high achievem ent'o rien tation . The o rg an iza ­

tio n 's  in itia l sc reen in g  fo r th is  type of individual i s  quite effec tive . T h is 

is  i l lu s tra te d  by the high proportion of the respondents in th is  sam ple 

who have high achievem ent d riv e s .

T h e re  a p p e a rs  to be one o ther m ajo r fac to r which is  co n sid e red  in 

the in itia l h ir in g  p ro c e ss  fo r p ro fess io n a ls . The finding that the to ta l 

p ro fessional sam ple , re g a rd le ss  of th e ir  sta tus, ex p ressed  a  positive 

business o rien ta tio n  suggests that the re c ru ite rs  a re  very  effective in 

re c ru itin g  c e rta in  types of b la c k s . Once within the organization, the 

in tensity  of th is  o rien ta tion  becom es s tro n g er if the em ployee is  s u c c e ss ­

ful within the o rgan ization .

THE GROOMING-INDOCTRINATION PROCESS

Having effectively  re c ru ite d  the d esired  type of black em ployee fo r 

m arketing , the o rganization  has a  two y e a r  tra in ing  p rog ram  consisting  

of sev e ra l in tensive  fo rm alized  c la s se s . T his tw o-year p ro g ram  has 

two purposes: (1) to  t ra in  a ll the new em ployees in  m arketing  and  

(2 ) to se le c t from  am ong these  em ployees those who a re  to  be groom ed 

fo r m anagem ent. It is  during the 3 -4  m onths of fo rm alized  and  highly 

s tru c tu re d  c la s se s  th a t c e rta in  em ployees a re  se lec ted  fo r
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p o s i t io n s .  In these  c la sse s  the students a r e  evaluated  by a team  of 

in s tru c to rs  on such fac to rs  a s :  im age and ap p earan ce , lead ersh ip  

ab ility , ab ility  to  w ork i n  a  team , superfic ia l im p ress io n s  about the 

em ployee’s beliefs  about b u sin ess , e tc .  A fter se v e ra l w eeks in  school 

the em ployee re tu rn s  to  the w ork location w here the m an ag er w ill begin 

to s tru c tu re  the em ployee 's  ass ig n m en ts .

The assignm en ts  a re  designed to m axim ize the po ten tia ls  and 

exposure of the se lec ted  individual. Having been acco rd ed  th is  favored  

s ta tu s , these  chosen few w ill rece iv e  f a s te r  prom otions and h igher 

perfo rm ance ra tin g s  than th e ir  p e e rs .  F rom  an  organ izational p e r ­

spective th ese  rew ard s  a re  functional in c rea tin g  and m ain tain ing  the 

illusion  of a  m e r it  sy stem . T hese se lec ted  em ployees, having r e ­

ceived the recognition  of the system , w ill have a  tendency to  believe 

that a m e r it  system  is  in  effect p r im a rily  because i t  re in fo rce s  a 

positive se lf-im age o f  being a  high a c h ie v e r . T h is would explain  the 

findings which indicated  that m anagers  a r e  the le a s t c r i tic a l  of the 

a p p ra isa l sy stem . I t a lso  explains why m any p ro fess io n a ls  have high 

deg rees of iden tification . And from  the o rg an iza tio n 's  standpoint, who 

would be the b e s t type of individual to  im plem ent the com pany 's 

po lic ies than those who have positive  views of th ese  po lic ies?

IMPLICATIONS AND QUESTIONS FOR FUTURE RESEARCH

Noting th a t th ese  findings a r e  only te s t  hypotheses and g e re ra l iz a -  

tions, th e re  a r e  m any questions and issu e s  ra is e d  by th ese  findings 

which should be rep lica ted  and expanded upon in  fu tu re  s tu d ie s . F o r  

exam ple, i t  w as found that the respondents a r e  unique in  te rm s  of 

educational a tta in m en ts . Is  th is  sam ple rep re se n ta tiv e  of th e  types of
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blacks p resen tly  h ire d  by la rg e  corporations in p restig ious oc­

cupations? If so, does th is  suggest that education w ill continue to 

be the key to the p artic ipa tion  of b lacks in the A m erican dream ? 

Secondly, how do the background of black p ro fessio n als  com pare with 

th e ir  white co u n te rp arts?  Previous stud ies have docum ented d ie fact 

that blacks in th e  p ast d id  not rece iv e  com pensation, rew ard s  o r  

occupational s ta tu s  equivalent to w hites with com parable education. 

And p resen tly  th e re  is  a  loud outcry of re v e rs e  d iscrim ination  

which suggests that b lacks a r e  rece iv in g  p re fe ren tia l trea tm en t 

over w hites. Based on inform ation from  inform ants, black m an ag ers  

in  th is organization have h igher leve ls  of education than th e ir  

white p e e r s . F u tu re  s tud ies  should ad d re ss  th is  point to answ er 

w hether o r not w hites a r e  justified  in th e ir  belief on the ex istence 

of re v e rse  d isc rim in a tio n .

I t has a lso  been shown that c e rta in  p red ic ted  re la tionsh ips 

about the im portance of beliefs  and a ttitu d es  to m obility  failed  

to m a te ria liz e . The l i te ra tu re , which has e ssen tia lly  dealt with 

white m obility, suggests that the identification and loyalty p a t­

te rn s  a re  the re su lt  of a  "com m on sh arin g  of goals and id eo lo g ies ."  

