Digitized for FRASER
https://fraser.stlouisfed.org
Federal Reserve Bank of St. Louis



Digitized for FRASER
https://fraser.stlouisfed.org
Federal Reserve Bank of St. Louis



Report to the President

by
The President’s Committee on

EQUAL EMPLOYMENT OPPORTUNITY

WASHINGTON, D.C.
November 26, 1963

For sale by the Superintendent of Documents, U.S. Government Printing Office
Washington, D.C., 20402 — Price $1.00

Digitized for FRASER
https://fraser.stlouisfed.org
Federal Reserve Bank of St. Louis



Digitized for FRASER
https://fraser.stlouisfed.org
Federal Reserve Bank of St. Louis



THE PRESIDENT’S COMMITTEE ON EQUAL EMPLOYMENT OPPORTUNITY

WASHINGTON, D.C. 20210

November 26, 1963.
THE PRESIDENT,
TaE WHITE HOUSE,
Washington 25, D.C.

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

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

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

oty |

Respectfully yours,
HoBarT TAYLOR, Jr.,

Ezecutive Vice Chairman.
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The Committee’s Charge

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

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

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

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

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

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




Secretary of Labor W. Willard Wirtz
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A Message From the Vice Chairman

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

ARANT I, zJJ«g
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CHAPTER ONE

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

Evolution and Trends 1961-1963

When the late President John F. Kennedy
affixed his signature to Executive Order 10925 on
March 6, 1961, he put forth one of the most im-
portant policy statements of his or any other ad-
ministration. It put the Federal Government’s
economic power squarely in the forefront of the
battle for equal opportunity for all.

Two persons outside the administration were
instrumental in the drawing of the order. They
were Abe Fortas, a prominent Washington attor-
ney, and Fred Lazarus, president of Federated
Department Stores, Inc., who gave of his long ex-
perience as a member of the former President’s
Committee on Government Contracts.

The Executive order became effective 30 days
after the President signed it. Within a few days
after the effective date, the new President’s Com-
mittee on Equal Employment Opportunity met
and approved plans and programs to carry out the
order.

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

—A conference with contract compliance offi-
cers from Government agencies to get the com-
pliance program under way (Apr. 21, 1961).

—A meeting with the presidents of the 50
largest government contractors (May 2, 1961).

—A meeting with the presidents of many of
the international unions affiliated with the
AFL-CIO (May 3, 1961).

—Developing rules and regulations under
which the Committee and agencies would oper-
ate and the holding of public hearings on the
rules and regulations (June 7 and June 30,
1961).

—Developing cooperative programs (later

designated as Plans for Progress) in which
companies would undertake equal opportunity
programs supplementing the requirements of
the Executive Order (first Plan for Progress
signed May 25, 1961).

—Determining through annual government-
wide surveys the employment status of minor-
ity group members in Government employment
(first survey, June 1961).

—Conducting training programs for employ-
ment policy officers and their deputies to insure
effective implementation of the Executive
Order in government employment (first semi-
nar, July 27, 1961).

—Holding regional conferences of top offi-
cials of government agencies throughout the
country to study problems and initiate pro-
grams for carrying out the Executive Order
(first such conference, June 1961).

—Developing a comprehensive compliance
reporting system for Government contractors
under Committee jurisdiction.

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

—Assigning skilled staff personnel in Gov-
ernment agencies to promote affirmative action
programs for equal opportunity and to handle
complaint investigations and adjustments.

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

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

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

First Plan Signed

The first Plan for Progress was signed by
President Lyndon B. Johnson, then Vice Presi-
dent and Committee Chairman, and the Lockheed
Aircraft Corp. on May 25, 1961. By the Com-
mittee’s first anniversary, 52 of the nation’s
largest corporations had signed Plans for Prog-
ress. Today, the number has grown to 115, in-
cluding several national concerns that do not hold
government contracts and one university.

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

Reports from Plans for Progress companies in-
dicate substantial progress has been made in im-
proving opportunities for minority group mem-
bers in their employ—opportunities beyond the
requirements of Executive Order 10925 (see Plans
for Progress).

Although development of the Union Programs
for Fair Practices was initiated during the first
year, it was not until midway in the second year,
on November 15, 1962, that the actual signing took
place. At that time, 115 international unions
affiliated with the AFL-CIO, together with the
AFL-CIO itself and its 340 directly affiliated
local unions, pledged to take all necessary steps to
insure equal employment opportunity and equal
membership rights without regard to race, creed,
color, or national origin (see Union Programs for
Fair Practices).

Complaints and Compliance

While these cooperative programs were being
formulated, the contract compliance program also

2

was getting underway. The first complaints of
discrimination in employment by Government
contractors actually had been received even before
the Committee started operations. It was obvi-
ously imperative that procedures be established
immediately for investigation and adjustment of
such complaints.

Primary responsibility for the processing of
complaints rests with the contracting Government
agencies, rather than with the Committee, and
each agency designates one top-ranking official as
contract compliance officer. In addition to proc-
essing complaints, this officer and his deputies
have the responsibility for seeing to it that con-
tractors carry out positive programs to insure
equal employment opportunity as required by the
Executive order.

All contracting agencies have taken steps to
develop the staff capability necessary for effective
administration of the programs required by the
Committee. Existing personnel has been trained
or experienced specialists recruited to insure
effective implementation.

During this same period, the Committee began
development of an effective compliance reporting
system. The Bureau of the Budget, under the
law, must approve any reporting form to be used
by a Government agency and the Committee
worked closely with the Bureau. An advisory
committee representing various segments of the
business community assisted in developing the
compliance form for government contractors.
The form was not applicable to construction con-
tractors or public utilities.

The approved form was distributed to con-
tractors by the contracting agencies in January
1962. Statistical information from these forms
serves two primary purposes: (1) It provides a
profile of the utilization of minority group man-
power in American industry; and (2) It provides
government agencies and the Committee with in-
formation of value in obtaining compliance and
in developing affirmative action programs by
business firms and labor unions (see Compliance
Reports).

Government Employment Program

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

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

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

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

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

Minority Employment Census

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

726-390 0—64——2

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

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

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

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

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

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

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

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

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

Classes in three skills—clerk-typist, machine
operator and electronic assembler—were set up
by the Los Angeles public school system with the
help of a Manpower Development Training Act
grant from the Department of Labor and with the
approval of the Department of Health, Education,
and Welfare. The first students started in March
1963, and on completion of their training, were
immediately placed in jobs (see Community
Activity).

Complaint Activity

Of course, the primary activity when the Com-
mittee started operations was the processing of
individual complaints. Temporary procedures
were established at the start for the transmittal
of complaints of discrimination, either in Govern-
ment or in Government contract work, to the ap-
propriate agency. After some experience had been
gained and after adoption of rules and regulations,
the procedures were developed that are being used
today. They are described in more detail in other
sections of this report.

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

As of October 31, 1963, 214 years after issuance
of the Executive order, the complaint processing
results were as follows:

In Government employment, 2,699 complaints
received, 2,243 processed to completion and 736,
or 36 percent, resulting in corrective action (see
Government Employment).

4

In employment by Government contractors,
2,111 complaints had been received. Of these
156 had been dismissed for lack of jurisdiction,
1,306 were carried to completion and 937, or 72
percent, resulted in corrective action (see Con-
tract Compliance).

(It should be noted that the previous com-
mittees in this field had corrective action rates
as follows: President’s Committee on Govern-
ment Contracts, 71, years, 20 percent ; Commit-
tee on Government Employment Policy, 6 years,
16 percent.)

The Kheel Report

In the spring of 1962, then Vice President John-
son asked Theodore W. Kheel, an eminent New
York attorney with a deep interest in the field of
human relations, to survey the work of the Com-
mittee and to recommend steps which might be
taken to improve its effectiveness. In August of
that year, Mr. Kheel submitted his report. One
of his principal recommendations was that the
Committee have a full time executive vice
chairman.

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

(1) Focusing the work of the Committee
staff in the complaint process on cases where
a significant pattern adjustment appears
possible.

(2) Securing a more aggressive public infor-
mation program.

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

(4) Securing better liaison with Committee
members.

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

On September 10, 1962, Hobart Taylor, Jr.,

‘Committee Special Counsel, was designated Ex-

ecutive Vice Chairman by the President—the full-
time appointment recommended by Mr. Kheel.
Other important changes within the Committee
also took place. When Secretary of Labor Arthur
J. Goldberg resigned to accept an appointment to
the United States Supreme Court, W. Willard
Wirtz became Secretary of Labor (September 25,
1962) and assumed vice chairmanship of the Com-
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mittee. And in March 1963, John G. Feild, who
had served as Executive Director since the Com-
mittee was formed, resigned to take another
position.

The scope of the Committee’s authority and re-
sponsibility was substantially increased when the
late President Kennedy issued Executive Order
11114 on June 21, 1963. This Executive order as-
signed to the Committee responsibility for assur-

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

Equal Opportunity in Private Employment

While Executive Order 10925 was being drafted,
it was recognized that at least three provisions ab-
sent from previous orders must be included if the
program was to be effective insofar as employment
by Government contractors was concerned :

(1) A provision authorizing the President’s
Committee to coordinate the activities of con-
tracting agencies in promoting equal employ-
ment opportunity.

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

(3) A provision for sanctions in the form of
authority to cancel contracts or to bar from
future contracts any employer who refused to
cooperate.

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

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

“Enforcement and persuasion are not
separate and distinct, nor incompatible,
but related parts of the same program.
They are opposite sides of the same coin.
Both are necessary and indispensable, each
to the other.”

Mr. Kheel also pointed out that “the Presiden-
tial mandate itself requires the employment of
‘voluntary’ methods before the Committee resorts
to its enforcement powers.”

The Executive order declared that “each con-
tracting agency shall make reasonable efforts
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within a reasonable time limitation to secure com-
pliance with the contract provisions of this order
by methods of conference, conciliation, mediation
and persuasion before proceedings shall be insti-
tuted . . . or before a contract shall be terminated
in whole or in part . . . for failure of a contractor
or subcontractor to comply with the contract
provisions of this order.”

The clear wording of the Executive order thus
enables the Committee to transmit to the contract-
ing agencies, and through them to the contractors,
the objectives of the equal employment oppor-
tunity program within a framework that requires
affirmative action.

It was recognized, however, that the effectiveness
of the compliance program could be limited by a
lack of commitment or sense of participation on
the part of those finally responsible for implement-
ing the equal employment opportunity program—
the compliance officers in the agencies and the line
management of the Government contracting com-
panies. Company and agency policies developed
under the Executive order had to be communicated
downward to give each person a sense of participa-
tion and a sense of responsibility for carrying out
such policies.

The Program’s Basic Ingredients

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

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

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

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

Contract Compliance

Executive Order 10925 requires that contracts
with an agency of the Executive Branch of the
Federal Government include an equal employment
opportunity clause. The seven-point clause devel-
oped by the Committee (see Appendix) is as bind-
ing upon the contractor as are other clauses in the
contract—the contractor who denies employees or
applicants for employment equal opportunity be-
cause of race, creed, color or national origin vio-
lates his contract.

Nondiscrimination clauses have been included in
Government contracts for years, but the current
clause is stronger and provides for more effective
enforcement than previous clauses.

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

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

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

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

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

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

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

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

Surveys and Reviews

Primary responsibility for enforcement of the
contract clause lies with the agency making the
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contract. FEach agency has a two-fold responsi-
bility :

(1) To make certain that the contractor com-
plies with all the nondiscrimination provisions of
the contract, including the taking of affirmative
action to insure equal employment opportunity.

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

The contracting agency’s first responsibility is
discharged primarily through survey and review
processes, coupled with counseling advice and, if
necessary, direct instructions as to steps to be taken.

There are several types of survey and review
processes. In their normal order of usage, they
are:

(1)—Regular compliance reports—These
mandatory annual reports provide the base for the
Committee’s compliance programs. Information
from the reports, readily available through auto-
matic data processing, makes it possible for a con-
tracting agency to systematically review all of its
contractors on a regular basis.

(2)—Special compliance reviews—These re-
views are frequently undertaken when there is
some doubt as to the contractor’s compliance,
particularly when investigation of complaints in-
dicates lack of compliance. But they may also
be carried out in connection with the study of em-
ployment practices in a given industry or locality.
Such special reviews require not only compilation
of information from such sources as the Commit-
tee’s compliance reports, but also on-the-spot in-
spection, discussions with management and
employees, careful analysis of the contractor’s
policies and practice, and other steps designed to
get a full picture of the situation.

(3)—Preaward Survey—Insofar as possible,
the contracting agency should determine prior
to the award of a contract the ability of the suc-
cessful bidder to comply with the nondiscrimina-
tion clause of the contract (in other words, to
comply with the Executive orders).

These processes are intended to insure compli-
ance with the KExecutive orders without
dependence on the filing of complaints as a means
of discovering lack of compliance. Of necessity,
this has required that contracting agencies assign
personnel with particular skills in this field to
work with contractors in the development of pro-

grams, policies and practices that will insure equal
employment opportunity.

The principal contracting agencies are develop-
ing the internal capability for effective adminis-
tration of the equal employment opportunity
program and for systematic surveys and re-
views of compliance by the contractors with whom
they do business. Committee officers and staff
members have worked with the agencies, through
training programs and conferences, to help im-
prove the effectiveness and efficiency of agency
operations and of personnel assigned to the
program.

The Complaint Process

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

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

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

Each agency investigation report is reviewed by
the Committee staff. If the report is complete and
no discrimination is found, the complaint is
closed for “no cause.”

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

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

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

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

Employment Pattern Changes Resulting From
Complaints in Companies in Seven Industry Groups

When individual complaints of discrimination
have been found to be valid and have been cor-
rected through the processes called for in the Ex-
ecutive orders, the result often has been significant
change in employment patterns.

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

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

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

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

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

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

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

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

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

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

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

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

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

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

Il—TEXTILES

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

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

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

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

A survey of its operations within 30 days after
the initial investigations showed that five Negro
machine operators had been hired at one of its
plants in North Carolina. It should be observed
that the Committee does not require the hiring of
Negroes or any other minority group, but that it
seeks to create open conditions in which all quali-
fied applicants will be fully and fairly considered.

IIl—STEEL

Group complaints of racial discrimination in
upgrading and promotion have resulted in substan-
tial action and commitments for corrective action
by steel companies in West Virginia, Alabama and
Texas.

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

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

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

In a West Virginia case, complaints about the
company’s system of job assignment, transfer and
promotion resulted in an open-bid system of appli-
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cation for promotion and job assignment and a
systematic company review of the qualifications of
its Negro employees. Complainants were offered
transfer rights and opportunities for training
hitherto barred to them. One complainant was
promoted to foreman. And, for the first time, the
company has hired Negro women for office and
clerical positions.

IV—TOBACCO

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

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

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

V—AIRCRAFT

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

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

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

A check a few months after the first investiga-
tion showed that the company’s changed recruit-
ment practices had resulted in the employment of
more than 85 Negro employees in various job
categories. Subsequent to the original investiga-
tion, management joined in the Plans for Prog-
ress program, pledging extension of its efforts
toward a more affirmative compliance program.

In Alabama, complaints of racial discrimina-
tion against a facility of the above company
alleged Negroes were unable to transfer or secure
promotions for strictly racial reasons. Negotia-
tions resulted in the company’s agreement to inter-
view all of its Negro employees and to review
their qualifications, preparatory to upgrading and
relocation as vacancies occurred. Subsequent in-
quiry disclosed that offers of transfer and upgrad-
ing have been made to 15 Negro employees. In
addition, 13 Negro applicants have been hired into
seven classifications in four previously all-white
divisions.

In North Carolina and Tennessee, investiga-
tions of complaints against two contractors re-
vealed that Negro employees were always placed
in menial labor categories while white applicants
of similar qualifications were placed in production
departments, given intensive training, and had
progressed according to ability to considerably
higher qualifications.

After negotiations, the companies opened train-
ing courses to Negroes and instituted counseling
services for all employees to give guidance as to
which courses they should pursue. At one plant,
separate facilities already had been eliminated;
at the other, facilities were desegregated after
Committee investigation.

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

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

VI—SHIPBUILDING

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

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

VII—FOOD PROCESSING

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

Compliance Reporting Program

The development of a compliance reporting sys-
tem for Government contractors and subcontrac-
tors is one of the most significant steps taken in
over 20 years of Federal antidiscrimination effort.
Although some type of nondiscrimination clause
has been included in Government contracts since
1941, Executive Order 10925 provided, for the first
time, for the mandatory filing by contractors and
subcontractors of periodic reports concerning
their employment policies, practices and detailed
employment data by race, sex, and occupation on
an establishment basis.

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

The Compliance Report (Standard Form 40,
Revised) used in the program was developed in
accordance with the provisions of the Executive
order which require each contractor having a con-
tract containing the nondiscrimination provisions
as set out in the Order “to file and to cause each of
his subcontractors to file compliance reports.”
The Executive order also provides that “Compli-
ance reports shall be filed within such times and
shall contain such information as to the practices,
policies, programs and employment statistics of
the contractor and each such subcontractor, and
shall be in such form, as the Committee may
prescribe.” 3

It has been of great concern to the Committee
that the compliance reporting system should be
administratively feasible and still not constitute
an undue burden upon Government contractors
and upon Government contracting agencies.
Consequently, in developing the compliance re-
porting system, advice and guidance were sought
from the contracting agencies, involving frequent
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meetings with compliance and contracting offi-
cials; from the Interdepartmental Committee on
Government Procurement Policy; the Bureau of
the Budget and its Business Advisory Council on
Federal Reports; from representatives of trade
and industry associations and labor organizations;
from various Government contractors, and from
the Departments of Commerce; Health, Educa-
tion and Welfare, and Labor. These latter
agencies are familiar with mass reporting pro-
cedures. It isnot possible here to list all the orga-
nizations and individuals who were consulted in
developing this reporting system, or the frequent
discussions that took place. But all contributed
materially to the reporting system finally ap-
proved by the Committee on December 1, 1961.

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

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

“In the event a prime contractor or first-
tier subcontractor is a multiestablishment
company, a separate compliance report
shall be filed for each reporting unit of
the company, as provided for in paragraph
3 of these instructions, including the prin-
cipal office of the company.

“(Note.—~These revised instructions re-
quire compliance reports covering all em-
ployees and activities of the company,
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including facilities which may not be

performing any work directly or indirectly

under any Government contracts or Fed-

erally assisted construction contracts.)”

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

Objectives of the System

The compliance reporting system is designed to
provide:

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

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

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

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

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

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

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

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

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

Coverage of the Program

Since the greatest proportion of the Federal
procurement dollar is spent for manufactured
items, manufacturing firms make up the major
portion of those covered by the reporting pro-
gram. It is estimated that approximately 38,000
companies in nonagricultural industries eventually
will be covered. These companies have approxi-
mately 50,000 establishments and 1514 million
employees. It is estimated that the maximum
coverage should be reached by the reporting year
1964.

In considering the analysis that follow, it must
be borne in mind that Standard Form 40 does not
cover those contractors participating in the Com-
mittee’s Plans for Progress program. While
these companies are subject to the Executive order
and the compliance program, they furnish sta-
tistics under a separate reporting program. The
two reporting systems have been made statistically
compatible and together will provide information
on the estimated coverage of more than 1514 mil-
lion employees.

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

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

Current Review of the Compliance
Reporting Program

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

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

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

Through the use of electronic data processing
equipment and programing, compliance report
statistics on employees by race and sex, by occu-
pation, by industry, and by geographical areas are
tabulated. The report form was designed to en-
able this information to be compared with data
such as the 1960 census and the tabulations, now
being gathered, are being so structured as to pro-
vide comparisons on a national, regional, State
and standard metropolitan statistical area basis
(major metropolitan and labor market areas in the
United States).
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Preliminary tabulations, covering some 10,033
establishments and about 4.2 million workers from
usable reports received by the Committee through
June, 1962, are discussed in this report. It should
again be noted that the following are not included
in these statistical tabulations :

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

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

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

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

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

(The following analysis was made by the
Bureau of Labor Statistics of the Department
of Labor under the direction of Ewan Clague,
Commissioner of the Bureau.)

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

To provide a basis for evaluating the perform-
ance of Federal contractors under the current
executive orders banning employment diserimina-
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tion, a study of Negro occupational patterns was
undertaken, based on the 10,033 compliance re-
ports filed in 1962.*

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

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

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

1The compliance reporting system of the President’s Committee
on Equal Employment Opportunity was officially promulgated March
1, 1962. The basic reporting requirement is the submission of a
compliance report (Standard Form 40) by each prime contractor or
first-tier subcontractor who has a contract, subcontract, or purchase
order with any Federal agency or department in the amount of
$50,000 or more, and who employs a total of 50 or more persons.
Multi-establishment companies must file separate reports for the
principal office of the company and for each establishment perform-
ing or expected to perform work under Government contracts or
subcontracts. Initial compliance reports are required within 30 days
after a prime contract award and 60 days after the award of a first-
tier subcontract. Thereafter, reports are due annually on March
31, as long as the same contractor or subcontractor remains subject
to the reporting requirements.

The great majority of the compliance reports in 1962 referred to
late March through June, with April the peak month.

The full study on which this section is based is scheduled for
completion in early 1964.

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

Blue Collar Employment

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

Negro employees Other employees

Men Women Men Women
Number (thousands)__.._________ 215 52 3,076 893
Lt R AP MR TD 100, 0 100.0 100.0 100.0
White collar occupations._ 5.1 19,2 36.1 53.2
Blue collar occupations___._____ 94,9 80.8 63.9 46.8

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

Tasie 1. Total employment and Negro employment, by industry, in establishments filing compliance
reports in 1962

All employees Negro employees Negro
Number employees
of report- as percent,

ing units | Number | Percent- | Number | Percent- of all
(thou- age dis- (thou- age dis- | employees

sands) tribution sands) tribution
A A 10, 033 4,236 100. 0 267 100. 0 6.3
MahiStadbertlig. S iy i wliiad o 6, 446 3,134 | 740 190 71. 2 6. 1
S DIV o Tt ik B cpen it O SR it 4, 005 2,098 49. 5 116 43. 5 5.5
Pritbasiimretals:. ol Lo gt by, Leios 1 482 507 12.0 55 20. 6 10. 8
CACHIGET=Emb e = Betar R i U e e 870 441 10. 4 12 4.5 .57
Electrical equipment_________________ 911 390 9.2 14 5.2 3.6
Transportation equipment____________ 493 256 6. 0 11 4.1 4.3
Nandurshle goods =& o g T i 2, 441 1, 036 24. 5 74 2750 ol |
1Y B el i e e A Gl St i 940 301 i | 31 11. 6 10. 3
Chemicalie’ =aivy bk pesr s i 398 187 4.4 8 3.0 4.3
Otliap Sugaermuti e okl IR S8 28 Timie T 3, 587 1,102 26. 0 a7 28. 8 7.0
Transportation and public utilities ________ 303 248 5.9 23 8.6 9.3
Wholesale and retail trade_ _ - _____________ 1, 504 174 4.1 5 1.9 2.9
Finance, insurance, and real estate.________ 115 70 1.7 2 e 2.9
Bertfiop v &SP SR el 1, 095 441 10. 4 40 15. 0 0.1
Colleges and universities___ . __._....______ 154 266 6. 3 29 10. 9 10. 9
! Totals shown include unallocated data.
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TasLe 2. Total employment and Negro employment, by regions and sex, in establishments filing
compliance reports in 1962

All employees Negro employees Negro
employees
as percent

Number Percentage Number Percentage of all
(thousands) | distribution | (thousands) | distribution | employees
Male:

Utiited ‘States, total.. .. sov i, e ik 3, 291 100. 0 215 100. 0 6.5
LI e O S e S S S e, e 1, 061 32. 2 50 23.3 4.7
Morthi Cental = C 030 drnis o0 PURY. S 1,133 34.5 65 30. 2 b.AT
AT e R G e S St ST T 669 20. 3 86 40.0 12. 9
T R e N g it o s 428 13.0 14 6.5 3.3

Female:

United States, total .- . ___ . __________ 945 100. 0 52 100. 0 5.5
Nortlieasgt oz - i @S ins Gl og e 326 34.5 16 30. 8 4.9
BMarth Cenbinl ..ol moe o et 291 30. 8 12 23..1 4.1
DT D el M SN o v, Nt K et S R 195 20. 6 21 40. 4 10. 8
AT D ST e PR L T i 5 A s 138 14.1 3 ! 4 23

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

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

All employees Negro employees
Blue collar occupations

Men ‘Women Men Women

Number (thousands) . ________ 2,171 460 204 42
- T RS R MY 100. 0 100. 0 100. 0 100.0
Craftsmen (skilled).._.________ 34.5 6.1 9.3 4.8
Operatives, laborers, and serv-
iceworkers__ ________________ 65.5 93.9 90.7 95.2

White Collar Employment

Negro white collar employment totaled 21,000,
including 11,000 men and 10,000 women (see Table
3). There were about 10 male Negro white col-
lar employees out of every 1,000 male white collar
employees. The corresponding rate among wom-
en white collar employees was 21 Negroes per
1,000 employees—more than double the rate for
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Negro men. Negro women employees were 5.3
percent of all female officials, professional em-
ployees, and technicians; the corresponding rate
for Negro men was 1 percent. However, nearly
three-fourths (or 8,000) of the Negro male white
collar employees were officials, professional em-
ployees, or technicians, whereas the majority of
Negro women in white collar positions (6,000 out
of 10,000) were clerical employees.

Only 3,300 Negroes were employed in sales occu-
pations out of a total of 124,000 such jobs.

The preponderance of Negro white collar em-
ployment was in services and other nonmanufac-
turing industries, although manufacturing indus-
tries provided nearly two-thirds of the total male
white collar employment and 53 percent of the
total female white collar employment included in
this study (see Table 4). Colleges and univer-
sities provided 49 percent of the 10,000 white col-
lar jobs held by Negro women and 30 percent of
those held by Negro men. The highest Negro
shares of total white collar employment, both for
men and women, were in colleges and universities.
Insurance carriers also were important sources of
white collar employment for Negro women.

Among both men and women in each region, the
largest number of Negroes per 1,000 white collar
employees were in nonmanufacturing industries,
with the highest rates in services, finance, insur-
ance and real estate (see Table 5). Very high
proportions of Negro white collar employees in the
South’s service industries reflected predominantly
Negro educational institutions. Except for serv-



ices, northeastern establishments in each industry
employed higher proportions of Negro women in
white collar jobs than did the southern establish-
ments included in this study.

Summary

The purpose of securing compliance reports
from Government contractors is to obtain as accu-
rate a picture as possible of their utilization of
Negroes and other minority groups in the Nation’s
labor force.

The data which have been presented show clearly
the magnitude of the problem of underutilization
of Negro manpower by the contractors who filed
reports in 1962. The Negroes held 6.3 percent of

the reported jobs, but only 1.8 percent of the white
collar jobs. Similarly, the Negro share of skilled
blue collar employment was much smaller than
the Negro share of total blue collar employment.
The great majority of Negro men and women em-
ployees in the reporting establishments were em-
ployed in relatively low paying jobs which require
little or no training; these are the jobs with the
highest unemployment rates.

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

TasLe 3. Total employment and Negro employment, by occupation and sex, in establishments filing
compliance reports in 1962

All employees Negro employees Negro em-

ployees as
; percent of all

Number Percentage Number ' | Percentage | employees

(thousands) | distribution | (thousands) | distribution
IBothSexestotala s arastde it i o 4, 236 100. 0 267 100. 0 6.3
White collar oceupations_ - - ____________ 1, 605 37.9 21 7.9 1.3
Officials, professional, and technical ________ 862 20. 3 12 4.5 1. 4
R A e e A 619 4. 6 9 3.4 L5
S8, [ 2 Gk b e B N RIS S S 124 3.0 0 Wb Ve R o .92
Blue collar occupations’ - oo = soisi b loae) 2, 631 62. 1 246 92.1 9.4
Craftsien (skilledy- =20 L5 (00 00 Yadel 776 18.3 21 7.9 EPLT
Operatives, laborers, and service workers__ - 1, 855 43. 8 225 84. 2 12.1
TR (T S T SO B o L1 e 3,291 100. 0 215 100. 0 6.5
White collar oceupations_ _____________________ 1, 120 34.0 11 5.1 1.0
Officials fessional, and technical ________ 786 23.9 8 3.7 1.0
L e e N Rt I 218 6.6 3 14 1.4
AR L S S R A i 116 3.5 () e et ]
Blue collariocanpations. .. oo oo eoon o 2,171 66. 0 204 94.9 9.4
Craftsmen: (skilled).. =0 . oo o s 748 22.7 19 8.8 2.6
Operatives, laborers, and service workers___ 1, 423 43.3 185 86. 1 13. 0
Hemale shotalafimt et T e o 945 100. 0 52 100. 0 5.5
White collar oceupations_ - - - __________'_ 485 51:8 10 19.2 21
Officials fessional, and technical _________ 76 8.0 4 T 5.3
5 s A e AR e 401 42,4 6 11. 5 1§
AR i S e e e Lt AN 8 .9 () ol S i
Blue collar occupations._ - - - o - 460 48.7 42 80. 8 9.1
Eraftsmens(skilled) o T Tt 28 3.0 2 3.8 Tl
Operatives, laborers, and service workers___ _ 432 45. 7 40 77. 0 9.3
! The reporting establishments had 330 Negro sales employees, of whom 277 were men and 53 were women.
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TasLe 4. Total employment and Negro employment in white collar occupations, by industry and sew,
in establishments filing compliance reports in 1962

All white collar Negro white collar Negro
employees employees employees
as percent
of all
Number Percentage Number Percentage | employees
(thousands) | distribution | (thousands) | distribution
Mgl Sotal-: oo cmipd Siladoar o s 1,120 100. 0 11. 0 100. 0 1.0
Mamalgebarmp L2200 0 Sot st s e JEe e 697 62. 2 4.1 373 .6
Biigadile gofloe o = ol moingtato L 484 43. 2 2.8 25. 5 .6
Primaiey haotals = . 0%, el Las iy : 90 80 b 4.5 =6
Electrical equipment._ __ ______________ 107 9.6 1.2 10. 9 1%
Nondurable goods. =i .- . -G ccox_ 1 7 213 19. 0 1.3 11. 8 .6
AT Y LR S I M TR e D 55 4.9 .3 2.7 D
Clidinienls. - e el sd sl St ale s 62 5.5 5 4.5 .8
5T o T S e R g et A g B L 423 37.8 6.9 62. 7 1.6
BesCiBea -t e R e o 206 18 4 5.0 45. 5 2.4
Educational services__ ________________ 115 10. 3 3.4 30. 9 3.0
Colleges & universities____________ 113 10. 1 3.3 30.0 2.9
Miscellaneous, medical, and other serv-
TOEE e omiirs = i e S S A 91 81 1.6 14. 5 1.8
FOSURARCE QaIVIars. o o oo f e 22 2.0 <2 1.8 .9
AWhetessle teade. 1. 120 wiiin. o ot s 71 6.3 3 2.7 .4
Femaker Gotal. ;= 8. _ e iiesaie. ST 485 100. 0 10. 0 100. 0 21
03T T D e i o S e L U e 255 52. 6 15 15. 0 .6
Durable gaodg. . eiane o oo ol 165 34.0 9 9.0 =5
Erfmmary moetals s BT e 24 4.9 1 1.0 .4
Electrical equipment_ _ - ______________ 38 7.8 + 4.0
Nondurable gbod . o0 o =vot toioie 90 18. 6 6 6.0 i
7 T S s SR S S e 23 4.7 1 1.0 .4
Chansionla: el L SRR SONTEETIR R 27 5.6 2 2.0 274
6T RS U el 5 i el e IR 5 N 2 2 e 230 47. 4 85 85. 0 3.7
Serspegeta vt s SR e et 122 25. 2 6.5 65. 0 5.3
Educational services__________________ 85 1Z.5 5.3 53.0 6.2
Colleges & universities____________ 83 7.1 4.9 49.0 5.9
Miscellaneous, medical, and other serv-

O st o e e e e 37 7.6 1.2 12. 0 8.2
Insgraneereatiers. . . b NN ¢ et 0T 42 87 15 15. 0 3.6
Wholesale'trade .. - vt i LA 26 5. 4 o | 1.0 ik

1 Totals shown include unallocated data.
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TasLe 5. Number of Negro white collar employees per 1,000 white collar employees, by sex, industry,
and region, in establishments filing compliance reports in 1962

United
North- North-
S:g:;:?, east central South
Male Negro white collar employees:
NumberdallSadastfiesdioe oot L8 o e LSl 11, 000 4,000 2, 000 4,000
Number per 1,000 male white collar employees:

VLTS T SE0 0] g et e o W s s L Sk Sl S R by 6 é 3 7
Dhrahile. goodSapis Slm - o p SRS S0 0 Saalioe sl Stnw 6 7 3 6
Nandurable goodBY -T2 L 30k ol on . Depped fabilrad ool 6 8 3 8

aWiiclesale and retailrade.t- o Co oo oD B oot et 5 7 2 6

Finance, insurance, and real estate____ __________________.___ 7 6 6 20

: S R g A R A Mo g ot ' s SRR 1) - Ot 24 17 18 44
Female Negro white collar employees:
Number falndustries =80l L L2 0B e s ok das e 10, 000 3, 000 2, 000 4, 000
Number per 1,000 female white collar employees:

Mangaiacturing.. 21w, — o oS T i dide e e o 6 8 4 3
Silienblewgoade-=d oo o o fnl TR R e 2 5 7 3 3
Nondurable g00dB. . - - .ok t8e S8 S Tuw et SRR S 7 9 7 3

Wiholesale and xetbil frade . oo c ot ot brE R 7 10 9 3

Finance, insurance, and real estate___ . ______________ 34 47 12 9

oo e UL S R R e L P e D e 53 28 37 96

(The following analysis of 1962 and 1963
compliance reports also was prepared by the
Bureau of Labor Statistics at the request of
the President’s Committee. It is preliminary
in form and content and represents merely an
overall view. A more detailed analysis and
expanded tables will be published by the Presi-
dent’s Committee when the information has
been compiled early in 1964.)

Changes in Negro Employment From
1962 to 1963 in Establishments
Filing Compliance Reports for Both
Years

In order to determine whether Negroes have
made job gains during the past year among em-
ployers subject to Federal policies regarding equal
employment opportunity, a comparison was made
of compliance reports submitted by the identical
establishment in both 1962 and 1963.* Some 4,600

1 Compliance reports in 1962 were submitted by the great ma-
Jority of covered establishments from late March through June,
with May the peak month. The bulk of the 1963 reports, which
were matched with the 1962 reports from identical establishments,
were received by the Committee in March and April 1963.

Thus, the comparisons in this section generally refer to employ-
ment in spring 1962 and spring 1963, with the time between annual
reports in most units being 10 or 11 months rather than a full year.
Many employers filed 1963 reports on the anniversary of their 1962
reports, instead of on March 31 as specified in the reporting form
instructions. A few of the units which filed 1962 reports later in
the year (some did not have government contracts until then) also
filed 1963 reports in time for inclusion in these comparisons; 18 of
these units were omitted from the tabulation because the short time
span involved might have distorted the comparisons.

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

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

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

The great majority of Negro employees in both
years were employed in service, semiskilled, and

2 As discussed below, a relatively small proportion of the compared
establishments accounted for the bulk of the improvement. A

breakdown of the Negro gains by specific white collar occupations
(e.g., clerical, prof 1, and ial) is not yet available.
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TasrE 1.

Total employment and Negro employment in 4,610 units which filed Compliance Reports in

both 1962 and 1963

1962-1963 change
1962 1963
Number Percent
Total employment:

AR O0SUPatIORE. - o e e e s S e e 2, 425, 873 2, 404, 253 —21, 620 —0.9

Whkleroallae s - 2080 wosia i e B S 918, 928 936, 198 17, 270 1.9

Bluereeliam: ..o 2 5. ot el Sl Dok L SinA S S n g P et 1, 506, 945 | 1, 468, 055 — 38, 890 —2.6
Negro employment:

S| QT T e e O s iiel & M e S . £y | St S R 156, 441 155, 677 —764 —0.5

N T st RO PR e R TR RS . AR s, o AR 10, 519 12, 349 1, 830 17. 4

Blaercollns o 5 M o nn o ol TR 145, 922 143, 328 —2, 594 —1.8
Number of Negroes per 1,000 workers:

All-ogctpations. or e Lo ot et nsa sl b st E e 64 65 e Do

WHIS ORI v oy (ot - St S LR S 12 13 1| R Rt O

Bluecallae ... & . - .. S SO R e e e e 97 98 i AR I P

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

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

ments, reached 2 percent in Philadelphia, and
moved well above 1 percent in Pittsburgh, Newark,
and Chicago.