T his study shows that identification  and  loyalty p a tte rn s  fo r b lacks 

a re  adopted a s  a  m eans of gaining perso n a l goals ra th e r  than a  sh arin g  

of goals and ideo log ies. A re  we to conclude that h is  is  a  tru e  d iffe r ­

ence between b lacks and whites? Is  i t  possib le  that the b lacks in  th is  

sam ple a re  only re flec tin g  a  d ifferent ideological re la tionsh ip  to  the 

organization which m ay now a lso  ex ist am ong the white papulation.
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^•Recent stud ies do suggest that w hites a r e  a lso  evaluating corporations, 

and th e ir  re la tio n sh ip s  to the corporations, d ifferen tly . Thus, the 

observation  h e re  is  that this d ifference in o rien ta tion  m ay be a 

re flec tion  of a c u rre n t way of re la tin g  to organization and not due to 

r a c e .  This is  a n  issu e  fo r fu rth e r  re se a rc h .

C losely re la te d  to th is th esis  is  the dilem m a of the black m an ­

a g e r  w ithin the organizations which dem and loyalty . Though many 

b lacks in  m anagem ent see "gam e playing" a s  an  e ssen tia l p a r t  of 

th e ir  su ccess , how functional is  th is  to th e ir  personal behavior and 

life? I t m u st be s ta ted  that many of these blacks who have enjoyed 

su ccess  have had to  com prom ise some of th e ir  convictions and 

p r in c ip le s . At what point, though, will the black p ro fessional cease  

playing the gam e? W ill he o r she cease  playing the gam e when the 

recognition  is  m ade tha t he o r she cannot go any h igher up the 

co rp o ra te  ladder?  O r will the black m anager cease  playing the gam e 

when the recognition  is  made that the co rp o ra tio n 's  po lic ies and 

goals a r e  d e trim en ta l to blacks? These questions should be 

a d d re sse d .

The im plication  of the re su lts  which show that skin co lo r is  

im portan t to  the b lack  responden t's  m obility is  a  d is tre ss fu l one fo r 

m any b lac k s . T he suggestion has been m ade that many dark  skinned 

b lacks w ill be re je c te d  sim ply because of th e ir  dark  sk in s . To what 

degree  is  th is  tru e?  The suggestion has been m ade that "negroid  

fea tu re s"  a r e  d e trim en ta l to a  black individual's m obility . To 

what degree  is  th is  tru e?

^The reference here is to the recent work by Brenner, et al. (1977) 
which is a review and update of the ideological orientation of 
managers.
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The re su lts  of th is  study conclude that a  black indiv idual's  

rac ia l beliefs  and a ttitu d es  do not negatively affect th e ir  m obility . 

However, in terv iew s and  o ther docum entation support the contention 

that ce r ta in  ra c ia l view s a re  dysfunctional to  m obility . F u tu re  

studies should a d d re ss  th is  issu e  by defining m ore  sophisticated  

m easu res  of ra c ia l o rien ta tion  and estab lish ing  th e ir  re la tionsh ip  

to the m obility of b lacks w ithin these  types of o rgan izations.
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APPENDIX A

CORRELATIONS,MEANS AND STANDARD DEVIATIONS: OCCUPATIONAL STATUS (N = 137)

Mean S. D. X 1 X3 X4 x 5 X6 X7 X 8 X9 X10 X11 X 12 X13 X14 X15 X16 X ,_j.7

X j Occupational S ts . 2 .16 .699 1 .0 0 0 .143 -.575 .101 -.008 -.097 -.017 -.153 -.096 .028 .257 .135 -.106 -.15ll -2 0 9 ,354
X3 Skin Color 1.000 -.143 .183 .002 -.087 -.067 -.049 -.094 .082 .024 .116 .051 .024 .190 -.143
X4 Education 4.60 1.81 1.000 .025 .116 .180 .117 .188 .114 -.021 -.183 -.096 .207 .097 .120 -.345
X5 F a th e r 's  O cc'pn. 2 .1 0 1 .1 0 1.000 .377 .131 .211 -.082 .257 .044 .045 .228 .105 .286 .250 -.126
Xg M other's O cc'pn. 3.19 1 .6 6 1.000 .234 .231 -.051 .220 .033 -.058 .232 .197 .068 .180 4.163
X7 F a th e r 's  Educ. 2.43 1.34 1.000 .671 -.015 .262 -.000 -.035 .171 .272 .236 .225 -.127
Xg M other’s Educ. 2.63 1.18 1.000 -.067 .287 .001 -.001 .241 .270 .218 .314 -.034
Xg Black O rien t'tn . 3 .44 1.90 1.000 -.084 .018 .127 -.031 .222 -.009 .068 .078
Xjlq White O rien t'tn . 3.62 1.82 1.000 .144 .011 .226 -.0 2 0 .521 .408 -.154
X u  B us.O rien t'tn . I 2 .40 1.46 ..000 .239 .073 -.170 .047 .171 .047
X12 Bus. O rien t’tn.U 2.99 1.63 1.000 .058 -.078 .052 .008 .192
X13 Achievement O rt ,1.70 1.11 .000 .263 .171 .171 .067
X24  W ork Ethic O rt. 3.22 1.87 1.000 -.095 .135 .010
X15 Perceived D isc r. 3.07 1.65 1.000 .549 -.175
X l6  A lien ./P o w erl's . 3.40 1.80 1.000 -.333
X17 Sex 1.50 .50

_
1 .000
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APPENDIX A

CORRELATIONS,MEANS, AND STANDARD DEVIATIONS: OCCUPATIONAL STATUS FOR FEMALES (N = 69)

X i Occupational S ts .
X3 Skin Color 
X4 Education 
X5 F a th e r 's  O cc'pn.
X6 M other's Occ'pn,
X7 F a th e r’s Educ,
Xg M other's Educ.
X9 Black O rient’tn .
X10 White O rien 'tn .
X j i  Bus. O rien’tn . I 
%1 2 Bus. O rien 'tn .II 
X^3 Achievement OrtJ.1 .7 8  
X14 Work Ethic O rt.
X^g P erce iv ed D isc r.U .* *  
X16 A lien ./P o w errs .j2.81

Mean S. D . X 1 X3 X4 X5 X6 X7 X 8 X9 X 10 X 11 X 12 X13 X14 X15 X16

2.40 .62 1 .0 0 0 .297 -.549 .211 .042 -.113 .132 -.254 .002 .152 .224 .070 -.101 -.081 -.045
1.62 .51 1.000 .297 .053 -.099 -.173 -.158 -.127 -.177 -.161 .196 .132 .005 -.004 .178
3.98 1.90 1.000 -.045 -.018 .2 1 0 .202 .281 -.009 -.138 -.307 .004 .248 .079 -.032
1.97 1.97 1.000 .450 .150 .200 -.095 .381 .065 .082 .293 .139 .354 .251
2.92 1 .6 8 L.000 .290 .296 -.068 .314 -.179 -.169 .320 .200 .051 .190
2.26 1.31 I jOOO .677

CO0•1 .335 - .0 1 0 -.115 .242 .361 .260 .309
2.59 1.35 1.000 -.053 ,401 .054 -.078 .303 .405 .398 .364
3.59 1.90 1 .0 0 0 -.157 .127 .176 -.051 .134 -.103 .071
3.34 2.07 .000 .117 -.066 .297 .110 .477 .431
2.47 1.48 1 .0 0 0 .333 .139 .334 .232 .242
3.30 1.72 1 .0 0 0 .066 -.083 .114 .132
.1.78 1.35 1 .000 .334 .232 .242
3.24 2.06 1 .000 .061 .278
2.44 1.89 1.000 .550

.p . 81 1.92 11 1.000
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APPENDIX A

CORRELATIONS, MEANS, AND STANDARD DEVIATIONS: OCCUPATIONAL STATUS FOR MALES

Mean S . D , * 1 x 3 x 4 x 5 x 6 x 7 x 8 X9 x 10

(N = 68) 

XU  X12 x 13 Xi4 Xl5 X16

X i O ccupa'l. Status 1.91 .68 1 .0 0 0 .122 -.491 .099 .065 .011 .156 -.139 -.109 -.118 .190 .209 -.139 -.116 -.177
X3 Skin Color 1.76 .460 1.000 -.179 .329 .071 -.009 -.060 .060 -.030 .009 -.134 .124 .121 .003 .116
X 4 Education 5.23 1.48 1.000 .020 .177 .038 -.049 .169; .204 .168 .142 -.262 .189 -.019 .073
X5 F a th e r 's  Occu­

pation 2.25 .983 1.000 .255 .062 .223 -.047 .005 .033 .056 .136 .058 .148 .174
Xg M other's Occu­

pation 3.47 1.60 L 000 .119 .135 -.006 .036 -.106 .145 .135 .206 .026 .060
X7 F a th e r’s  Educ. 2 .60 1.14 1.000 .664 .033 .083 .027 .150 .049 .135 .153 -.005
Xg M other's Educ. 2.67 .98 1.000 -.083 .061 -.068 .141 .110 .040 .175 -.048
X9 Black O rien t! 'n . 3 .29 1.91 1.000 .040 -.099 .044 -.015 .333 .133 .142
X |q White O rien ta l. 3.91 1.49 1.000 .212 .221 .108 -.242 .563 .294
X u  B u s.O rien ta l.I 2.33 1.46 1.000 .119 -.042 -.308 .218 .284
X12 B us .O rien tah .il 2.67 1.49 1.000 .011 -.080 .053 -.004
X jg Achievement O rt 1.63 .808 1.000 .122 .101 .017
X 14 Work Ethic O rt. 3.20 1 .6 8 1.000 -.326 -.068
X15 Perceived D isc r. 3.07 1.60 1.000 .496
Xj^g A lien ./P o w erl's . 4.01 1.46 1.000
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CORRELATICNS, MEANS, AND STANDARD DEVIATIONS: PROMOTION RATE FOR MALES (N = 53)

Mean S. D.

X1 Promotion Rate 1 .8 6 .899
X3 Skin Color 1.75 .434
X4  Education 5.67 1 .2 2
X5 F a th e r 's  Occupa­

tion 2 .2 0 .94
Xg M other's Occupa­

tion 3.45 1 .6 8
X7 F a th e r 's  Educ. 2 .6 6 1.23
Xg M other’s Educ. 2 .64 1.07
X9 Black O rien ta 'n . 3.52 1.83
XiQ White O rien ta 'n . 4.01 1.40
X ^  Bus. O rien ta 'n  1 2.43 1.50
%12 B us.O rienta 'n .II 2.62 1,43
X^g Achievement O rt. 1.52 .74
X14 W ork Ethic O rt. 3.28 1.67
X15 Perceived D isc r. 3.18 1.56
X ig A lien ./P o w erl's . 4.11 1.36

X1 * 3 X4 XS

1.000 .210
1.000

-.231
-.042
1.000

.100

.406

.008

L000

* 6 *7 X 8 X? x 10 X 11 Xl?, X13 X14 X15 X16
-.061 -.058 -.010 -.085 .108 .128 .065 -.191 -.152 .086 .043
.075 -.050 .013 .093 -.055 -.040 -.028 .051 .070 -.043 -.049
.231 .053 .027 .017 .059 .161 .094 -.021 .251 -.168 - .0 1 2