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

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

Negro-white collar employees,

identical establishments
As percent of | As percent of
Change white collar total Negro
in num- | employment employment
ber from
1962 to
1963 1962 1963 1962 1963
NewYork.... .. ...--cccocoanes 451 3.0 3.4 30,2 34.0
Washington, D.C. 399 3.6 4,9 24,8 31,0
Philadelphia. 254 L6 2.1 6.0 8.2
Pittsburgh 85 L1 L6 6.2 8.5
Newark___ 77 L0 1.2 14,2 16.2
Chicago._... .. 64 1.0 1.2 4.2 5.4
Los Angeles__.______.__..__._... 63 .8 o9 12,0 12,6

By far the largest changes in the number of
Negro white collar employees were in New York,
Washington, and Philadelphia. Washington led
the rises in the Negro share of total white collar
employment with a jump from 3.6 to 4.9 percent
but the Negro proportion of white collar employ-
ment rose above 3 percent in New York establish-
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Negro white ‘White collar Difference in
collar employ- employees of percentage
ees as percent | other races as | points between

of all Negro percent of all Negroes and

employees employees of other races
other races

1962 1963 1962 1963 1962 1963

NowXoek. . ...0ooino 30,2 34,0 68,1 69.4 37.9 35.4
Washington, D.C_._____ 24,8 3L0 83.5 82,9 58,7 519
Philadelphia._. 6.0 8.2 40.9 41.1 34,9 32,9
Pittsburgh.__ 6.2 8.5 32.8 32,8 26.6 24,3
Ni k 14,2 16,2 56.9 59.0 42,7 42.8
12,0 12,6 49,1 50.5 37.1 37.9

4,2 5.4 41.0 46,1 36.8 40,7

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

Negro white collar employment changes in the 44
areas in which the contractors employed 10,000 or
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TaBLE 2. Negro white collar employment in 44 areas, arrayed by numerical change from 1962 to 1963
[Areas are those where contractors included in the comparisons employed 10,000 or more workers in 1963]

Negro white collar employees
1962 1963 Change from 1962 to
1963

Percent of Percent of Percent of

Number | total white | Number | total white | Number | total white

collar em- collar em- collar em-

ployment ployment ployment
R e e e 2, 317 3.0 2,768 3.4 451 0.4
YWalliington, DGl - EcC 555 812 3.6 1,211 4.9 399 1.3
D6 0 1 e P s & Sy U G 647 1.6 901 2.1 254 .5
Bittgbutoh -1 o8 s & WO 8 255 1.1 340 1.6 85 =
Newaak e SANELE 1705 F Ao Ay 293 1.0 370 1.2 Y i 2
7 SN T IR 537 1.0 601 1.2 64 .2
LR AT paloR T e T e e 500 .8 563 .9 63 1
Indismapolis 28 &8 . P AT T T 63 L 104 17 41 .6
B O ™ R e g T 175 3148 | 210 1.3 35 2
Nanrdncinces e 0 ESEE o 67 .4 96 .6 29 2
Bifingham Lesiee oserdng e —opT 8 .2 29 B 21 .4
Bostomei e L S . TN - 244 .9 258 1.0 14 |
ChngInpatats o3 ..o AED T et 48 .6 62 28 14 2
D10 et o ania - e Sl W ) R 16 +2 29 .5 14 8
GaEy =t s 48 i 61 .9 13 "9
Kansas City 14 .2 27 .4 13 .2
Clevplandl (Shiit T (5 200 nabsiud - ot 106 .6 118 =i 12 i
Bullalofecms 1 0ME. 0 0 SRERLS. Lo - 41 .4 29 .3 —12 o
Do = F M T T e s e 96 o 107 .8 11 &1
Bridgeportusstes . (il sl B S 10 62 ol 72 .8 10 =
NewlOfleafe —voe . silns diod s i 35 B 44 .8 9 &)
Minneapolis-St. Paul___ ________________ 239 G0 247 .9 o e Py T
Rodlesterll Si8 eraiahy S 08 2 Ge RS 3 15 .3 23 .4 8 il
ST s Py SR R N S R R 41 .5 49 b LT R R s
O st Lo e vk, s Mg eibmpsiaiid S bl 53 bl 60 1.2 7 |
VWinston-Saletn -5 Lio e fdn s sl 30 o 37 .9 f 2
T ek e N 498 1.9 491 1.9 e s
JeTREy I T SR S e 60 50 | 54 .9 —6 —. 2
NewiHavens bapdits v felbe o oalr Wuw s 34 L7 30 A ey S ORIk Bl 2, 5
e R R e o R B 16 .4 19 .4 v P S R
5L (e L2 e e ot e Bt st 22 .2 25 S 3 o
HowEton S8 iy migon 2% =il 72 .8 70 .8 pt it
IR e T o e S e Rl e i S 69 122 71 122 | R T R
Portinmilr® Ry b o b AR Ri e w7 o 4 o | 2 | G e T
CRNToTE Mg syl ling Finis v i dogea i ) 10 .2 11 .2 |88 bR AT R
COlIIBHUS . S5 URSSCSRE T fLm 3 111 1.1 112 1.0 1 —.1
Dallassaliaddntoy L olas o ok 110 49 .9 50 .9 L o P e
H&rrisburg ____________________________ 5 .2 6 »2 i il Peastionl U ity
Beatilghet s Sregsii g sie o iiin WETE T i 2 9 A7 10 .3 1 4|
Albany _______________________________ 5 g 4 o b bt ol e Sl d e
ANBHDWhEdas - o0 o S e NS e o ety v (RS R o MR B RIN L R e
Milwatkde el . Ao o ah gs oy - fric 35 .3 35 % IO RO S L S O
Steubenville-Weirton___________________ 5 ok 5 2 e ol vt ms o el B
OLCORTREY - Ty SgbaEe ki) SORIIE 2 ol 2 b LR R0 0 T (e . el T

more workers in 1963 are presented in Table 2.

one percent in 21 other areas.

In the 7 southern

In most of these areas there was little or no overall
change either in the number of Negro white collar
employees or in the Negro’s share of total white
collar employment ; in 4 there was no change and
in 20 others the net changes amounted to fewer
than 10 Negroes. Consequently, the Negro share
of total white collar employment was steady in 16
areas, and changed by only one- or two-tenths of

areas within this group of 44 (not counting Wash-
ington or Baltimore), the increases were relatively
slight.

Detailed breakdowns of the net gain in Negro
white collar employment from 1962 to 1963 reveal
little or no change in the great majority of estab-
lishments. Of the 4,610 establishments compared,
more than 3,700 (4 out of every 5) reported no
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Taswe 3. White collar employment changes from 1962 to 1963 in 118 umits reporting increases or

decreases of 5 or more Negro white collar employees, by selected industry groups

1962-1963 change
1962 1963
Number Percent

All white collar employees, total______ ________________ 176, 589 185, 792 9, 203 5 2

B s T 7T e e S NG A gt o NGRS el ¢ 68, 327 66, 424 —1,903 —2.8
TEDle BO008 - o e e e TS 36, 450 32, 243 —4, 207 —11.5
INGiduTabIe- foodias sures oo ny api e = ohe sy 31, 877 34, 181 2, 304 7.2
87T T 111 T SN SRy SRS - et e N ST ST 108, 262 119, 368 11, 106 10. 3
Eduontionnl Rervioes. ) 5. T s 2 b e el L el 59, 840 61, 897 2, 057 3.4
TusaranoBved P lors.. oloe . Tis cs da ot e b b n s U s i 26, 165 30, 580 4,415 16. 9
Other'vonmanufactusing... . - ... booama oo do 2700 L. 22, 257 26, 891 4, 634 20. 8
Negro white collar employees, total . __ ________________ 5, 570 7,087 1, 517 27.2
10T e e e RO e YRR R0y ST e RO O g R 883 1, 069 186 21.1
nrakle gaade. - xS st Dol e e S R 605 694 89 14. 7
L e T e e GG A o LNt B S, 278 375 97 34.9
Noruantfacturing. ... Ba it o ocinnast J gl Ll s 4, 687 6, 018 1,331 28.4
Tdueational erviees.t o i R e ot 2, 751 3, 327 576 20.9

R RO GO . b o s L e e 1,235 1,708 473 38.3
Othier nonmanufactuning. _ __ -~ o= - .7 _RTL o0 701 983 282 40. 2

change in Negro white collar employment, while
556 (1 in 8) reported increases, and 327 (1 in 15)
reported decreases. Gains consisted of one
Negro white collar worker in half of the 556 estab-
lishments which reported increases. Gains of 5
or more Negro white collar jobs were reported in
only 93 establishments. Similarly, in most of the
327 establishments which reported decreases in
Negro white collar employment, the changes in-
volved very few employees; declines of 5 or more
were reported by only 25 of these establishments.

Altogether, the 118 units reporting increases
or decreases amounting to 5 or more employees
accounted for about 1,500 or roughly 80 percent
of the 1,830 net change in Negro white collar
employment, as the following tabulation shows:

Negro white collar employment change of:
5 or more 59 10 or more
Units | Em- | Units | Em- | Units | Em-
ployees| ployees ployees
I 93 | 1,811 56 383 37 1,428
Decreases........_...... 25 294 15 102 10 192
Net change in number
of Negro white collar
employees. Ty Smeeinee [ I el 1,236
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Tabulations of white collar employment changes
by industry have been prepared only for the 118
establishments which reported increases or de-
creases of 5 or more Negro white collar employees
(Table 3).

Nonmanufacturing industries accounted for vir-
tually all of the increase in total white collar em-
ployment and for 88 percent of the increase in
Negro white collar employment. Insurance car-
riers and educational institutions reported the larg-
est numerical increases in Negro white collar em-
ployees. While manufacturing industries also
showed a substantial percentage increase in their
Negro white collar employment, the numerical
gains were quite small, largely reflecting the de-
cline in total employment in the durable goods
industries.

As shown on page 25, the distribution of Negro
white collar gains between manufacturing and
nonmanufacturing closely followed the distribu-
tion of Negro white collar employment in 1962, so
that in general the industries which provided most
of the Negro white collar jobs in 1962 also pro-
vided most of the gain over the year.
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Percent distribution of—
Negro Net change in
white Negro white
collar em- | collar employ-
ployment ment from
in 1962 1962 to 1963
Total:
Numb B o 5,570 1,517
o R ARG s A dei 100, 0 100.0
Manufacturing. . 15.9 12,3
Durable goods. 10.9 5.9
Nondurable goods. 5.0 6.4
Nonmanufacturing. .. o eooens 84,1 87.7
Educational services. .. ____..___........_. 49,3 37.9
Insurance carriers 22,2 312
Other nonmanufacturing.___________.___._.. 12,6 18,6
Discussion

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

The concentration of Negro white collar job
openings in a relatively small proportion of the
establishments included in the comparisons may be
considered evidence of a pattern of specific adjust-
ments and accommodations rather than of a steady
and evenly spread upward trend.

About 10 percent (447) of the establishments
covered in this study did not have a single Negro
white collar employee either in 1962 or 1963 al-
though in each (1) there were at least 100 white
collar employees in 1963 and (2) white collar em-
ployment increased or remained steady over the
year. Among these were 37 establishments which
had 500 white collar jobs each, but did not report
any Negro white collar employees. The 447 estab-
lishments were located in the following States:

Selected units without
Negro white collar
employees

Percent
Number |4;s¢ribution

Total...______ 447 100.0
New York, New Jersey, Pennsylvania, Ohio,

Illinois, and Michigan.__.____. i s Rpcrics 203 45.4
Southern States e R e e 88 19.7
California___.______..............- 3 41 9.2
Other States -4 115 25.7

One guide to the selection of establishments in
which significant improvement could be antici-
pated is the fairly close connection between
changes in Negro and total white collar employ-
ment. Among the 118 establishments which ac-

counted for the bulk of the Negro gains from 1962
to 1963, this relationship was as follows:

Number of | Units with | Units with
units with | increases | decreases
change of | of fiveor | of five or
fiveormore | more in more in
in Negro Negro Negro
white white white
collar collar collar
employ- employ- employ-
ment ment ment
Number of units with change in total
white collar employment.___________ 1118 93 25
Units with increases in total white
collar employment _________________ 80 173 7
Units with decreases in total white
collar employment__._._____________ 38 20 18

! Includes one establishment in which total white collar employment did
not change.

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

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

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

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

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

The inescapable conclusion is that the under-
utilization of Negroes and the denial or limitation
of equal employment opportunities to a significant
segment of the citizens of this nation—solely be-
cause of reasons of race or color—is a flagrant
waste of one of the most vital resources of this
country.

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

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

Such pyramiding of problems in succeeding
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generations is recognized as a serious drag on the
economic growth of the nation.

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

Equal Employment in the Federal Establishment

Background and Perspective

More than 80 years ago, the Federal Govern-
ment first established a policy that its employees
should be hired and advanced solely on the basis of
merit and fitness for their jobs. This provision
first appeared in the Act of January 16, 1883,
which established the United States Civil Service
Commission. This law prohibited the considera-
tion of individual characteristics extraneous to fit-
ness, such as religion or political affiliation.

Difficulties have been experienced in putting this
policy into practice where certain disadvantaged
groups have been concerned. As a result, the Gov-
ernment has established, from time to time, spe-
clalized agencies, usually within existing depart-
ments, to deal with the problems of particular
groups, e.g., the handicapped, and, more recently,
women and youth, as well as racial, religious and
ethnic minorities which are the primary concern
of. the President’s Committee on Equal Employ-
ment Opportunity.

All of these agencies have been concerned with
reducing manpower waste because of the under-
employment of those disadvantaged elements of
the population. Much of this waste results from
individuals being deprived of the chance to fully
develop their capacities and abilities. However,
such waste is also caused by the exclusion or under-
utilization of persons for reasons unconnected
with their qualifications to do the job—such as
race, creed, color, religion, or place of origin. The
President’s Committee is directly concerned with
these latter causes of manpower waste. It is
charged with administering Executive Order
10925, which, as one of its major provisions, re-
quires equal opportunity to Federal Government
employees and applicants without restrictions
based on race, creed, color or national origin.

Functions Performed by Government
Employment Division

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

1. Helping agencies and departments to carry
out effectively the affirmative action required
of them under the Executive Order.

2. Taking, through the U.S. Civil Service
Commission, an annual census of minority em-
ployment in Federal agencies. This makes
possible the monitoring and appraisal of agency
employment practices and establishes a base
for corrective action where deemed necessary
by the Committee. It also permits the periodic
analysis and report to the Vice President and
President of developments in Federal minority
employment.

3. Reviewing the actions taken by depart-
ments and agencies in response to complaints
filed and judging the sufficiency of their cor-
rective actions.

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

Similar close liaison with local community
leadership is desirable because of the relationship
between equal employment opportunity and Gov-
ernment installation and community services, The
growing decentralization of Federal establish-
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ments geographically and the frequent location of
Government installations in the suburbs of metro-
politan communities increasingly emphasize the
importance of factors such as housing restrictions
and inequitable use of installation facilities such
as restaurants, rest rooms and recreational facil-
ities, in determining whether minority groups can
achieve true equal employment opportunity. In-
equities in living conditions—housing, educational
opportunity, and public accommodations—have
led Negro and other minorities to stay behind and
sacrifice employment rights of high value when
their activities have moved to less hospitable com-
munities. This is true even when discrimination
is absent from the essential employment prac-
tices—recruitment, hiring, promotion, and post-
employment training.

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

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

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

Affirmative Action

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

leadership is exemplified in the following state-
ment which he made to a group of employment
policy officers while he was Vice President and
Chairman of the President’s Committee: “We do
what we do in the realm of equal opportunity not
because of fear of what the world thinks of us
but because of what we think of ourselves and our
system. We believe—we know—that equal em-
ployment opportunity is no unattainable or un-
reasonable goal for a free society.”

Employment Census as a Tool for Agency
Planning

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

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

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

TNlustrative of the Committee’s use of such data
as a means of motivating and stimulating agency
action is a Government-wide request by the
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Executive Vice Chairman under Memorandum E~
16. This memorandum, issued after each employ-
ment policy officer had received the June, 1962,

Committee census figures for each bureau in his

agency, requested that the data be thoroughly
analyzed and appraised to determine where, if at
all, it appeared that correction efforts might be
necessary to assure that the agency was operating
in compliance with Executive Order 10925. It
was further required that if such areas of apparent
noncompliance were discovered, all appointments

and promotions should be preaudited for a tem- -

porary period in order to verify the practices and
institute a corrective program, if required. All
agencies have been required to report to the Com-
mittee that these procedures have been followed
and to state the results of audits which were in-
stituted. As a result, Government-wide appraisals
of the quality of compliance with the Executive
Order have been made.

Correcting Under-utilization

One of the most widespread means of discrimi-
nating against minority employees is to employ
them arbitrarily below their highest skills.

Recognizing the importance of eliminating such
under-utilization of employees, the then Vice Pres-
ident Johnson, as Committee chairman, directed
all departments and agencies to review the person-
nel file of employees in the lower grades to locate
under-utilized personnel. He requested that,
where such employees were found, aggressive posi-
tive effort be made to place them in jobs more
suited to their abilities and training.

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

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

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

Department of Commerce.—As a direct result
of the survey findings, 16 minority group person-
nel have been promoted or reassigned. Of 2,838
minority group employees whose files were re-
viewed (out of a total of 13,661 files studied), 795
had been promoted within the past year under nor-
mal promotion procedures.

Department of Justice.—Several Negro U.S.
attorneys and a United States marshal, as well as
assistant U.S. attorneys and a deputy marshal

" have been appointed in southern and border states.
‘A Negro became U.S. attorney for the Northern

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

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

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

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

Department of Health, Education, and Wel-
fare.—The survey of one installation (Bureau of
0Old Age and Survivors Insurance headquarters in
Baltimore) disclosed that approximately 600 em-
ployees (both white and Negro) had typing and
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stenographic experience which was not being used.
Inservice training classes are being offered to bring
unused skills up to standard requirements.

Civil Service Commission.—Although the re-
view of files indicated 99 cases of possible under-
utilization, final review showed only seven valid
cases. Of the seven, two have resigned, three have
been promoted to higher grades, one is on the pro-
motion roster without change to date, and one
declined transfer despite limited promotion oppor-
tunities in present position.

General Services Administration.—Seven em-
ployees with position titles of laborer and grades
ranging from Wage Board-1 to Wage Board-4
were upgraded to such positions as clerk-typist,
electrician, keypunch operator, etc. at higher
grades. Ten employees in grades WB-5 and from
GS—4 to GS-11 were upgraded to more responsible
positions at higher grades. Some of these actions
resulted in increases of three or four grades.

National Aeronautics and Space Administra-
tion.—The agency reports annual appraisals of
all employees have resulted in significant place-
ment of Negroes in middle and upper job levels.
During calendar year 1962, the number of Negroes
in Grade 5-11 increased from 171 to 242 (41.5 per-
cent) and in Grades 12-18 from 31 to 46 (48.4
percent).

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

Regional Meetings

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

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

The subjects highlighted at these conferences
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included Committee rules and regulations, com-
plaint procedures, techniques, affirmative action,
and further steps that agencies could take in sup-
port of the program.

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

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

Cities in Which Followup Conferences Have Been Held !

Date City No. of No. of

employees | agencies
May 14-15,1962___________ 11, 580 11
June 18-21, 1962 He 47,224 16
Sept. 18-19, 1962 4,300 11
Oct. 15-19, 1962____________ 63,199 20
Nov. 13-15, 1962_____ a , 843 16
Jan. 15-17, 1963 ... _..___ 63, 405 14
Feb. 12-14,1963___________ 8,911 11
Mar. 19-22, 1963 144,779 14
368, 241 123

1 Similar meetings are scheduled in Miami, Boston, Cincinnati, Dallas,
Denver and San Francisco.

Training and Recruitment

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

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

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

Another agency, in cooperation with the Civil
Service Commission, gave tests to electrician help-
ers to determine their potential at the journeyman
level. The employees attaining a passing grade
were afforded first consideration for promotion.
Those who did not receive a passing grade were
offered correspondence courses for their further
self-development. A training program in basic
mathematics is being planned for these latter em-
ployees. This training program will be given 50
percent on Government time and 50 percent on
the employee’s time.

Some agencies presented the problem of recruit-
ing minority group applicants in certain special-
ized fields, such as quality control, procurement
specialist, and banking and finance. The agencies
stated that in these cases, experience gained in
private industry provided the Government its big-
gest source of applicants. Because of restrictions
by private industry in some areas, it has been diffi-
cult for members of minority groups to qualify.
To assure equal opportunity, agencies have created
trainee positions and recruited from the Federal
Service Entrance Examination register and then
provided the necessary on-the-job specialized
training for those moving into these fields.

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

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

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

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

Statistics on Increased Utilization of
Minorities

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

Significantly, Los Angeles revealed an increase
for Spanish-surname employing in the classified
grades from 270 in 1961 to 324 in 1962, or 20 per-
cent; whereas total employment increased from
12,749 in 1961 to 13,199 in 1962, or 3.5 percent. In

" the middle grades, GS-5 through 11, the increase
was from 119 to 169, or 42 percent, against a total
employment increase from 6,188 in 1961 to 6,395
in 1962, or 3.3 percent.

In Atlanta, Negro employment in the middle
grades, GS-5 through 11, increased from 23 in
1961 to 32 in 1962, or 39.1 percent; whereas, the
total employment increase was 7.4 percent. St.
Louis revealed an increase for Negroes in these
middle grades from 475 to 604, or 27.2 percent,
against a total employment increase from 7,301 to
7,810, or 7.0 percent. Significant gains for
Negroes in grades 12 through 18 were revealed in
all areas covered, particularly Philadelphia, where
the gain was from 55 in 1961 to 81 in 1962 or 47.3
percent, against a total change from 4,536 in
1961 to 5,584 in 1962, or 23.1 percent. St. Louis
revealed an increase in the upper grades, 12
through 18, from 6 to 8 or 33.3 percent against
a total increase from 1,268 to 1,383, or 9.1 percent.
In New York, there was an increase of 32 Negroes
in grades 12-18, for a 25 percent gain, compared
to a total increase of 1,037 for a 10.8 percent gain.
It must be stressed that the primary purpose of
these meetings was to assist the participating
agencies in developing their affirmative action pro-
grams. Statistical information was gathered in
order to indicate the general pattern of minority

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

Agency Capability Development

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

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

TaBLe 1. Change in Negro* and total Federal employment as reported by agencies participating in
regional followup meeting
First report Second report Percent change
City
Total Negro | Percent Total Negro | Percent Total Negro
employment employment employment
Potal. 2.1 0y 360, 869 75, 138 20. 4 365, 647 79, 892 21. 8 +1.3 +6.3
S PR T e M C R 10, 796 1, 508 14. 0 11, 580 1,476 12. 7 +7.3 —-2.1
Chiengoe . = ... S 0ok ] 47,733 18, 044 37.8 47, 224 18, 811 39. 8 —-1.1 +4.3
Los Angeles.._._____. 63, 893 10, 663 16. 7 63, 199 10, 844 17. 2 -1.1 +1.7
= T R T 23, 269 4,736 20. 4 24, 843 5, 335 21. 5 +6.8 +12.6
Philadelphia. ... .____ 62, 062 15, 051 24. 3 63, 405 15, 348 24. 2 +2.2 +2.0
New Orleans. ... ... 8, 337 1, 216 14. 6 8, 911 1,418 15. 9 +6.9 +16. 6
New York ..o osian . 144,779 23, 920 16. 5 146, 485 26, 660 18. 2 +1.2 +11.5

! Similar information was obtained on other minorities where they are a significant part of the labor force.
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Department of the Interior. These training ses-
sions were from 1 to 3 days in length.

In addition, the Office of Career Development,
U.S. Civil Service Commission, conducted a 3-day
equal employment training session for 11 middle-
sized departments-and agencies. Committee staff
served as consultants and resource people. The 11
departments and agencies participating were: De-
partment of Justice, Department of Labor, De-
partment of Commerce, Department of State,
General Services Administration, National Aero-
nautics and Space Administration, Housing and
Home Finance Agency, Atomic Energy Commis-
sion, U.S. Information Agency, Civil Service Com-
mission and Agency for International Develop-
ment.
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To insure that such training reaches department
and agency field personnel responsible for final ex-
ecution of the Order, regional training sessions
have been held by the Committee in 14 major cities
having large concentrations of Federal employees
as described earlier.

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

Government Emp|oyment Census

Prior to the issuance of Executive Order 10925,
the belief was widely held that minority group
employees of the Federal Government, partic-
ularly Negro employees, were denied equal oppor-
tunity in employment. No accurate measure
existed, however, of the extent of such alleged
discrimination.

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

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

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

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

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

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

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

Some Highlights:

—The percentage of Negro Federal employ-
ees in Classification Act jobs in Grades 1-4
dropped from 72 percent to 68 percent while the
number in the middle level GS-5 through GS-11
positions climbed from 27 percent to 30 percent.

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

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

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

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

At the time this report was being prepared, only
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preliminary information was available from the
third census. What was available, however,
showed that sound and steady progress was still
being made.

Some Highlights:

—Twenty-two percent of the net increase in
Federal employment during the period repre-
sented increased Negro employment. This
compares to 17 percent for the previous census
period.

—This net increase brings total reported Ne-
gro employment to a new high of 301,899—up
3 percent from 293,353 in June, 1962. The
cumulative percentage increase from June,
1961, to June, 1963, amounted to 6.8 percent.

—There were 545 more Negroes in the grades
GS-12 through GS-18 (paying $9,475 to $20,000)
than there were a year earlier, an increase of
38.7 percent. The total number of jobs in these
grades increased 12.4 percent during the same
period.

—Negroes in the middle grades (GS-5—GS-
11) increased by 4,278, or 14.7 percent, while
total employment in these grades increased 5.1
percent.

—The number of Negroes in Wage Board
positions paying more than $8,000 increased by
183, or 122 percent, while the total number of
these positions increased 41.5 percent.

—1In the Postal Field Service, the number of
Negroes in higher paying positions increased

726-390 0—84—4

56.3 percent, despite a 2 percent decline in the
total number of such jobs (see tables for fur-
ther details).

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

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

These surveys last from 2 to 3 weeks and cover
all personnel activities of each Government agency
in the community being surveyed.

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

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

Foreword

Executive Order 10925, dated March 6, 1961, reaffirmed the policy of non-
discrimination in government employment and directed that Federal agencies
take additional affirmative steps to eliminate any discrimination in Federal
employment because of race, color, religion, or national origin. The President’s
Committee on Equal Employment Opportunity established by this Order has
compiled statistics on Federal employment and minority groups annually
since 1961.

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

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

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

1962 data initially published.

INDEX
Table Coverage Table Coverage

1 Negro and total employment, worldwide,  Negro and Total Employment 1962-1963

$ N1962'1963 1dwid 7  Washington, D.C., Metropolitan Area
efﬁ;)lflr;%gtotal employment, woridwide, 8  Boston Civil Service Region

2  Spanish-Speaking and total employment, 9 Ne?v York. Ci\fil. Service Region
worldwide, 1962-1963 10  Philadelphia Civil Service Region

3  Mexican-American and total employment, 11  Atlanta Civil Service Region
selected states, 1962-1963 12  Chicago Civil Service Region

4 Puerto Rican and total employment, se- 13 St. Louis Civil Service Region
lected states, 1962-1963 14  Dallas Civil Service Region

5 American-Indian and total employment, N : :
selected states, 1962-1963 15  Denver Civil Service Region

6  Oriental-American and total employment, 16  San Francisco Civil Service Region
selected states, 1962-1963 17  Seattle Civil Service Region
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TaBLe 1.—Negro and total employment by grade and salary groups, Jume 1962 and June 1963,

summary, oll agencies

1963 Change from 1962
Pay category Negro
Total Total Percent Negro Percent
employees
Number Percent
Total all pay plans_.______ 2,298, 808 | 301, 889 13.1 | 446,474 +2.1 + 8, 804 +3.0
Total Classification Act or
RERHAE. - = s T 1, 163, 051 101, 589 9.2 | 439,403 +3.7 +5, 052 +5.2
Q81 thrdugh o ool i v gt 355,329 | 66, 169 18.6 | —8,297 = +229 +0.4
GRS fhtoughi il e e 558, 528 | 33, 468 6.0 | +26, 842 45.1( +4,278 +14.7
GS-5 through 88, _.c: 448 Jios 315, 203 26, 452 8.4 | +10,940 +3.6 +3, 132 +13.4
G8-9 through 11 oo iav 243, 325 7,016 2.9 | +15, 902 £ L0 4 1,148 +19.5
GS-12through 18 - .- __ - _____ 189, 194 1,952 1.0 | +20, 858 +12. 4 + 545 +38.7
Total Wage Board________ 560, 211 106, 665 19.0 —8, 402 —1.5| +1,011 +1.0
Up through $4,499______________ 84, 268 37, 004 43.9 | —19, 649 —18.9 —7,669 —17.2
$4,500 through $7,999___________ 442 577 69, 328 15.7 +1, 468 +.3 +8, 497 +14.0
$4,500 through $6,499___________ 301, 257 60, 961 20.2 | —32,105 —9.6 +4, 655 +8.3
$6,500 through $7,999_ __________ 141, 320 8, 367 5.9 | 433,573 +31.2 +3, 842 +84.9
$8,000a0d OVer_ - i s e 33, 366 333 1.0 +9,779 +41.5 + 183 +122.0
Total Postal Field Service._ 582, 475 89, 323 15.3 | +11, 907 +2.1 +2, 443 +2.8
PES-1 throughr4i 22 " T 170 499, 630 83, 747 16. 8 +7,713 +1.6 +1, 860 +2.3
PES-5 throtnghvlle. = o o= i 79, 216 5, 551 7.0 +4,200 +5.6 + 574 +11.5
PFS-6through 8. oo 66, 205 5, 366 81 +3, 630 +5. 8 + 534 +11.1
PES-9through ¥ - .- _=.____-. 13, 011 185 1.4 + 570 +4.6 +40 +27.6
PES-12 through 0. usia oo 22 3, 629 25 it —6 —. 2 +9 +56.3
Total other pay plans______ 53, 071 4, 312 8.1 +3, 566 +7.2 + 298 +7.4
Up through $4,499______________ 11,708 3, 152 26. 9 —917 —7.3 + 462 +17.2
$4,500 through $7,999_ . _________ 22, 362 915 4.1 +1, 545 +7.4 — 187 —17.0
$4,500 through $6,499___________ 15, 328 754 4.9 +1, 219 +8.6 —123 —14.0
$6,500 through $7,999___________ 7, 034 161 2.3 +326 +4. 9 —64 —28.4
$5:000 and-oveps2y oo a  LINT S 19, 001 245 1.3 +2, 938 +18.3 +23 +10. 4

1 Includes 4th class postmasters and rural carriers.
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TaeLe la—Negro and total employment by grade and salary groups, June 1961 and June 1963,
summary, all agencies

1963 Change from 1961
Negro
Ay Total ad Total Percent Negro Percent
mployees
6o Number | Percent
Total all pay plans________ 2, 298, 808 | 301, 889 13.1 |4101, 448 +4.6 | +19,273 +6.8
T(;ﬁ?rlxﬂglraSSIﬁcatlo i3 :A_c_t_ 3 1,103,051 | 101,589 9.2 | +90, 604 +8.9 | +11, 805 +13.1
Galithrongdl e - o0& o 355,329 | 66,169 18.6 =y ") +1,927 +3.0
GS-5 thmuih i AR T PR 558, 528 | 33,468 6.0 | +55,470 +11.0 | +8,963 +36. 6
(G}SS:g R T 315, ggg 23, g?g g ‘é ----------------------------------------
throughslg e - & e L 243, ) s S e s s [ e e e e e e S e n o
GO8 throghils. . . i 180,104 | 1,952 1.0 | 35251 | +22.0| 4015| +88.2
Total Wage Board________ 560, 211 | 106, 665 19.0 | —8,624 —L5 —188 —0.2
Up through $4,499______________ 84,268 | 37,004 48.9 | oooocomc|ooecmmmmn]emm oo oo -
$4,500 through $7,099___________ 442,577 | 69, 328 18: T |- ccmmpmmzafosccncomcalomnnm s nilmaoacatace
. $4,500 through $6,499___________ 301,257 | 60, 961 R amtaii i tunisl abicicals' s bt o
. $6,500 through $7,999___________ 141, 320 8, 367 e T eitctaniele Wipiisp v (Sl oleigherst
$8,000 And Over-s_ . v inil. 33, 366 333 L e o ety e b
Total Postal Field Service_.| 582,475 | 89,323 15.3 | +16,324 +2.9| +6,136 +7.4
PFS-1 through 42_______________ 499, 630 | 83,747 16. 8 | +12,223 +2.5 | +4,766 +6.0
BN et 70'216 | 5,551 70| +4236 | +56| +1,356 | +32.3
11;{:&‘3 throngh 8.___ .. ._..... 66, 205 5 a8 5 o T, S ¥ I T L T
fhirough 1%, ... 2icoioo .- 13,0114 - 186§ R hasces amhane g e e e
LT s i e 3 620 25 7| TTC1ss | 38 +1a | ¥1273
Total other pay plans______ 53,071 4,312 81| +3144 +6.3 | +1,520 +54.4
Up through $4,499______________ 11, 708 3,152 26.9 |---- -anoc|omommemmesaaeamnadelonooi e oo
$4,500 through $7,999___________ 22, 362 915 4.1 Loaanmcisfremsrskash Sot tanant ld oo s hnrty
$4,500 through $6,499__ _________ 15, 328 754 R e R s i s o A ap e
$6,500 through $7,999___________ 7,034 161 R b s Eatitete il wvkenintutetsr! @ittt
$8,000 and over._______________._ 19, 001 245 158 foccmmmcne e s e oo memmm e e mmcat e
I Less than 0.05 percent.
? Includes 4th-class pogtmasters and rural carriers.
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TaBLe 2.—Spanish-speaking and total employment by grade and salary groups, June 1962 and June
1963, summary, all agencies

1963 Change from 1962
Pay category Total Spanish-speaking Spanish-
employees Total Percent | speaking | Percent
Number Percent

Total all pay plans________ 2, 298, 808 51, 682 2.2 | 446,474 +2.1 +995 +2.0

Total Classification Act or
o e ey e LIt 1, 103, 051 15, 292 1.4 | +39,403 +3.7 + 572 +3.9
GS-1 through 4. .. _ = oo __ 355, 329 7, 520 2.1 —8, 297 —2.3 —281 —3.6
G =bthroughe bl kS Sl 558, 528 6, 987 1.3 | +26, 842 +5.0 + 692 +11.0
G5 threuph 8- 0. L _coomy 315, 203 4, 809 1.5 | +10, 940 +3.6 + 388 +8.8
G- ihrouh 11 oo oo 243, 325 2,178 .9 | +15, 902 +7.0 + 304 +16. 2
512 throogh 4B - . ccosys. - 189, 194 785 .4 | 420, 858 +12. 4 +161 +25.8
Total Wage Board_ _______ 560, 211 25,175 4.5 —8,402 —1.5 —1, 635 —6.1
Up through $4,499______________ 84, 268 5, 792 6.9 | —19,649 —18.9 —1, 500 —20. 6
$4,500 through $7,999___________ 442, 577 19, 105 4.3 +1, 468 +.3 —254 —1.3
$4,500 through $6,499___________ 301, 257 15, 272 51| —32,105 —9.6 | —1,634 —9.7
$6,500 through $7,999___________ 141, 320 3, 833 2.7 | 433,573 +31. 2 +1, 380 +56. 3
E8.000 and over: .o utv_Locoes 33, 366 278 .8 +9, 779 +41.5 +119 +74.8
Total postal field service__ __ 582, 475 9, 737 1.7 | +11,907 +2.1 +1, 119 +13.0
RES-T throtigh 410 _ o= - 499, 630 9, 194 1.8 +7,713 +1.6 | +1,035 +12. 7
P85 through L1~ - %ol 79, 216 534 Al +4, 200 +5.6 +79 +17. 4
PESGthrough 8.c_. oo .. -0 66, 205 472 s +3, 630 +5. 8 + 65 +16.0
PES- Othvough 11 _- .. .= =_ 13,011 62 iy +570 +4.6 +14 +29. 2
PFS-12 through 20_.._- s oo 3, 629 9 .2 —6 —.2 +5 +125.0
Total other pay plans 2____ 53, 071 1,478 2.8 | 43,566 +7.2 +939 +174. 2
Up through $4,499______________ 11, 708 328 2.8 —917 —7.3 4101 +44.5
$4,500 through $7,999___________ 22, 362 1,014 4.5 +1, 545 +7.4 +803 +380. 6
$4, 500 through $6,499___________ 15, 328 785 5.1 +1,219 +8.6 +614 +359. 1
$6, 500 through $7,999___________ 7,034 229 3.3 + 326 +4.9 +189 +472. 5
SEVO0 andover - T % Lol 19, 001 136 = +2, 938 +18.3 +35 +34.7

1 Includes 4th class postmasters and rural carriers.
2 Increases due partially to shift in reporting from Wage Board to other pay plans.
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Tapte 8—Mewican-American and total employment by grade and salary groups, June 1962 and June
1963, summary of selected States

[Arizona, California, Colorado, New Mexico, and Texas]

e e b ——

H

1963 Change from 1962
Pay category Mexican-American
Total Total Percent | Mexican- | Percent
employees American
Number Percent