.229 .110 .244 - .020 -.060 -.0 1 0 .016 .194 .046 .076 -.018

1 .0 0 0 .084 .155 - .0 2 2 -.117 -.147 .128 .096 .232 .032 - .0 2 2
L.000 .700 .038 .047 .029 .229 -.072 .167 .132 .044

1.000 .019 .144 -.032 .235 .048 .025 .245 -.037
1.000 -.160 -.182 .070 .156 .355 .004 .128

1.000 .260 .223 .172 -.368 .555 .348
1.000 .122

1.000
-.019

.063
1.000

1
|

-.332
.021
.153

1.000

.250

.075

.142
-.399
L.000

-.228
.002
.109

-.223
.616

1 .0 0 0

188



APPENDIX A

CORRELATIONS,MEANS AND STANDARD DEVIATIONS: PROMOTION RATE FOR FEMALES (N = 28)

Mean S. D . * 1 X3 X4 *5 * 6 x 7 X 8 x 9 X 10 X 11 X 12 XI3 X14 X15 x 16
X j Promotion Rate 1.85 .931 1 .0 0 0 -.009 .125 -.313 .080 -.132 .125 -.067 -.204 .120 .025 -.107 -.309 -.209 -.309
X3 Skin Color 1.46 .576 L.000 -.056 .201 -.111 - .2 2 1 -.015 .031 -.216 .091 .091 .049 .037 .158 .493
X4  Education 5.17 1.49 1.000 .143 -.070 -.031 -.020 .146 -.008 -.208 -.184 -.013 .237 -.080 -.063
X5 F a th e r 's  Occu­

pation 
Xg M other's Occu­

2.07 .978 1.000 .180 -.195 -.295 .160 -.185 .126 .347 -.004 - .0 2 0 .065 .026

pation 3.28 1.56 L.000 .062 -.281 .241 -.137 .246 .030 .069 -.153 -.180 -.201
X7 F a th e r 's  Educ. 2.71 1.24 1.000 .312 .270 .238 .180 -.018 .084 -.047 .226 .380
Xg M other's Educ. 3.32 .722 1.000 -.062 -.066 .137 .202 .153 .147 .444 .185
X9 Black O rien ta l. 3.92 1.92 1.000 -1 6 1 .173 .201 .061 .429 -.370 .151
X10 White O rien ta 'n . 3,92 1.80 1.000 -.050 -.175 .251 -.384 .212 .029
X |^  B us.O rien ta 'n .I 2 .1 0 1.13 L.000 .036 .104 .024 -.083 .033
X^2 B us.O rienth. II 2.75 1.57 1.000 .086 .196 .191 .144
X^3 Achievement O rt 1.92 1.21 L.000 .016 .150 -.037
X14  Work Ethic O rt. 3.92 1.60 1.000 -.443 .082
X^5 P erceivedD iscr. 3.07 1.65 1.000 .290
X^6  A lien ./P o w erl's 3.35 1.87 1.000
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RICHARD L . HUDSON 
678 W arburton Avenue 

A partm ent 2-H 
Y onkers, New York 10701

D ear Fellow  Black W orker:

P resen tly , I am  a  P h .D . candidate in  Sociology a t  the City 
U niversity  of New York (CUNY). As a  final requ irem en t fo r 
the degree , I m ust com plete m y d isse rta tio n  which is  en titled  
Black Perception of M obility W ithin a B ureaucratic S tru c tu re :
A C ase Study of Black M obility . I t  is  to be^a^aseT study of 
m obility p a tte rn s  fo r Black w o rk ers  in  the company. Tow ards 
fulfilling th is  req u irem en t, 1 am  in g rea t need of your h e lp . 
A ttached is  a  su rvey  which I w ish to d istribu te  to a ll  Black 
w o rk ers  in  the M etropolitan  and  W estchester a r e a s .  I would 
be indebted to you if  you would p artic ip a te  in th is  survey .
W ill you com plete the su rvey  and  re tu rn  it  to m e in the se lf-  
a d d re ssed  envelope. If you should choose to do so, you m ay 
rem ain  anonym ous by not signing your nam e o r  in the case  of 
m anagers, om it an sw erin g  questions that you feel m ay identify 
you . A ll re sp o n ses  w ill be grouped and absolutely no a ttem pts 
w ill be m ade to identify resp o n d en ts . I would a lso  like to a s ­
su re  you that I w ill w rite  the th esis  so that no one can be iden­
tified . Upon com pletion of th is  w ork, I will m ake availab le to 
a ll  of the Black w o rk e rs  in the a re a  the re su lts  of th is  study 
because I feel s trong ly  th a t it m ay be of value to a ll  of u s . 
P lease re tu rn  the survey  prom ptly . If th e re  a re  any additional 
questions o r inform ation you would like, p lease  contact m e a t: 
(914) 423-0673.

I wish to thank you in  advance.

Y ours tru ly ,

R ichard  L . Hudson
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An im portant asp ec t of th is  survey  is  the s ta tis tica l ana lysis  of survey  
item s fo r groups of em ployees with vary ing  previous experiences and 
background. To do th is  your an sw ers  to the following questions a re  
needed. Anonymity and confidentiality  is  a s su re d . F irs t ,  I would like 
som e background inform ation .

1. Sex A . Male B. Fem ale

2 . How old a re  you? (a). Younger than 20
(b). 20-24
(c). 25-29
<d). 30-34
(e). 35-39
(f). 40-49
(g). 50-54
(h). 55 o r o lder

3 . a . W here w ere you bom ? City__________________  State_

b . If  in ano ther country, w here7_______________________

c . W here did you grow up? (If different from  your b irthp lace). 

City______________________  State___________________________

d. How would you c lassify  w here you grew up?

( 1). R ural o r country .
(2). A sm all town.
(3). A m oderate  s ize  c ity .
(4). A b ig  c ity .

4. How much education have you had? C irc le  one:

(1
(2
(3
(4
(5
(6
(7
(8
(9

G rade school o r  som e high school 
High school o r  equivalent diplom a.
Some C ollege.
Technical school o r jun io r college graduate . 
College degree g rad u a te .
College degree  g raduate  and som e graduate study. 
M aste rs  D egree (M .A ., M .S .,  MBA., e tc . ) .  
Engineering D eg ree .
D octorate o r  m o re .

5 . W hat deg rees have you earn ed  and  a t  what college (university) did you 
e a rn  it?

D egree____________________ Y ear E arned_______________  College

D egree____________________ Y ear Earned________________ College_

D egree Y ear Earned_______________  College
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6 . a .  When you w ere growing up, what was your fa th e r 's  occupation?

b . When you w ere growing up, what was your m o th e r 's  occupation?

c . What was your fa m il 's  financial s ta tu s  when you w ere growing up?

(1), Very w ell off.
(2). C om fortable.
(3). Just m ade ends m ee t but w ere not com fortab le .
(4). Poor: couldn 't m ake ends m eet but not d e sp e ra te .
(5 ). V ery po o r.

7 . a . W as your fa th e r b o ra  in  the United States? Yes______ Nc__________

If no, w here?_______________

b . W as you m other b o ra  in the  United S tates? Yes______ No__________

8 . How much education did your fa th e r (m other) have? (Give grade if 
g rade school o r  high school)

F a th er M other

____________________ No G rade School _________________

____________________  G rade School ______________

____________________ High School _________________

_____________________ College _________________

____________________  T echnical School___________________

____________________  O ther (Specify) _________________

Now, I would like som e inform ation about your c a re e r  and employment h isto ry ?
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9. How long have you been  em ployed by the company?

(a ). L e ss  than 6  m o n th s .
(b ). Between 6 m on ths and  1 y e a r .
(c ). M ore than 1 y e a r  but le s s  than  2 y e a r s .
(d ). Between 2 y e a r s  and  4 y e a r s ,  11 m onths.
(e ). Between 5 y e a r s  and  9 y e a rs , 11 m o n ths.
(f). Between 10 y e a r s  and  14 y e a r s ,  11 m on ths.
(g). Between 15 y e a r s  and  24 y e a rs ,  11 m on ths.
(h). 25 y e a rs  o r  m o re .

10. a .  W hat is  y o u r p re se n t p o s itio n  o r  job  title ? ____

In which d iv ision  a r e  you in?_____________ D epartm ent?_________

In w hat y e a r  w ere  you p ro m o ted  o r  tr a n s fe r re d  to your p re se n t 

position?____________________

b . W hat position  o r  job t i t le  did you have p r io r  to  your p re se n t

position? ____________  In which division w ere  you in?__________

D epartm en t?______________ In w hat y e a r  w ere  you p rom oted

o r  t r a n s f e r r e d  to  y o u r p re se n t position?____________________________

c . W hat w as y o u r f i r s t  p o s itio n  o r  job  t i t le  when you w ere  h ire d  in

the com pany?____________________ In which d ivision w ere  you h ire d ?

___________________  D epartm en t?_________________  What y e a r  w ere

you h ire d ?________________________

d . Now fo r  a l l  o th e r  p o sitio n s  in  betw een, p lease  give the follow ing 
in fo rm a tio n .

Y ear P rom oted  o r
Position  o r  Job T itle  T ra n s fe r r e d  to  Position D iv. D ept.
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1 1 . P r io r  to joining the company, l is t  the job o r  position t i t le s  you have 
had and the y e a rs  you w ere in the position.

1 .

2 .

3.

4 .

L isted  below a re  a  s e r ie s  of sta tem ents concerning you and the com pany. 
P lease indicate the extent to  which you personally  ag ree  o r d isag ree  
with each of these  statem ents:

SCALE: 1 - Strongly A gree
2 - A gree
3 Slightly A gree
4 - Slightly D isagree
5 - D isagree
6 -  Strongly D isag ree .

12. The fact that an  em ployee m ay ag ree  with the com pany's p o lic ies  and goals 
is  an  im portan t consideration fo r the prom otion of that em ployee.

13. The com pany's f i r s t  responsib ility  is  to its  stockho lders.

14. The company h as  little  responsib ility  in  advancing the civil r ig h ts  of o th e rs .

15. If the com pany's e ffo rts  to advance the civil righ ts  of m inority  groups 
affect the p ro fits  of the company then the efforts should be d ec reased .

16. M ost people in the company I know fully support the com pany's Equal 
Opportunity P ro g ram s.

17. M anagement should not be asked  to rem ake society; i ts  responsib ility  
does not extend into crusad ing  fo r o ther peop le 's  r ig h ts .

18. The fact th a t m an ag ers  a r e  now ap pra ised  on th e ir  perfo rm ance  in the h irin g  
and prom oting of b lacks is  p rim arily  responsib le  fo r the in c re a se  in  the num ­
b e r  of b lack  em ployees in  m anagem ent positions in  the com pany.

19. The in c re a se  in  the  num ber of black qualified applicants is  responsib le  for 
the in c re a se  in  the  num ber of Black em ployees and m anagers  in  the com pany.