Total all pay plans_______. 453, 881 33, 925 7.5 | +12,221 +2. 8 +343 el

Total Classification Act or
SRR o S S 212, 142 9, 603 4.5 | +8,066 +4.0 +595 +6. 6
GS-1 through4. - __ ccimizs 70, 810 5, 023 7.1 |~ —1,662 —2.3 —128 —-2.5
GS-5 through 11__ 110, 562 4,339 3.9 +6, 131 +5.9 +639 +17.3
GS-5 through 8_____ 61, 742 3,070 50 +2, 999 +5.1 +423 +16.0
GS-9 through 11 48, 820 1, 269 2.6 +3, 132 +6.9 +216 +20. 5
GS-12 through 18______________._ 30, 770 241 .8 | 438,597 +13. 2 +84 +53. 5
Total Wage Board________ 143, 640 19, 055 13.3 | +2,426 RL T e 104 —5.9
Up through $4,499______________ 14, 960 4,391 29.4 | —2,642 —15.0'|" —1,817 —23.1
$4,500 through $7,999_ ____ . _____ 120, 036 14, 523 12.1 | +2,221 +1.9 +51 +.4
$4,500 through $6,499_ __________ 70, 807 11, 970 16.9 | —7,540 —9.6 —779 —6.1
$6,500 through $7,999_ _ _________ 49, 229 2, 553 52| 9,761 +24.7 +830 +48. 2
$8,000 and over_ __ __ ___________ 8, 644 141 1.6 +2, 847 +49.1 +72 +104.3
Total Postal Field Service. . 90, 808 4,399 4.8 +1,178 +1.3 + 238 +5.7
PFS-1 through 41 ______________ 79, 628 4, 206 5.3 +982 +1.2 +192 +4.8
PFS-5 through 11_______________ 10, 502 187 1.8 +250 +2.4 441 +28.1
PFS-5 through 8________________ 8, 418 164 1.9 +239 +2.9 +32 +24. 2
PFS-9 through 11___ ____________ 2, 084 23 153 =hdel +. 5 +9 +64.3
PFS-12 through 20______________ 678 6 .9 —54 ol +5 +500. 0
Total other pay p]ans ; SR 7, 291 868 11.9 +551 +8 2 +704 +429 3
Up through $4,499_ _____________ 1,186 49 4.1 —338 —22.2 —58 —54. 2
$4,500 through $7,999 ______.___ 4,771 815 17.4 +973 +25.6 +765 | +1,530.0
$4,500 through $6,499___________ 3 316 649 19. 6 +432 +15.0 +606 | +1,409.3
$6,500 through $7,999_ __________ 1,455 166 11. 4 +541 +59. 2 +159 | +2,271. 4
$R.000 afil 6veroe L s e e 1,334 4 .3 —84 —5.9 —3 —42.9

1 Includes 4th class postmasters and rural carriers.
2 Increases due partially to shift in reporting from Wage Board to other pay plans.
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TaBLE 4—Puerto Rican and. total employment by grade and salary
summary-selected States

[Connecticut, New Jersey, New York, and Pennsylvania)

Y groups, June 1962 and June 1963,

1963 Change from 1962
Pay category - Puerto Rican
‘i"f'al Total Percent Puerto Pecrent
employees Rican
Number Percent,
Total all pay plans________ 377,735 4,092 114 —4, 514 =l —183 el
Total Classification Act or
gimilar-_ . . .= ___ . 150, 919 695 e —890 —.6 495 3.7
GS-ldhrough 4" .. . 2 ... - 49, 948 443 4
GS-5 through 11______._ . . 77,116 234 % 8§ Ay 740 -9 —2.0
GS-5 through 8_____________ 39, 216 172 ‘4| —1 165 g4 - i?g +i§ ?
GS-9 through 11_____ 37, 900 62 ‘9 1971 e . +11. :
GS-12 through 18 23, 855 18 = +1 402 162 +_3 t‘lli g
Total Wage Board__ ______ 78, 964 1, 436 L8| —6 144 —-7.2 —52 —3°B
Up through $4,499______________ 8, 442 685 by
$4,500 through $7,999______ "7 66, 209 740 Y1ohes —2.3| 106 134
$4,500 through $6,499_ __________ 42, 880 496 1.2 | —11 640 P 3 -ii 29 -;'2/ (15
$6,500 through $7,999___________ 23, 329 244 10| +6 92 143 2 yt 5 g
$8:000%and overs o il o) 4,313 11 23| 41001 130 5 o fg +_Eg3- 3
Total Postal Field Service_ _ 143, 052 1,923 1587 [in3upEn +2.6 160 77
PFS-1through 41.______________ 125, 368 1 :
PFS-5 through 11________ 777" 16, 938 . ng 1: g i} ggg 3 13 —198 —9.8
PFS-5through 8_.._____________ 13,972 36 ‘6 By 694 +12.7 +38 +71.7
PEa~0throughtl. .+ - 5. . - - 2, 966 5 2 L9 +13. 8 +38 +79.2
PFS-12 through 20_________ """~ L AR ERS AV ~ + 4}{13 ﬂ 11 ____________________
Total other pay plans____:_ 4, 800 33 - e —17.8 _______-*:;_ ____:*-_;;_;
Up through $4,499______________ 2, 714 ' :
$4,500 through' 7,099~~~ 1 1, 409 T cy| ¥ 107 Y B
$4,500 through $6,499_________~ 1,034 10 Lo 0| —2.2 +5 4385
$6,500 through $7,999___________ 375 8 21 _5 8 =18 +5 +100. 0
$8,000 and over.___________ "7 677 3 < e RS W N

! Includes 4th class postmasters and rural carriers,
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TaBLE 5.—American Indian and total employment by grade and salary groups, June 1962 and Jume
1963, summary of selected. States

[Arizona, California, Montana, New Mexico, North Carolina, Oklahoma, and South Dakota]

1963 Change from 1962
Pay category American Indian
Total em- Total Percent | American | Percent
ployees Indian
Number Percent

Total all pay plans________ 393, 705 10, 592 2.7 | 414,405 +3.8 1 1870 +18.8

Total Classification Act or
T 177, 350 5,315 3.0 | +9 094 +5.4 +486 +10.1
GS-1 through 4. ____ - ———___ 59, 424 3, 373 5.7 —290 —.5 +296 +9.6
GS-5 through 11_________———_-—_ 93, 005 1, 792 1.9 | +6,169 +7.1 +147 +8.9
GS-5 through 8_ - - _cccoeooo- 51, 314 1, 311 2.6 | +2, 753 +5.7 473 +5.9
GS-9 through 11_______ - ———___ 41, 691 481 1.2 | +3 416 +8.9 +74 +18.2
GS-12 through 18_ - ____——————- 24, 921 150 .6 | +3,215 +14.8 +43 +40. 2
Total Wage Board_ - _ _____ 129, 001 4, 949 3.8 +3, 811 +3.0 +1, 251 +33.8
Up through $4,499_ _ _______ - 10, 803 2, 540 23.5 | —1,677 —13.4 +940 +58.8
$4,500 through $7,999_ - - - - 109, 944 2, 377 2.2 42 627 +2.4 +303 +14.6
$4,500 through $6,499_ _ __ - 63, 614 2,113 3.3 | —6, 642 —9.5 +183 +9.5
$6,500 through $7,999_ _ - _______- 46, 330 264 .6 | 49,269 +25.0 +120 +83.3
$8,000 and over. _ - - - --—oooo-- 8, 254 32 .4 | +2,861 +53.1 +8 +33.3
Total Postal Field Service_ - 80, 214 286 .4 +1, 678 +2.1 +12 +4 4
PFS-1 through 41 ____—ccoo-- 70, 537 238 .3 | 41,687 +2.5 20 —0.8
PFS-5 through 11— - ——co-- 9, 272 48 5 +61 +.7 +15 +45.5
PFS-5 through 8- - - -——-cono- 7, 479 45 .6 +51 +.7 +15 +50.0
PFS-9 through 11 _o—ccooc-- 1,793 3 e +10 AV L0 UM AV S L Sy
PFS-12 through 20— - --—--- VT R S el (s —70 —14.7 -1 —100. 0
Total other pay plans__.__- 7,140 42 .6 —178 —2.4 —70 —62.5
Up through $4,499_ ________—_--- 1,136 11 1.0 —145 | -—11.3 —66 —85.7
$4,500 through $7,999_ _ - - - —---- 4, 838 31 .6 +223 +4.8 —2 A
$4,500 through $6,499_ __________ 3, 377 28 .8 +17 +.5 41 +8 7
$6,500 through $7,999_ _ _ - - - 1, 461 3 .2 +206 +16. 4 -3 —50.0
$8,000 and over... .- .- -———o-u- (IS AR SRR —256 —18.0 =2 —100. 0

! Includes 4th class postmasters and rural carriers.
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TaBLE 6.—Oriental-American and total employment by grade and salary groups, June 1962 and June
1963, summary of selected States

[California, Oregon, and Washington]

Pay category

1963

Change from 1962

Oriental-American

Total em- Total Percent | Oriental- | Percent
ployees American
Number Percent
Total all pay plans________ 325, 418 10, 158 &1 ["411,163 +3. 6 +780 +83
Total Classification Act or !
ot - RN B Ava 142, 295 3, 400 2.4| +7,087 | +59| +362| +1L.9 4
Gt throuplid =0 (.o Sozio L0 48, 043 1,108 2.3 —480 —1.0 +16 +1.5
GRSb tRtough Wl o e o 2l L 73, 460 2, 037 2.8 +5, 615 +8 3 +295 +16.9
GE=h throughe& _ .0 o250 o g 40, 430 1,279 3.2 +2, 848 +7. 6 +184 +16. 8
Go=9throngl 4F. =5 33, 030 758 2.3 2,087 +9.1 +111 +17.2
GE=12 through 18 ... S22 -0k 20, 792 255 1.2 —2, 852 +15. 9 +51 +25.0
Total Wage Board_ _______ 108, 569 4,399 4.1 +886 +0.8 | +1,124 +34.3 |
Up through $4,499______________ 4, 388 136 3.1 —653 —13.0 —25 —15. 58
$4,500 through $7,999_ __ ________ 95, 002 4,177 4.4 | —1,278 —13| +1,09 +35.6
$4,500 through $6,499__ _________ 46, 742 2, 461 5.3 | —13,193 —22 0 +472 +23. 78
$6,500 through $7,999___________ 48, 260 1,216 3.6 | +11,915 +32. 8 +624 +57. 1
881000 and over.. . -._ o 2 &Ny 9, 179 86 .9 +2 817 +44. 3 +53 +160.6
Total Postal Field Service._ 67, 372 2, 228 i +858 +1.3 +78 +3.6
PRE-1 throuph 41 .- E.- o .. 59, 441 2, 129 3.6 + 581 +1.0 +67 +3.24%
PES-H thraugh .. . o0 220 s 7, 440 98 1.3 +340 +4.8 +11 +12. 6
PHE-Gthrotigh'8, .. - o .2l g 5,929 92 1.6 4348 +6. 2 +12 +15.0
PES-O through 11 ..o o= Lo 1, 511 6 e =g Ll =3 —14. 3
PFS-12 through 20______________ 491 1 2 —63 — Vil TR ARNTHE T L ) e
Total other pay plans______ 7,182 131 1.8 +1, 432 +24.9 —784 —85.7 f’
Up through $4,499______________ 861 72 8 4 —149 —14. 8 +60 +500.0
$4,500 through $7,999___________ 5,198 58 L1| +1,767 +51 5 —834 —93. 5
$4,500 through $6,499___________| 3,490 45 158 +936 +36. 6 w747 —94 3
$6,500 through $7,999___________ 1,708 13 28 4831 +94. 8 — 87 —87.0
$8,000 and over-_ .- LA o Lo 1,123 1 ik | —186 —14.2 —10 —90.9

1 Includes 4th class postmasters and rural carriers.
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Tasie 7.—Negro and total employment b

y grade and salary groups, Jume 1962 and Jume 1963,

Washington, D.C., Metropolitan Area
1963 Change from 1962
Negro
Pay category Total - Total Percent Negro Percent
1
Vs Number Percent
Total all pay plans________ 247, 094 59, 832 24.2| +4,665 FLO " 4 408 4.5
o aesification Act or | oo 52| 33,008 17.2| +3,84| +20| +2,116|  +6.8
GS-1 @ 49, 368 19,913 40. 3 —1, 884 —-3.7 + 98 +.5
GRS theongh Ml Geped b 13 20 140 | +2,425 | +2.8| +1,87| +17.4
GS-5 through 8__ . .....__... 59, 778 10, 814 18.1 +2, 139 +3.7 +1, 586 +17.2
GS-9 through T et e gl EWSE 29, 791 1, 689 5.7 4286 -1 +271 +19. 1
GS-12 through 18_______________ 53, 315 632 1.3| +3,303 +6.6 +161 +30.9
Total Wage Board._ .. _____ 36, 958 20, 225 54.7 —882 —-2.3 +1, 844 +10. 0
— —20.9 —1, 151 —11.6
Up through $4,499_ _____________ 9, 729 8, 743 89.9 2,578 ’
$4,500 through’ $7.999 - .. .. 23,552 | 11,345 s - 1% ig 671 igg' i
$4,500 through $6.499. . ... ... 18,012 | 10,665 62 507 81 1219 +47.5
$6,500 through $7,999___________ 5, 540 680 12.9 3 158. 0 +105 +328. 1
B s 3, 677 137 3.7| +2,252) +158 :
Total Postal Field Service. - 12,173 6, 059 46. 8 it Aty . e
3.9 +404 +7:9
BES L throtdph 41 o b o 9, 740 5, 506 56. 5 +370 * i )
PF8-5 through (TN sk 2, 256 550 26 % _gg i i g _gg _.g' g
PFS-5 through-8. _____ .. _._._- ' 2,038 545 28.7 e +3.8 +4 +400. 0
PFS8-9 through 11___________.___ 218 5 2.3 1_6 —33 +2 +200.
PFS-12 through 20______________ 17 3 1.7 : ;
B shhar s e - 5, 711 450 7.9| +1,368| +3L5 +128 +39.8
—2 —.3 +91 +39. 4
Up through $4,499_ _____________ 709 322 45. 4 =)
$4,500 through T 972 78 &8 o }gg /- T hE s, 2
%»580 through $6,499 __________. ifl’g gg 2; 6 ~14 =3 +9 +64.3
$8:308 gllllr(;)gglér$7,999- S5 Shtves 4,030 50 1.2 +1,549| +62.4 +30 +150. 0

! Includes 4th class postmasters and rural carriers.

Nore: Includes the District of Columbia; Alexandria an:

Counties, Md.

Digitized for FRASER
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d Falls Church cities, Arlington and Fairfax Counties, Va.; and Montgomery and Prince GeorgeS
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TasLe 8.—Negro and total employment bg

grade and salary groups, June 1962 and June 1963, Boston
wil Service Region

[Connecticut, Maine, Massachusetts, New Hampshire, Rhode Island, and Vermont,

1963 Change from 1962
Pay categor Negro
v ot Total Total Percent Negro Percent
employees
Number Percent
Total all pay plans________ 113, 351 3, 662 3.2 +3, 447 +3.1 +128 +3.6
Total Classification Act or
similar - - 39, 410 1,128 2.9 | 41,836 +4.9 +6 dpE
GS-1 through 4. oo 13, 461 743 6.5 —380 =97 —928 =8,
GS-5 through 11______________-- 19, 558 340 1.7 41,339 STy +23 173
GS=5 through 8 oo - 10, 352 223 2.2 + 557 +5.7 +9 44 2
GS-9 through 11 _._--- 9, 206 117 L3 +782 +9.3 +14 +13.6
GS-12 through 18— 6, 391 45 S +877 +15.9 1T +32.4
Total Wage Board_ - - - ____ 31, 466 1, 186 3.8 4824 +2.7 +89 +8.1
Up through $4,499._______ - 2, 873 401 14.0 —386 i s —62 gy
$4 500 through $7,999.___________ 27, 460 783 2.9 4666 +2.5 +149 +23.5
$4,500 through $64,99__. - 19, 396 614 3.2 | —3,559 —15.5 434 +5.9
$6,500 through $79,99. .- 8, 064 169 2.1 | 44,225 | +110.1 +115 +213.0
$8,000 and over-._ - - - 1,133 2 .2 +544 +92. 4 SIS e el
Total Postal Field Service._ 41, 063 1,333 3.2 4264 546 +29 +2.2
BPS-Iethrough'™d = - ~or— . 35, 246 1, 223 3.5 —154 =i +19 AT
PFS-5 through 11______________. 5, 560 109 2.0 +414 +8.0 +10 +10. 1
PFS-5 through 8. - 4, 664 101 2.2 +416 +9.8 +10 +11.0
PFS-9 through 11_______________ 896 8 =0 S Sl Nl e TR T
BPES—12 through 20°_ . ~-_C.___ 257 1 .4 837 S T e S
Total other pay plans______ 1, 412 15 b | + 523 1588 +4 1+36. 4
Up through $4,499_____________. 454 10 2.2 o o L. . R o B
$4,500 through nr e PR et 706 4 6 +406 +135. 3 33 +300. 0
$4,500 through $6.499.___________ 369 3 .8 +138 +59.7 il i T B
$6 500 through $L990 e 337 i | 3 +268 U T 0 ) L B
$8,000 and OVer.- - - --------- 252 1 .4 +121 +92. 4 ¥, S e

1 Includes 4th class postmasters and rural carriers.
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TasLe 9.—Negro and total employment by grade and salary groups, June 1962 and June 1963, New
York Civil Service Region

[New Jersey and New York]

1963 Change from 1962
Pa t Negro
ey Total e Total Percent Negro Percent
employees
Number Percent
Total all pay plans________ 231, 473 34, 328 14. 8 +726 4.3 - 42,020 +6.3
Total Classification Act or

S G e 87, 047 10, 200 11.6 +717 +.8 +355 +3.6
GS-1 through 4___ . ___. 28 251 6, 742 23.9 | —1,132 —3.9 +4 =53
o i 44, 052 3,212 7.3 +535 +1.2 4289 +9.9
8-5 through 8_________________ 22, 241 2, 309 10. 4 —601 —2.6 +189 +8.9
ey L T R IS 21, 811 903 41| +1,136 +5.5 +100 +12. 5
$-12 through 18 _____________ 15, 644 246 1.6| +1,314 +9.2 +62 +33.7
Total Wage Board_ - _____ 42,918 6, 822 15.9 | —3,378 —7.3 —251 —3.5
Up through $4,499_ _____________ 5 350 2, 232 41. 7 —894 —14.3 —220 —9.0
$4,500 through $7,999__ _________ 34, 866 4 546 13.0 | —2,874 ~7.6 —48 —1.0
$4,500 through BRane .o . 20, 918 3, 360 16. 1 —5, 296 —20.2 —990 —22.8
$6,500 through $7,999_ _ _________ 13, 948 1,186 85| +2 422 +21.0 +942 +386. 1
$8,000 and over... .. ... .. 2, 702 44 1.6 +390 +16.9 +17 +63.0
Total Postal Field Service. - 98, 492 17, 003 17.3 | +3,313 +3.5 | +1,966 +13. 1
PFS-1 through 4 ! 87, 379 16, 245 18.6 | +1,853 49:9 1 11887 +13.0
B-5 through 11 . ..-......| = 10,661 ' 751 70| 1446 | +15.7 +o8 |  +15.0
PFS-5 through 8_______._._.___. 8 738 709 81| +1,259 +16. 8 +86 +13.8
PFS-9 through 11______._....._. 1 923 42 2.2 +187 +10. 8 +12 +40.0
$-12 through 20, ... .. ..._. " 452 7 L5 +14 +3.2 +1 +18.7
Total other pay plans______ 2,116 303 14.3 +74 +3.6 —50 —14.2
Up through $4,499 882 240 27.2 —13 —15 —41 —14.6
$4,500 through $7.099 - .. 728 50 6.9 52| —67 ~-15| -231
$4,500 through $6,409_ __________ 500 43 86 |ocoooomoofommeooo- =B —17.3
$6,500 through $7.999 . . ........ 228 7 8y —52 —18.6 —6 —46.2
S000 and over .. ... 506 13 2.6 +139 +37.9 +6 +85.7

! Includes 4th class postmasters and rural carriers.
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TasLe 10.—Negro and total employment by grade and salary groups, Jume 1962 and Jume 1963,
Philadelphia Civil Service Region

[Delaware, Maryland, Pennsylvania, Virginia, and West Virginia]

1963 Change from 1962
Pay category Negro
Total Total Percent Negro Percent
employees
Number Percent
Total all pay plans_______. 265, 929 46, 561 17. 5 —1, 549 —0.6 —1, 416 —-3.0
Total Classification Act or
e ORI R e G ERE 123, 849 14, 091 11. 4 +2, 627 +2. 2 —173 =152
GS-1 through 4. .- 44, 255 9, 193 20.8 | —1,657 =06 —302 )
GS-5 through 11__ .. 62, 640 4, 669 7.5 | +2 067 3.4 +50 A1t
GS-5 through 8- .- 34, 539 3, 467 10. 0 +726 194 —60 — o7
GS-9 through 11________ .. 28, 101 1, 202 4.3 | +1,341 +5.0 +110 10
GS-12 through 18__ .. 16, 954 229 1.4 | 42217 +15.0 +79 +52.7
Total Wage Board_ _______ 80,852 | 21,419 26.5 | —3,952 —4.7| —1,302 —5.7
Up through $4,499_______.__.__. 9, 685 5, 114 52.8 | —5,705 —37..] - =32908 —39.9
$4,500 through $7,999.__________. 68, 043 16, 282 23.9 +732 £1.1 | #=k2 086 Lokl
$4,500 through $6,499__ - 51,799 14, 987 28.9 | —5,514 —9.6 | 41,22 +8.9
$6,500 through $7,999_ .- 16, 244 1,295 80| 46,246 +62.5 +860 +197.7
$8,000 and over. - - 3,124 23 L7 41,021 +48.5 +11 +91.7
Total Postal Field Service. - 57,164 9, 840 17. 2 +616 +1.1 +134 +1. 4
PRS- tbhronghsd o oS a-— o 48, 530 9,115 18. 8 +43 =) L4 @
PFS-5 through 11 ... 8,319 724 8.7 +565 473 +129 +21.7
PFS-5 through 8. 7,012 709 10. 1 +462 +7.1 +128 +22.0
PFS-9 through 11__________ 1,307 15 L1 +103 +8.6 41 +7.1
PFS-12 through 20____ .- 315 1 '3 +8 126 f 4 ppegiiab
Total other pay plans_____. 4, 064 15281 29. 8 —840 —17.1 —175 —5.8
Up through $4,499______________ 2, 228 1,152 51.7 —a37 —9.6 +17 g
$4,500 through $7,999__________. 1,167 51 4.4 —529 —31.2 —95 85
$4,500 through $6,499_ . ________. 786 40 5.1 +78 +11.0 —.65 —6L9
$6,500 through $7,999___ ______.__ 381 11 2.9 —607 SERT 4 —30 —73.9
$8,000 and over- - - 669 8 2 —74 100 +3 +60. 0

1 Includes 4th class postmasters and rural carriers.

2 Less 0.05 percent.
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Tasie 11.—Negro and total employment by grade and salary groups, June 1962 and Jume 1963,
“Atlanta Cwil Service Region
North Carolina, South Carolina, Tennessee, and Virgin Islands]

[Alabama, Florida, Georgia, Mississippi,

1963 Change from 1962
) Negro
o st Total - Total Percent Negro Percent
employees
Number Percent

Total all pay plans_ .- - 275, 407 30, 591 1.1 | +2,603 +1.0 —281 —0.9
Tosti?xlﬁglfs_lf_ifﬁl? 4 ﬁc.t. o2 120, 747 4,286 3.5| +1,872 +1.6 14126 +3.0

@ hrough 40 - L e 40, 640 3, 166 7.8 | —2,194 —5.1 —84 s 0Ny
GS-5 thrgﬁgh %i_ _______________ 61, 727 1,053 1.7 +2,042 +3.4 +178 +20. 3
GS-5 through 8___ . - —--cocnn- 34, 282 799 23 +433 +1.3 +98 +14.0
GS-9 through 11__ - —-——--c-cun= 27, 445 254 .9 | 41,609 +6.2 +80 +46.0
GS-12 through 18— ———----- 18, 380 67 4| 42,024 +12.4 +32 +91. 4
Total Wage Board_ - - 36, 905 19, 895 22.9 | —2,046 L5978 —316 L8

Up through $4,499 - ———-- 18,250 | 10,794 59.1 | —4,322 —19.1| —1,432 Sy
$4,500 th%ouih’ AT I 63, 874 9, 098 14.2 +936 4325 | 1 1d +14.0
$4,500 through $6,499_ - - - - —-—-- 46, 983 8, 640 18.4| —2,791 —5.6 4848 +10. 9
$6,500 through $7,999 - -- 16, 891 458 2.7 | +3,727 +28.3 +266 4+138.5
SR andiover: .. . .o 4 781 3 .1 41,340 +38.9 +2 +200. 0
Total Postal Field Service._ - 58, 676 5, 849 10.0 | +2,261 +4.0 +3 +0. 1
PFS-1 thr . 49,347 | 5,511 L2 | +1,874| 439 =18 —0.2
PFS-5 thrg‘ﬁg}ﬁ NSRS AT 8,917 337 3.9 +377 +4.4 +16 +5.0
PFS-5 through 8___ - -—-—oon- 7. 388 331 4.5 +279 +3.9 +13 44.1
PFS-9 through 11 _-._--------- 1, 529 6 4 +98 +6.8 +3 +100. 0
PFS-12 through 20— —-———-- 412 1 .2 +10 B I
Total other pay plans___--- 9, 079 561 6. 2 +516 +6.0 —94 —14. 4

Up through $4 1, 984 417 21.0 422 +11 +75 +21.9
$4,500 ttxfou?it{%%géég' R 4, 059 136 3.4 4193 +5.0 —13 :gg. 0
$4,500 through $6.499_ .- --- 2, 874 123 4.3 +247 +?4- : = g &
$6,500 through $7.999_ - 1, 185 13 1.1 —54 — i 8.3

8,000 and over._. ... - - 3, 036 8 8 +301 +11.0 —44 4
! Includes 4th class postmasters and rural carriers.
NorE: Excludes Puerto Rico for 1963 and 1962; and Virgin Islands for 1962.
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TaBLe 12.—Negro and total employment by grade and salary groups, June 1962 and June 1963,
Chicago Civil Service Region

[Mlinois, Indiana, Kentucky, Michigan, Ohio, and Wisconsin]

1963 Change from 1962
Pay category Negro
Total Total Percent Negro Percent
employees
Number Percent
Total all pay plans________ 311, 680 58, 317 18. 7 +3, 288 +1.1 —1,130 —1.9
Total Classification Act or
SRRt =TI e e S N 133, 921 19, 966 14.9 +5, 872 +4.6 +691 +3.6
GS-1 through 4. .. oo - 46, 150 13, 455 29. 2 —1, 362 —2.9 —304 —2.2
G=hathough I .o - ool -t 65, 377 6, 087 9.3 +3, 957 +6. 4 + 864 +16. 5
GS-bthrough 8. - - --. . .. = 35,199 4, 523 12. 8 +1, 089 +3.2 + 561 +14. 2
GS-9through 11, . _ ... . coiiin- 30, 178 1, 564 5.2 +2, 868 +10. 5 +303 +24.0
G172 throughn 18- g o i202 22, 394 424 1.9 +3, 277 +17.1 +131 +44. 7
Total Wage Board. - _____ 50, 303 9, 901 19. 7 —2, 728 —5.1 —446 —4.3
Up through $4,499______________ 5, 981 3,128 52. 3 —1, 492 —20.0 —332 —9.6
$4,500 through $7,999___________ 41, 034 6, 752 16. 5 —1,111 —2.6 —105 —-1.5
$4,500 through $6,499___________ 25, 945 5, 958 23.0 —2, 514 —8.8 —212 —3.4
$6,500 through $7,999___________ 15, 089 794 5.3 +1, 403 +10. 3 +107 +15. 6
§8000 and over.. - __.i:iooo..L 3, 288 21 .6 —125 —3.7 -9 —30.0
Total Postal Field Service._ _ 124, 217 28, 158 22.7 +142 +.1 -1, 317 —4.5
PES-—1 thronghi 4 1. _faic. _ o 106, 725 26, 134 24.5 —96 —.1 —1, 532 —5.5
BES-6fthroughi 11_-__ - = " __ 16, 816 2,016 12.0 +211 +1.3 +213 +11. 8
PFS-5 through 8___ r 14,124 1, 959 13.9 +220 +1.6 +209 +11.9
PES-9-throngh 11 . __ 2. . ___ 2, 692 57 2.1 -9 —.3 +4 +7.5
PES-1Zthrough 20 _ [ . .- - __ 676 8 1.2 +27 +4.2 +2 +33. 3
Total other pay plans______ 3, 239 292 9.0 +2 +.1 —58 —16. 6
Up through $4,499______________ 1, 249 237 19.0 —258 —17.1 —74 —23. 8
$4,500 through $7,999___________ 1, 298 43 3.3 +147 +12. 8 +11 +34. 4
$4,500 through $6,499___________ 1,016 39 3.8 +167 +19. 7 +12 +44. 4
$6,500 through $7,999___________ 282 4 1.4 —20 —6.6 -1 —20.0
$8,000 and over..... .. ___.I__L 692 12 L7 +113 +19. 5 +5 +71. 4

1 Includes 4th class postmasters and rural carriers.
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Tase 13.—Negro and total employment by grade and salary groups, June 1962 and Jume 1963,
St. Louis Civil Service Region

[Iowa, Kansas, Minnesota, Missouri, Nebraska, North Dakota and South Dakota]

1963 Change from 1962
P t Negro
e Total - Total Percent Negro Percent
employees
Number Percent

Total all pay plans_ -~ , 144, 710 11, 565 8.0 | +7,6848 +57| +1,086 +10. 4

Total Classification Act o
e i e 0k i3 67, 184 4, 520 6.7 | +5,061 +8.1 +871 +23.9
GRS through'd- o o - oiieie- 22, 409 3,118 13.9 | +1,500 +7.2 +496 +18.9
e 56561 | 1,360 39| Tai7ea| 82| +363| 4364
GS-5 through 8__ - - ————------- 20, 274 1, 055 5.2 | +1,625 +8.7 4282 +36. 5
G8-9 through 11___ - ——-cccummn 16, 287 305 1.9| +1,139 +7.5 +81 +36. 2
GS-12 through 18- —------=- 8 214 42 .8 +797 +10.7 +12 +40.0
Total Wage Board_ - - - 17,195 2,258 13.1| +1,639 +10. 5 +313 +16. 1
Up through $4,499_ _ _ - ————-- 4,419 1,153 26. 1 —121 —2.7 +77 +7.2
$4,500 thfough’ $7,999 12,128 1, 098 9.1 +1,523 +14. 4. +232 +26. 8
$4,500 through $6,499 9, 039 995 11.0 +550 +6.5 +178 +21.8
$6,500 through $7,999 3, 089 103 3.3 +973 +46.0 +54 +110.2
SR 000 andover. ..o oo 648 7 1.1 +237 +57.7 +4 +133.3
Total Postal Field Service-- 59, 063 4,759 8.1| +1,282 +2.2 =225 o
PFS-1 through 4 1. —cccen- 48, 586 4, 409 9.1] +1,090 +2.3 —60 g
e R SO 10, 032 349 o5| "4208| 421 Y04 T4
PPR-5 through 8. ....-------== 8, 704 333 3.8 +159 +1.9 +19 +6.1
PFS-9 through 11____ - ---c------ 1,328 16 1.2 +44 +3.4 +5 +45.5
PFS-12 through 20— - -------- 445 1 .2 =31 ~3.4 F R SR
Total other pay plans__.--- 1,268 28 2.2 —134 —9. 6 —63 —69. 2
Up through $4,499 o 513 20 3.9 +5 +1.0 -3 —13.0
$4,500 thfough’ A R 501 4 .8 -147 | -—22.7 —59 —93Y
$4,500 through $6,499_ _ - —---- 368 2 .5 —125 —25. 4 —50 —96. 2
$6,500 through $7,999 - - ----- 133 2 L5 —22 —14.2 -9 —81.8
SO0 andi ocer .. .. S 254 4 1.6 +8 +3.3 -1 —20.0

1 Includes 4th class postmasters and rural carriers.
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TaBLe 14.—Negro and total employment by grade and salary groups, June 1962 and June 1963,
Dallas Ciwil Service Region

[Arkansas, Louisiana, Oklahoma and Texas]

1963 Change from 1962
Pay category Negro
Total Total Percent Negro Percent
employees
Number Percent

Total all pay plans___._____ 197, 907 16, 128 8.1 +635 +0.3 +33 +0.2

Total Classification Act or
FITTIEL T g SR S0 W 95, 714 8,237 3.4 +1, 231 +1.3 +74 +2.3
€8l thronghide . Lo - . 31, 508 2, 420 v & —1, 508 —4.6 —12 —. 5
GBsbtheough 1Y .. :.9 =1 . 52, 403 804 .5 +1, 545 +3.0 +79 +10.9
GS-5through 8. .. -t oo oo . 28, 908 628 2.2 + 575 +2.0 448 +8.3
G8-Dthrough ¥1._ .. ___ o ... _ 23, 495 176 B +970 +4.3 +31 +21. 4
G132 through 18._ .. . ;. i. .= 11, 803 13 >3 +1, 194 +11.3 +7 +116.7
Total Wage Board_ __ _____ 56, 723 7, 790 137 —717 —1.2 —92 —-1.2
Up through $4,499___.__________ 12, 936 4,012 31.0 —4, 029 —23.7 —572 —12. 5
$4,500 through $7,999___________ 43, 024 3,778 8.8 +3, 088 +7.7 4485 +14.7
$4,500 through $6,499___________ 37,715 3,703 9.8 +1, 604 +4. 4 + 455 +14.0
$6,500 through $7,999___________ 5, 309 75 1.4 +1, 484 +38.8 +30 +66. 7
ga e and over. . L. coiis it PR TN s oo Tty +224 +41. 6 o O M T
Total Postal Field Service. _ 43, 647 4,972 11. 4 +1, 474 +3.5 + 225 +4.7
PFS-1 throughi 4Y______ ..l . . 37,323 4,771 12. 8 +1, 124 +3.1 + 187 +4.1
PES-5 through $1__ ... .co . 6, 071 201 3.3 +354 +6. 2 +38 +23.3
PEB-5 througle 8 - - > - _ -~ = 4,930 198 4.0 + 267 +5.7 +37 +23.0
PEE-Q through 11 . ‘= i 1, 141 3 .3 + 87 +8.3 +1 +50.0
PFS-12 through 20 ____ . - .. __._ L T e e S e g —4 el B Lo pacmial WG e e
Total other pay plans______ 1, 823 129 “.X —1, 353 —42. 6 —174 —57. 4
Up through $4,499______________ 758 110 14. 5 —310 —29.0 —137 —55. 5
$4,500 through $7,999___________ 661 18 2.7 —1, 126 —63.0 —38 —67.9
$4,500 through $6,499___________ 500 14 2.8 —826 —62. 3 —40 —74.1
$6,500 through $7,999___________ 161 4 2.5 —300 —65. 1 +2 +100. 0
$8:000 and over.. ... iu e otai i 404 1 .2 +83 +25.9 eI Lo ha ko

1 Includes 4th class postmasters and rural carriers.
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TaBLe 15.—Negro and total emplo

Denver Civil Service Region

[Arizona, Colorado, New Mexico, Utah, and Wyoming]

yment by grade and salary groups, June 1962 and Junme 1963,

ps://fraser.stlouisfed.org

’Elgitized for FRASER
h
deral Reserve Bank of St. Louis

1963 Change from 1962
P, t Negro
ooy ¢ Total . Total Percent Negro Percent
employees
Number Percent
Total all pay plans___ - 117, 082 3, 338 2.9 | 43,642 139 +24 +0.7
Total Classification Act or

oo P el 65, 163 1,493 2.3 | 2,278 +3.6 +42 3.9 9

GS-1 through 4. - ——oeom- 22, 443 778 3.5 —274 1.2 —B4 <49

GS-5 through 11___________-____ 33, 665 676 2.0 | +1,630 +5.1 +74 +12.3

GS-5 through 8____ ______.————-- 18, 726 521 2.8 +254 +1.4 +31 +6.3

GS-9 through 11________________ 14, 939 55 1.0 | +1,376 +10. 1 +43 +38.4

GS-12 through 18— ___—————- 9, 055 39 .4 +922 +11.3 UE +5.4

Total Wage Board._ __ _ - 34, 941 1,176 3.4 +635 +1.9 =28 i)

Up through $4,499_ _ ... _-- 6, 022 320 5.3 —11 —.2 =72 —18.4

$4,500 thgough’ STOND. - S ae - 27, 915 855 3.1 +383 G ) B L +47 +5.8

$4,500 through $6,499___________ 21, 166 795 3.8 | —1,424 —6.3 +27 +3.5

$6,500 through $7,999_ _________- 6, 749 60 .9 | +1,807 | +36.6 420 +50. 0

B and aver. ..ol eoea 1, 004 1 o - +263 +35.5 —1 —50.0

Total Postal Field Service__ 15, 727 642 4.1 +661 +4.4 32 +0.3

PES-1 through 41 ____ . _.—_--- 13, 259 620 4.7 +496 +3.9 e, —0.6

PFS-5 thﬁgﬁgh ¥ S X S Y 2, 331 22 .9 +148 +6.8 +6 +37.5

PFS-5 through 8__ ... ------- 1, 983 21 11 +104 +5.5 +6 +40. 0
S-9 through 11___________—__- 348 1 .3 444 =TS F . o MRS e 2 ¢ L :

PFS-12 through 20— --- N SRR ST +17 Sk IR TR

Total other pay plans_._--- 1, 251 27 2.2 +68 +5.7 +6 +28. 6

Up through $4,499_ _____________ 446 27 6.1 —113 —20.2 +10 +58.8

,500 through $7,999___ - . § R (CRR T +11 +2.6 3 A P

se.ggg through $6,499__ ________. 333 -------------------- +2g +g- ‘; SRR

dirongh'$7 999~ - .ol G SR R o R o ey =87 |cecitmfamcannn

B e g S 4 SR +170 | +8L7 o G

! Includes 4th class postmasters and rural carriers.
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TasLe 16.—Negro and total employment by grade and salary groups, June 1962 and June 1963,
San. Francisco Civil Service Region