20. D irec tives should be used to in su re  than m anagers im plem ent Equal 
Opportunity p o lic ie s .
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SCALE:
1 - Strongly A gree
2 - Agree
3 - Slightly A gree
4 - Slightly D isagree
5 - D isagree
6 - Strongly D isag ree .

21. M anagers should be ra te d  on th e ir  perfo rm ance in im plem enting Equal 
Opportunity p o lic ie s .

22. My ap p ra isa ls  o v er the y e a rs  have been an accu ra te  a s se s sm e n t of my 
p erfo rm an ce .

23. My ap p ra isa l re c o rd  has  been the m ajo r reaso n  fo r m y prom otions.

24. My a p p ra isa l re c o rd  has been the m a jo r reaso n  fo r m y lack  of 
p ro m o tio n s .

25. The ap p ra isa l system  gives too much pow er over m y prom otions (future 
m obility) to m y m a n a g e r.

26. The ap p ra isa l sy stem  favors white em ployees over Black em ployees.

27. The ap p ra isa l sy stem  allow s the m anager too much freedom  in  m aking 
subjective judgem ents of my p e rfo rm an ce .

28. I would be re lu c tan t to use the Open Door grievance p ro c e ss  because it 
would be harm ful to  my future with the com pany.

29. The company should institu te  a lte rn a te  ways fo r an em ployee to becom e 
considered  fo r prom otion to a m anagerial position, i . e . , o ther than r e ­
lying to tally  on the m a n ag e r 's  recom m endation.

30. I consider m ost m anagers  I have had a s  being fa ir  in  th e ir  a p p ra isa l of m e.

31. I feel th a t m y ra c e  has  affected  my ra tin g .

32. The ra tin g s  that I have received  a re  m ore  dependent on m y m anager’s 
feeling  than on the work I do .

33. The ra tin g s  given out by m anagers a r e  contro lled  by guidelines (d irec tives) 
issu ed  by h ead q u a rte rs .

34. If I rece iv ed  a  num ber 1 o r 2 rating , accord ing  to my under standing of 
the ap p ra isa l p ro g ram , 1 should be prom otable to  the next lev e l.

35. C orporate  d irec tiv e s  a r e  p rim arily  responsib le  fo r the in c rea se  in  the 
num ber of Black em ployees and Black m a n a g e rs .
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SCALE:
1 - Strongly A gree
2 - A gree
3 - Slightly A gree
4 - Slightly D isagree
5 - D isagree
6 - Strongly D isag ree .

36. I am  fully knowledgeable of the com pany's cu rren t Equal Opportunity 
po licies and  g o a ls .

37. I have a  g rea t deal of in te re s t in th is company and its  fu tu re .

38. I have little  opportunity to use my a b ilitie s  in th is  com pany.

39. I rea lly  feel th a t I am  a p a r t of th is  company.

40. 1 have confidence in the fa irn e ss  and honesty of m anagem ent.

41. T here  is  a  lo t of backstabbing around h e re  to get ahead.

42. I have to look out fo r  m yself in th is  w orld .

43. I believe th a t m ost people a re  not out fo r th em se lv es .

44. To what degree  would you say that your p ro g re s s  has been due to your 
ab ility  to play the gam e.

(1 ) A G reat D egree (2) To Some D egree (3) To No D egree
i

Now I would like your opinions and  feeling about White people. P lease  re a d  the 
sta tem en ts and  an sw er in  te rm s  of how strongly you ag ree  o r  d isa g ree  by 
c irc lin g  the a lte rn a tiv e  th a t b es t d escrib es  how you fe e l.

45. I often feel uncom fortable in  the company of white peop le .

46. M ost w hites a r e  too im personal and unfeeling.

47. Most w hite people cannot re a lly  understand  what Blacks have to  pu up w ith.

48. I do not p a rtic u la rly  like  white people.

49. I think m ost w hite people a r e  prejudice against Black people .

50. I do not think you can tru s t  m ost white people.

51. It is  im portan t to  soc ia lize  with w hites off the job if  I am  to  get ahead  in
the com pany.

52. 1 find it difficult to com m unicate with a  white m anager.
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SCALE:
1. Strongly A gree
2 . A gree
3. Slightly A gree
4. Slightly D isagree
5 . D isagree
6 . Strongly D isag ree .

53. I think m y m anager fee ls  uncom fortable when speaking to m e .

54. If I w ere  w hite, I would get m ore  recognition from  my m an ag er.

55. Do you feel a  p a r t  of your work group? Yes_____________  No__________

56. How friend ly  a r e  you with your fellow w orkers?

 V ery F riend ly   Somewhat F riendly   Not F riendly

57. Of those that you a r e  friendly  with, how many a re  white?

 All ____ Some  None

58. (a) Is  your m anager White o r  Black? _______ White  Black

(b) In your group, how many o ther Blacks a re  th e r e ? __________

(c) In y o u r group, how many W hites a re  th ere?___________

60. Do you (o r  did you ever) w ork with your white friends h e re  in the company? 

Yes No

61. On your lunch hour, how would you d escribe  the group that you generally
eat with?

_________All White
M ostly White 

~ Half and Half 
M ostly Black 
AH Black

FOR BLACK MANAGERS ONLY, PLEASE ANSWER THE FOLLOWING. EVERY­
ONE ELSE SKIP TO QUESTION 67.

62. (a) How many W hites a r e  rep o rtin g  to you? _________
(b) How m any Blacks a r e  rep o rtin g  to you? ________

63. How friendly  am  you with the w orkers  rep o rtin g  to  you?

V ery F riend ly  Somewhat F riend ly  Not to
F riend ly
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ind ica te  you r ag reem en t o r  d isag reem en t with

1. S trongly A gree
2 . A gree
3 . Slightly A gree
4 . S lightly D isag ree
5 . D isag ree
6 . S trongly D isag ree

64. I fee l th a t the w hite w o rk e rs  re p o rtin g  to  m e re s e n t  m y au th o rity .

65. I fee l th a t the Black w o rk e rs  re p o rtin g  to  m e re se n t m y a u th o rity .

6 6 . I fee l uncom fortab le  when giving o rd e rs  to  w hite w o rk e rs .

Now 1 would like  y o u r re sp o n se  to  som e g en era l questions an d  s ta tem en ts  
about Black p e o p le . P lease  ind ica te  y o u r ag ree m en t o r  d isag reem en t w ith 
the follow ing s ta te m e n ts .

67. If m y neighborhood  becom es m o stly  Black, I w ill p robab ly  m ove.

6 8 . One of the  m a jo r  re a so n s  why Black neighborhoods becom e rundow n 
and  d irty  i s  b e cau se  low -incom e Blacks do not take  c a re  of th e ir  own 
housing .

69. Black people u su a lly  have to  be  b e t te r  than o th e rs  to  g e t ah ead .

70. T he go v ern m en t i s  w rong in  req u irin g  busing  in  o rd e r  to  ach ieve  
ra c ia l  in te g ra tio n .

71. A ll people have a  r ig h t to  send  th e ir  ch ild ren  to  white schoo ls  b e ­
cau se  they a r e  s a fe r  than b lack  s c h o o ls .

72. W ith a l l  the  c r im e  an d  d ru g s , I so m etim es can  u n d ers tan d  why w hite 
people  fe e l th e  w ay they  do about b lack  p e o p le .

73. Blacks can  do a  lo t m o re  to  help th e m se lv e s .

74. People have a  r ig h t to  p ro te c t th e ir  p ro p e rty  value by keeping  down th e
nu m b er o f low -incom e Blacks in th e ir  neighborhood.

75. One re a so n  why Blacks a r e  le s s  su ccessfu l in  b u s in e ss  an d  in  school 
i s  b ecau se  of lo w -c la ss  background a ttitu d e s  an d  beh av io ra l p a t te rn s .

76. Som e people  say  B lacks have m ade a  lo t of p ro g re s s  in  the  la s t  few  y e a r s .  
How m uch p r o g re s s  do you th ink th a t Blacks have m ade?

 A G rea t A m ount  Some _______ A L ittle   None

77. How m uch p ro g re s s  have you m ade p e rso n a lly ?

A G re a t A m ount Some A L ittle  None

U sing the  follow ing s c a le , 
the follow ing s ta te m e n ts .

SCALE:
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79. Now I would like to  l is t  som e general c h a ra c te r is tic s . P lease ind icate
how typical you fee l each of the following ch a rac te r is tic s  is  of the average 
Black p e rso n .

SCALE:
1 - V ery Typical
2 - F a irly  Typical
3 - Somewhat Typical
4 - Not a t  a ll  T ypical.

Industrious

Intelligent

M ate ria lis tic

Am bitious

Power Seeking

A lert

Efficient

A g g r e s s i v e

Individualistic

Superstitious

Happy -go -lucky

M usical

P leasure  loving

Sensitive

A rrogant

F riendly

Pushy

Humane
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80. F o r these  sam e c h a ra c te r is tic s , I would like to know how typical they 
a re  of the av erag e  White p erso n .

SCALE:
1 - Very Typical
2 - F a irly  Typical
3 - Somewhat Typical
4 -  Not a t a ll  Typical

Industrious

Intelligent

M ate ria lis tic

Am bitious

Power Seeking

A lert

Efficient

A ggressive

Individualistic

Superstitious

H appy-go-lucky

M usical

P leasu re  loving

Sensitive

A rrogan t

F riendly

Pushy

Humane
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81. How do you think your m anager would ra te  these  ch a ra c te r is tic s  
when judging a white em ployee fo r prom otion o r  h ire?

SCALE:
1 - Very Im portant
2 - F a irly  Im portant
3 - Somewhat Im portant
4 -  Not a t  a l l  Im portant

Education

A bility

A ggressiveness

In tegrity

Subm issiveness

Honest

T rustw orth ines s

D ecisiveness

A chievem ent

Has a  good c lean -cu t appearance

Has a  p leasan t p erso n a lity

Has high m o ra l values

Has high se lf-co n tro l

Has the rig h t socia l background

Is  cooperative, s p ir i t  of team w ork

Is  w illing to accep t c r itic ism

Is w illing to take r is k s

Looks like a  m anager
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82. If you w ere judging an  em ployee (black o r white) fo r prom otion
o r  h ire , how im portan t would you ra te  the following c h a rac te r is tic s?

SCALE:
1 - V ery Im portant
2 - F a irly  Im portant
3 - Somewhat Im portant
4 - Not a t  a l l  Im portant

Education

Ability

A ggressiveness

In tegrity

Subm issiveness

Honesty

T rustw orth ines s

D ecisiveness

Achievem ent

H as a  good c lean -cu t appearance

Has a  p leasan t p erso n a lity

Has high m o ra l values

Has high se lf-co n tro l

Has the r ig h t soc ia l background

Is cooperative, s p ir it  of team w ork

Is  w illing to  accep t c r itic ism

Is  w illing to  take r is k s

Looks like a  m anager
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83. How do you think your m anager would ra te  the following c h a ra c te r is tic s  
in im portance when judging a black em ployee fo r prom otion?