[California and Nevada]

1963 Change from 1962
Pay category Negro
Total Total Percent Negro Percent
employees
Number Percent

Total all pay plans________ 263, 096 34, 205 13.0 | +10, 754 +4.3 +3, 216 +10. 4

Total Classification Act or
SITRNRT S Lo sl s n T e 112,315 8, 603 Tt +6, 854 +6.5 +811 +10. 4
Gl Ghrongtede s o0 L 37, 465 6, 132 16. 4 —112 —.3 +352 +6.1
@G85 through:11__________-_____ 57,739 2, 357 4.1 +4, 535 +8.5 +429 +22.3
Ga-hithrougi®- .= - o0 31, 776 1, 868 5.9 +2, 401 +8. 2 + 337 +22.0
G Githoougedd - = ol 25, 963 489 1.9 +2, 134 +9.0 +92 +23. 2
G5=12 through18. T o =0l - 7, Il 114 il +2, 431 +16. 6 +30 +35.7
Total Wage Board_ . ______ 90, 807 15, 067 16. 6 +2, 574 +2.9 +1, 363 +9.9
Up through $4,499______________ 2, 040 852 41. 8 — 545 —21.1 —295 —25.7
$4,500 through $7,999___________ 81, 117 14, 151 17. 4 -+ 480 +.6 +1, 619 +12.9
$4,500 through $6,499_.__________ 39, 518 10, 726 b e —7,314 —15.6 +448 +4. 4
$6,500 through $7,999___________ 41, 599 3, 425 8.2 +7, 794 +23. 1 +1, 171 +52.0
$8000 and over. .. CE_ S0 g o 7, 650 64 ! +2, 639 +52. 7 +39 +156. 0
Total Postal Field Service._ _ 54, 474 10, 096 18. 5 +318 +.6 +960 +10.5
PRS- through-41__ .. -4 ... 48, 684 9, 631 19. 8 +435 +.9 +917 +10. 5
RES-b throgghrdll = _ vl o 5, 448 462 85 —46 —. 8 +41 +9.7
PRE—-Hthrough 8 - . -~ St ___ 4, 299 433 10. 1 +21 +.5 +32 +8.0
PES 9 through 11.. . .7 .49 1. .. 1, 149 29 2.5 —67 —5.5 -9 +45.0
PFS-12 through 20_____ AN e 342 3 .9 —171 —17.2 +2 +200. 0
Total other pay plans______ 5, 500 439 8.0 +1, 008 +22. 4 +82 +23.0
Up through $4,499. _______= ____ 543 101 18. 6 +83 +18.0 +36 +55. 4
$4,500 through $7,999___________ 4,184 334 80| +1,228 +41.5 +50 =17
$4,500 through $6,499___________ 2, 888 282 9.8 +697 +31.8 +30 +11.9
$6,500 through $7,999___________ 1, 296 52 4.0 + 531 +69. 4 +20 +62. 5
$8.000andover. .o S o 773 4 %] —303 —28. 2 —4 —50.0

1 Includes 4th class postmasters and rural carriers.

Nore: Excludes Hawaii.
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TaBLe 17.—Negro and total employment by grade and salary groups, June 1962 and June 1963,
Seattle Civil Service Region

[Idaho, Montana, Oregon, and Washington]

1963 Change from 1962
Pay category Negro
Total Total Percent Negro Percent
employees
Number Percent
Total all pay plans________ 89, 595 1, 961 2.2 | +3,705 +4.3 =1 —. 6
Total Classification Act or :
STRTIIATE wie Lar = n S P 45, 336 558 L2| 43,449 +8.2 +59 418
@ S lthrough 4 o .. 7 15, 881 403 2.5 +373 +2. 4 +36 +9.8
G8-5through 11— ____________ 23, 894 143 .6 42,231 +10.3 +16 +12.6
P Aithrough 80e 5o Lo s g 13,110 106 .8 +936 +7.7 +16 +17.8
GE-Othrough 11°___ . . - __ 10, 784 37 .3 41,295 A W el 0 S I S
G812 through 18 - __ . ___ 5, 561 12 2 +845 +17.9 +7 +140. 0
Total Wage Board. __ _____ 24, 605 810 3.3 =131 —5.1 —124 — 3.8
Up through $4,499_ _____________ 4,762 211 4.4 —155 —3.2 —158 —42. 8
$4,500 through $7,999 __________ 18, 092 599 3.3 | —1,438 —7.4 +34 +6.0
$4,500 through $6,499 __________ 10, 395 506 49| —5,786 —35.8 —30 =578
$6,500 through $7,999___ ________ 7, 697 93 12| +4,348 | +129.8 +64 +220. 7
$8,000 and over. ... ______. 9 L DD e e +276 v b - B s MENECPL 00 ol S
Total postal field service_ __ 17, 640 554 3:k +1, 102 "+6.7 +38 474
PFS-1 through 41 ______________ 14, 696 532 3.6 +563 +4.0 +21 +4.1
Bob through 11 1 fosmcet ool 2,781 22 8 +533 +23.7 17 +340.0
BB -G throtigh 8 .. o ... 2, 307 22 1.0 +462 +25.0 +19 +633. 3
S-9 throughmlil e X a1 3 i T I G W | o BT +71 i b R o S e
PF8-12 through 20 .- N SR ST +6 T P -l G
Total other pay plans_____._ 2,014 39 1.9 +471 +30. 5 +15 +62. 5
Up through $4,499_ _____________ 442 6 1.4 —303 | —40.7 L +20.0
$4,500 through $7,999 .- 1, 151 30 2.6 +597 | +107.8 +16 +114. 3
$4,500 through $6.499____________ 719 28 3.9 +283 | +64.9 +15| +115.4
$6,500 through $7.999_ __________ 432 2 .5 +314 | +266.1 +1|  +100.0
1000 and over: i a0t 1l L0 421 3 i SR +72'5 —2 —40.0
! Includes 4th class postmasters and rural carriers.
Nore: Excludes Alaska.
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Negro and Total Employment in Selected Agencies June, 1963
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TaBLe 1-1.—Negro and total employment by grade and salary groups, Jume 1962 and Junme 1963,
| Department of State

| [Includes Agency for International Development, Peace Corps, and the International Boundary and Water Commission]

! Includes Foreign Service Personnel.

| 1963 Change from 1962

i

| Pay category Negro

l Total Total Percent Negro Percent

employees

| Number | Percent

| Total all pay plans________ 21, 476 2, 042 9.5 | 41,009 +4.9 +368 +22.0

Total Classification Act or ‘

: e e DGR TR M 8, 408 1, 592 18.9 —34 —.4 +294 +22.7 |
R 1, 708 646 37.8 =74 —4.2 —12 =59 |

| B MBrough il Lo el 4, 480 909 20. 3 +322 +7.7 +288 +46. 4

| EOithrongg. . ool 3, 292 835 25.4 +456 +16. 1 4264 +46. 2

i GBS0 through 11 ______ . . ___. 1,188 74 6.2 —134 —10. 1 +24 +48.0

| GB-12 through 18_______________ 2, 220 37 1.7 —282 —11.3 +18 +94.7

| Total Wage Board_ _______ 434 223 51. 4 +19 +4.6 +38 +20. 5

{ Up through $4,499 _____________ 141 45 31.9 -3 —2.1 42 447
$4,500 through $7,999___________ 288 177 61. 5 +23 +8.7 +35 +24.6
$4,500 through $6,499_ __________ 246 160 65. 0 +11 +4.7 +26 +19. 4
86,500 through $7,999_ __ ________ 42 17 40. 5 +12 | 4400 +9| 41125

| %8000 and over.. ... - ... 5 1 20. 0 -1 —16.7 Sl Fri S

‘ Total other pay plans!_____ 12, 634 227 1.8 | +1,024 +8.8 +36 +18.8
Up through $4,499_ _____________ 220 1 .5 —608 | —73.4 —12 ~92.3
84,500 through $7,999 .. 5, 169 112 2.2 +542 | +11.7 +27 +31.8

»500 through $6,499_ __ ________ 3,332 84 2.5 +311 +10.3 +17 +25.4 °

| 6,500 through $7,999 . ___ 1,837 28 L5 +231 +14.4 +10 +55. 6

| B0 and over. . o, oo 7,245 114 1.6 | +1,090 +17.7 +21 +22. 6

i

)

|

|
|

|

|
}
|
n
E
|
|
|
l
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TasLe 1-1a—Negro and total employment by grade and salary groups, June 1962 and June 1963,
Department of State

[Excludes Ageacy for International Development, Peace Corps, and the International Boundary and Water Commission]

1963 Change from 1962
Pay category Negro
Total Total Percent Negro Percent
employees
Number Percent

Total all pay plans________ 13, 968 1, 260 9.0 + 877 +46.7 + 144 +12.9

Total Classification Act or
similar! ____ ... 13,743 1, 064 7.7 +851 +6.6 s T
GS-1 through 4____ - 1,312 446 34.0 —549 —29. 5 L8 —4.9
GS-5 through 11— 7, 555 578 7.7 41,073 +16. 6 +124 10758
GS-5 through 8_._ - 5, 291 512 9. 7 +785 74 +100 +24.3
GS-9 through 11____ . 2, 264 66 2.9 4288 +14.6 +24 +57.1
GS-12 through 18 __ - 4, 876 40 1.8 +327 B +14 +53.8
Total wage board_ _ _______ 225 196 87,1 +26 +13.1 +29 174
Up through $4,499_________.__._- 54 45 83.3 +19 +54.3 212 +36. 4
$4,500 through $7,999________.___ 167 150 89. 8 +6 L3 7 +16 +11.9
$4,500 through $6,499___________ 142 133 93.7 £ +84 | +5 4319
$6,5600 through $7,999_ - 25 17 68. 0 =5 il 7 +1l +183.3
$8,000 and over__ .- i 1 25.0 +1 £33 s e
It Ghar nag o sher (S Bee e Sl o0, o IRV TR s els| e e sl sY el
B R 100 SRR e L e e E il lat e
LS i B R R SRR B e Dl sl Bl B R | E ST T I SR R R
SRR R 0F AT e e SR od e i e R e ] e lET i RS
G A R e R IR S DT e e B8 B e TR e O S TR R N (NS T TN
LT R G e et fEEe B D Rl e R B ST - G B R IR VIS SNSRI I Y

1 Includes foreign service personnel.
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TasLe 1-2.—Negro and total employment by grade and salary groups, Jume 1962 and June 1963,
Department of the Treasury

1963 Change from 1962
Pay category Negro
Total Total Percent Negro Percent
employees
Number Percent

Total all pay plans________ 85, 791 10, 965 12.8 | +6,103 T b, 337 +13.9

Total Classification Act or
i e o 78, 037 8, 329 10.7 | +6,233 +87 | 41,266 +17.9
]l through4_ .o . -ooo_.__ 22,912 5, 996 26.2 | +2,853 +14. 2 +968 450:3
e ihiough il o " b T 41, 701 2, 214 5.3 [ +1, 821 +4.6 +260 +13.3
D BHTOUPR /8. et D 20, 904 1, 580 7.6 +569 +2.8 +167 +11. 8
GS-9 through 11— —_____ 20, 797 634 3.0 +1,252 +6. 4 +93 479
G812 through 18_- -~ _—o-_-_ 13, 424 119 .9 | +1,559 +13.1 +38 +46.9
Total Wage Board_ _______ 6, 360 2, 630 41. 4 +7 +.1 +97 +3.8
Up through $4,499______________ 863 734 85. 1 —860 —49.9 =797 —49. 8
$4,500 through $7,999_ _ _________ 4,902 1, 889 38. 5 +607 +14. 1 +817 +76. 2
$4,500 through $6,499_ __________ 4,325 1, 862 43.1 +682 +18.7 +811 +77.2
$6,500 through $7,999_ - - ________ 577 27 4.7 —75 —1L.5 +6 +28.6
D AN GVET .. e et o 595 74 1.2 +260 4-77. 6 AT A s RS,
Total other pay plans______ 1,394 6 .4 —137 —8.9 —26 —~81.3
Up through $4,499_ _____________ 35 2 5.7 —102 | —74.5 —24 —92.3
$4,500 through $7,999__ _________ 953 4 4 —110 | —10.3 -2 4238
$4,500 through $6,499___________ 611 1 s 2 —164 =282 —5 —83.3
$6,500 through $7,999_ __________ 342 3 .9 +54 | +18.8 X I R
$81000 O P o o e o T M 4084 LSt +75 A R R TR S
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TasLe 1-3.—Negro and total employment by grade and salary groups, June 1962 and June 1963,
summary, Department of Defense

1963 Change from 1962
Pay category Negro
Total Total Percent Negro Percent
employees
Number Percent
Total all pay plans__ 947,979 | 110,771 1.7 | —9,953 —1.0 —897 ~0.8
Total Classification Act or 503, 168 38, 634 g +3, 620 +.7 +159 +.4
BIUIEPY 3w o - 0T
GS-1through4u-_ ___-__ - _-_- 167, 189 22,799 13.6 | —12,323 26005 - 13511 el
GS-5 through 11________________ 258, 734 14, 974 58| +9,283 807 |+ 41,479 +11.'0
G SthraughiB. oot i tlon 144, 007 11, 544 80| 43,694 +2.6 | 41,031 +9.8
GS-9 through 11__.________ ... 114, 727 3, 430 3.0 | +5,589 +5.1 +448 +15.0
GS-12 through 18___.____._.___. 77,245 861 1.1| 46,660 +9.4 +191 428, 5
Total Wage Board________ 434, 041 70, 252 16.2 | =12,871 —2.9 —685 =10
Up through $4,499______________ 37, 838 15, 834 1. 815297 98 e B0 ~25:4
$4,500 through $7,999___________ 372, 399 54, 197 14.6 | —4, 464 19 | S5y +9.6
$4,500 through $6,499___________ 249, 968 46, 702 1857 — 37232 598, 0 |- SL1"199 SRR
$6,500 through $7,999___________ 122, 431 7,495 6.1 | +32, 768 +36.5| 43,552 +90. 1
$8,000 and over__________ s TS 23, 804 221 .9| 46,820 | +40.2 +93 +72.7
Total other pay plans______ 10, 770 1, 885 17. 5 —1702 —6.1 —371 —16. 4
Up through $4,499______________ 2, 730 1,447 53. 0 —621 —18.5 —296 —17.0
$4,500 through $7,999__________. 6,731 436 6.5 +748 +12.°5 —70 ~13.8
$4,500 through $6,499___________ 4, 561 374 8.2 +677 +174 —53 = 195
$6,500 through $7,999___________ 2,170 62 2.9 Sl 154 17 —21.5
S 000iand oversartcs s T T s 1,309 g 29 —829 —38.8 g =73
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TaBLe 1-3a—Negro and total employment by grade and salary groups, June 1962 and June 1963,
Office of Secretary of Defense and other defense activities

1963 Change from 1962
Pay category Negro
Total Total Percent Negro Percent
emplovees
Number Percent

Total all pay plans________ 30, 692 6, 208 20.2 | 486,979 +29.4 | 41,257 +25. 4

Total classification act or |
T T Rt T RN 23, 879 3, 488 14.6 | +5,161 +27.6 +665 +23.6
T e e R A S 7, 544 1,914 25.4 | 41,364 221 LR +10. 6
i through bl . X 50 12, 531 1,516 12.1 | +2,855 +29. 5 4451 +42.3
&8 Sthrough' 8__ . ___ . .- ____ 7,874 1,421 15.2 | 41,501 +25. 6 +341 +43.7
6589 through 11________________ 5, 160 3th 7.7 +1,354 +35. 6 +110 4386
G8-12 through 18_______________ 3, 804 58 L5 +942 +32.9 +31 +114. 8
Total Wage Board_ _______ 4, 970 1, 625 32. 7 +1, 830 +58. 3 +602 +58. 8
Up through $4,499 _____________ 191 86 45.0 =131 —40.7 —41 = ania
$4,500 through $7,999 __ ________ 4, 665 1,535 32.9 | +1,932 +70.7 +643 o9
,500 through $6,499_ ___ _______ 3, 889 1, 468 37.7 | +1,585 +68. 8 +620 J-78:1
$6,500 through $7,999 __________ 776 67 8.6 +347 +80. 9 +23 +52.3
II.and overs. ..o Coide L 114 4 3.5 +29 o, G TSR SR e e
Total other pay plans______ 1, 843 1, 095 59. 4 —12 —0.6 —10 ~=0.9
Up through $4,499 _ ____________ 1, 496 1, 060 70. 9 =0 =735 +23 422
,500 through $7,999_ __________ 230 35 15. 2 +93 +67.9 —33 —48. 5
$4,500 through $6,499_ __________ 177 29 16. 4 +59 | +50.0 — 32 —52.5
$6,500 through $7,999_ . ____ 53 6 11.3 +34 | +178.9 =i —14.3
O and over_ ... L ui .  EoE L RN (SR L o +16 S o 700 . T SR RGRNE ) R T
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i
TasLe 1-3b —Negro and t
- otal employment by
grade and salary groups, J
Department of the Armyry groups, June 1962 and June 1963,
1963 Change from 1962
Pay category Negro
Total
employees Total Percent Negro Percent
Number Percent
Total all pay plans________ 325, 117 38, 965 12.0 | —20, 952 —6.1 3, 569 8.4
198, 652 17, 836 9.0 | —7,622 —3.7 —953 —5.1
6
1031 616 ot 16.2 | —9,578 | _12.7 [ _1,351 —11.3
50,644 | 5 57 b § +389 +.4 {347 +5.3
42, 972 oy 2.8 —67 -1 +257 +4.8
30, 482 '329 i1 +456 +1.1 +90 +7.2
Total Wage Board L1) +1,567 +5. 4 +51 +18.3
3 T T 124,176 | 20,891 16.8 | —13,878 10.1 | —2,295 9.9
through $4,4 d s S i
$4.500 thgouzh' T 16,922 | 7,010 44.0 | —7 024 :
$4,500 through $6,499 - . 5008 | 13882 T R e e
8 YEVY ey e e . ; be ’ - — —_
58’888 :1!111;?3‘8,237,999 ........... 28, 631 X v 11‘ 912,000 -—141 —984 ~7.4
W00 andover...__________ "7 5,715 30 o T T +269 +27. 6
g : —11 —22.0
Total other pay plans______ 2, 289 238 10. 4 + 548 £81. 5
Up through $4,499__ 5 . —321 —57.4
$4,500 thfough’ $7.000- 25 T 849 186 28.7 —306 3
$4,500 through $6.499_ . " 1,341 51 3.8 L R g €1 v
$6,500 through $7,999_ ____ 7" e 2 5.1 +528 i%‘ég 4 2 i o 7
$8,000 and over__._______ 117" 299 : L2 TS+ e ggﬁ T ane e
. i NET
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TapLy 1-8c.—Negro and total employment by grade and salary groups, June 1962 and June 1963,

Department of the Navy

1963 Change from 1962
Pay category Negro
Total Total Percent Negro Percent
employees
Number Percent

Total all pay plans_ _______ 320,440 | 45,018 14.1 | +8 754 42,8781 =24 51 +5.0

Total Classification Act or
T T A 128, 093 9, 784 7.6 | 486,260 +5. 1 +600 +6.5
gg: 46, 002 6, 153 13. 4 —46 —0.1 169 +13
b 61, 838 3, 426 5.5 | +3,740 +6. 4 +476 +16. 1
32, 946 2, 559 7.8 | +1,627 +5.2 +337 +15.2
28, 892 867 3.0 +2113 +7.9 +139 +19.1
20, 253 205 .0 | +2 566 +14. 5 +55 +36.7
Total Wage Board..._.___._ 190, 825 35, 226 18.5 | 486,393 3.5} 41,900 +5, 7
&P;hmugh iiog. . 4 B PR 12, 524 5, 726 45.7 | —3,560 =991 [~ —9 Y854 e8253
34:500 through $7,999____________ 164, 109 29, 342 17.9 | +4,683 +2.9 | +4,655 +18.9
36’ 500 through $6,499____________ 94, 410 23, 828 25.2 | —18,387 —16.3 | +1,613 +7:3
g 00 through $7,999_ __________ 69, 699 5, 514 7.9 | 423,070 +49.5 | 43,042 +123. 1
»000 and over_________________ 14, 192 158 1.1 | 45,270 +59. 1 +99 [ +167.8
Total other pay plans_.____ 1, 522 8 .5 | —3,899 —71.9 —349 —97.8
&Psthrough BEe. s RS R =85 | . ~d0 8 —2| —100.0
$q 580 through $7,999____________ 885 >0 .8 | —2,869 — —342 —98.0
36’ 0 through $6,499____________ 494 7 1.4 —1,785 —78.3 —o —97.5
$8:000 through $7,999_ ___________ qOIE S e T Sl —1, 084 T35 —65 —100. 0
0and over: . . .. o oo 581 1 2 —975 —62.7 =B 21838
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TasLe 1-3d.—Negro and total employment by grade and salary groups, June 1962 and June 1963,

Department of the Air Force

1963 Change from 1962
Pay category Negro
2 3 Total Total Percent Negro Percent
employees
Number | Percent
Total all pay plans________ 271,730 | 20, 580 7.6 | —4,734 e —1736 —3.5
Total Classification Act or
C D SR e S 152, 544 7, 526 4.9 —179 =) —153 —2.0

ER=L fionghlad e o= 2 hs ot 48, 089 4,142 8.6 | —4,063 =T —412 —9.0
Gebthrough 1. -~~~ - . 81, 749 3,115 3.8 | 42,299 10" +205 +7.08
GS-5 through 8 ____ .- 44, 046 2,288 5.2 +633 +1.8 +96 44 4
GS-9through 11____ ... ___. 37,703 827 2.2 | 41,666 +4.6 +109 +15.2
GS-12 through 18____ ... 22,706 269 1.2| +1,585 +7.5 +54 +25. 1

Total Wage Board________ 114,070 | 12, 510 110 {.+—~7,218 —5.9 —892 —6.7
Up through $4,499_____________. 9, 201 3,012 82T o=, 512 —39. 9 1,005 —26:4
$4,500 through $7,999___________ 101, 086 9,478 9.4 | —3,6488 A +168 +1.8
$4,500 through $6,499__________. 77,761 8, 806 1.8 fas—8 831 g —50 —. 6§
$6,500 through $7,999__________. 23, 325 672 2.9 | 44,843 +26. 2 +218 +48.0
$8,000 and over._ .- 3,783 20 35 +784 +26. 1 +5 +33.3

Total other pay plans______ 5,116 544 10.6 | +2,661 +108. 4 +309 +131.5
Up through $4,499_________.___. 529 201 38.0 —139 —90):8 o +15.5
$4,500 through $7,999__________. 4,275 343 8.0 +2,732| +177.1 +283 +471. 7
$4,500 through $6,499__________- 2,982 292 9.8 41,875 | +169.4 +234 +403. 4
$6,500 through $7,999__ ... 1,293 51 3.9 +857 | +196.6 +49 | +2,450.0
$8,000 and over__________ ... Bidte sl ] +68 +27.9 e —100.0
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TaBLe 1-4.—Negro and total employment by grade and salary groups, Jume 1962 and June 1963,

Department of Justice

$4

1963 Change from 1962
Pay category Negro
Total em- Total Percent Negro Percent
ployees :
Numben Percent

Total all pay plans________ 31, 290 1,213 3.9 +1, 256 +4.2 +112 +10. 2

Total Classification Act or
SRR e s - S 28, 951 1,072 8. %1279 +4.6 +93 +9.5
GS8-1 through 4__ . _.______.___. 6, 861 666 9.7 —256 —3.6 +42 +6.7
Mivonghiggs . Bl 15, 102 384 2.5 | 41,399 +10. 2 +48 +14.3
8-5 through 8___ - o _______ 10, 270 315 3.1 +784 +8.3 +42 +15.4
8-9 through 11________________ 4, 832 69 1.4 +615 +14. 6 +6 +9.5
8=12 through 18______________. 6, 988 22 8 +136 +2.0 +3 +15.8
Total Wage Board_ - ____ 1,883 93 6.1 +81 PBLAM e e Pt O U
Up through $4,499_ __ ___________ 52 8 15.4 56 BT —7 —46.7
$4,500 through $7,900_ ... 1,234 83 6.7 i = 2 +6 +7.8
1500 through $6,499__ _________ 299 76 25. 471/ +29 +10.7 - +5 +7.0
$6,500 through $7,999_ - .. __ 935 7 : =43 —-3.3 -1 +16.7
B I OVer.. So et i 247 2 .8 +94 +61. 4 +1 +100. 0
Total other pay plans______ 806 48 6.0 —104 —11. 4 419 +65. 5
U through $4,499_ _____________ 26 9 34.6 +14 | +116.7 TR T
84,500 through $7,999_ ... 130 8 6.2 —283 | —685 —i 3373
S ,500 through $6,499___________ M o 202 Sl e et —196 —94. 7 —5 —100. 0
6,500 through $7,999_ __________ 119 8 6.7 —87 —42,. 2 +1 +14. 3
8,000 and over.. .- 650 31 4.8 +165 | +34.0 +14 482 4
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TaBLe 1-5.—Negro and total employment b

grade and salary groups, June 1962 and June 1963,

Post Office Department
1963 Change from 1962
Pay category Negro
Total Total Percent Negro Percent
employees
Number Percent
Total all pay plans________ 584, 140 89, 512 15.3 | +11,980 +2.1 +2, 493 +2.9
Total Classification Act or
BUREaRe <L o) e b 1, 619 168 10. 4 +81 +5.3 +51 +43.6
GR=) thronghtd- - __ 2 i i o 262 99 37.8 —18 —6.4 +19 +23. 8
GE=bthroupii s - .| S 0o 774 60 7.8 +26 +3.5 +29 +93. 5
GR-5hrough 8- .o - 535 53 9.9 +35 +7.0 +29 +120. 8
G8=9through 11 - -~ 0.2 . . 239 7 2.9 —9 ST AT e 0 T TR b ‘
GE-12 thraugh'18: - . L .. - 583 9 15 +73 +14.3 +3 +50.0
Total Wage Board. . . _____ 37 21 56. 8 —2 —5.1 -1 —4.5
Up through'$4,499________-..___ 1 1 100. 0 —1 —50.0 -1 —50.0
$4,500 through $7,999___________ 34 20 58. 8 —11 G By R Tt R
$4,500 through $6,499___________ 23 16 GRRGRL S S o IONRR R T NN T o (R SRR S o
$6,500 through $7,999___________ 11 -+ 36. 4 —1 ey oo N [ Ok 0 O R T
S0 and ottepl S o 5 Sl 2 e e e e R 2 Rl e e L S e (UM
Total Postal Field Service__ 582, 475 89, 323 15.3 | +11, 907 +2.1 +2, 443 +2.8
PRS-1 through 4 1__ .. - 2 ___. - 499, 630 83, 747 16. 8 +7,713 +1.6 +1, 860 +2.3
PRS- hndughell L - & W 0 79, 216 5, 551 7.0 +4, 200 +5.6 +574 +11.5
PPS-5through '8 __ . ~= 2 - 66, 205 5, 366 8.1 +3, 630 +5. 8 +534 +11.1
PRS- thvoughedl. 0 ~_3-. . - 13,011 185 1.4 +570 +4.6 +40 +27. 6
PF8-12 through 20__-__._-____ -« 3, 629 25 i —6 —.2 +9 +56. 3
Total other pay plans______ e —6 Sl e e T T
LI B sl L BT S e R A | M e S et e R e L S | SRS (VIS SOk SRR G
F I e AR T e e S R (B I S S | e[ S R e DTSSR (SRR SRt e | E
N e PO e et | L e SRS D TR (st T R St SRR St SRR | NS, RSN
S T T R TR T e S| K S e B | BT e IR | SRS R N SR S SRl Kt
$8,000and over... 2. ____ - _ (3| oo Tt e G | A S —6 1o T80 G WS A O R .

1 Includes 4th class postmasters and rural carriers.
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TasLe 1-6.—Negro and total emplo

Department of the Interior

yment by grade and salary groups, June 1962 and June 1963,

1963 Change from 1962
Pay category Negro
Total Total Percent Negro Percent
employees
Number Percent

Total all pay plans__ - 65, 076 2, 346 3.6 | +10, 337 +18.9 +415 +21.5

Total Classification Act or
T i e ) e 47, 992 1,215 2.5 | +6,454 +15.5 +147 +13.8
681 through'd. _____ . ..____.__ 13, 927 520 3.7 +2,234 +19. 1 463 +13.8
GS-5 through 11___ - —--- 25, 643 669 2.6 | +2,565 +11. 1 +70 317
885 through 8.____ i —--&f__..- 13, 975 537 3.8 +960 +7.4 +25 +4.9
8-9 through 11__ . __————- 11, 668 132 1.1 | +1,605 +15. 9 +45 +51.7
GS-12 through 18___ - 8, 422 26 .3 | +1,655 +24.5 +14 +116. 7
Total Wage Board___ - 16, 245 1, 092 6.7 | 44,481 +38. 1 +254 4-30.3
Up through $4,499_ _ - 5, 247 232 4.4 | +1,629 +45.0 —125 —35.0
$4,500 through $7,999_ _ - 10, 118 853 8.4 | 42 444 +3L.8 +375 +78. 5
$4,500 through $6,499________--- 7, 640 810 10.6 | +1,981 | +35.0 | - +368 183 3
$6,500 through $7,999_ _ - ______- 2,478 43 1.7 +463 +23.0 +7 +19. 4
$8,000 and over- - - --—-——————- 880 7 .8 +408 +86. 4 +4 41338
Total other pay plans_._--- 839 39 4.6 —598 —41. 6 +14 +56. 0
Up through $4,499_______—____ - 300 2 7 —476 —61.3 R
$4,500 through $7,999_ - - - - 432 22 5.1 —178 — 208 Ab 43
$4,500 through $6,499_________-- 281 7 2.5 —225 | —44.5 —7 —50.0
$6,500 through $7,999_ - --- 151 15 9.9 +47 | +45.2 +6 +66.7
$8,000 and over. .- _-—-——- 107 15 14.0 +56 | +109.8 +13 +650. 0
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TapLe 1-7—Negro and total employment by grade and salary groups, June 1962 and Jume 1963,

Department of Agriculture

1963 Change from 1962
Pay category Negro
¥, g Total Total Percent Negro Percent
employees
Number Percent
Total all pay plans________ 95, 623 3,105 3.2 | 8,513 +3.8 +214 +7. 4
Total Classification Act or
i rh ] e s LA 82, 072 2, 326 2.8 +3, 409 +4.3 +61 +2.7
G-t thvoualiid. - . | LAl 24, 534 1, 296 5.3 —122 —. 5 —39 —2.9
TSR T T T ) O g e e R 46, 772 975 2.1 | 42,592 +5.9 491 +10.3
S5 throughe®e. . 1 . T ... . 26, 737 828 3.1 | 41,290 +5.1 484 +11.3
GS-9through'1}. . ___.__Z .. .. 20, 035 147 o1 302 £7.0 47 +5.0
GS-12 through 18. .- _-_-___. 10, 766 55 5 +939 +9.6 49 +19. 6
Total Wage Board_ - ______ 11, 604 765 6.6 +123 +1.1 4143 +23. 0
Up through $4,499 ______________ 6, 966 401 5.8 —494 —6.6 +42 +11.7
$4,500 through $7,999___________ 4, 558 364 8.0 +602 +15.2 +101 +38. 4
$4,500 through $6,499 . __________ 3, 937 351 8.9 +399 £11-3 +98 +38.7
$6,500 through $7,999 . 621 13 2.1 +203 +48.6 g +30.0
$8.080.and'over. -~ =l T S rove 0 SRR Lo T g +15 SR S N TR AT
Total other pay plans______ 1, 947 14 i —19 —1.0 +10 +250. 0
Up.thiongh $3,480. .. - 3 - .. 484 8 B —142 —292.7 +5 +166. 7
$4,500 through $7,999___________ 1,088 6 .6 +17 +1.6 +5 +500. 0
$4,500 through $6,499___________ 796 6 8 = ey 45 +500. 0
$6,500 through $7,999___________ 25 TR | M +20 A | el % dgetin s So m 0N
$000kand overe. - o L .ol . i et 4106 Aoy (3 EEECRE N NI T
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TapLe 1-8.—Negro and total employment by grade and salary groups, June 1962 and Junme 1963,
Department of Commerce

1963 Change from 1962
Pay category Negro
Total Total Percent Negro Percent
employees
Number Percent

Total all pay plans___ .- -- 29, 891 3, 832 12. 8 + 502 +1.7 +392 +11. 4

Total Classification Act or
Py R e & oy o= S 26, 517 2, 958 1152 +291 +11 +235 +8.6
G8-1 through 4. —-———cccoco-- 6, 190 1,741 28. 1 —128 —2.0 +89 +5.4
8-5 through 11__ - —oc—————- 13, 246 1,122 8.5 —193 w1 & +124 +12. 4
B through 8. - -l ii--- 7, 209 920 12. 8 —59 —.8 +86 +10.3
GS8-9 through 11— ------—--- 6, 037 202 33 —134 g9 +38 +28.2
GS-12 through 18— - ———---- 7, 081 95 1.3 +612 +9.5 +23 +30.1
Total Wage Board________- 2, 354 799 33.9 —383 —14.0 +94 +13.3
Up through $4,499_ - 225 161 71. 6 —~237 —51.3 +43 +36. 4
84,500 through $7,999__ _ - 1,970 636 32.3 —170 =79 +50 +8.5
$4,500 through $6,499______ - 1,472 593 40.3 —200 ~1L7 +36 +6.5
$6,500 through $7,999_ _ ____—---- 498 43 8.6 +30 +6.4 +14 +48.3
$8,000 and over_. ... —-—-—--—- 159 2 1.3 +24 | +17.8 +1 +100. 0
Total other pay plans___ - 1,020 75 7.4 + 594 +139. 4 +63 +525. 0
Up through $4,499 484 64 13.2 +363 | +300.0 +62 | +3100.0
298 10 3.4 +198 S Lo 1 ) SRR Sl SE T RS = PO
208 9 4.3 +160 +333.3 =1 —10.0
90 1 1.1 +38 +73.1 < v (F1 M GRGL o-
238 1 .4 +33 +16. 1 SN e s S
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TasLe 1-9.—Negro and total employment by grade and salary groups, June 1962 and June 1963,

Department of Labor

1963 Change from 1962
Pay category Negro
Total Total Percent Negro Percent
employees
Number Percent

Total all pay plans________ 9,018 1,719 19.1 +623 +7.4 +188 +12. 3

Total Classification Act or
(15 e oahec ik SR S GRS 8, 879 1,619 18. 2 + 592 +7.1 +159 +10. 9
G881 through 4= _ . _ -4 _ . 2, 246 868 38. 6 —263 —10.5 —30 —-3.3
GS-5 through 11________________ 4, 296 652 15. 2 +498 +13.1 4138 +26. 8
GiE=bthroughr82=. - =i o 2,417 522 21. 6 +240 +11.0 +108 +26. 1
Go=gthrough il e ... 2 00, _&0 1, 879 130 6.9 +258 +15.9 +30 +30. 0
G812 through ¥8__ . J_ 0. 0 __ 2, 337 99 4.2 +357 +18.0 + 51 +106. 3
Total Wage Board. . . _____ 113 82 72. 6 +13 +13.0 +12 +17.1
Up through $4,499______________ 45 28 62. 2 +3 +7.1 —4 —12.5
$4, 500 through $7,999___________ 66 53 80. 3 +9 +15. 8 +15 +39.5
$4, 500 through $6,499___________ 54 43 79. 6 +9 +20.0 +14 +48.3
$6, 500 through $7,999___________ 12 10 R L N R +1 +11.1
S8 andiover- - dnl e oo 2 1 50. 0 +1 +100. 0 il Mn gk
Total other pay plans______ 26 18 69. 2 +18 +225. 0 +17 | +1,700.0
Up through $4,499______________ 17 17 100. 0 21 7ol AR S o5 & ol N R
L OO Ty B L e e T T A £ T O T R S | (SRRl O | P S ] W RIS Ao S Cqafeal LT
SO0 throagh S0~409. 1 o ] e e e e L fee e maia | SRR T s S
L LTS A 0 T AP Bl | T R T ) TR RS o | e 5| IERIIN I IO ... Aot s O AN St g Tis
$S 000 andover-_ .. 3 inii oLl 9 1 1.0 +1 o A O R | S e T
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TaBLE 1-10.—Negro and total employment by grade and salary groups, June 1962 and June 1963,
Department of Health, Education, and Welfare

1963 Change from 1962
Negro
e Foiag Total s Total Percent Negro Percent
1
s Number Percent

Total all pay plans________ 77,798 | 14,992 19.3| +7,423| +410.5| +1,107 +8.0

T oy,
gy mifioation At Or | - is it L dents sin e T AR SR
GS-1 th 756 7, 561 28.3 +62 R +538 +7.7
e e Bl E7as| 14| +2089| +67| dsi| 4137
e e i 21,904 | 3,194 14.6 | +1,338 +6.5 +365 +12.9
Bthtough 11 __C T 10, 776 541 5.0 +721 +7.3 +86 +18.9
8~12 through 18 ____________ 6, 666 106 1.6 | +1,061 +18.9 +28 +35.9
Total Wage Board_ _______ 6, 341 3, 314 52. 3 + 237 +3.9 +21 +0.6
Up through $4,4 3,130 2, 208 70. 5 —331 —9.6 —317 —12.6
,500 thfouih’ $979§§§_‘_‘_'jjjjjjjj 3 147 1, 106 35. 1 +524 | +20.0 +338 +44.0
84,500 through $6.499_ __________ 2, 635 1,073 40.7 +273 +11. 6 +317 +41.9
6,500 through $7.999_ ... ... _ 512 33 6. 4 +251 ‘536 2 +21 +175.0
)000 and over__’_ ______________ 64 ____________________ +44 + 0 O --------------------
Total other pay plans____ .- 5, 355 276 52| +4,004| +296 4 +69 +33.3
Up thr 2 184 31. 1 +185 | +45.5 +1 +0. 5
BL800 theoust $7.999. - 11 1, 047 65| 39| +L264| +330.0|  +49| +306.3
36200 through $6,499_________ 1,154 56 = Iigg Iggg- g +_¢8 +250. 0
; § ATSS o s 55 o6 i U e e ) 9 4 U | TY |leaceccccaaa
et 3 118 27 ‘9| +2,55 | +455.4| 419 | 42875
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TasLe 1-11.—Negro and total employment by grade and salary groups, June 1962 and Jume 1963,
Veterans Administration

1963 Change from 1962 |
Pay category Negro
Total Total Percent Negro Percent
employees
Number Percent
Total all pay plans________ 150, 273 35, 986 23. 9 — 447 —0.3 +707 +2.0
Total Classification Act or
T R DR R W PRSP 112, 530 21, 662 19. 2 +1, 822 +1.6 + 639 +3.0
ol thaouph & - oo oo 53, 924 17, 098 3L.7 —1, 620 —2.9 —56 —0.3
Gledihrodph AL oo R 45, 979 4, 344 9.4 +2, 009 +4.6 +616 +16. 5
GS:bthrongh 8. . ___._ & - .. 30, 255 3, 382 11. 2 +918 +3.1 +381 +12.7
GE-Othrouph Ll o oL - 15, 724 962 6.1 +1, 091 +7.5 + 235 +32.3
=12 theengh 18 ..o Ll .. 12, 627 220 1 ) +1, 423 +12. 8 +79 +56. 0
Total Wage Board________ 35, 094 13, 764 39. 2 —867 —2.4 +160 +1.2 i
Up through $4,499_ _____________ 19, 766 9, 929 50. 2 —2, 300 —10. 4 — 687 —6.5
$4,500 through $7,999____. ______ 15, 026 3, 830 25. 5 +1, 370 +10. 0 +844 +28.3
$4,500 through $6,499___________ 12, 214 3, 584 29. 3 +454 +3.9 +727 +25.4
$6,500 through $7,999___________ 2, 812 246 8.7 +916 +48.3 +117 +90. 7
25,000 andiover. . . Ll e 302 5 Rl +63 +26. 4 +3 +150. 0
Total other pay plans______ 2, 649 560 21. 1 —1, 402 —34.6 —92 —14.1
Up through $4,499______________ 2,198 528 24. 0 + 535 +32. 2 +213 +67. 6
$4,500 through $7,999___________ 353 30 8.5| —1,285 —78. 4 —251 —89.3
$4,500 through $6,499___________ 268 24 9.0 —846 —175.9 —161 —87.0
$6,500 through $7,999_ __________ 85 6 7.1 —439 —83.8 —90 —93.8
SRO00 and OVer. . - _ -5l s 98 2 2.0 —652 —86. 9 —54 —96. 4

1 Doctors, dentists, and nurses of the Department of Medicine and Surgery included as similar to Classification Act.
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Federal Aviation Agency

TasLe 1-12.—Negro and total employment by grade and salary groups, Jume 1962 and Jume 1963,

1963 Change from 1962
Pay category Negro
Total Total Percent Negro Percent
employees
Number Percent

Total all pay plans________ 42, 366 1,997 2.9 | +2 570 +6.5 +186 +18.0

Total Classification Act or
HITRITAPS & - -k i 3y s 39, 390 937 2.4 | 42210 +5.9 +134 +16.7
B throngh'a- ... i 2, 917 269 9.2 +134 +4.8 +59 | +28.1
685 through 11________________ 24,012 586 2.4 +301 +1.3 +43 +7.9
B 5 throngh'8 . . 0l .. 9, 108 343 3.8| —1,263 —12.2 -3 —.9
BRSO irodph 1l cos St 14, 904 243 16| +1,564 +11.7 +46 +23.4
8812 throngh' 18, __ . . .1__. 12, 461 82 LT 41,775 +16. 6 +32 +64.0
Total Wage Board________ 2, 962 280 9.5 +391 +15. 2 +53 +23.3
WUp through $4,499_ . _ . _._. 206 71 34.5 —38 —15.6 —25 —26.0
$4,500 through $7,999_ __________ 2, 671 209 7.8 +372 +16. 2 +79 +60. 8
84,500 through $6,499___________ 1, 962 193 9.8 +177 +9.9 +68 454, 4
$6,500 through $7,999___________ 709 16 2.3 +195 +37.9 © 411 +220. 0
$8,000 and over______ .. ________ o e AT (8 R L + 57 +203. 6 e B
Total other pay plans______ b ey o e M T —31 —68.9 1 —100. 0
Up through $4,499___________.__ 7 AT I A, S [ = 100, 0
L TR g RS IRT A e £ RYSRRYSL SEC LT s P S P e, ALY
o TR T SRR ' S o S ORI RS S g &3 SRRELERTES Bl ghin | Ty
LR A RS R RESSRRTRRIE AURNII f ST S 3 ) A et B Mg ds 01 BT
$8,000 and over__ . ____._ i P44 G s et et S ol —12 DO e L T T Y S
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TasLe 1-13.—Negro and total employment by grade and salary groups, Jume 1962 and June 1963,
General Services Administration

1963 Change from 1962
Pay category Negro
Total Total Percent Negro Percent
employees
Number Percent

Total all pay plans________ 33, 447 11, 704 35.0 +2, 540 +8.2 +1, 296 +12. 5

Total Classification Act or :
100 P Y, o 16, 948 2, 980 17. 6 +2, 047 +13.7 + 527 +21.5
Gl theouph-4. .- o 6180 2, 352 30. 2 +807 +11. 6 +334 +16. 6
GE-athioughl k-~ . = 5.0 6, 546 599 9.2 -+ 886 +15. 7 +173 +40. 6
GO through 8 =~ ..o o0 .o 4,017 543 13.5 +578 +16.8 +165 +43.7
GS-9through 11___-____._______ 2, 529 56 2.2 4308 +13.9 +8 +16. 7
G812 through 18 - < ... - = 2, 605 29 i34 +354 +15.7 +20 +222. 2
Total Wage Board________ 16, 487 8, 724 52. 9 4481 +3.0 +769 +9.7
Up through $4,499______________ 6, 827 5, 148 75. 4 —294 —4.1 4226 +4.6
$4,500 through $7,999___________ 9, 446 3, 576 37.9 +642 +7.3 + 546 +18.0
$4,500 through $6,499___________ 7, 348 3,370 45. 9 —169 —2.2 + 454 +15.6
$6,500 through $7,999___________ 2, 098 206 9.8 + 811 +63.0 +92 +80. 7
$8.000 and'over- .~ .. isecls - .0 . g SR 1 oSl +133 +164. 2 —3 —100. 0
Total other pay plans______ 17 ] e o B o i e ok I T NS [ s e
Up through $4,499______________ on e gt ) el il Al A [ Y < 4 (AT . o o
$4,500 through-$7,999___________ | R e e S S e e e
$4,500 through $6,499___________ P R N ety T e S| St W RN e | RS -
T IS i L O BT e i e s ) SRR S e () St R e ST e sl SR S0
88 Bllrandiaver s > . =1 o a s O SR e e ) 5 g e RN RS R, ST 5
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TasLe 1-14.—Negro and total employment by grade and salary groups, June 1962 and June 1963,
National Aeronautics and Space Administration

1963 Change from 1962
Pay category Negro
Total Total Percent Negro Percent
employees
Number Percent

Total all pay plans________ 29, 656 756 2.5 +6, 380 +27. 4 +102 +15. 6
Total Classification Act or -
AT e el e o 22, 753 426 1.9 | +6,149 +37.0 +98 +29.9

| through 4.~ . - .- . . 4,122 95 253 +867 +26. 6 +19 +25.0
=5 through 11 oo S0 9, 044 268 3.0 | +2, 158 +31.3 +57 +27.0
B85 through 8. -l ceoeae 4,195 170 4.1 +700 +20.0 +29 +20. 6
B89 through 11...__ .. . . 4, 849 98 2.0 | +1,458 +43.0 +28 +40.0
B8 12 through 18.-_____ ... 9, 587 63 LT 438,124 +48.3 +22 +53.7
Total Wage Board_ _______ 6, 679 329 4.9 +304 +4.8 +4 +1.2

Up through $4,499_ _____________ 452 101 22.3 —102 —18. 4 —175 —42.6
84,500 through $7,999_ __________ 5, 317 228 4.3 +517 +10. 8 +79 +53.0
$4,500 through $6,499_ __ ________ 2, 349 205 8.7 +65 +2.8 +175 +57.7
$6,500 through $7,999_ __ ________ 2, 968 23 .8 +452 +18.0 +4 Lot
,000 and over__ _ o _____ O )0 B | SR, | SRR —111 T R e

; Total other pay plans______ 224 1 -2 =l =R HEL e S e G
IS ongh 54,4090 .. .l e e e T e ol Cr SR e
4,500 through $7,999___________. 12 1 8.3 B [ B TR e el ek
$4,500 through $6,499_ __________ (& SUMIRWRE T NS C B R et el R
$6,500 through $7,999____________ 11 1 9.1 S 3R EHGRIE R Al
0 and overl CiE Gl D50 AR oS || SRS —85 —28.6 Lo 100, 0
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TaBLe 1-15.—Negro and total emplojv(ment by grade and salary groups, June 1962 and June 1963,
ennesse

e Valley Authority
1963 Change from 1962
Pay category Negro
Total Total Percent Negro Percent
employees
Number Percent
Total all pay plans________ 17, 831 1, 102 6.2 —623 —3.4 —48 —4.238
Total Classification Act or
SITTEITERP O S EE TSN N S, R A £ S T b B RS B A R S e SR et oy e T P T
B T L o e R g s ] e e
e T T L e S i S S e RS S T MR | i A R (o SRV Y | ROy (N SACNSN G el
s LT e A el et T R SR e S, T I R (L Uy R IR | S S e el
(e AR e i o a4 e e LEETT g F R el vy TRSEIENIT . ol Sl o R R R e ol I
RSSO BIE B S 52 5 (a5 S RIS ol o b L g ST e SRR S e e e P R e L e L R
Total Wage Board_ __ _____ 10, 953 753 6.9 —845 —7.2 —52 —6.5
A AT T e O R el 0 ek | 0 (B SURGEE T e SERRSELA g e =174 1 ok T e |
$4,500 through $7,999___________ 7,935 752 9.5 —219 —2.7 +122 +19.4
$4,500 through $6,499___________ 4, 683 723 15. 4 +956 +25. 7 +133 +22.5
$6,500 through $7,999___________ 3, 252 29 .91 —1,175 —26. 5 —11 —27.5
$8.000andover-to - _[Tel i 3,018 1 0] +368 o ) Dl et Beldgp s
Total other pay plans______ 6, 878 349 8y + 222 +3.3 +4 +1.2
Up through $4,499______________ 740 234 31.6 =861 104 +1 +0.4
$4,500 through $7,999___________ 3,434 110 3.2 +67 +2.0 +5 +4.8
$4,500 through $6,499___________ 2, 403 98 4.1 T e=84G fr THE o il T
$6,500 through $7,999______.____ 1,031 12 2 —10 —-1.0 +5 +71.4
BRIDO0EGd Gver. - L e o 2, 704 5 2 +241 +9.8 —2 —28.6

1 Less than 0.05 percent.
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TaBLe 1-16.—Negro and total employment by grade and salary groups, June 1962 and June 1963,
Housing and Home Finance Agency

1963 Change from 1962
Pay categor Negro
§3e Total Total Percent Negro Percent
employees
Number Percent

Total all pay plans________ 3721 1, 590 11. 6 +652 +5.0 +305 98

Total Classification Act or
o IR g - L W 13, 589 1, 501 11.0 +639 +4.9 +295 +24.5
G8-1 through 4. - ooooomee- 3, 340 830 24. 9 18 =5 +76 +10. 1
8-5 through 11— ———-- 7,321 604 8.3 4448 +6.5 +212 +54.1
8-5 through 8__ - —-—----- 3, 199 490 15.3 +271 +9.3 +166 4512
8-9 through 11_____ - ——————- 4, 122 114 2.8 +177 +4.5 +46 +67.6
8-12 through 18___ - ——-—- 2,928 67 2.3 +209 +7.7 e 1Y
Total Wage Board_ . _ - 127 88 69. 3 +13 +11. 4 +10 +12.8
Up through $4,499_ .- 11 8 72.7 —2| -—15.4 =3 —20.0
,500 through $7,999_ - _ - ____-- 113 80 70. 8 +13 +13.0 +12 +17.6
,500 through $6,499_ __ . ______- 96 74 77. 1 +9 +10.3 - +8 LA
$6,500 through $7,999 - 17 6 35.3 +4| +30.8 +4| +200.0
B0 and over. ... ----—-on- T G R s ok A PR N T W R
Total other pay plans____-- 5 1 0. Qe S0 AL R R e i L T
s S R R B e e
B $hirough 87000, . . ... eoofobuimammmaref e map Hn e e oS S i dfmm s aas wlnSod Lun Rl HRRE SOt
B CIgh S0 oo oo BB p i cim S kel =t i Al L e o S e e SRR
B0 throuigh $7.990_ - .o ol te cdicifaem s st b e e e S e SRR S A T
BT snd over......d.o ihiiose 5 1 ST PSRRI DRG0 RO i
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TaBLe 1-17.—Negro and total employment by grade and salary groups, Jume 1962 and June 1963,

Atomic Energy Commission

1963 Change from 1962
Pay category Negro
Total Total Percent Negro Percent
employees
Number Percent
Total all pay plans________ 7,197 132 1.8 +447 +6.6 —4 —2.9
Total Classification Act or
] ool M o oy i 6, 842 111 1.6 +239 +3.6 —5 —4.3

GE=1sthronghidy . X oue ol 885 26 2.9 —34 —3.7 —15 —36. 6
GS=5'throughet¥-_ . - - - . 3,925 77 2.3 +79 +2.4 +9 +13. 2
GS-&through'8. - _ " . L. z . i 2, 409 67 2.8 +104 +4.5 +8 +13. 6
GS-9thronghe Il - w8 2 916 10 1| —25 —-2.7 +1 +11.1
G312 throught18 _ - T el o0 2, 632 8 0 +194 +8.0 +1 +14. 3

Total Wage Board_ _______ 51 21 41. 2 +3 +6.3 +1 +5.0
LT G, el S SRR B P TR e | L e O | VEECRT SRNE | FNO S (SeaetL AL, N MBI T 43 IR
$4,500 through $7,999___________ ol 21 41. 2 +3 +6.3 +1 +5.0
$4,500 through $6,499___________ 36 19 52. 8 — —10.0 —1 —5.0
$6,500 through $7,999___________ 15 2 13. 3 +7 +87. 5 $2 s s
oL IR s Resia SR el S e B e s TS Dol | SRR B | SR ST e e |Gt gt | SRS R e LA

Total other pay plans______ SOTEEE - Bt o g +205 200 1 |- e rual s sl
Up through $4,499______________ ST R A e 2 W B R e SRS [T e
$4,500 through $7,999___________ £ 11 R e | SRR I ) Sy R o AR TR
$4,500 through $6,499_ . _ ________ 21 e R o IR Gtk e 7 N R S ST Tl ST OIS AT
$6,500 through $7,999___________ 1l S St S| IRt o i i o M e B R SR A SH SR L
E8000/and over Lol n s e L 220 G|, 8| W, +148 |- 1475 | Lol SO
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Tapre 1-18.—Negro and total emplog;/

ment by grade and salary groups, June 1962 and June 1963,
overnment Printing Office

1963 Change from 1962
P Negro
Ry ol Total " Total Percent Negro Percent
employees
Number Percent

\

Total all pay plans________ 6, 845 2, 659 38.8 +288 +4. 4 —60 —-2.2
Total Classificati
Sinilas. . _f'ffl_o 3 .A_c.t_ & 1,197 429 35. 8 +12 +1.0 —133 ~28. 7
GS-1 through 4 730 370 50. 7 e —2,9 —158 —29.9
G throggh PR e 418 59 14. 1 +20 +5.0 +25 +73.5
G F T o R (i PR 345 58 16. 8 +17 +5.2 +25 +75. 8
PEISUEIN T . i - AR 73 1 1.4 +3 i 3O (RO, 15, BT s
G8-12 through 18- -1 TTTo: -+ § N - e Fitd | 48000 | il s L SRE
Total Wage Board_ ______._ 5, 325 2, 226 41. 8 +251 +49 +73 +3. 4
Up through —340 | —16.3 —245 —14.0
4,499 _ 3 1, 750 1, 502 85. 8

$4,500 thgouih".%s?lggég_:__ Blen, 1, 747 638 36.5 —992 | —36.2 +242 +61. 1
34,500 through $6,499 ... 890 532 59. 8 +390 | +78.0 +258 +94. 2
38,500 through §7.999_ - ____ 857 106 1224 —1,382| —6L7 ~16 ~13. 1
B ower . . .o 1, 828 86 47| +1,583 | +4646.1 +76 |  +760.0
Total other pay plans______ 323 4 1.2 +25 T e e
B et 2400 I b e R
84,500 thfouiﬁ"éggggg B O L by 3 3 111 —22 | -—449 -1 —25.0
34,500 through $6/499 ... 19 2 10. 5 +5| +35.7 -1 —33.3
36,500 through $7,999 -1 11 8 1 12.5 —~87 ¥ =L I o g
R e 296 1 .8 +47 | 4189 et e le B350
79

Digitized for FRASER
https://fraser.stlouisfed.org
Federal Reserve Bank of St. Louis



A L

TaBLe 1-19.—Negro and total employment by

rade and salary groups, June 1962 and June 1963,

Selective Service System
1963 Change from 1962
Pay category Negro
Total Total Percent Negro Percent
employees
Number Percent
Total all pay plans________ 4,977 214 4.3 —25 —0.5 +8 +3.9
Total Classification Act or
slaalap 8. F e o e 901 39 4.3 +13 +1.5 +4 +11. 4

G- Slhingirghtds &0 v aeeee U T 365 24 6. 6 +9 +2.5 +2 +9.1
GB-6 Shroughll. . .. oo oo il 490 15 3.1 +2 +.4 +2 +15. 4
GS-5 through 8_____________.____ 426 12 2.8 b PR @ e RS
G890 through- 11 ..o = Lol 64 3 4.7 +8 +14.3 +2 +200. 0
GB-12through ¥8. .. . i 218 s 0 Pl o) GRS +2 LA 5 | s e T SR

Total Wage Board._ . _ _____ 17 15 88. 2 —2 —10. 5 -3 —16.7
Up through $4,499_ _____________ 6 4 66. 7 ~3 —33.3 -4 —50.0
$4,500 through $7,999___________ 11 11 100. 0 +1 +10.0 +1 +10.0
$4,500 through $6,499___________ 10 10 100. 0 +1 +11. 1 +1 +11.1
$6,500 through $7,999___________ 1 1 1 1 ST et IS i SRS T O T PR S
Gt s e et AR o TS el e o T M R | Y, TR AR ARt 45 IR A 0 STV

Total other pay plans______ 4, 059 160 3.9 —36 —.9 +7 +4.6
Up through $4,499__ ____________ 2, 804 109 3.9 —609 ~17.8 19 —14.8
$4,500 through $7,999___________ 1,255 51 4.1 +573 +84.0 +26 +104.0
$4,500 through $6,499___________ 1, 245 51 4.1 + 569 +84. 2 +26 +104.0
$6,500 through $7,999___________ TS s e U S A +4 486, 7 |- _Lie S ebea b i
T e T BRIl S5 e SR e W e T B L DA N T ST | s s eSO IR i (LT R,
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Tapre 1-20.—Negro and total employment by grade and salary groups, June 1962 and June 1963,
Civil Service Commission

1963 Change from 1962
2, Negro
s g £ Total ik Total Percent Negro Percent
employees
Number Percent
Total all pay plans________ 3,995 835 20. 9 —28 —-0.7 —56 —6.3
Total Classification Act or
Bhmiiara- T 7 DTS EERT 3,936 801 20. 4 —32 —.8 —61 -7.1
G8-1 through 4 —139 —8.9 —93 —12.7
_________________ 1, 420 637 44.9

5-5 through TR SR o ey S T 1, 803 161 8.9 +103 +6. 1 +32 +24. 8

8-5 through 8____ ... ... 786 141 17.9 -9 —11 +30 +27.0
G8-9 through 11 - 171 T1TTC 1,017 20 2.0 +112 | +12.4 +2 +11.1
GS-12 Eivangh I8 .7~ 8 GBS 713 8 .4 +4 b i 1 EEGRRTR LS Sy S

Total Wage Board_ . ____._ 55 34 61. 8 +4 +7.8 +5 +17. 2
Up through 5. 7 +2| +15.4 +2 +18.2
$4400. . 1 5odsnf 15 13 86.

,500 th%ough R 39 21 53. 8 +2 +5.4 +3 +16.7
34,500 through $6,499_ ... 35 19 54. 3 +1 +2.9 +2 +11. 8
36,500 through $7/999. g 4 2 50. 0 +1| +33.3 +1|  +4100.0

B andover. - . L. O SRRt 4 SRR ) - SRR S | e e S

Total other pay plans___.__ /I S ORI p—— SR PEPEEEEEE PR
g‘ip Bhrough $4,499 .. __ | i ol e qmm e n i o oo con e mesen o s RER S S S
RO e NS, S et TSR EOS e e e
$6/509 hli;ougﬁ 707t R SR S e RS PR R S L

¢ TR A I, IR S BN e e SR r
38, Bnd over. . &£ o)1) o T o e e b ol btoret bl ol oo
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TaBLe 1-21.—Negro and total employment by grade and salary groups, June 1962 and June 1963,
Information Agency ‘

1963 Change from 1962
Pay category Negro
Total Total Percent Negro Percent
employees
Number Percent

Total all pay plans________ 4, 563 417 9.1 +333 1279 —28 —6.3

Total Classification Act or
LT AR, | . SN 2, 781 326 1 +442 +18. 9 —40 —10.9
GB-=Isthroughsd . . . . . - . .__ 385 105 27.3 +16 +4.3 —51 —32.7
G8-5throyghll. __ . ._ .2 :l._ .2 1, 367 211 15. 4 +169 +14. 1 +13 +6.6
eSS throngh 8. . ... aidiniece 705 183 26. 0 +84 +13.5 +4 +2.2
B89 through 11 _____ . :.. .- __ 662 28 4.2 +85 +14. 7 +9 +47.3
G8-12 through 18. .. ... ciio._a 1, 029 10 1.0 + 257 +33.3 -2 —16.7
Total Wage Board. _ ______ 305 44 14. 4 + 86 +39. 3 +7 +18.9
Up through $4,499__ ____________ 6 4 66. 7 —3 —33.3 —4 —50.0
$4,500 through $7,999__ _________ 159 40 25. 2 + 64 +67. 4 +11 +37.9
$4,500 through $6,499__ _________ 84 38 45. 2 +21 +33.3 +10 +35.7
$6,500 through $7,999___________ 75 2 2.7 +43 +134. 4 +1 +100. 0
$8.000:.and overi. ook e s 2l {7001 SR | it 8 +25 2 T i anta] fen e AR
Total other pay plans______ 1, 477 47 3.2 —195 —11.7 +5 +11.9
Up through $4,499_ _ ____________ o B e | FE R A —46 —gs —2 —100. 0
$4,500 through $7,999_ __________ 354 10 2.8 +9 +2.6 =D —16.4
$4,500 through $6,499___ ________ 200 4 2.0 —10 —4.8 —1 —20.0
$6,500 through $7,999___________ 154 6 3.9 +19 +14. 1 —1 —14.3
$8,000 andover’ - oo 1, 111 37 3.3 —158 —12. 5 +9 +32.1
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Tape 1-22.—Negro and total employment by grade and_salary groups, June 1962 and June 1963,
Small Business Administration

1963 Change from 1962
Negro
Pay category Total >, Total Percent Negro Percent
employees Number Panditsh
Total all pay plans________ 3,075 180 5.9 +104 +3.5 +17 +10. 4
Tostigﬂgﬁfs_ﬂ_if ?fi_o y .A_c_t_ = 3, 060 170 5.6 +99 +3.3 +17 +11.1
GS-1 1 114 12. 8 —91 -9.3 —4 —3.4
GS-5 ggggg{; el e 1, 181 53 4.7 +39 | +3.6 8-+ % WS b
8-5 through 8________________ 684 52 ’ g i%? i% g +2(1) +g(2) (5)
S~ _________________ 1 o . 9 .
Bl s s A 3 R e D
Total Wage Board_ .. 10 ol T R citemanss oottt o5 i 573 el
B through $4.499 .l ieadlaeea e ennnanaze ~¥4 1001 e i g |
I T o | = i 10 100. 0 +2| +2.0 +2 +25.0
500 through 36,4991 10 10| 1000 42| +230| 42| +25.0
B0 through $7,900. L . i o] Smhe- o0 B s e R e e
88,000 and o%er _________________________________________________________________________________
Total other pay plans_____- B Jonm 2 mafemniia ki R
Up through $4,499 _____________
s »500 through $7,999
) é,ggg gllrough $6,499
3 rough $7,999
8,000 and over__.____ ...
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TasLe 1-23.—Negro and total employment by grade and salary groups, June 1962 and June 1963,
Interstate Commerce Commission

1963 Change from 1962
Pay category Negro
Total Total Percent Negro Percent
employees
Number Percent
Total all pay plans________ 2, 387 285 11.9 —46 —19 —2 —0.7
Total Classification Act or
] ) 5o i e e ool e 2, 361 265 11. 2 —45 —1.9 -1 —0. 4
GE=ethvonghrd. .o v 561 223 39. 8 —7 —1.2 —4 —1.8
G5 thirougV Il - oL dupeo oo 939 42 4.5 —42 —4.3 +3 +7.7
GE-o Uhroughi 8o = = oz 526 40 6 = —BH. 1 +2 +5.3
G0 throwgh Plos. o wasinlieb o 413 2 D —14 -3.3 +1 +100. 0
GE~12through'#8. - oMol 5 g Ly S el +4 A 4o s a8 S0 W il
Total Wage Board________ 26 20 76. 9 —1 —3. 7 | —4.8
Up through $4,499_______ - ___ 2 2 100. 0 —6 —75.0 —0 —175.0
$4,500 through $7,999___________ 24 18 75.0 46 +33.3 +5 +38.5
$4,500 through $6,499___________ 19 18 94. 7 +5 +35. 7 +5 +38. 5
$6,500 through $7,999___________ B el Bl s Bl +1 425, (0 |- St enfite S bl
8,000 androver - =T L s s Tl it s e ot s D e it =al =100 = = - =2 FTOR O C ARG
flotaliothen Dysp i sak s N e sl e s (0 RERIE TR RS el
1T g L TR ST | i < e (4 SRR IS NAEPSCINI SIS e Pt o S CO T AR
T e U e [ E e o 5| RTINS () (SSSRER T 0.0 | e IR N S TR IS LS . 0 e N
GRS Tyl o 5 0 RO SIS R e S ) PSRRI e ) SEIRTRE e ) RN (RCYPIRORION M O ) AR
T e 1 e I SIS SN SRS Y e S S | ST SR Y (DTN, (SSCRNSPIIE R S A L S as T
L LG S et S TSR ERR (| S B SN o SR S ) PR R e B | SRS TR ety e A, A4 Beal T
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TapLe 1-24.—Negro and total emp

loyment by grade and salary groups, June 1962 and June 1963,
Railroad Retirement Board

Change from 1962

1963
N
Pay category Total i Total Percent Negro Percent
1
b 5 Number Percent
Total all pay plans____.____ 1,976 399 20. 2 —122 —5.8 ¥ +1.8
T oo
o 1,942 381 9.6 —125| —6.0 +7 +1.9
S A R e s e 659 287 43. 6 —64 -89 +3 +1.1
$-5 throggh IR & R 1,113 94 &2 e ’?‘ :;' i% i%g
GS-5 ERvough 8. .. .. Lo ety 573 81 142 5 " 4 +2 - 18' 2
GS-9 Ul oS 1 R S sl 540 13 2.4 —_Ei —_E' 6 /
$8-12 through 18____ ... 170 J.iooooomanfuommmommon M tetutetebetetet
Total Wage Board_ __ - ____ 31 18 88 1 1o e
UD Ehrough $4400 - o e o e ol e S e ot | S |
PN YT MU SN SRS E BLSLEIRL L Sheey o e
,500 through $7,999_ __ ________ 30 18 (75(2)‘9 o L T R S R
$4,500 through $6,499 ... 22 16 1% RS i WSS T e
6,500 through $7,.999 _ ________ 8 2 = T e e
000 and over_____ .- _-_- O P s St o | tor s g 1|
Total other pay plans______ 8 femsaoo et 18 e e R
BB through $4.400 . ____ ool e R
$4:500 fhrough $7,999 - lh oot T oo emal R e S T [ S S
B0 through $6,400_ _ | ccmmamoci e e S
B0 through $7,999 ... --|-w--m-=co=gefe--mopseas|EemtREERARETE o B RIS e RN LT
U AT A OVer. . .o - e s 8 |rsarein o [F ey
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TaABLE 1—25.———1\76((]’;'0 and total employment by grade and salary groups, June 1962 and June 1963,
National Labor Relations Board

1963 Change from 1962
Pay category Negro
Total Total Percent Negro Percent
employees
Number Percent

Total all pay plans___ .- - 1, 940 227 11.7 +50 +2.6 L8 —2.6

Total Classification Act or
gingilam. ot o 2 Tl et 1, 910 205 10. 7 +44 S 35 =9 i
GS-1 through 4 - 387 92 23.8 —55 ~12.4 —16 —14.8
S R ihdoughlbe .o 2 s o 743 102 13. 7 +48 +6.9 110 +10.9
GS-5 through 8- - 447 87 19.5 +40 +9.8 L 114.5
GS-9through 11— - ___~ ____< 296 15 5.1 +8 +2.8 S 6.8
GS-12 through 18- .- ____ ... 780 1l 1.4 +51 +7.0 +1 +10.0
Total Wage Board_ _______ 24 22 Ak R R e S =1 —4. 3
Up through $4,499_______ .- -- 2 2 100. 0 —4 80,7 & —66.7
$41’>500 through $7,999___________ 22 20 90.9 +4 +22.2 +3 +17. 6
$4,500 through $6,499 . ______ 21 20 95. 2 +4 +23.5 2198 +17.6
$6,500 through $7,999_ .. el st ANRCEIE R Ui Dl el TR 0 0 K0 S N et
0 B - e e e e i T ) SR RReigse il (SRR S
Total other pay plans____ - e e A S e Rl N T o T TR P
Up through $4,499__ oo |
$4,500 through $7,999 - - - oo oo e e
$4,500 through $6,499 oo |
$6,500 through $7,999 | oo ||
$8,000 and over-_ .- --------- PRl e O i v R O .
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TasLe 1-26.—Negro and total employment by grade and salary groups,

Smithsonian Institution
[Includes National Gallery of Art]

June 1962 and June 1963,

1963 Change from 1962
Pay category Negro
Total Total Percent, Negro Percent
employees
Number Percent
Total all- pay plans_______._ ’ 1,887 599 ol + 243 +14. 8 +57 +10.5
Total Classification Act or
TS H i o s 1,219 258 21.2 +107 +9.6 +33 +14. 7
GS—]_ through B o R e 461 178 38. 6 +22 -1=6: 10 20
GS—5 through & SRR R 581 80 13. 8 + 57 +10. 9 113 i%g Z
GS-5 through 8. ... ... " 380 69 18.2 +24 +6.7 +8 +13.1
GS-9 through 11 ... --27- 201 11 5.5 +383 | +19.6 +5 +83.3
GS-12 through 18 ... ... TPT e ses ol ST +28 1o - ¢ LN T e TR i
Total Wage Boards Soein b 668 341 51.0 + 136 +25. 6 +24 +7.6
Up Bhrongh $4.490 . & = FEE 296 207 69. 9 +53 +21.8 ! —4.2
$4,500 through $7,099 .. ... 363 134 36. 9 +76 | +26.5 +33 +32.7
$4,500 through $6.499 ... 275 124 45.1 +13 +5.0 +25 +25.3
$6,500 through $7,999 ... .. 88 10 11. 4 +63 | +252.0 +8 +400. 0
8,000 and OVOY s o ) e vl by potibil B R e T . B il PR SEY it
Total other pay plans. - - -[--cccoommmonfommmmmmonfoommmoooo oo
Up through $4,499_ _____________
$4,500 through $7,999
$4,500 through $6,499
$6,500 through $7,999
$8,000 and over..___________ -
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TasLE 1-27 .—Neg}ro and total employment by grade and salary groups, June 1962 and June 1963,
Federal Communications Commission

1963 Change from 1962
Pay category Negro
g : Total Total Percent Negro Percent
employees
Number Percent
Total all pay plans. .- -—--- 1, 488 147 9.9 —16 —1.1 +30 +25. 6
Total Classification Act or
OSimila‘r """""""""" 1, 440 121 8. 4 20 = 425 +26.0
S-1 through 4 ---cocoooeeo- 297 67 22. 6 S SR 18 1241
88—5 through L 673 48 7N | —93 L + 12 +33' 3
GS_5 through s 444 38 8.6 =10 —2.2 +6 + 18. 8
GS—Q t‘hrough 11 """""""""" 229 10 4 4 o 13 s 5. 4 +6 + 150 0
GS-12 through 18 - oo 470 6 1.3 +27 o7 5§ (R, W pies <
Total Wage Board._ . _ .- __ 40 26 65. 0 +4 L 1 +5 1+23.8
Up through 54,409 ... 5 3| 600 Sox T
$4500 through 7,999 1111217 32 S e 0| b e e
$4,500 through $6,499____ 26 18| 692 ph g 4T
$6’500 through $7’999 """""" 6 5 83. 3 +3 +100. 0 +3 + 150. 0
$8,000 and over-- - - - ---oo----- B L e S el 1 e il TROT
Total other pay plans__.__- | SN e 1 i MR NS,
Up through $4,499__ .-
$4,500 through $7,999
$4,500 through $6,499
$6,500 through $7,999
$8,000 and over— - - ooooooo---
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TaBLe 1-28.—Negro and total employment, by grade and salary gro

Securities and Exchange Commission

ups, June 1962 and June 1963,

1963 Change from 1962
Pay category Negro
Total Total Percent Negro Percent
employees
Number Percent

Total all pay plans________ 1, 382 113 8 2 + 55 +4.1 48 2.7

Total Classification Act or
similare.. .~ L b e 1, 360 104 7.6 +50 +3.8 +2 +2.0
GS-1 through A .. 8 SN 247 63 25.5 — 14 =48 =% 11543
085 through 11. .. .o ... 633 40 6.3 +11 +1.8 +10 +33 3
GS-5 through B Sl i 292 36 12. 3 —30 ~0:3 +8 +28. 6
GS-9 bhreughi 1l . oot 341 4 12 +41 +13.7 +2 +100. 0
GS-12 through 18 480 1 -2 +50 + 100 oo oot odiesd s 20000
Total Wage Boatdad. oo i 17 9 SN DM Sat ot b 8 O gE ! +12. 5
Up through $4,499_ _____________[ ool L
$4,500 through $7,999 . 16 9 i il S E DS R s R T Hel +12. 5
$4,500 through $6,499_ __________ 11 i 63. 6 -2 —15. 4 el =128
$6,500 through $7.999_ ... . 5 2 40.0 +2 +66. 7 R 008i s iE
$8,000 and ONeops. b . Sa Sttt B e Bttt eteateuteetetetel e etetiel ettt TP (RS
Total other pay plans___. - - B ettt et ttett B e it e
Up through $4,499_ _ __ | e memm e e e e e oL
g I B B e L
gg,ggg gllrough LN I YRS B S Rt iehviettetut ittty bt by Lo LD
) TOugh §7,999._ _ . - o oosinifn me o e aen (s s ggle S Sr e R e
000 and Overs. .. .. Lo S L B e e e L e B e T EERR T IE AR
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TasLe 1-29.—Negro and total employment by grade and salary groups, June 1962 and June 1963,
Federal Deposit Insurance Corporation

1963 Change from 1962
Pay category - Negro
otal
o o 30 Total Percent Negro Percent
Number Percent
Total all pay plans. .- 1, 226 33 27 —19 R 49 -
Total Classification Act or
similar_ .- oeee- 1, 223 33 2. T =18 — K —3 -8 3
GS-1 through 4. - - - oocoomem - 227 29 12. G e
GS-5 through 11 ———-----oo-—- 732 " '3 e =1 e
GS_5 through PO T e 381 4 1.0 +9 +2‘ 4 +1 +33‘ 3
o R Rl TRl TS e i T ; :
GS-12 through 18— o Sme o oo s ey IR RENEe

Total Wage Board-___
through $4,499______-___

U

$‘B500 through $7,999
$4.500 through $6,499
$6,500 through $7,999

$8,000 and over—--—--------

Total other pay plans

Up through $4,499___._____.
$4,500 through $7,999__..___
$4,500 through $6,499______.
$6,500 through $7,999... -
$8,000 and over.. .- ---
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TasLe 1-830.—Negro and total employment by grade and salary