SCALE:
1 - Very Im portant
2 - F a irly  Im portant
3 - Somewhat Im portant
4 - Not a t  a ll  Im portant

Education

Ability

A ggressiveness

Integrity

Subm issiveness

Honesty

T ru stw o rth in ess

D ecisiveness

A chievem ent

Has a good c lean -cu t appearance

Has a p leasan t p erso n a lity

Has high m o ra l values

Has high se lf-co n tro l

Has the r ig h t so c ia l background

Is cooperative, s p ir i t  of team w ork

Is w illing to accep t c r itic ism

Is w illing to  take r is k s

Looks like a  m anager
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Again, using the following sca le , indicate your agreem ent o r d isagreem ent 
in the following s ta te m e n ts .

SCALE:
1. Strongly A gree
2 . A gree
3 . Slightly A gree
4. Slightly D isagree
5 . D isagree
6 . Strongly Di s a g re e .

84. I would like to  be recognized  a s  the b est in m y p resen t job.

85. 1 would like to  be recognized  a s  an  au thority  in som e job o r position .

8 6 . I would like to  be ab le  to do things b e tte r  than o ther peop le .

87. Any m an with ab ility  and w illingness to  w ork h a rd  has a  good chance of
being successfu l re g a rd le s s  of h is  r a c e .

8 8 . I s tr iv e  to be the b es t in  m y p re sen t a re a  of re sp o n sib ility .

89. I like to find out what g re a t m en have thought about in dealing with
various p rob lem s in  which I am  in te re s te d .

90. I like to p ra is e  som eone I a d m ire .

91. I do not m ind accep ting  the lead ersh ip  of people I ad m ire  o r  re p e c t.

92. I like to  be independent of o th e rs  in deciding what I want to do.

93. I like to be ab le to  com e and go a s  I want to .

94. I like to  avoid  situations w here I am  expected to do things in a conventional way.

95. I w ill disobey au tho rity  when I feel I am  rig h t on an  is s u e .

96. I believe I can do ju s t about any job if  1 am  given the au th o rity .

97. In a  group, I r a th e r  be the chairm an  o r  le a d e r .

98. I would like to  superv ize  and  d ire c t o thers  on m y jobs.

99. I feel that I am  ab le  to  influence people.

100. I like to  be reg a rd ed  by o th e rs  a s  a le a d e r .
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Just two final q u estio n s . If you w ere describ ing  your color, which of 

the following would you resem b le  m ost closely?

1 . Adam C. Powell
2 . Lena Horne
3. H arry  Belafonte
4 . F lip  W ilson
5. Sidney P o itie r o r  Nat King C ole.

And finally , considering  every th ing  about the company, i . e . ,  prom otional 

opportunities, po lic ies and benefits, e tc . ,  how would you ra te  the company 

in re la tio n  to  o th er com panies you have w orked o r h ea rd  about?

1. The Best
2 . One of the Best
3 . Average
4. So-So
5. Poor
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THIS SURVEY IS CONDUCTED TO STUDY MOBILITY 
FACTORS ASSOCIATED WITH BLACK MOBILITY. ALL 
INFORMATION IS CONFIDENTIAL. PLEASE DO NOT 
SIGN YOUR NAME.
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A. Rank t h e  f o l l o w i n g  c h a r a c t e r i s t i c s  i n  t h e i r  o r d e r  o f
i m p o r t a n c e  f o r  p r o m o t a b i l i t y .

Blacks C h a r a c t e r i s t i c s  White
education
ability
integrity
agg r e s s i v e n e s s
s u bmissiveness
h onesty
t r u stworthiness
dec i s i v e n e s s
achievement

B. Do you feel that degrees (shades) of color hinder one's 
chances for promotion?

1. Certainly
2. P robably
3. Not sure
4. Pro b a b l y  not
5. Cer t a i n l y  not

C, If you described your color, who would you resemble 
most closely?

1. Adam C. Powell
2. Muary Wills or Lena Horne
3. Harry Belafonte
4. Flip W i l s o n
5. Sidney Poitier or Nat King Cole

D* Do you feel that facial char a c t e r i s t i c s  hinder one's 
chances for upward mobility?

1. Certainly
2. Pr o b a b l y
3. Not Sure
4. Pr o b a b l y  not
5. C e r t a i n l y  not
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E. How would you best describe your facial characteristics? 
(Answer best you can)

1. Negroid
2. A m e r i c a n  Black
3. A f r i c a n  Black
4. M u l a t t o
5. Ca u c a s o i d

F Name some prominent person you resemble.

1. In color__________________

2. Fa c i a l  C h a r a c t e r i s t i c s
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Rank t h e  f o l l o w i n g  c h a r a c t e r i s t i c s  I n  t h e i r  o r d e r  o f  im­
p o r t a n c e  f o r  p r o m o t a b i l i t y  f o r  e a c h  g r o u p .

Blacks C haracteristic Whites

1. education
2. ability
3. aggressiveness
4. integrity
5. subml8 8lvenes8
6. honesty
7. trustworthiness
8 . decisiveness
9. achievements(performance)

Do you feel that degrees (shades) of color hinders the Black 
individual opportunity for promotion?

Yes No

Do you feel that facial c h a r a c t e r i s t i c s  hinders the Black 
individual opportunity for promotion? (I.e., Negroid 
features or Caucasoid features)

Yes No

Do you notice any difference In the color of Black i n d i v i ­
duals?

Yes No
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