Federal Home Loan Bank Board

groups, June 1962 and June 1963,

1963 Change from 1962
Pay category Negro
Total Total Percent Negro Percent
employees
Number | Percent
Total all pay plans__._____ 1, 056 22 2.1 —117 —10.0 +10 +83.3
Total Classification Act or
gimfinre: . T@ B - 1,039 19 L8 118 —10. 2 +9 +90. 0
ERthroughnd: . ey L 145 16 11.0 +4 +2.8 +6 +60. 0
o I 605 3 5| —133| —180 5 o
85 through' 8 ____________.____ 211 3 14 —24 —10. 2 o s o e e
GS-9 through 11________________ 394 | oo —109 e 8 3 RN S (i
GS-12 throuphiI8:_ .. g Bes = 1 [T e o | SO +11 6 S ™ Sl (SR R
Total Wage Board._ . _ - -___ 14 3 21. 4 =1 +80 g +50. 0
Up through $4,499_ _____________ 2 1 50.0 +1 I\ 3-100,.0 sfllS o e S
$4,500 through $7,999_ __ ________ 12 2 L B et TN ERCHOIRPN S
84,500 through $6,499_ __ ________ 9 2 22.2 | e e
$6,500 through $7,999___________ Rt B ) P R
88,000 and over. . ____ - Jeceieie e st Al e Rl e e L R e
Total other pay plans____-- ettt Ittt bt Dot Ittt e S
Up through $4,499_ _________._ ...
84,500 through $7,999
$4,500 through $6,499
$6,500 through $7,999
$8,000 and over_________________

Digitized for FRASER
https://fraser.stlouisfed.org
Federal Reserve Bank of St. Louis

91



TABLE 1—31.—Neg"ro and total employment by grade and salary groups, June 1962 and June 1963,

ederal Trade Commission

1963 Change from 1962
Pay category Negro
i Total Total Percent | Negro | Percent
employees
Number | Percent

Total all pay plans___ - 15171 96 8.2 +56 +5.0 +24 SEL

Taqtal Classification Act or
QSiE:xnilar ---------------- 1,146 88 Vi 04 +52 +4.8 +20 +29. 4
GS-1 through 4. oo 236 57 24. 2 +17 +7.8 Hig +18.8
GS-5 through (EET SRR e a 509 31 (i =7 2 g ELE +55.0
GS-5 through 8 oo 289 24 83 —35 —10.8 18 +50.0
GS-9 through 11_ .-~ 220 ! 3.2 Loy 116. 4 g 475.0
GS-12 through 18 - iR e +39 ST [ SR YT
Total Wage Board- - --___ 20 7 35.0 +5 333 MEC +75.0
Up through $4,499__ .- 4 2 50. 0 +3 | +300.0 T
$4I:500 th%ough $7,999 15 5 33.3 +1 +7.1 i +25.0
$4,500 through $6,499 10 5 50. 0 +2 +25.0 B 4250
$6,500 through $7,999 (gl o TP (SRR S e ) v N T g TR
$8,000 and over - ------- L e ST SERE AN i T i e
Total other pay plans 5 1 20.0 —1 —16.7 File [aded oo el
o TR RRERE RS S e e P TS SRS SN NI I g
S R ST o RS T ARNERREN RS, (NN IS I
T e e Tt SEEESEA ISR I M I
$6,500 through $7,909_ _ .|t ool e e o e
$8,000 and over_ - 5 1 20. 0 g 167 Y I
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TaBLe 1-82.—Negro and total employment by grade and sala

Federal Power Comvmission

ry groups, June 1962 and June 1963,

1963 Change from 1962
Pay category Negro
y Total Total Percent | Negro Percent
employees
Number | Percent

Total all pay plans________ 1,210 156 12.9 +223 | 4226 +69 +79.3

Total Classification Act or
Similar:. . § i -ua 1,181 136 11. 5 +222 | +23.1 +69 +103. 0
GS-1 through 4 .. 266 101 38.0 +61 | +29.8 +46 +83.6
e el 531 35 6. 6 +90 | +20. 4 +23 | +191 7
G8-5 through 8_________________ 287 30 10. 5 +66 | +29.9 +20 -+200. 0
G8-9 through 11________________ 244 5 2.0 +24 | +10.9 +3 +150. 0
GS-12 throfigh A8 . - - ascm o 384 | |- +7L | 220 | B s SRl
Total Wage Bodrdi £ 122 24 20 83.3 ! Fi o o e T R
Up through $4,499_ __ ___________ 4 3 75.0 =92 =84, 3 =5 —50. 0
$4,500 thfough’ $7990. 5. 858 . 20 17 85.0 +3 | +17.6 +3 +21. 4
$4,500 through $6,499_ _ _________ 14 13 92. 9 +2 | +16.7 +2 +18.2
$6,500 through $7,999_ _ _________ 6 4 66. 7 +1 | +20.0 2 +33.3
$8,000 and over_......oo-owcocos|ommmmcmocosilmmammmcmsafecmsamman e nacmaameafan oo ol R e SIS
Total other pay plans___ - - I fudulht o et s A, s, 3. i -5 ol b
Up through $4,400_ ____ . icooo-fofh oo cmmeeofasiocmcnsnfienineoaf i 2e covnn snfpnsnans e AR RS S
$4,600 through $7,099. . . . <o fasnamannandefanmmnanndefsaameiiedin e tsnn SR
$4,500 through $6,499 . - - - - —--—f=-s=vasenniofaasacacocafnmanacasanfoasaosaiansofea— sl s SRS SRR S 80
206,600 through $7,990.. . - - oo |smamm==smmtnmmnnmnssselonnnsacsddenannacossaaiotasnonl SEEEEE SRR SIS
$8,000 and over_ ______________.. T aatutot it g i s bt et e s e | ok s W
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TasLe 1-33.—N egro and total employment b

Soldiers’ Home

grade and salary groups, June 1962 and June 1963,

1963 Change from 1962
Pay category Negro
Total Total Percent Negro Percent
employees
Number | Percent
Total all pay plans_ ... 1, 021 456 44.7 436 AT +8 +1.8
Total Classification Act or
[T L e N e e b 343 192 GRS ) S e 7 3.8
G8-dithrough4._ ... -—=ct .- 250 188 75.2 = D +6 1gig
GS-5 through 11— 85 4 4.7 +7 +9.0 5 yisaia
GS-5 through 8- .- 67 4 6.0 +5 48 A4 9888
GS-9 through 11 .- o e £ TS e i e R R ] D Sl
GS-12 through 18 _______ ... Chlh R T EEE SR S S e L Y R T
Total Wage Board....____ 449 243 54. 1 +11 +2.5 —5 —2.0
Up through $4,499__ ___ ... 237 209 88. 2 —923 28 .8 = SR |
$4, 500 through $7,999_ - - .- 211 34 16. 1 +33 +18. 5 -9 ixp g
$4,500 through $6,499_ .- ___.____ 190 34 17.9 +23 1138 —92 B E g
$6,500 through $7, i e L ] S E e B0 DR +10 00,0 e U udonds 1050
$8,000 and over-- - - -- llse Sl ontenle oS0k, ol O See] pas AN R
Total other pay plans---- - 229 21 9.2 +25 4+19: 8 +6 +40.0
Up through $4,499_____ ... 223 21 9.4 +25 12. 6 +6 +40.0
$4,500 through' §7,099 -1 LR I U sk Eiohiiell BTNt AT S
$4,500 through $6 D R e A L el R A R TR S R S MR R
$6,500 through $7,999 _ .- __ it T R O e I R AR
$8,000 and OVer-. - ---cccoocoaea- o e e ol e LR N S e T ] s
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Spanish-Speaking and Total Employment in
Selected Agencies

June, 1963

INDEX
Spanish-Speaking and Total Employment, 1962-1963

Table Coverage Table Coverage

2-1 Department of the Army 2-5 Department of the Interior
2-2 Department of the Navy 2-6 Department of Agriculture

2-3 Department of the Air Force 2-7 Veterans Administration
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TaBLB 2—1.—Spani;9h-speaking and total employment by grade and salary group, June 1962 and
June 1963, Department of the Army

1963 Change from 1962
Pay categor Spanish-speaking
3 o Total em- Total Percent | Spanish- | Percent
ployees speaking
Number | Percent

Total all pay plans_.....-. 325, 117 9,219 2.8 | —20,952 =81 =g —1.4

Total Classification Act or
%imilar ................. 198, 652 3,233 1.6 | —7622 = 3 +119 148
GS-1 through 4 oo 65, 554 1, 549 2.4 | —9, 578 =127 —70 =8
GS-5 through T R 102, 616 1, 548 1.5 +389 4 4 1165 +11.9
GS-5 through 8- oo 59, 644 1,122 1.9 = =, +82 SO
GS-9 through 11— 42, 972 426 1.0 +456 i +83 4242
GS-12 through 18- ------ 30, 482 136 .4 +1,567 454 424 +21.4
Total Wage Board. _ . ____. 124, 176 5, 967 4.8 | —13,878 —10.1 —258 —4.1
Up through $4,499__ ___ ... 15, 922 1, 052 66 P — 7,024 2306 — 9256 ~19.6
$41:500 thgough bl e TR 102, 539 4, 827 4.7 | —17,591 —6.9 —39 —. 8
$4,500 through $6,499___________ 73, 908 3, 767 51| —12,099 41 — 489 =115
$6,500 through $7,999_ - _______. 28, 631 1, 060 3.7| +4,508 +18.7 +450 +73.8
$8,000 and OVer-- - --cocoooamo-- 5,715 88 T:d5 L 73m +14. 8 +37 +72.5
Total other pay plans___._. 2, 289 19 .8 + 548 o B +8 +72. 7
Up through $4,499_____ ... 649 5 .8 —306 —=39.0 +4 +400. 0
$4,500 through $7,999 - 1,341 13 L0 +792 | +144.3 +4 +44. 4
$4,500 through $6,499 908 2 -2 + 528 +138.9 | S
$6,500 through $7,999_ - .- 433 11 2.5 +264 | +156.2 +2 +22.2
$8,000 and over- - - oo 299 i 3 +62 L . SO
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TaBLE 2-2.—8panish-speaking and total employment by grode and salary groups, June 196
June 1963, Department of the Navy i 2 and

O

1963 Change from 1962
Pay category Spanish-speaking
Total em- Total Percent | Spanish- Percent
Ploges speaking
Number Percent

Total all pay plans________ 320, 440 6, 838 20 +8, 754 +2.8 +154 $o'3

Total Classification Act or
sihilge. . 1§ 4 128, 093 1,230 L0| 46,260 461 +83 +7.2
G8-1 throughd,.. . 8 1. | 46, 002 655 1.4 —46 =71 —20 PR
855 through11_____ 15+ . | 61, 838 530 .9 | +3,740 +6.4 +101 +23 5
f65~5 throuphi8y. . TateEc h 32, 946 325 1.0| +1,627 +5.2 +39 +13. 6
GS—9 through 11___________-____ 28, 892 205 L7 42,113 +7.9 462 +43. 4
GS-12 through 18______________. 20, 253 45 .2 | 42,566 +14. 5 +2 1 gy
Total Wage Board_ - _.___. 190, 825 5, 596 2.9 46,393 +3.5 —106 —-1.9
Up through $4,499_ _____________ 12, 524 642 5.1 —3,560 —22.1 +18 +2.9
$4,500 through $7,999 ___ ________ 164, 109 4, 840 2.9 +4,683 +2.9 438 328
$4,500 through $6,499_ __ ________ 94, 410 2,925 3.1 | —18,387 —16..3 —762 —=920: 7
86,500 through $7,999___________ 69, 699 1,915 2.7 | +23,070 +49. 5 +800 Je17
$8,000 and over_________________ 14, 192 114 .8 | +5,270 +59. 1 +50 47801
Total other pay plans______ 1, 522 12 .8 —3,899 —71.9 —35 —74. 5
Up through $4,499_ ____________. 56 2 3.6 —55 —49. 5 e o PR TR
$4,500 through $7,999 __________ 885 9 1.0 —2, 869 =784 =30 —76.9
84,500 through $6,499_ __ ________ 494 8 1.6 | —1,785 —178.3 —26 —76.5
$6,500 through $7,999_ __ ________ 391 i 0 e P —73.5 —4 —80. 0
$8,000 and over__. ___ . _____ 581 1 .2 —975 —62.7 =i —87.5
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TABLE 2—3.—Span.ish-speaking and total employment by grade and salary groups, June 1962 and
June 1963, Department of the Air Force

1963 Change from 1962
Pay categor Spanish-speaking
2 o Total em- Total Percent | Spanish- | Percent
ployees speaking
Number | Percent

Total all pay plans_ ... 271, 730 15, 482 57| —4,734 —1.7| -—1,143 —6.8

Total Classification Act or
0si!x"nil&r ................. 152, 544 4, 467 2.9 —179 == —238 —5.9
GS-1 through 4 - —-—ooo--- 48, 089 2, 322 4.8 | —4,063 = TR —324 —12:2
GS-5 through 11 —o-oo---- 81, 749 2, 022 2.5 | 42,299 +2.9 +79 +4.1
GS-5 through 8- oooooneo- 44, 046 1,432 3.3 +633 = +95 474
GS-9 through 11 oo 37,703 590 1.6 | 41,666 +4.6 248 —2.6
GS-12 through 18— ----—---- 22,706 123 .5 | +1,585 +7.5 +7 +6.0
Total Wage Board .- - 114,070 | 10,162 89| —7,216 =88 15 1,208 —14.4
Up through $4,499 .. ..__-- 9, 201 2, 235 24.3 | —4,512 —32.9 | —1,079 —32.6
$4,500 through $7,999 - 101, 086 7, 883 7.8 | —3, 488 33 646 —7.6
$4,500 through $6,499___ . _______ 77,761 7,247 9.3 8931 L 854 —-83
$6,500 through $7,999_ . ... 23, 325 636 2 843 +26.2 +8 +1.3
$8,000 and over .- oooo----- 3,783 44 12 4784 +96. 1 +20 +83.3
Total other pay plans_.._ 5,116 853 16.7 | +2,661 | +108.4 +800 | +1509. 4
Up through $4,499___________.__- 529 22 4.2 —139 —920.8 218 T
$4,500 through $7,999 4,275 826 19.3 | +2,732 | +177.1 4+811 | +5406.7
$4,500 through $6,499__ ... 2, 982 658 o +1, 875 1169. 4 1643 44286. 7
$6,500 through e AR 1,293 168 13.0 + 857 4196. 6 i T E s TR
$8,000 and over. - .------------ 312 5 1.6 +68 +27.9 ¥l i
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TasLe 2-4.—Spanish-speaking and total employment by grade and salary groups, June 1962
June 1963, Post Office Department o gt

1963 Change from 1962
Pay category Spanish-speaking
Total em- Total Percent | Spanish- | Percent
ployees speaking
Number Percent

Total all pay plans________ 584, 140 9, 739 17 +6, 501 +11 +1, 121 +13.0
Total Classification Act or

similgar, . SN 1,619 2 i +81 +5.3 e L1 S S

B Uthroughy . L L1
GS-5 through 1y SRR Y 55 - % e
GS-5 through 8______
GS-9 through 11_____
GS-12 through 18

Total Wage Board_ _______

Up through $4,499______________
$4,500 through $7,999___________
$4,500 through $6,499 __________
$6,500 through $7,999___________

$8,000 and over.________________

Total postal field service. - - 582, 475 9, 737 L7 | +6,428 +1L1| +1,119 +13.0
PFS-1 through 4 | 499, 630 9,194 1.8 42,234 +.4 | +1,035 +12.7
PFS-5 through SO L 79, 216 534 .7 | +4,200 +5.6 +79 +17. 4
PFS—5 through o - - T I SN 66, 205 472 7 +3, 630 +5. 8 +65 +16. 0

$-9 through 11 ... ... .. 13, 011 62 5 +570 +4.6 +14 +29. 2
PFS-12 through 20, .~z P F050 0 3, 629 9 2 —6 el +5 +125. 0

Total other pay plans___.___ L e etataiel eieteietutetote B —40.0 |
Up through $4,499______________| oo ||| e e
$4,500 through $7,999 . | - 1l | e m e e e
ggggg $hrough $6,490. . .. _.....o.|-oomeeransils s ocd s s e el

rough §7,900_ _ _ ..l ol e-reeno S b e e e S S R B

38:000 and o%er _________________ L N ettt 8 —40.0 e
! Includes 4th class postmasters and rural carriers.
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TaBLe 2-5.—Spanish-speaking and total employment

by grade and salary groups, June 1962 and
June 1963, Department o;/ the Interior
1963 Change from 1962
Pay categor, Spanish-speaking
o i Total em- Total Percent | Spanish- | Percent
ployees speaking
Number | Percent

Total all pay plans- .- 65, 076 1,106 17| 410,337 | +18.9 +121 +12.3

Total Classification Act or
T 47,992 614 1.3 | 46,454 | +15.5 +54 +9.6
S-1 through 4 .- ---cooconnoo 13, 927 310 JeoiE - or 934 +19. 1 +47 +17.9
((}}S—f) through L B 25, 643 273 1.1| +2, 565 izl ’.3 = 1541
GS-5 through 8- - ooceeomo- 13, 975 195 1.4 +960 7.4 —2 =70
GS-9 through 11 o ooommoeoonn 11, 668 78 . 7Y 605 +15.9 =1 =18
GS-12 through 18- ooooo 8,422 31 4| 41,655 +24.5 +10 +47.6
Total Wage Board. - .- 16, 245 471 2.9 | 44,481 +38.1 +63 +15. 4
Up through $4,499. ... 5, 247 246 47| 41,629 +45.0 +2 +.8
$413500 thfough SO0 IR s 10, 118 220 2.2 | +2,444 +31. 8 +58 +35. 8
$4.500 through $6,499__ 7, 640 183 2.4| +1,981| 4350 +43 +30.7
$6,500 through $7,999_ .- : 2,478 37 L5 +463 +23.0 +15 +68.2
$8,000 and OVer--------------- 880 5 .6 +408 | +86.4 +3| +150.0
Total other pay plans 839 21 2.5 —598 —A47..6 +4 +23.5
Up through $4,499___ ... 300 18 6.0 — 476 _ 613 +2 +12.5
$4,500 through $7,999_________ 432 3 o —178 —29. 2 L2 +200. 0
$4,500 through $6,499________. 281 3 11 —225 | —44.5 +2 | +200.0
$6,500 through $7,999_________ 15 ] R R | P O +47 PO e SN
$8,000 (503 [0 e A s L (RS ROP S s pew i +56 SO0 875 e X TS
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TasLe 2-6.—Spanish-speaking and total empl b
: | employment by grade and sala roups, J 19
June 1963, Department of Agriculture ey oo o

0
1963 Change from 1962
Pay category Spanish-speaking
Toltal em- Total Percent | Spanish- | Percent
ployees speaki
Number Percent g
Total all pay plans________ 95, 623 1, 410 155 +3, 513 +3. 8 —81 =y
Total Classification Act or
bl . L0t 82, 072 743 .9 | +3,409 +4.3 —62 —77

§8-1 through 4 _..._ ... ..... 24, 534 409 L7 —122 —.5 —89 £y
GS-5 through 11________________ 46, 772 316 LT +2, 592 +5.9 +20 +¢7; g
&8 5 through'8.. - . . 26, 737 245 .9 | +1,290 +5.1 359 +1.2
$85-9 through 11. . ... -.o0-... 20, 035 71 -4 [ 1 302 oL Sl +31. 5
GS-12 through 18 _______ ... " 10, 766 18 w2 +939 +9. 6 =7 1636

Total Wage Board_ ______._ 11, 604 665 57 +123 +1.1 —20 —9. 0
Up through $4,499_ _____________ 6, 966 565 81 —494 —6.6 Z3p —6.0
$4,500 through $7,999_ - 4, 588 100 2.2 +602 +15.2 +16 +19.0
$4,500 through $6,499 .. . 3,937 97 2.5 +399 | 4113 +15 +18'3
$6,500 through $7,999__ _________ 621 3 .5 +203 +48. 6 +1 +50. 0
88,000 and ok = PRI i 0, T R 80 o S0 s e nn +15 T SR

Total other pay plans______ 1, 947 2 -1 ~0 —10
Up through $4,499_ _____________ 484 1 -2 —142 | —22.7
$4,500 through $7,999 - ___ 1, 088 1 -1 +17 +1.6
84,500 through $6,499_ __________ 796 1 1 -3 =4
$6,500 through $7,999 __________ 900! o s ctni Adialicrsants AR +20 +7.4
$8,000 and over._. .. .. .. 35| e onrdadial Sl +106 +39. 4
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TasLe 2-7T.—Spanish-speaking and total employment by grade and salary groups, June 1962 and

June 1963, Veterans Administration
1963 Change from 1962
Pay categor Spanish-speaking .
walbicgns 5 Total em- Total Percent | Spanish- | Percent
ployees speaking
Number | Percent
Total all pay plans_ .- --- 150, 273 2, 621 1% —447 —03 +134 +5. 4
1 Classification Act or

b+ S 112,530 | 1,559 14| +1,822| +16| +189| +13.8

—1 through 4 —oo---- 53, 924 986 1.8| —1,620 —2.9 155 +5.9
82-5 thi‘éﬁﬁh IELNIERES S e 45, 979 391 .9 42,009 +4.6 L8 +24.9
GS-5 through 8___ sha 30, 255 309 1.0 +918 = 166 427.2
GS-9 through 11_______- - 15, 724 82 .6 41,091 +7.5 +12 +17. 1
GS-12 through 18 oo 12, 627 182 1.4 | 41,433 +12.8 156 +44. 4
Total Wage Board._ __ ___-- 35, 094 1, 028 2.9 —867 —2.4 +19 +1. 9

Up through $4,499____________-- 19, 766 648 3.3 |2, 300 A4 4 —92 BT
$41?500 th;g‘ough 87,999 ___ .- 15, 026 380 2.5 | +1,370 410.0 i +41.3
$4,500 through $6,499_ __________ 12, 214 340 2.8 +454 +3.9 +90 +36.0
$6,500 through $7,999_ _ - 2,812 40 1.4 +916 +48.3 +21 +110. 5
$8,000 and over-- - - -—----- LT S R T +63 M1 o SN e
Total other pay plans____-- 2, 649 34 1.3 —1, 402 346 —74 —68.5

Up through $4,499_____ ... 2,198 28 1.3 +535 | +32.2 —30 —51.7
$4;:500 through $7,999 __________ 353 6 LT} —1,98 —78 4 —34 —85.0
$4,500 through $6,499___ .- 268 6 2.2 —846 —75.9 —32 —84.2
$6,500 through $7,999_________-- L | R o e B —439 —83.8 =i —100. 0
$8,000 and over. ..-------------- 98 | —652 | —86.9 —10| —100.0
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TasLe 2-8.—Spanish-speaking and total employment by grade and salary groups, June 1962 and
June 1963, summary, all other agencies

Change from 1962

1963
Pay category Spanish-speaking
Toltal em- Total Percent | Spanish- | Percent
ployees speaki
Number Percent PR
Total all pay plans__._____ 486, 409 5, 267 1.1 | 438,023 +8. 5 +820 +18.4
Total Classification Act or

similay. (500 SO8TuRCE 379, 549 3, 444 .9 +29,178 +83 +425 4 140

GB-1 through 4 _____....... 103, 037 1, 287 1.2 | 44,916 +5.0 +118 1
G8-5 through 11 ... 193, 157 1,907 1.0 | 413,222 +7.3 +252 11(5).' é
G8-5 through 8_____________ """ 107, 065 1,181 L1| 45544 +5.5 +105 +9.8
G8-9 through 11 ___________°C 86, 092 726 .8 | 47,678 +9.8 +147 +25 4
GS-12 through 18 ... .- 83, 355 250 .3 [ +11,040 +15.3 +55 +28.2
Total Wage Board. . __.._. 68, 160 1, 286 1.9 +2 5664 +3.9 +160 $14s
Up through $4,499_ _ ____________ 14, 641 404 2.8| —3,387| -—188 —57 —12. 4
$4,500 through $7,999 ... 45, 107 855 19| +3,499 +8.3 +208 +32 1
$4,500 through $6,499_ .. 31, 364 713 2.3 | +3,878 +14.1 +123 +20. 8
$6,500 through $7,999_ - ___ 13, 743 142 1.0 —429 —3.0 +85 +149, 1
8,000 and over__. .. _____. 8, 412 27 .3 +2 502 +42.3 +9 +50.0
Total other pay plans_.____ 38, 700 537 1.4 | +6,281 +19. 4 +235 +77.8
Up through $4,499 _____________ 7,492 252 3.4 —334 —4.3 +139 | +1230
84,500 through $7,999_ . _____ 13, 988 156 1L.1| 42336| +20.0 +49 +45.8
84,500 through $6,499 __________ 9, 599 107 1L1| 41,675 | +21.1 +24 +28 9
$6,500 through $7,999 - ____ 4, 389 49 L1 +661 | +17.7 +25 | 4104 2
4000 and over.: . e L ig i Er] 17, 220 129 .7 +4,279 +33.1 +47 +57.3
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CHAPTER SEVEN

Government Complaint System

Prior to the issuance of Executive Order 10925,
complaint processing was the primary method by
which previous antidiscrimination Executive Or-
ders carried out the Federal policy of nondiscrim-
ination. Consequently, it has been the means by
which administering agencies have both imple-
mented a nondiscriminatory policy and have at-
tempted to redress grievances stemming from
race, religion, color, or national origin. In re-
lying upon the complaint process, Government
action rested heavily upon the willingness and,
perhaps in some situations, the temerity of an
individual to sign an allegation of discrimination
against an employer who had economic power
over his welfare and might conceivably retaliate
against him for such action. Thus, it is unlikely
that the number of cases filed reflected the mag-
nitude of discrimination or even the number of
grievances minorities harbored against their
employers.

Fear of reprisal may still deter many from fil-
ing complaints. The Committee’s correspondence
tends to support such a view. Anonymous letters
giving allegations and detailed supporting evi-
dence; complaints filed directly with the Com-
mittee with insistence that the Committee staff
investigate; and letters of withdrawal without
reasons stated or evidence of corrective action re-
ceived after the agency begins investigation show
that some who feel discriminated against still are
fearful of submitting a signed complaint. How-
ever, the quantitative significance of this would be
hard to determine. Limited educational attain-
ment, particularly illiteracy and low aspiration
level, no doubt, also restrict the aggrieved in ac-
tually filing formal written complaints.

On the other hand, there is some evidence that
the complaint load rises, at least temporarily, as
discrimination declines. During the life of this
Committee, significant growth in minority group
employment has occurred (see Government Em-
ployment Census).
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When the complaint load is related to number
of employees, it is apparent that its numerical
significance is small. But it should be noted that,
prior to Executive Order 10925, case processing has
been virtually the sole means by which discrimina-
tory patterns involving whole business units (and
Government agencies) have been changed by vari-
ous President’s Committees, and State and munic-
ipal Fair Employment Commissions.

Some Pattern Changes

Illustrative of employment pattern changes re-
sulting from complaints are two cases recently
closed by the Committee. One involved the U.S.
Patent Office, Department of Commerce. The
other involved the Bureau of Engraving and Print-
ing, U.S. Treasury Department. These cases are
especially significant in that actions taken to re-
solve them indicate a change in the utilization pat-
tern of minorities and further show that new
procedures have been instituted as an integral part
of a system aimed at full compliance with the
Executive Order. These procedures include a new
promotion plan, the posting of all vacancies, em-
Ployee review of supervisory ratings with right
of appeal, selection for appointment from the first
t%lree names on the promotion selection lists, exten-
sion of area of consideration for promotions and
monitoring of promotion practices by the Deputy
Employment Policy Officer.

In both instances, the complaints filed by a few
h'ave brought about changes in policies and prac-
tices which affect all minority group employees.

The complaints received are understandably con-
centrated in a few larger agencies—as are the em-
Ployees of the Federal Government. Four-fifths
of the complaints received by the Committee, and
about the same fraction of the total Government
employees, are in seven departments and agen-
cles—Post Office Department, Departments of the
Am}y, Navy, and Air Force, Veterans Adminis-
tration, Department of Agriculture, and Treasury
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Department. On March 1, 1963, the Committee
had received 1,631 complaints or 81.3 percent of
the total received from these agencies. Their total
employment was approximately 1,835,303 or 81.2
percent of total Government employment. How-
ever, the case load of each individual agency did
hot appear to be in proportion to the number of
persons employed by it. Some had a complaint
load which was more than, some less than pro-
Portionate to total employment.

Complaints received by the Committee in its
first 2 full years vary widely geographically.
About one-fourth of them have come from the two
c1vil service regions comprising most of the South,
Le., the Atlanta and Dallas Regions, 23.2 percent.
The New York, Philadelphia and Boston Regions,
which include most of the populous Middle At-
lantic and New England States, account for 24.3
Percent of all complaints received. Metropolitan
Washington, D.C. has accounted for 18.8 percent,
the Far West, 13.6 percent (San Francisco and
Seattle Regions) ; and the Midwest 13.5 percent
(Chicago Region).

Case Load and Affirmative Action

If positive approaches are developed and change
Overall agency-wide or installation-wide patterns
Positively, the number of complaints should de-
cline at some point because the basic causes for
them will have been more effectively reduced.
ThiS, however, should not be expected to occur
Immediately. The rapid development of affirma-
tive action programs which eliminate the basic
Causes of complaints provides the only perma-
Dently effective long-range answer to large com-
Plaint loads. Furthermore, this process serves as
& check on the compliance approach—failures of
Particular units or agencies to expeditiously
dEVelop corrective procedures may in the long run
Cause the number of complaints filed against them
tf’ appear high as compared with the more aggres-
Sive agencies.

Complaint Processing as @ Specialized
Grievance Procedure

Without regard to the impact of complaint
Processing on the overall scope of discriminatory
P{‘actices or agency- or Committee-initiated pos-
tive programs, complaint processing will be a very
Important cog in the machinery used to carry out

xecutive Order 10925 for some time to come.
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The establishment of a process for handling com-
plaints on behalf of individuals who feel aggrieved
because of alleged discriminations based on race,
creed, color, or national origin, is firmly set in the
public mind—particularly that of the minority
public. Any steps that appear to weaken or
threaten the integrity of this assumed “right”
would be detrimental to the overall program.

Virtually all of the laws and executive orders
established by Government to eliminate discrim-
ination against minorities have been legally based
upon rights granted to an individual and, conse-
quently the enforcement machinery of this order
has been oriented primarily toward the protection
of the individual against unequal treatment.

In some cases these rights are guaranteed under
the Constitution. Others are established by legis-
lation ; still others result from a mutual agreement
appearing as a clause in a contract, e.g., a labor-
management contract or a contract between the
Federal Government and a Government supplier.
Each of these confers a right to protection upon
the individual. Consequently, the initiating force
which activates the policy is a complaint, gener-
ally from an aggrieved party. There is a tacit as-
sumption that persons should have such protection
if they want it and seek it. The complaint process
provided by Executive Order 10925, is responsive
to our ancient tradition of individual rights.

The procedures established by the Committee for
handling complaints provide for:

(1) Filing of the complaint with the Com-
mittee or with the agency concerned.

(2) Investigation of the complaint by desig-
nated agency representatives.

(3). Hearing procedures.
(4) Review by the Committee of agency ac-

tions with the right to concur, reject, alter or

reverse.
(5) Right of appeal to Executive Vice Chair-

man of Committee for final decision.

Analysis of Complaints Over First Two Years

As of March 1, 1963, the Committee had received
2,005 complaints of discrimination because of race,
creed, color, or national origin.

A total of 1,169 complaints had been closed.
Corrective action had been taken in 423 cases
(36.1 percent). No discrimination was found in
one-half (50.5 percent) of them, while the remain-
ing one-fifth (18.1 percent) were distributed al-

105



DistriBuTioN OF ToranL FEpERAL EMPLOYEES AND Toran ComPLAINTS RECEIVED BY THE COMMITTEE BY
Crvi SErvicE REGIONS 1N DESCENDING ORDER

Negro employment | Complaints received
CSC 'Iioml
regions employees !
; B Number | Percent of | Number | Percent of
total total 2

A Y7 i S e et o R DA R S 2,231,579 | 292,703 13.1 1,995 399. 5

[6),1 (71" IR eSS 308, 506 59, 447 19.3 271 13. 5
Bhilagelphdass- = - oe L S e 279, 956 47, 976 17. 6 281 14.1
Atlanta_ | o o o oo _L_Soo i 272, 792 30, 935 11.3 304 15. 2
Ban-Franeiseo - uooi oo s oasncaaeseiEoie ool 252, 262 30, 993 12. 3 245 12. 2
G s S BN BT e R e S S PR S e e O 242, 039 55, 356 22. 8 378 18.9
NewiNdpk=2_ L8 30l ot e o i, 231, 201 32, 635 14. 1 175 8.7
Dallag. oo el L o i e e o e 198, 746 16, 105 8.1 161 8.1
St Louis . e 136, 536 10, 432 7.6 82 4.1
Denver- - oo e memceeeeaool 113, 634 3,317 3.0 38 1.8
10717 T S T (e s 109, 886 3, 534 3.2 32 1.5
BeRttle e o o 86, 021 1,973 2.3 28 1.4

1 Chicago—Illinois, Indiana, Kentucky, Michigan, Ohio, Wisconsin; Philadelphia—Delaware, Maryland, Pennsyl
vania, Virginia, West Virginia; Atlanta—Alabama, Florida, Georgia, Mississippi, North Carolina, South Carolina, Tennes-
see, Puerto Rico, and Virgin Islands; San Francisco—California, Hawaiian Islands, Nevada, Pacific overseas area; New
York—New Jersey, New York; Dallas—Arkansas, Louisiana, Oklahoma, Texas; St. Louis—Iowa, Kansas, Minnesot &,
Missouri, Nebraska, North Dakota, South Dakota; Denver—Arizona, Colorado, New Mexico, Utah; Boston—Connec-

ticut, Maine, Massachusetts, New Hampshire, Rhode Island, Vermont; Seattle—Alaska, Idaho, Montana, Oregon,
Washington.

2 As of Mar. 1, 1963
3 Europe 0.5.

DistriBuTioN OoF EMpLOYEES BY MAJor FEDERAL AcENnciEs aAxD Torar CoMpLAINTS RECEIVED BY
CommiTTEE 1IN DESCENDING ORDER

Negro employment Complaints received
Total
Agency employees

Number | Percent | Number | Percent

of total of total!
st el b=t £ o o b 2,259,993 | 293,353 13.0 2, 005 100. 0
Post Office Department. . -ooooooooo 577, 639 86, 981 15.1 369 18. 4
Department of Army. oo 345, 851 42, 838 12. 4 317 15. 8
Department of Navy .- oooooooooooee 312,798 42, 880 13.2 343 17.1
Department of Air Force. 276, 373 21, 316 7.7 2892 14 1
Vetel‘ans Admmlstr.atlon """"""""""""""""""""" 150, 847 35 281 23. 4 164 8 2
Department of Agriculture____________________________ 92, 104 2 890 3 1 29 15
Department of Treasury. R R Ta S S Wi e 79, 691 9 627 12. 1 127 6.3
Department of Health, Education, and Welfare_________ 70, 489 13’ 882 19.7 62 3 1
Department of nfedions s Secste et o il san 55, 003 " 933 o = 7
Foderal AVIALION REOH0Y bt s mmes o i e e e 39, 795 1 031 26 i3 7
Department of Commeree____________________________ 29, 383 3’ 440 117 - 8
Department of Defense. oo 23,712 4: 951 20: 9 15 7
s N e S R TR 206,218 | 26,303 12.8 189 9.4

1 As of Mar. 1, 1963.

most equally among cases withdrawn, dismissed,
and those which complainants failed to prosecute
(see Table No. 1).

A look at the distribution of the 2,005 complaints
received, by kinds of discrimination, reveals that
1,840 (91.8 percent) alleged discrimination be-

cause of race; 83 (4.5 percent), discrimination be-
cause of creed ; and 82 (4.1 percent) discrimination
because of national origin.

The distribution of total complaints received,
by basis of complaint, reveals that 378 (18.8 per-
cent) were filed as the result of failure of appoint-
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ment; 882 (44.0 percent) failure of promotion;
210 (10.5 percent) separation; and 535 (26.7 per-
- cent) for “other” reasons.

The distribution of cases closed by basis of com-
plaint follows approximately the pattern of cases
received. However, the distribution of cases
closed with corrective action deviates significantly.

A more than proportionate share of the cases re-
sulting in corrective action involved promotion
(52.7 percent) and “other” bases of action (34.0
percent) while corrective action concerned with
appointment (7.8 percent) and separation (5.4 per-
cent) constituted a smaller proportion than that of
all cases closed.

GEOGRAPHICAL DISTRIBUTION OF COMPLAINTS As OF MARcH 6, 1961 THRoUGH MaRrcu 1, 1963

[Figures following regional designation are total Federal employment in that region and that region’s percentage of total Federal employment]

No.  Percent
Atlanta Region: 284,019—11.3 percent_____ 304 (15.16)
Alabarnai: ;oo of sk ke et il St 53
flomda . T T AP 48
Georgia ______________________________ 71
BRRISSInpiL T oo e SRR P raow . et 37
[NOrth Claroling o o o e o e H
Bouth 'Caroling’. ~21- 008 i aRTUaR A 43
T T o e 39
uerto Rico and Virgin Islands_____..--. 2
Boston Region: 117,856—4.7 percent___ - - 32 (1.59)
Tonnectiout . o2l 20A GILWVEEE e s o 11
BINO.. - _oitinio . HRApPIET e YPUEIONE P E
¥iaRanchusetts . oot ow il s b 15
W Hampshire, & S0 ee & o oo 1
tilode Tsland, waom s owis Shked B e 5
EPODE .~ oo D Sl B o SR
Chicago Region: 328,137—13.1 percent____ 271
Ifingia™ - > VT 3 SRR I R S 82
BRADA o LA e e 23
Mentnoky: > . 0. e Dt R 14
Tolifgan: 0 CTF AR RN R e 60
11 R S e U P pe e« P 85
N A L B T e R Z
Dallas Region: 204,877—8.1 percent._. .- 161 (802)
BrKanaag - ol 4 LSRRG e A 20
Higtanay ) on Ledd B oadls Shsiiar ¥ S 21
B hOMA, .5 e g e 25
GXAa. ~ T LT et ke SR EE e 95
Denver Region: 116,603—4.6 percent._ - 38 (1.89)
AT ZAONA —— o0t s il A s iR 8
Walorade .. oov.h i et et lg
O Mexiog s e e
5 T iy o ot L 3
New York Region: 243,586—9.7 percent.... 175 (8.72)
NEW JOrsay - . o Bl fo At g 43
Mow York T Temi 132
Philadelphia Region: 271,739—10.8 percent. 281 (14.01)
Welaware ... 20 0 CaliAEiet 8 5
Maryland ____________________________ 57
ennsylvania. .. -ccs ultoneebo—amas 131
0 E o) D S e A SR ol ST T 87
West Virginia. . oiL ot osel Sl 80iLg 2

! Does not {nclude foreign nationals.
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No.  Percent

St. Louis Region: 148,749—5.9 percent_____ 82 (4.08)
Towarsle s el bl ca e B £ hels 3
B L7 oY, 1 C R SRR b - DR Tt 14
Minnesotny: . 2. 2 o T e O 9
Misgounl’ Lot an s Bt Sl oo el b 51
Mebraala. . o ot L e e 4
North Daketa. = < % TR e S Tl 1
South-Dakelas fosssa sl chiny dacdts o

Cablerpift ' S5 SnRaE e bt g i 234
Hawall. - -8 Ll JE0 30T Cnsill s ot 2
NovBdas st e s e bt Sottl Fe e Sot oy
Pacific Overseas Area________.__________ 9
Seattle Region: 99,479—4.0 percent _______ 28 (1.39)
Algskal Lo LY 0 s Tl A e Y 7
U1 1,70 Py SRR £ S T 5 SUR A )
Monfana.a T oyt e e s Lo T 1
OregonL oI Ie o oo STl HESI TS 9
Washington. .o - -fetiiibe tas s 11
District of Columbia Metropolitan Region
257,349—10.2 percent . - ~cocccaacnacna 378 (18.85)
Europe: ! 30,761—1.2 percent______________ 10 (0.49)
Total complaints. =25 o Tt Tt e cdl 2, 065

STaTUS OF COMPLAINTS AGAINST GOVERNMENT AGENCIES

A8 OF MARcH 1, 1963
Number  Percent

Total complainte. .. .- . .=clu=d 2,005 100.0
Cases pending- - - - -—=-—————_______-_. 570 28. 4
In‘agencies  Coc s Sl Suai ol 442
In committee (on appeal)._._._ 128
Cases closed_ - oo 1, 435 71. 6
Subject to routine committee
ohetkii . consiresrion s mismts 266
Review and formally closed by
committee. te ool oot S 1, 169
Disposition ofF FormaLLy CLosEp CASEs A8 OF MARCH
1, 1963
Disposition Number  Percent
Corrective action taken_ _ __ .. _________ 423 36. 1
Finding of no discrimination__._______- 591 50. 5
Withdrawn . cccccoccccmmmmcccccanea=0- 49 4.1
Dismissed. - <& - e o w bt e« i o e 60 5.1
Failure to prosecute. - - - - --coooooo-- 46 30
Total. - ccecmmemcccemccmm e 1, 169
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CHAPTER EIGHT

Plans for Progress

In its Plans for Progress program, the Presi-
dent’s Committee has formulated a plan that will
contribute significantly to achieving equal employ-
ment opportunity in all of American industry.
In the absence of a Federal Fair Employment
Practices Act, this phase of the Committee’s pro-
grams ext,ends its policies to companies not falling
under the Executive orders, and amplifies the ac-
tivities of the Government contractors. A major
effort is now being made to enlist more companies
which do not fall under the Executive orders.

The program is essentially a cooperative venture
between business and Government—the type of
cooperation that has accomplished so much
throughout American history. Participation in
Plans for Progress is strictly voluntary. It in
no way relieves a Government contractor of its
contractual obligation to comply with the Execu-
tive orders and the Rules and Regulations of the
Committee, but it does open up new avenues for
the attainment of the goals of the Executive orders.

The Origins

Less than a month after the Committee started
operations, then Vice President Johnson, as Com-
mittee chairman, called a meeting of the presidents
of the 50 largest Government contractors. At the
meeting on May 2, 1961, Mr. Johnson called for—
and obtained—pledges of cooperation and assist-
ance from these major industrial firms in provid-
ing equality of opportunity. Most of these firms
later signed Plans for Progress. Robert B.
Troutman, an attorney and businessman from At-
lanta, Ga., who was an original Committee mem-
ber, was instrumental in launching this coopera-
tive effort between industry and Government to
bring about equality of opportunity.

Fven as the industrialists were meeting, negotia-
tions were underway with one firm—the Lockheed
Aircraft Corp.—for development of a specific pro-
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gram to supplement the requirements of the Exec-
utive order and thus to provide greater equality
of employment opportunity. Complalnts of un-
equal opportunity at the company ’s plant at Mari-
etta, Ga., had resulted in a series of conferences
involving company management, Mr. Troutman,
and Committee staff members.

Out of these negotiations came the first Plan
for Progress. It covered not only the Lockheed
facility at Marietta, but all corporate facilities.
The Plan for Progress was signed in the White
House on May 25, 1961, in the presence of the late
President John F. Kennedy, by Mr. Johnson for
the Committee and by Courtlandt Gross, president
of Lockheed Aircraft. Shortly thereafter, eight
other major industrial firms signed similar Plans
for Progress with Mr. Johnson.

The then Vice President appointed a subcom-
mittee of five members to expand and develop the
Plans for Progress program. Members of the sub-
committee were Mr. Troutman, chairman; Edgar
Kaiser, Fred Lazarus, Jr., Walter Reuther and
the then Secretary of Health, Education and Wel-
fare, Abraham Ribicoff. Mr. Troutman devoted
a major part of his time to the program and di-
rected operations of the Plans for Progress staff
until his resignation from the Committee in Au-
gust 1962. Since that time the program has been
united with the compliance program under the im-
mediate supervision of the Executive Vice Chair-
man, currently Hobart Taylor, Jr.

First Anniversary

By the Committee’s first anniversary, 52 com-
panies had signed Plans for Progress. In Janu-
ary, 1963, the number reached 104 and it currently
stands at 115 companies (including several na-
tional concerns which do not hold Government
contracts) with more than 514 million employees

Participants in Plans for Progress now file &
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report form (Plans for Progress Form EEO 10)
that is statistically compatible with the regular
compliance form (Form 40).

'Infonnation received from the companies is com-
Piled for statistical studies of employment pat-
terns and is made available to the contracting
agencies and to the Government contractors. In
the event of any complaint of unequal opportunity,
the complaints are investigated and processed just
as are those against other companies.

Under Plans for Progress, the Committee also
h.as made certain pledges. It has assured the
Signing companies that it will press its efforts,
through recruitment, training and labor liaison
Programs, to encourage the development of quali-
fied applicants for referral to Plans for Progress
employers and to work with the appropriate con-
tracting agencies to assist employers to carry out
their programs for equal opportunity.

Program Expansion

One of the significant features of the Plans for
Progress is that the program is constantly ex-
Panding to include companies that do not have
Government contracts. It seeks to reach beyond
the Executive order and enlist the aid of industrial
and mercantile leaders who agree—though they
are not subject to the Executive order and there-
fore face no possibility whatsoever that punitive
action or sanctions may be imposed upon their
Companies—to advance the cause of equal employ-
ment opportunity.

The procedure in developing a Plan for Prog-
ress calls for discussion, study and negotiation
With the individual company management. Then
fqllo“'s the execution of a formal joint statement
With the Committee, signed by the company presi-
dent and the President. Each step taken in the
Xecution of these agreements is designed to de-
velop pragmatic and workable policies appropri-
ate to the situation involved.

On January 17, 1962, a seminar of 300 officials
from 150 of the nation’s largest business firms was
Organized in Washington, D.C., to provide a means
_fol‘ & mutually helpful exchange of information,
1(5_[eas and experiences. The seminar was orga-
Mzed by a representative group of companies who
haq signed Plans for Progress. The seminar was
staffed by personnel from Plans for Progress com-
Panies and was attended solely by representatives
f’f firms on the program or firms which had been

"Mvited to develop such plans.
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The Plans for Progress staff has provided a
medium for continuous interchange among partiei-
pating companies of ideas which have been de-
veloped, problems which have arisen, and solu-
tions which have been achieved. This informa-
tion is available to companies for their own
adoption and use.

Other companies are in varying stages of de-
velopment of Plans for Progress and it is antici-
pated that the number of participating companies
will increase substantially in the near future.

University Participation

Plans for Progress received another stimulant
in July 1963, with its expansion to include univer-
sities. Members of minority groups frequently do
not recognize the educational programs and career
opportunities open to them, because of past dis-
crimination and sometimes because of active com-
munity discouragement. This problem has been
discussed in conferences with university repre-
sentatives and recognition has been given to the
need to develop guidance materials and programs
for high school and community college teachers
which will repair this breakdown in communi-
cations. :

Already one major educational institution,
Wayne State University, after meeting with repre-
sentatives of The President’s Committee on Equal
Employment Opportunity, has signed a Plan for
Progress. It recognizes that a university is first
and foremost an educational institution and there-
fore has obligations in the areas of human dignity
and civil rights in addition to those it has as an
employer.

The university prohibits any form of discrimi-
nation in admission, advancement and all other
activities affecting students; it also prohibits any
affiliation of any of its divisions with other institu-
tions which permit discrimination in providing
educational services, in athletic competition, or
in student accommodations. More importantly,
Wayne State’s Plan for Progress recognizes the
university’s responsibility to arouse the entire com-
munity, majority and minority, to the necessity
for equality of opportunity.

Following several preliminary conferences on
the Wayne State campus in Detroit, a conference
was held at Ann Arbor, Mich., on October 21, 1963,
with the Big 10 universities and the University of
Chicago participating. This conference was the
real beginning of the mobilization of the educa-
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tional and intellectual forces of the Nation behind
the Government’s cooperative program for im-
proving the opportunities of minority group citi-
zens on a broad scale. These great universities,
which have more than 350,000 students, decided
to take a more vigorous part in assisting minority
youth, in encouraging them through high school
and on through higher education and advanced
study. The universities also are seeking direct re-
lationships with southern Negro colleges, through
which they will provide faculty help and graduate
facilities for students from these schools.

The Advisory Council

As a further extension of Plans for Progress,
in August 1963, a special Advisory Council for
Plans for Progress was formed by 19 leading in-
dustrial executives to administer the cooperative
program of the Committee. The Council func-
tions through six committees covering the full
range of activities concerned with equal employ-
ment opportunity. This Council has a full-time
staff of five experts in personnel techniques and
recruitment, each loaned by a participating cor-
poration for up to a year, who will work with the
Plans for Progress companies, present and future,
to develop programs for implementing their indi-
vidual plans.

Council members are:

G. William Miller, president, Textron, Inec.
(Chairman of the Council) ; R. H. Berquist, direc-
tor, Compensation Administration and Employees
Services, Colgate-Palmolive; W. D. Coursey, as-
sistant vice president, Texas Instruments, Inc.;
Robert F. Crowel, manager, employee relations
dept., International Harvester Co.; P. B. Lewis,
manager, employee relations dept., K. I. du Pont de
Nemours and Co., Inc.; E. G. Mattison, director
of industrial relations, Lockheed-Georgia Co.;
Harold Mayfield, director of personnel, Owens-
Mlinois Glass Co.; Edward Cudahy, Jr., president,

The Cudahy Packing Co.; Arthur M. Doty, man-
ager of personnel relations, Aluminum Co. of
America; A. H. Evans, manager employment,
Radio Corporation of America; Edward A.
Franks, manager, corporate employment, Chrysler
Corp.; Dr. Roy Fugal, consultant, personnel prac-
tices, General Electric Co.; Paul S. Kempf, direc-
tor, Industrial Relations, Hughes Aircraft Co.;
Dr. Frank Metzger, director, Manpower Adminis-
tration, International Telephone & Telegraph
Corp.; Dr. C. E. Scholl, director of labor relations,
Defense and Space Groups, Burroughs Corp.;
Harold H. Schroeder, Assistant Vice President,
American Telephone & Telegraph Co.; R. A.
Whitehorne, manager, personnel research and serv-
ices, International Business Machines Corp., and
H. W. Wittenborn, Vice President, personnel and
industrial relations, Cook Electric Co.

The Council staff consists of :

G. A. McLellan, director of personnel services,
Olin Mathieson Chemical Corp. (Administrative
Director of the Council) ; James H. Burg, mana-
ger of professional recruitment, IBM Federal Sys-
tems Division in Bethesda (Administrative Co-
ordinator for the Council) ; Howard C. Lockwood,
manager of the management personnel depart-
ment, Lockheed-California Co. of Burbank (Ad-
ministrative Coordinator for the Council) ; Clar-
ence E. Lynn, staff assistant to the president of
Townsend Division of Textron Inc. of Providence
(Administrative Coordinator for the Council),
and Harold M. F. Rush, assistant to the corporate
secretary, Thiokol Chemical Corp. (Administra-
tive Coordinator for the Council).

Prior to August 1963, the Plans for Progress
staff consisted of J. Joseph Kruse and E. William
Bohn, who served devotedly and capably during
the formative stages of the program. It was
mainly through their personal efforts that enroll-
ment in the program had reached the size it had
when the Advisory Council was formed.

EMPLOYERS PARTICIPATING IN PLANS FOR PROGRESS
(November, 1963)

Aerojet-General Corp.

Aerospace Corp.

Affiliated Kaiser companies.
Allied Chemical Corp.
Allis-Chalmers Manufacturing Co.
Aluminum Co. of America
American Airlines, Inc.

American Bosch Arma Corp.
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American Can Co.

American Cyanamid Co.

American Machine and Foundry Co.
American Motors Corp.

American Telephone and Telegraph Co.

Atchison, Topeka & Santa Fe Railway System
Aveo Corp.

Babcock & Wilcox Co.
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Bell Telephone of Nevada

Bell Telephone Co. of Pennsylvania
Bell Telephone Laboratories, Inc.
Bendix Corp.

Boeing Airplane Co.

Brown and Root, Inc.

Burroughs Corp.

Caterpillar Tractor Co.

Chesapeake & Potomac Telephone Co.
Chrysler Corp.

Cleveland Electric Illuminating Co.
Colgate-Palmolive Co.

Collins Radio Co.

Columbia Broadcasting System, Inc.
Continental Can Co., Inc.

Continental Motors Corp.

Cook Electric Co.

Cudahy Packing Co.

Curtiss-Wright Corp.

Douglas Aircraft Co., Inc.

Dow Chemical Co.

du Pont de Nemours, E. 1., & Co., Inc.
Eastman Kodak Co.

Fairchild Stratos Corp.

Federatea Department Stores, Inc.
Firestone Tire and Rubber Co.

Ford Motor Co.

Garrett Corp.

General Dynamies Corp.

General Electric Co.

General Motors Corp.

General Precision Equipment Corp.
General Telephone & Electronics Corp.
Goodrich, B. F., Co.

Goodyear Tire and Rubber Co.

Great Atlantic & Pacific Tea Co., Inc.
Grumman Aireraft Engineering Corp.
Hercules Powder Co.

Hughes Aircraft Co.

Illinois Beln Telephone Co.
International Business Machines Corp.
International Harvester Co.
International Telephone & Telegraph Corp.
Lever Brothers Co.
Ling—Temco-Vought, Inc.

Lockheed Aireraft Corp.

Marlin Rockwell Corp.

Martin Co.

Massey-Ferguson, Inc.

McDonnell Aireraft Corp.
Merritt-Chapman and Scott Corp.
Michigan Bell Telephone Co.
Minneapolis-Honeywell Regulator Co.
Monsanto Chemical Co.

Monsanto Research Corp.

National Biscuit Co.

National Cash Register Co., The
National Lead Co.

National Tea Co.

New England Telephone & Telegraph Co.
New J ersey Bell Telephone Co.

Newport News Shipbuilding & Dry Dock Co.

New York Telephone Co.
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North American Aviation, Inec.
Northrop Corp.

Northwestern Bell Telephone Co.
Ohio Bell Telephone Co.

Olin Mathieson Chemical Corp.
Owens-Illinois Glass Co.

Pacific Northwest Bell Telephone Co.
Pacific Telephone and Telegraph Co.
Pan American World Airways, Inc.
Philco Corp.

Procter and Gamble Co., The
Radio Corp. of America

Raytheon Co.

Republic Aviation Corp.

Ryan Aeronautical Co.

St. Regis Paper Co.

Sanders Associates, Inc.

Singer Manufacturing Co.

Socony Mobil Oil Co., Inc.
Southern Pacific Co.

Sperry Rand Corp.

Standard Oil Co. (Ohio Corp.)
Stauffer Chemical Co.

Texas Instruments, Inc.

Textron, Inc.

Thiokol Chemical Corp.
Thompson Ramo Wooldridge, Inc.
U.S. Industries, Inec.

Union Carbide Corp.

United Aircraft Corp.

United States Rubber Co.
Walgreen Co.

Wayne State University

Western Electric Co.

Western Union Telegraph Co.
Westinghouse Electric Corp.

Model Plan for Progress

This company recognizes that the national
policy enunciated by the President of the United
States that all persons are entitled to equal em-
ployment opportunity regardless of their race,
creed, color, or national origin, is in keeping with
the best traditions and spirit of the American way
of life. Adherence to such a policy, moreover, is
essential if all of this Nation’s human resources
are to be effectively utilized.

This Company is therefore to enter into this
Plan for Progress with the President’s Committee
on Equal Employment Opportunity, and to re-
affirm and reemphasize its continued commitment
to a program of providing equal employment
opportunity solely on the basis of ability and
accomplishment.

The company further recognizes that the effec-
tive practice of a policy of merit employment in-
volves more than the nondiscriminatory hiring
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and promotion of minority group persons. Full
realization of the goal of equal employment
opportunity requires, in addition, that various
measures be taken to reassure minority group per-
sons that equal employment opportunities do, in
fact, exist, so that they will be motivated to seek
such opportunities and the training and educa-
tion necessary to prepare for them.

This company will, therefore, undertake a pro-
gram of affirmative action to make known to mem-
bers of minority groups that equal employment
opportunities are available to them on the basis
of individual merit, and to encourage such persons
to seek employment with the Company and to
strive for advancement within it.

UNDERTAKINGS BY THE COMPANY

| Dissemination of Policy

The company will take appropriate steps to
insure that all employees are advised of the com-
pany’s policy of nondiscrimination and of its inter-
est in actively and affirmatively providing equal
employment opportunity. To this end, the com-
pany will utilize, as appropriate, such media of
communication as notices on bulletin boards, state-
ments in employee handbooks, discussions or films
in orientation programs for new employees, and
articles in company publications.

The company will make certain that all mem-
bers of management, supervisors, and others in a
position to implement the equal employment
opportunity policy (such as those engaged in re-
cruiting, training, and other personnel activities)
are fully advised of the policy and of their respon-
sibilities with respect to its effectuation and will
schedule appropriate discussions at regular meet-
ings of these groups.

Il Recruitment

The company will vigorously seek qualified
minority group applicants for all job categories,
and will make particular efforts to increase minor-
ity group representation in occupations at the
higher levels of skill and responsibility. All
schools, colleges, employment offices, and other
recruiting sources utiliged by the company will
be advised in writing of the company’s equal em-
ployment opportunity policy, and will be urged
to refer qualified minority group applicants.
Where appropriate as a means for encouraging
members of minority groups to apply, employ-
ment advertisements will be placed in newspapers
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which are widely read by, and specially devoted
to the interests of, minority groups; and recruit-
ing programs at schools and colleges will include
schools and colleges which are attended by sub-
stantial numbers of minority group members. In
addition, the company will request appropriate
minority group agencies to assist in making
known the company’s policy and will advise such
groups of available employment opportunities.
It will also encourage similar employment refer-
rals from present employees.

Il Placement and Promotion

1. The company will review job categories
where few minority group persons are presently
employed, and seek to determine the cause for
such situation. When the need for remedial
effort is indicated, appropriate action will be
taken. Remedial efforts may include such actions
as the following:

a. More vigorous recruitment of qualified
minority group candidates.

b. Special discussions with appropriate man-
agement, supervisory, or other personnel re-
garding the company’s policy and its desire to
insure the utilization of qualified minority group
personnel at all job levels.

¢. Review of the records of minority group em-
ployees to determine whether their skills and
capabilities may be more fully utilized at higher
job levels, or would warrant their transfer to
other types of jobs more readily leading to
advancement.,

2. Placement, promotion, and transfer activ-
ities at all levels will be monitored to insure that
full considerat-ion, as required by the company
policy, has been given to qualified minority group
employees.

3. The company will undertake an active pro-
gram for the appraisal and counselling of
minority group employees who appear to have
potential for advancement into supervisory and
management positions.

IV Training

L. In-plant and on-the-job training programs,
as well as all other training and educational pro-
grams to which the company gives support or
sponsorship will be regularly reviewed to insure
that minority group candidates are given equal
opportunity to participate.

2. Appropriate steps will be taken to give
actlve encouragement, to minority group employ-
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ees to increase their skills and job potential
through participation in available training and
education programs.

3. The company will take steps to insure that
qualified minority group employees are included
In supervisory training classes.

4. The company will seek the inclusion of
qualified minority group members in any ap-
Prenticeship program in which the company par-
ticipates, and will report to the Committee any
failure to obtain inclusion of qualified minority
group candidates in such programs.

V Layoffs, Terminations, and Downgrading

The company will take appropriate measures
to insure that layoffs, terminations, downgrading,
and recalls from layoffs are made without regard
to race, creed, color, or national origin.

VI Other Matters Affecting Employee Benefits and
Status

1. The company will insure that there is no dis-
Parity in the compensation received by minority
group employees and other employees for perform-
Ing equivalent duties, and that opportunities for
performing overtime work or otherwise earning
increased compensation are afforded without
discrimination to all employees.

2. It is the company’s policy that none of its
facilities such as work areas, cafeterias, restrooms,
recreation areas, and transportation will be segre-
gated, and if any such segregated facilities exist
the company will work toward their prompt
elimination. The same policy will be observed
with respect to any other employee activities
which are sponsored or supported by the company.

VIl Unions

In carrying out its affirmative policy of provid-
ing equal employment opportunity, the company
will actively seek the support of all unions repre-
senting its employees, and will attempt tq (_)bta}n
the inclusion of a nondiscrimination provision in
all collective bargaining agreements into which it

enters.
4 bl
The company will report to the President’s

Committee whenever the actions or policies of a
union representing its employees are impeding the
Implementation of this program.

VIl Assignment of Responsibilities

The head of each division of the company \‘vil]
be assigned the responsibility for implementing
the program within his division. The —————-----

will be responsible for coordinating the efforts of
each division and for furnishing advice and as-
sistance to division heads. He shall periodically
report directly to the president of the company
concerning the progress being made, and shall
recommend to the president any needed improve-
ments in the program.
IX Reporting to the President’s Committee

The company will periodically furnish the
President’s Committee with statistical data and
other information reflecting its progress under this
Plan. Such reports shall be made at least semi-
annually for the first year the Plan is in effect, and
at least annually thereafter.

UNDERTAKINGS BY THE PRESIDENT’S COM-
MITTEE ON EQUAL EMPLOYMENT OPPOR-

TUNITY

I Recruiting

The Committee will :
1. Continue to work with the United States De-

partment of Labor’s employment specialists to
cooperate with the appropriate State Employment
Services in reviewing and intensifying efforts to
obtain qualified applicants for referral to the com-
pany without regard to race, creed, color or na-
tional origin.

2. Upon request, solicit the support of appro-
priate specialized community agencies to assist re-
cruiting efforts under this Plan for Progress.

Il Training

The Committee will work with the U.S. Depart-
ment of Health, Education, and Welfare in
reviewing, encouraging and strengthening coun-
selling and guidance services in school systems
where the company has major operations. That
Department has assigned personnel to encourage
participation of persons in minority groups in its
vocational education programs. In addition, new
programs are being developed aimed at the en-
couragement of cooperative efforts between edu-
cational facilities, community agencies and
employers as to this program.
Il Labor Liaison

The Committee will work cooperatively with
appropriate unions, at both the local and national
levels, in reviewing and supporting constructive
action on problems connected with apprenticeship

113

Digitized for FRASER
https://fraser.stlouisfed.org
Federal Reserve Bank of St. Louis



training, transfer procedures and seniority rights
where union action may be useful.

IV Contracting Agencies

The Committee will work with the appropriate
contracting agencies to assist the company and the
Committee in coordination and follow-through on
their undertakings under this Plan for Progress.
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V General

The company officials should feel free to report
to the Committee any difficulties encountered in
achieving this Plan for Progress in those instances
where it is reasonably believed services of the
Committee can be materially constructive in over-
coming them.
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CHAPTER NINE

Progress Report of Plans for Progress Companies

A company entering the Plans for Progress pro-
gram submits to the President’s Committee a report
showing its employment breakdown at the time of
entering the program—a self-analysis report.
Six months later, and annually thereafter, it files
Progress reports.

Included herein is a summary of reports filed as
of July 1963. It covers 91 companies. These
firms joined the program at different times (see
list of companies). Therefore, their self-analysis
reports and their latest progress reports on which
these statistics are based, fall at different times
during the period. In the case of nine companies,
the latest report is their third progress report;
In the case of 32 companies, the report is their sec-
ond, and in the case of 50, it is their first.

This summary is not intended to show progress
made during any one reporting period ; it is rather
a composite showing the relative progress, by num-
bers and percentages, of these companies in the
employment of nonwhites.

Total employment in the 91 companies in-
creased by 452,543, or 12.4 percent. Employ-
ment of nonwhites increased by 27,180, or 14.7
Percent.

Overall employment of all salaried empioy-
ees (clerical to management) increased by only
13.8 percent. Nonwhite employment in these
categories increased by 23.5 percent.

As of the initial reports of these companies,
there were 65.1 white salaried employees for
each nonwhite. As of the latest reports of
these companies, there were 60 white salaried
employees for each nonwhite.

The latest reports also show that the percentage
of total nonwhite employment represented by
white collar workers has increased since the origi-
nal self-analysis reports were filed. These changes
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indicate the efforts being made by management of
Plans for Progress companies to hire and upgrade
nonwhites to more significant positions in their

work force.
Other interesting facts from the summary :

1—Increases were shown in every category—
from laborers to officials and supervisors. A
total of 3,266 nonwhites were placed in manage-
ment, professional, sales and technical jobs
during the various periods covered by the re-
ports. It wasin these areas the number of non-
whites showed the largest percentage increase:
46.5 percent in management categories; 37.4
percent in professional and administrative cate-
gories; 53.1 percent in sales categories, and 31.6
percent in technical categories.

2—A total of 2,884 nonwhite clerical and office
employees were placed in positions during the
periods covered by the reports—an increase
over the initial report of 16.4 percent.

3—Overall employment of all salaried em-
ployees increased by 13.8 percent, but nonwhite
employment in these categories increased by
23.5 percent.

4—The percentage increase of nonwhite em-
ployees in salaried jobs (23.5 percent) is greater
than their percentage increase in hourly jobs
(13.3 percent).

5—An analysis of hourly classifications indi-
cates that the percentage of nonwhites in the
lowest job levels (laborers, ete.) is decreasing,
while the number of nonwhites assigned to the
higher (operative and craftsmen) levels is in-
creasing. These facts are taken as indications
of the upward move of nonwhites in the report-
ing Plans for Progress companies.

Further breakdowns of Plans for Progress re-
ports will be made as they are compiled.

115



9Ll

SELF-ANALYSIS vs. LATEsT PrRoGREss REPORT oF 91 Compantes THAT JoiNED DURI

PLANS FOR PROGRESS PROGRAM

NG PEriop May, 1961 To JANUARY 17, 1€63

Self-analysis report !

Latest progress report

Change

All employees

Nonwhite employees

Total Total
Total nonwhite | Percent Total nonwhite | Percent
employees | employees employees | employees Actual total | Percent | Actual total | Percent
change change
(€Y (2 3 (€] (5 (6) (7 ® (9 (10)
Salary e mployees
Officials and supervisors___________ 373, 328 1, 607 0.4 418, 847 2..355 0.6 45, 519 12. 2 748 46. 5
Professional and administrators_____ 390, 743 3, 894 1) 479, 658 5, 352 o | 88, 915 22. 8 1, 458 37. 4
Salegall s ~ovip Vg TR B 66, 035 309 < D 71, 906 473 S0 5, 871 8.9 164 53. 1
Teehnipianase 8 . L1 8 o3 b Lo o 201, 264 2, 836 1.4 234, 469 3, 732 1.6 33, 205 16. 5 896 81.-6
Offiee andicleriesl. . . 5 o T i L 701, 093 17, 548 2.5 766, 741 20, 432 207 65, 648 9. 4 2, 884 16. 4
iy o ) e B, T e 2, S - PN 1, 732, 463 26, 194 1.5 1, 971, 621 32, 344 16 239, 158 13. 8 6, 150 23. 5
Hourly employees
Clrafhabmane: S8 SEol - ik 8. Sk 668, 372 14, 787 2.2 742, 612 16, 751 2.3 74, 240 11.1 1, 964 13.3
Operatives. - _ = oo -c-obo oo 1, 101, 779 107, 866 9.8 1, 231, 402 125, 423 10. 2 129, 623 11. 8 17, 557 16. 3
Savicel= a0 800 2 89, 178 19, 799 22. 2 96, 529 20, 770 21. 5 7, 351 8.2 971 4.9
Tiahorers et et L8 Lo - Serouah 53 65, 009 15, 746 24. 2 67, 180 16, 284 24, 2 2,171 3.3 538 3.4
R A el Ao o R 1, 924, 338 158, 198 8.2 2,137, 723 179, 228 8.4 213, 385 17260 21, 030 13.3
Granditolal o 28 . 28 - s on 3, 656, 801 184, 392 5.0 4, 109, 344 211, 572 5:l 452, 543 12. 4 27, 180 14.7

1 Self-Analysis Reports are completed upon joining.
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Plans for Progress Companies Included in 91 Company Reports

- Aerojet-General Corp.
. Aerospace Corp.
. Affiliated Kaiser companies.

Allied Chemical Corp.

. Aluminum Co. of America

. American Airlines, Inc.

. American Bosch Arma Corp.

. American Can Co.

. American Machine and Foundry Co.
. American Telephone & Telegraph Co.
111 8
1
13.
14,
15.
16.
1748
18.
19.
20,
21,
22,
23,
24,
25,
26.
27,
28,
. Dow Chemical Co.
30.
31.
32,
- Firestone Tire and Rubber Co.
- Ford Motor Co.

35.
36.
37.
38.
39,
40.
41.
42
43.
44,
45,
46.

Avco Corp.

Bell Telephone Co. of Pennsylvania
Bell Telephone Laboratories, Inc.
Bendix Corp.

Boeing Airplane Co.

Brown and Root, Inc.

Burroughs Corp.

Caterpillar Tractor Co.
Chesapeake and Potemac Telephone Co.
Chrysler Corp.

Cleveland Electric Illuminating Co.
Colgate-Palmolive Co.

Collins Radio Co.

Continental Motors Corp.

Cook Electric Co.

Cudahy Packing Co.
Curtiss-Wright Corp.

Douglas Aircraft Co., Inc.

du Pont de Nemours, E. 1., & Co., Inc.
fastman Kodak Co.
Fairchild Stratos Corp.

Garrett Corp.

General Dynamics Corp.

General Electric Co.

General Motors Corp.

General Precision Equipment Corp.
General Telephone & Electronics Corp.
Goodyear Tire and Rubber Co.
Grumman Aircraft Engineering Corp.
Hercules Powder Co.

Hughes Aircraft Co.

Illinois Bell Telephone Co.
International Business Machines Corp.
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47.
48,
49.
50.
51.
52,
53.
54.
55.
56.
57.
58.
59.
60.
61.
. North American Aviation, Inc.

. Northrop Corp.

. Northwestern Bell Telephone Co.

. Ohio Bell Telephone Co.

. Olin Mathieson Chemical Corp.

. Owens-Illinois Glass Co.

. Pacific Northwest Bell Telephone Co.

69.

g3852ER

70.
et
2.
73.
74.
75.
/6.
(i
78.
79.
80.
81.
82.
83.
84.
85.
86.
87.
88.
89.
90.
91.

International Harvester Co.

International Telephone and Telegraph C

Ling-Temco-Vought, Inc.

Lockheed Aircraft Corp.

Marlin Rockwell Corp.

Martin Co.

McDonnell Aircraft Corp.
Merritt-Chapman and Scott Corp.
Michigan Bell Telephone Co.
Minneapolis-Honeywell Regulator Co.
Monsanto Chemical Co.

New England Telephone & Telegraph Co.
New Jersey Bell Telephone Co.

orp.

Newport News Shipbuilding & Dry Dock Co.

New York Telephone Co.

Pacific Telephone and Telegraph Co.
(Bell Telephone of Nevada)

Pan American World Airways, Inc.

Philco Corp.

Radio Corp. of America

Raytheon Co.

Republic Aviation Corp.

Ryan Aeronautical Co.

St. Regis Paper Co.

Sanders Associates, Inc.

Socony Mobile Oil Co., Inc.

Southern Pacific Co.

Sperry Rand Corp.

Standard Oil Co. (Ohio Corp.)

Texas Instruments, Inc.

Textron, Inc.

Thiokol Chemical Corp.

Thompson Ramo Woolridge, Inc.

Union Carbide Corp.

United Aircraft Corp.

United States Rubber Co.

Western Electric Co.

Western Union Telegraph Co.

Westinghouse Electric Corp.
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CHAPTER TEN

Equal Opportunities in Organized Labor

The American trade union movement has a vital
role in the effort to achieve equal employment
opportunity because of the extent to which the
collective bargaining agreements and employment
practices unions participate in or control, deter-
mine the conditions of hiring, promotion and
layoft.

The problem of securing equal employment op-
portunity is not confined to any single industry
or union, to any type of industry or union, or to
any part of the country. In all the many sub-
divisions of commerce and industry, employment
patterns have generally tended to restrict various
minority groups from time to time—and Negroes
most of the time—to semiskilled, seasonal and
laborer or service job classifications. Such desig-
nation of “Negro” and “white” jobs, has some-
times been made formal in collective bargaining
agreements.

Racially identified job classifications also have
affected the bargaining process itself. In some
cases, where a single contract covers the entire
plant, white representatives of the union bargain
on matters affecting “their” workers and Negro
representatives bargain on “Negro” job matters.
In other cases there are segregated locals within
the plant—each with jurisdiction over part of the
jobs.

Wherever craft lines exist, whether in the con-
struction field or as part of an industrial structure,
the problem of attaining equal opportunity with-
out regard to race or other ancestral considera-
tions is more complex. Tradition restricts the
jurisdiction of each craft to its specialty. This in
turn limits the number of members of any craft
who can be employed at a given time. Since there
are a limited number of openings during any pe-
riod, the successful applicants for admission are
often confined to those persons who have direct
knowledge of the craft or direct contact with
those in the craft who know of vacancies and
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of the time, place, and procedures for making
application.

In dealing with the problems of racial discrimi-
nation concerning unions, it is important to realize
the nature and structure of the trade union move-
ment. Individual unions have historically sought
to retain as much autonomy and individual author-
ity as possible. ILocal unions of specific crafts or
industries have combined into international
unions for the purpose of obtaining more effective
organization. In turn, these bodies have combined
into national organizations, the largest of which
is the AFL-CIO. It is not uncommon for local
unions to take exception to the direction of the
international, and for the international to take
exception to the direction of the federation. In
many cases, therefore, the correction of problems
in dealing with local unions requires the concerted

efforts of both the international and the federa-
tion.

Union Programs for Fair Practices

In recognition of this fact, on November 15,
1962, leaders of the AFL-CIO and 115 interna-
tional unions affiliated with the AFL-CIO
ga.thered in the White House to sign with the then
Vice President Lyndon B. Johnson, as Chairman
of the President’s Committee, Union Programs
for Fair Practices. In that ceremony a major
portion of the organized labor movement in the
United States—with a membership of around 11
million workers—pledged to accelerate its pro-
grams to insure equal opportunity in union mem-
bership, in union facilities, and in all aspects of
employment in which the unions are involved.

These international unions have been asked as
part of their voluntary efforts to distribute a de-
tailed questionnaire to their local unions. The
que.stionnaire seeks to determine the racial com-
position of local unions and apprenticeship pro-
grams. Answers have so far been received from
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approximately one-third of these local unions.

In addition, AFL-CIO President George
Mezmy has appointed and staffed a special com-
mittee to work with local councils throughout the
country and with all departments of the AFL-
CIO to mount a campaign to “wipe out discrimi-
nation wherever it exists—on the jobs, in the
schools, in the voting booth, in the housing devel-
Opments, stores, theaters or recreation areas.” The
reorganization of the AFL-CIO Civil Rights
Committee with provision for complaint proce-
dures also has tended to promote an awareness of
the need for affirmative action at all levels of that
organization.

AFL-CIO Civil Rights Department

On the national level, day-to-day operations
.have included the exchange of information on an
¥nformal as well as on a formal basis. Joint meet-
Ings with international union officials and rep-
resentatives of the President’s Committee and the

AFL-CIO Civil Rights Department have helped
Spot areas where a union should take action to

achieve necessary corrective action by its local
unions.

The AFL~CIO Civil Rights Department also
has kept the President’s Committee informed of
positive actions various unions have voluntarily
undertaken and has investigated complaints which
involved its constituent unions based on informa-
tion furnished by the President’s Committee.

During recent months, convention action to
strengthen and emphasize civil rights programs
and responsibilities has been reported by AFL-
CIO State Councils in Texas, Virginia, and Utah.

Many locals and internationals have also estab-
lished special civil rights committees.

Examples of Union Effort

Some specific examples of the efforts made to
achieve equal employment opportunities in co-
operation with the union movement include:

In the tobacco industry, the Tobacco Workers
International Union, as well as the locals con-
cerned, have worked out collective bargaining and
Jurisdictional problems to provide wider opportu-
hities in the plants with which they bargain. All
segregated locals within this Tnternational are
being merged.

In the steel industry, the United Steel W'orl'iers
of America has helped in eliminating discrimina-
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tory lines of promotion and providing equal trans-
fer opportunities in Birmingham, Ala. A clause
of nondiscrimination, with access to grievance pro-
cedures in the event of violation, is now a part
of the basic steel agreement. A broader exercise
of plant-wide seniority has provided expanded
opportunity for Negro workers of long service
and limited training opportunity to avoid layoff
and to move into positions for acquisition of wider
experience. The union currently is working on
the elimination of discriminatory practices in pro-
motion and transfer—wherever they can be
found—through a review of current seniority
agreements.

The Oil, Chemical and Atomic Workers Inter-
national Union has worked closely with Commit-
tee representatives in correcting situations in sev-
eral major refinery and chemical plants along the
gulf coast. Segregated locals within this Interna-
tional Union have been eliminated.

Metal Trades Councils, which bargain for as
many as 20 affiliated unions, have cooperated in
opening up job promotion, transfer and appren-
ticeship opportunities in the shipbuilding and
petrochemical industries in Mississippi  and
Louisiana. ~

The Pulp and Sulphite Workers, in keeping
with pledges under the Union Program for Fair
Practices, has directed the elimination of all seg-
regated locals within its jurisdiction.

The Industrial Union of Marine and Shipbuild-
ing Workers worked with the President’s Com-
mittee in a situation on the West Coast to eliminate
segregated units in a department, a move opposed
by the local union. Insistence by the interna-
tional union that this was contrary to its policy
resulted in the necessary changes and proper se-
niority adjustments for the individuals concerned.

In a southern plant, complaints were filed con-
currently with the Committee and the United
Automobile Workers. Action by union repre-
sentatives resulted in correction of inequities in
the plant even prior to investigation by the Com-
mittee. In another situation, when the UAW
was unable to obtain corrective action, the UAW
international helped its members file complaints.

The building trades and other unions interested
in apprenticeship have cooperated and assisted in
the establishment of an Apprenticeship Informa-
tion Center in Washington, D.C. The center,
which operates within the Youth Employment
Section of the U.S. Employment Office, has al-
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ready screened and referred applicants to appren-
ticeship programs in the printing and building
trades.

The Construction Industry

Much attention has been focused on the construc-
tion industry this year in the area of equal employ-
ment opportunity. One situation which received
national attention developed in Washington, D.C.,
where protests by students and officials at Howard
University resulted in an investigation of the poli-
cies and practices of unions and contractors build-
ing a university gymnasium. Secretary of Labor
W. Willard Wirtz, as Vice Chairman of the Com-
mittee, directed the taking of whatever action was
necessary and appropriate—including referral for
legal action by the Justice Department—to insure
that the contractors on this project complied with
the Executive order. During the course of this
investigation, considerable effort was made to lo-
cate Negro craftsmen who would be available for
the various crafts involved on this job. Some
were employed, despite the fact that the relatively
small job was more than 60 percent finished at
the time of the complaints.

Since it became clear that equal opportunity on
construction projects in the District of Columbia
could not be provided effectively on the basis of
individual complaints or on a project-by-project
basis, Secretary Wirtz directed that attention be
focused on the apprenticeship programs, the source
of skilled craftsmen for most construction projects
in Washington.

Following these directions, meetings were held
with those Joint Apprenticeship Committees
which indenture the most apprentices each year to
consider ways of assuring equal opportunity for
qualified Negro applicants in those programs dur-
ing the current year. At the same time, the U.S.
Employment Service made available testing and
interviewing facilities for recruits sought through
visits to all high schools in the District of Colum-
bia. Additional meetings were also held with
contractor associations and some of the interna-
tional unions.

Partly as a result of these efforts the electricians,
plumbers, steamfitters, carpenters and iron work-
ers selected 32 Negroes for their apprenticeship
programs. These five trades indentured a total of
seven Negro apprentices in 1962. Additional re-
sults in these and other trades are anticipated.
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In addition, significant action has been taken
elsewhere in the construction industry. Of gen-
eral interest, the Presidents of the International
Unions affiliated with the AFL-CIO Building
Trades Department have adopted a four-point
program designed to insure the consideration of all
applicants on the basis of qualifications without
regard to race, creed, color, or national origin.
The Carpenters’ International Executive Board
has ordered elimination of segregated locals wher-
ever they are found to exist.

Also the Construction Industry Joint Confer-
ence, consisting of representatives of international
building trades unions and national contractors
associations, has recently recommended detailed
procedures to assist local Joint Apprenticeship
Committees in assuring equal opportunity in this
essential phase of employment. The recommenda-
tions include the establishment of an appeals pro-
cedure so that any questions as to treatment of ap-
plicants may be adjudicated at the local level.

Local Activities

Action has also been taken at the local level.

In Cincinnati, the Building Trades Council
adopted an agreement which embodies the four
points of the Building Trades Presidents’ state-
ment and creates a committee for implementation.

In Newark, Trenton and Elizabeth, N.J., the
Building Trades Councils have reached agree-
ments with local government and civil rights
groups providing for additional opportunities for
Negroes as journeymen and in apprenticeship
programs.

In Philadelphia, agreements have been worked
out which provide for additional opportunities
with the plumbers, steamfitters, electricians, sheet
metal workers and composition roofers. The
agreements include provision for an impartial
re\jiew of qualification tests administered by the
union. Apprenticeship opportunities also will be
mncreased and in some cases nonwhites will be
recruited for these programs.

In New York, the International Brotherhood
of Electrical Workers has actively recruited Ne-
groes for its apprenticeship program.

In Milwaukee, the Building Trades Council
has adopted and published a program designed
to encourage minority group individuals to make
application for apprenticeship training and to
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insure acceptance of all qualified applicants with-
out regard to race, creed, color, or national origin.

In Detroit, the Building Trades Council and
employer representatives unanimously adopted a
program for elimination of discrimination in con-
struction in the Detroit area. The basic points
outlined in this agreement include:

(1) Seeking assistance from local, State and
Federal Agencies and interested community
groups in the recruiting and entry of qualified
minority group applicants into apprenticeship
programs.

(2) The adoption by all affiliated locals of the
policy of accepting all qualified applicants for
membership without regard to race, creed, color or
national origin.

(3) The encouragement of nonunion crafts-
men to establish qualifications and seek union
membership.

(4) The publication for the benefit of all con-
cerned of the qualifications and rules regarding
application for, or employment of, apprentices.
Such rules and qualifications are to be reviewed
by a committee of the Joint Construction Activi-
ties Committee to determine if changes are neces-
sary to insure non-discrimination.

The program has been quite successful. There
has been an almost total absence of picketing of
construction sites in the metropolitan area; almost
every trade union has been integrated, both at the
apprentice and at the journeyman level ; Negro
labor organizations fully support the program.

In Cleveland, complaints were filed alleging
discrimination by the Plumbers and Sheet Metal
Workers Unions. Negotiations, which included
participation by Under Secretary of Labor John
F. Henning, resulted in an agreement whereby
nonwhite contractors in each of these trades who
met current standards would become union con-
tractors. Qualified journeymen and apprentices
working for these contractors were to be accepted
into membership without regard to race, cr.eed,
color or national origin. On one of the jobs
then underway, a portion of the work was sub-
contracted to one of the nonwhite contractors.

In Pittsburgh, following complaints alleging
discrimination by the painters, electricians_, iron
workers, elevator constructors, plumbers, pipefit-
ters and asbestos workers, negotiations were un-

dertaken by the Pittsburgh Human Relations
Commission. They resulted in an agreement—
later issued as an order of the Pennsylvania
Human Relations Commission—which included
the following :

(1) Qualified nonwhite craftsmen who meet the
present standards for skill and qualification for
membership will be immediately accepted for
membership by the union concerned.

(2) An impartial and neutral observer selected
from names suggested by the union involved
would be allowed to be present at written, oral
and/or performance examinations given by any
of the unions.

(3) Qualified applicants would be enrolled in
an apprenticeship training program without re-
gard to race, creed, color or national origin.

(4) The State commission would be notified
when apprenticeship testing programs are to be
conducted and an appropriate number of appli-
cants qualified according to either Pennsylvania
or Federal apprenticeship standards would be
accepted.

(5) Upon request by the State commission, the
appropriate unions would submit reports show-
ing the number of applicants for membership
and apprenticeship and the number accepted and

rejected.

Sample Union Program for Fair
Practices :

Most of the unions signing Union Programs for
Fair Practices on November 15 signed programs
identical to the one below. In some instances,
there were slight variations to conform to special
situations, but in no instance were the changes of

substantive nature.

Joint Statement on Union Program for
Fair Practices

Name of Union

The President’s Committee on
Equal Employment Opportunity

The (name of union) welcomed President Ken-
nedy’s historic Executive Order 10925 establish-
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ing a unified, revitalized and greatly strengthened
President’s Committee on Equal Employment
Opportunity.

We propose to cooperate with the Committee in
attaining its goals of equal opportunity in all
aspects of employment, tenure, terms and condi-
tions of employment, in work assignment, promo-
tion and transfer, without regard to race, creed,
color or national origin,

While the Committee’s program is confined to
employment under Federal Government contracts
and to Federal employment, we shall continue to
extend our union program for fair practices to
all employment.

It is our purpose to give full effect within our
ranks to the civil rights policy of the AFL-CIO
to eliminate discrimination and unfair practices
wherever they exist.

It is our policy to accept into our ranks as
fellow unionists all eligible applicants for mem-
bership without regard to or indication of race,
creed, color or national origin.

It is our purpose to further equal opportunity
in all union services and benefits, in employment,
tenure, terms and conditions of employment and
in work assigninent, promotion and transfer, and
in all aspects of work training.

We reaffirm our policy of accepting all eligible
applicants for membership without regard to race,
creed, color or national origin and of insuring for
all such workers the full benefits of union organi-
zation without discrimination, segregation, sepa-
ration or exclusion of any kind.

We shall not charter any local unions in which
membership would be separated on the basis of
race, creed, color or national origin.

If we should find evidence in any of our locals
of separation, segregation or exclusion on the basis
of race, creed, color or national origin, we would
make every possible effort to end such segregation,
separation or exclusion with all possible speed.

Where local unions accept transfer applications
from members of other locals, all such applications
shall be accepted without discrimination because
of race, creed, color or national origin.

We shall seek agreement from management to
write into joint apprenticeship training programs
in which we participate a nondiserimination
clause in regard to admissions and conditions of
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employment of apprentices and shall see that this
clause is administered in such a way as to give
full and effective application of nondiscrimination
throughout all such training.

We shall make a special effort within the frame-
work of the International Union Constitution and
policy to obtain agreement from employers to
embody in all collective bargaining contracts with
the union, nondiscrimination clauses covering hire,
tenure, terms, conditions of employment, work as-
sighment and advancement, and providing for
effective administration and enforcement of such
clauses.

We shall insist that each local union of this In-
ternational Union, seek management agreement
that any facilities provided by it for the em-
ployees will not exclude or segregate on the basis
of race, creed, color or national origin.

It shall be our policy that our local unions, in
their relationship with management, insist that all
recalls, layoffs, overtime lists, work rosters and
assignments and all training programs are main-
tained and operated without discrimination be-
cause of race, creed, color or national origin, and
that all workers covered by collective bargaining
agreements with them have equal opportunity for
promotion and transfer.

We shall assign to an executive officer or a na-
tional staff officer the duties of administration,
dissemination and implementation of this Pro-
gram for Fair Practices.

We shall bring the Program for Fair Practices
to the attention of all our affiliates and will en-
courage them to carry out this Program for Fair
Practices.

We shall make new efforts to review the condi-
tions in our organization and where we find evi-
dence of violations of the spirit of this program,
we will use our efforts to correct them.

The President’s Committee will:

Cooperate with the International Union in
f%ffeCting procedures for preventing and eliminat-
ing discrimination by employers and by union.

VYork with the International Union and the
various Government agencies in the development
of programs and in the solution of problems of
rr.lutual concern, particularly in the fields of voca-
tional education, apprenticeship and other train-
ing, and employment services.
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Confer with the International Union and
employers in seeking mutually agreeable solutions
of problems which may arise in any phase of
employment and/or labor-management relations
with regard to equal employment opportunity.

Assist in formulation of information and/or
community relations programs at the state and
local levels and will assist in securing the support
of state and local agencies in furtherance of equal

employment opportunities.

UNIONS THAT HAVE SIGNED THE

(Name of Union)

The President’s Committee on Equal
Employment Opportunity

Ly~pon B. J OHNSON,
President of the United States.

PROGRAM FOR FAIR PRACTICES

(NOVEMBER, 1963)

Associated Actors & Artistes of America,
Conrad Nagel, President,

226 West 47th Street,

New York 36, N.Y.

Air Line Dispatchers Association,
Robert E. Commerce, President,
4620 Lee Highway, Suite 1,
Arlington 7, Va.

Aluminum Workers International Union,
Eddie R. Stahl, President,

Suite 338, Paul Brown Building,

818 Olive Street,

St. Louis 1, Mo.

International Association of Heat and Frost Insulators
and Asbestos Workers,

C. W. Sickles, President,

505 Machinists Building,

1300 Connecticut Avenue NW.,

Washington 6, D.C.

International Union, United Automobile, Aerospace and
Agricultural Implement Workers of America,

Walter P. Reuther, President,

8000 East Jefferson Avenue,

Detroit 14, Mich.

American Bakery and Confectionery Workers Interna-

tional Union,
Daniel E. Conway, President
1120 Connecticut Avenue NW.,
Washington 6, D.C.

The Journeymen Barbers, Hairdressers and Cosmetolo-
gists’ International Union of America,

W. C. Brithright, President,

Barbers Building,

1141 North Delaware Street,

Indianapolis 7, Ind.

International Alliance of Bill Posters, Billers and Dis-
tributors of the U.S. and Canada,

John Gavin, President,

2458 Superior NW.,

Cleveland 13, Ohio.

International Brotherhood of Boiler Makers, Iron Ship-
builders, Blacksmiths, Forgers and Helpers,

Russell K. Berg, President,

New Brotherhood Building,

8th Street at State Avenue,

Kansas City, Kans.

International Brotherhood of Bookbinders,

Joseph Denny, President,

AFL~-CIO Building, Room 506,

815 16th Street NW.,

Washington 6, D.C.

Boot and Shoe Workers’ Union,

John E. Mara, President,

246 Summer Street, i

Boston 10, Mass.

International Union of United Brewery, Flour, Cereal,
Soft Drink and Distillery Workers,

Karl F. Feller, President,

2347 Vine Street,

Cincinnati 19, Ohio.

Bricklayers, Masons and Plasterers International Union
of America,

John J. Murphy, President,

815 15th Street NW.,

Washington 5, D.C.

The United Brick and Clay Workers of America,

William Griffith, President,

9030 South Ashland Avenue,

Chicago, Il

National Association of Broadcast Employees and Tech-
nicians,

George W. Smith, President,

80 East Jackson Boulevard, Room 711,

Chicago, Il

Building Service Employees International Union,

David Sullivan, President,

One East 35th Street,

New York 16, N.Y.

United Brotherhood of Carpenters and Joiners of America,

M. A. Hutcheson, President,

Carpenter’s Building,

101 Constitution Avenue NW.,

Washington, D.C.
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United Cement, Lime and Gypsum Workers International
Union,

Felix C. Jones, President,

7830 West Lawrence Avenue,

Chicago 31, Ill.

International Chemical Workers Union,
Walter L. Mitchell, President,

1659 West Market Street,

Akron 13, Ohio.

Cigar Makers’ International Union of America,
Mario Azpetia, President,

604 Carpenter’s Building,

1003 K Street NW.,

Washington 1, D.C.

Amalgamated Clothing Workers of America,
Jacob S. Potofsky, President,

15 Union Square,

New York 3, N.Y.

The Commercial Telegraphers’ Union,

W. L. Allen, President,

418 Silver Spring Building,

8605 Cameron Street,

Silver Spring, Md.

Communications Workers of America,
Joseph A. Beirne, President,

1925 K Street NW.,

Washington 6, D.C.

Cooper International Union of North America,
James J. Doyle, President,

120 Boylston Street,

Room 527,

Boston 16, Mass.

Distillery, Rectifying and Wine Workers International
Union of America,

Mort Brandenburg, President,

707 Summit Avenue,

Union City, N.J.

International Union of Doll and Toy Workers of the U.S.
and Canada,

Harry O. Damino, President,

132 West 43d Street,

New York 36, N.Y.

International Union of Electrical, Radio and Machine
Workers,

James B. Carey, President,

1126 16th Street NW.,

Washington 6, D.C.

International Union of Operating Engineers,
Hunter P. Wharton, President,

1125 17th Street NW.,

Washington 6, D.C.

International Association of Fire Fighters,
William D. Buck, President,

AFL-CIO Building, Room 404,

Washington 6, D.C.

International Brotherhood of Firemen and Oilers,
Anthony E. Matz, President,

100 Indiana Avenue NW. (Suite 401),
Washington 1, D.C.
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United Furniture Workers of America,
Morris Pizer, President,

700 Broadway, 4th Floor,

New York 3, N.Y.

United Garment Workers of America,
Joseph P. McCurdy, President,

31 Union Square West,

Room 1401-12,

New York 3, N.Y.

International Ladies Garment Workers Union,
David Dubinsky, President,

1710 Broadway,

New York 19, N.Y.

United Glass and Ceramic Workers of North America,
Ralph Reiser, President,

556 East Town Street,

Columbus 15, Ohio.

Glass Bottle Blowers’ Association of the U.S. and Canada,
Lee W. Minton, President,

226 South 16th Street,

Room 501,

Philadelphia 2, Pa.

American Flint Glass Workers Union,
George M. Parker, President,
Rooms 200-214, Rainer Building,
204 Huron Street,

Toledo 4, Ohio.

American Federation of Government Employees,
John F. Griner, President,

900 F Street NW.,

Washington 4, D.C.

American Federation of Grain Millers,
Roy O. Wellborn, President,

4949 Olson Memorial Highway,
Minneapolis 22, Minn.

Granite Cutters International Association of America,
The,

Costanzo Pagnano, President,

18 Federal Avenue,

Quincy 69, Mass.

International Union United Hatters, Cap and Millinery
Workers,

Alex Rose, President,

245 Fifth Avenue,

New York 16, N.Y.

International Hod Carriers, Building and Common La-
borers Union of America,

Joseph V. Moreschi, President,

905 16th Street NW.,

Washington 6, D.C.

International Union of Journeymen Horse Shoers of U.S.
and Canada,

George C. Miller, President,

120 Prichard Street,

Hot Springs, Ark.

American Federation of Hosiery Workers,
Andrew Janaskie, President,

2319 North Broad Street,

Philadelphia 32, Pa.
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Hotel and Restaurant Employees’ Bartenders’ Interna-
tional Union,

Ed. S. Miller, General President,

525 Walnut Street, Room 1021,

Cincinnati 2, Ohio.

International Union, Allied (AFL-CIO) Industrial Work-
ers of America,

Carl W. Griepentrog, President,

3520 West Oklahoma Avenue,

Milwaukee 15, Wis.

Insurance Workers International Union, AFL-CIO,

George L. Russ, President,

1017 12th Street NW.,

Washington 5, D.C.

International Association of Bridge and Structural Iron
Workers,

John H. Lyons, Jr., President,

Suite 300, Continental Building,

3615 Olive Street,

St. Louis 8, Mo.

International Jewelry Workers Union,

Harry Spodick, President,

152 West 42d Street, Suite 1131,

New York 36, N.Y.

International Union of Wood, Wire, and Metal, Lathers,

Lloyd A. Mashburn, President,

6530 New Hampshire Avenue,

Takoma Park, Md.

Laundry and Dry Cleaning International Union, AFL~-
CIO,

Russell R. Crowell, President,

610 16th Street, Room 301,

Oakland 12, Calif.

International Leather Goods, Plastics and N
ers Union,

Norman Zukowsky, President,

265 West 14th Street,

14th Floor,

New York 11, N.Y.

Leather Workers International Union

Richard B. O'Keefe, President,

10 Lowell Street,

Peabody, Mass.

National Association of Letter Carriers,

Jerome J. Keating, President,

100 Indiana Avenue NW.

Washington, D.C.

International Longshoremen’s Association,

Captain William V. Bardley, President,

19th Floor,

265 West 14th Street,

New York 11, N.Y.

Brotherhood of, Maintenance of W

Harold C. Crotty, President,

12050 Woodward Avenue,

Detroit 3, Mich.

ovelty Work-

of America,

AFL-CIO,

ay Employees,

International Association of Marble, Slate Stone Polishers
Rubber and Sawyers, Tile and Marble Setters Helperq’
and Terrazzo Helpers, ¢

William Peitler, President,

Room 232,

821 15th Street NW.,

Washington 5, D.C.

Industrial Union of Marine and Shipbuilding Workers of
America,

John G. Grogan, President,

534 Cooper Street,

Camden 2, N.J.

National Marine Engineers’ Beneficial Association,

Edward Altman, President,

Room 2344,

17 Battery Place,

New York 4, N.Y.

National Maritime Union of America,

Joseph Curran, President,

346 West 17th Street,

New York 11, N.Y.

National Association of Master Mechanics and Foremen
of Navy Yards and Naval Stations

David Himmelfarb, President,

117 Beaumont Avenue,

Newtonville 60, Mass.

Amalgamated Meat Cutters and Butcher Workmen of
North America,

T. J. Lloyd, President,

2800 North Sheridan Road,

Chicago 14, I11.

Mechanics Educational Society of America,

George White, National President,

1974 National Bank Building,

Detroit 26, Mich.

International Molders and Allied Workers Union, AFL-~
CIO,

William A. Lazzerini, President,

1225 East McMillan Street,

Cincinnati 6, Ohio.

American Federation of Musicians,
Herman D. Kenin, President,

425 Park Avenue,

New York 22, N.Y.

American Newspaper Guild,

William J. Farson, Executive Vice President,
1126 16th Street NW.,

Washington 6, D.C.

Office Employees International Union,

Howard Coughlin, President,

265 West 14th Street,

New York 11, N.Y.

Oil, Chemical and Atomic Workers International Union
0. A. Knight, President, ’
Post Office Box 2812,

Denver 1, Colo.
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United Packinghouse, Food and Allied Workers,

Ralph Helstein, President,

608 South Dearborn Street,

Suite 1800,

Chicago 5, Il

Brotherhood of Painters, Decorators and Paperhangers of
America,

L. M. Raftery, President,

Painters and Decorators’ Building,

Lafayette, Ind.

United Papermakers and Paperworkers,

Paul L. Phillips, President,

Paper Makers Building,

North Pearl Street, at Wolfert Avenue,

Albany 1, N.Y.

International Photo Engravers Union of North America,

William H. Hall, President,

3405 Kemper Insurance Building,

20 North Wacker Drive,

Chicago, Il

Operative Plasterers’ and Cement Masons’ International
Association of the U.S. and Canada,

Edward J. Leonard, President,

1125 17th Street NW.,

Washington 6, D.C.

United Association of Journeymen and Apprentices of the
Plumbing and Pipe Fitting Industry of the U.S. and
Canada,

Peter T. Schoemann, President,

901 Massachusetts Avenue, NW.,

Washington 1, D.C.

Brotherhood of Sleeping Car Porters,
A. Philip Randolph, President,
Room 301,

217 West 125th Street,

New York, N.Y.

National Federation of Post Office Motor Vehicle
Employees,

Lee B. Walker, President,

2815 Kingston Street,

Dallas 11, Tex.

National Association of Post Office and Postal Transpor-
tation Service Mail Handlers, Watchmen and Mes-
sengers,

Harold McAvoy, President,

Room 916,

900 F Street, NW.,

Washington, D.C.

United Federation of Postal Clerks,

E. C. Hallbeck, President,

817 14th Street, NW.,

Washington 5, D.C.

International Brotherhood of Operative Potters,

E. L. Wheatley, President,

Box 752,

Bast Liverpool, Ohio.

International Printing Pressmen’s and Assistants’ Union
of North America,

Anthony J. De Andrade, President,

Pressmen’s Home, Tenn.
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International Brotherhood of Pulp, Sulphite and Paper
Mill Workers of the U.S. and Canada,

John P. Burke, President-Secretary,

118 Broadway,

Fort Edward, N.Y.

American Radio Association,
William R. Steinberg, President,
5 Beekman Street,

New York 38, N.Y.

The Order of Railroad Telegraphers,
G. E. Leighty, President,

3860 Lindell Boulevard,

St. Louis 8, Mo.

Brotherhood of Railway Carmen of America,
A. J. Bernhardt, President,

4929 Main Street,

Carmen’s Building,

Kansas City 12, Mo.

Brotherhood of Railway Clerks,
George M. Harrison, President,
1015 Vine Street,

Cincinnati 2, Ohio.

Railway Patrolmen’s International Union,
William J. Ryan, President,

218 Mellon Place,

Elizabeth 3, N.J.

The American Railway Supervisors Association,
J. P. Tahney, President,

53 West Jackson Boulevard,

Chicago 4, Il1.

Retail Clerks International Association,

James A. Suffridge, President,

DeSales Building,

Connecticut Avenue and DeSales Street,
Washington 6, D.C.

Retail Wholesale and Department Store Union,
Max Greenberg, President,

132 West 43d Street,

New York 36, N.Y.

United Slate, Tile and Composition Roofers, Damp and
Waterproof Workers Association,

Charles D. Aquardro, President,

1125 17th Street NW.,

Washington 6, D.C.

United Rubber, Cork, Linoleum and Plastic Workers of
America,

George Burdon, President,

URWA Building,

87 South High Street,

Akron 8, Ohio.

Seafarers International Union of North America,
Paul Hall, President,

675 Fourth Avenue,
Brooklyn 32, N.Y.

United Shoe Workers of America,
George Fecteau, President,

1012 14th Street N W
Washington 5, D.C.
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Brotherhood of Railroad Signalmen of America,

Jesse Clark, President,

2247 West Lawrence Avenue,

Chicago 25, Il

The National Association of Special Delivery Messengers,

George L. Warfel, President,

112 C Street NW.,

Washington 1, D.C.

International Alliance of Theatrical Stage Employees and
Moving Picture Machine Operators of the United States
and Canada,

Richard F. Walsh, President,

Suite 1099, RKO Building,

1270 Avenue of the Americas,

New York 20, N.Y.

American Federation of State, County, and Municipal
Employees,

Arnold 8. Zander, President,

815 Mount Vernon Place NW.,

Washington 1, D.C.

United Steelworkers of America,

David J. McDonald, President,

1500 Commonwealth Building,

Pittsburgh 22, Pa.

United Stone and Allied Products Workers of America,

Sam H. Scott, President,

442 South Sunset Drive,

Winston-Salem, N.C.

Journeymen Stonecutters A

Howard I. Henson, President,

46 North Pennsylvania Street,

Room 202,

Indianapolis 4, Ind.
ce, and Allied Appliance Workers of North

ssociation of North America,

Stove, Furna

America,
James M. Roberts, President,

2929 South Jefferson Avenue,

St. Louis 18, Mo.

Amalgamated Association
Railway Employees of America,

John M. Elliott, President,

5025 Wisconsin Avenue NW.,

Washington 16, D.C.

American Federation of Teachers,

Carl J. Megel, President,

716 North Rush Street,

Chicago 11, I1L

American Federation of Technical Engineers (AF

Russell M. Stephens, President,

900 F Street NW.,

Washington, D.C.

United Textile Workers of America,

George Baldanzi, President,

44 East 23d Street,

Room 316,
New York 10, N.Y.

of Street and Electric

1L-CIO),

Textile Workers Union of America,
William Pollock, President,

99 University Place,

New York 3, N.Y.

Tobacco Workers International Union

John O’Hare, President, ’

1003 K Street NW.,

Room 801,

Washington 1, D.C.

American Train Dispatchers Association

R. C. Coutts, President, g

10 East Huron Street,

Chicago, IIl

United Transport Service Employees of America
Eugene E. Frazier, President, :
444 BEast 63d Street,

Chicago 37, I1l.

Transport Workers Union of America,

Michael J. Quill, President,

210 West 50th Street,

New York 19, N.Y.

Upholsterers’ International Uni

Sal B. Hoffmann, President, v e P
1500 North Broad Street,

Philadelphia 21, Pa.

Utility Workers Union of America,

William J. Pachler, President,

1725 K Street NW.,

Suite 512,

Washington, D.C.

International Woodworkers of America,

A. F. Hartung, President,

1622 North Lombard Street,

Portland 17, Oreg.

Railroad Yardmasters of America,

M. G. Schoch, General President,

537 South Dearborn Street,

Chicago 5, Ill.

Switchmen’s Union of North America,

Neil P. Speirs, President,

3 Linwood Avenue,

Buffalo 2, N.Y.

Brotherhood of Railroad Trainmen, AFL—-CIO.
Charles Luna, President, x
Standard Building,

1370 Ontario Street,

Cleveland, Ohio.

Masters, Mates and Pilots,

Charles M. Crooks, President,

Suite 2221,

17 Battery Place,

New York 4, N.Y.

In;ix;ng:l);:ll.s?mon of Metal Polishers, Buffers, Platers
Ray Muehlhoffer, Presiden

5578 Montgomery Road, <o Secretary-’l‘reasurer,
Cincinnati, 12, Ohio.

300 locals directly affiliated with the AFL-CIO
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CHAPTER ELEVEN

In the Communities

The Committee recognized from its inception
the importance of action at the local level to both
the immediate and long-range goals of equal em-
ployment opportunity. Accordingly, the Com-
mittee has conducted vigorous educational, infor-
mational and community relations programs
embodying many activities.

Some of the highlights of these programs in-
clude:

—A National Community Leaders’ Confer-
ence on Equal Employment Opportunity in
Washington, D.C., on May 19, 1962.

—Regional Conferences for Community
Leaders throughout the United States on vari-
ous aspects of equal employment opportunity.

—Development of a pilot project for training
underskilled workers in the Los Angeles area.

—A conference with representatives of state
and local agencies affiliated with the Confer-
ence of Commissions Against Discrimination.

—Coordination of plans and programs with
other Federal agencies with community pro-
grams, such as the President’s Committee on
Juvenile Delinquency and Youth Crime, the
Bureau of Apprenticeship Training, and the
Office of Manpower, Automation and Training.

—Participation as speakers, consultants,
panelists and conferees at meetings and con-
ferences involving equal employment oppor-
tunity.

—National distribution to news media of in-
formation concerning the Committee, its pro-
grams and activities.

—The encouragement of local groups orga-
nized to promote equality of opportunity.

All of these activities serve to enlist local sup-
port for the program of the President’s Commit-
tee and to develop local activities designed to
improve opportunities for employment without
regard to race, creed, color or national origin.
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Four of these programs are discussed below in
more detail.

Community Leaders’ Conference

On May 19, 1962, more than 600 of the Nation’s
top community leaders met in Washington for a
Conference which the then Vice President John-
son described as “a symbol of our desire to bring
substance to the American dream of equal oppor-
tunity.”

The occasion was the Community Leaders’ Con-
ference on Equal Employment Opportunity,
called by Mr. Johnson on behalf of the President’s
Committee. The Conference had five primary
objectives:

(1) To explain the work and accomplishments
of the President’s Committee.

(2) To obtain ideas and suggestions of commu-
nity leaders concerning the Committee’s program.

(3) To discuss with community leaders the na-
ture of the problem of racial discrimination as
manifested in such issues as apprenticeship, un-
employment, vocational education, ete.

(4) To provide current factual information on
manpower needs, trends, and methods of acquiring
skills.

(5) To obtain practical suggestions for imple-
mentation of community level programs.

Throughout the conference, the participants
studied and considered ways and means of achiev-
ing the goal of equal employment opportunity.
Meeting in small workshop groups, they made
recommendations for action and programs, both
nationally and at the community level.

In speeches, in workshops, in general discussion,
it was recognized that the Federal Government,
while it must play a vital and important part in
achieving equal opportunity, cannot do the job
alone.

Among the recommendations of the conference
were :
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(1) that the President’s Committee hold re-
gional and, where appropriate, state meetings
structured along the lines of the Community
Leaders’ Conference in order that local leaders
unable to attend this conference should have
a chance to benefit and to make their contribu-
tion. (Such regional conferences are being
conducted.)

(2) that community leaders check on the
quality of local training facilities and practical
accessibility to such programs for minority
group youth. This may mean review of cur-
riculum content in schools and preparation of
teachers.

(3) that community leaders push for tax-
supported junior colleges in their communities
to provide the level of training needed by other-
wise qualified youth who have no funds for
private or public 4-year colleges.

(4) since aptitude and other entrance tests
are used increasingly in the recruitment and
selection for employment and training, that
local leaders see that they are properly utilized
as to their predictive value. Studies have re-
vealed that such tests are not necessarily good
indicators of success on the job for minority
group youth and similarly deprived students.
Frequently, minority group students score low
in aptitude tests due to cultural lag and other
factors not related to aptitude.

(5) that the President’s Committee assume
a far more aggressive approach in stimulating
the elimination of inequality in apprentice
training programs.

(6) that the President’s Committee promote
the development of training in the skilled
trades and in technology at the secondary
school level.

(7) that the President’s Committee promote
a variety of in-service training programs in
Government and in large corporations for staff
persons dealing with equal opportunity in
employment.

(8) that the President’s Committee encour-
age the combined efforts of schools, industry
and Government to improve and extend voca-
tional training opportunities for minority
groups.

(9) that the President’s Committee stimulate
appropriate Government agencies to assemble
and disseminate material about future job op-
portunities and that greater effort be made to

forecast areas where job opportunities are
likely to expand.

(10) that the President’s Committee broaden
its activities in cooperating with religious and
educational groups to encourage and assist
them in advancing the objectives of the equal
job opportunity program.

(11) that there be more and better-trained
counselors provided to assist minority group
students and that such counselors encourage
students in terms of their aptitudes and abili-
ties rather than with a view to the availability
of jobs based on racial or religious acceptance.

Many of these recommendations are being fol-
lowed. The one overriding conclusion of the Com-
munity Leaders’ Conference on Equal Employ-
ment Opportunity was the imperative necessity
for stepped-up and expanded activities and pro-
grams at the community level. In speeches, in
workshops, in general discussion, it was recognized
that the Federal Government, while it must play a
vital and important part in achieving equal op-
portunity, cannot do the job alone.

The Regional Conferences

During 1963, three Regional Conferences of
Community Leaders on Equal Employment Op-
portunity were conducted by the President’s Com-
mittee—in St. Louis, in Detroit, and in Los
Angeles.

Each served its purposes—liaison was estab-
lished with the community to promote equal em-
ployment opportunity ; the programs of the Presi-
dent’s Committee were explained and related to
local activity; the Federal agencies were given
ideas of what programs were necessary in specific
areas to promote equality of opportunity.

In each instance, these regional conferences
drew more than 1,500 participants. In each in-
stance, Cabinet officers and top Federal officials
participated in the conference activities, including
acting as chairmen of workshop panels.

The workshop panels have been the most success-
ful and talked about activity of the conferences.
They have permitted not only Federal and local
officials to discuss problems and methods of solv-
ing them, but questions from the audience have
elicited ideas and opinions that have later been
turned into solid programs. (A publication cov-
ering the regional conferences will soon be avail-
able from the Committee.)
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The regional conferences will be continued dur-
ing 1964.

The Vocational Education-Industry Pilot
Project in the Los Angeles Area

The pilot project in Los Angeles of the Presi-
dent’s Committee is designed to provide expanded
opportunities for minority citizens through im-
proved coordination of rapidly changing industry
manpower needs and local vocational education
facilities.

The project enables the President’s Commit-
tee—and the Departments of Labor and Health,
Education, and Welfare, the two executive
agencies who have cooperated in the program—to
fulfill one of the Government’s commitments
through the Plans for Progress Program, ie.,
assisting industry in obtaining qualified persons
to meet manpower needs.

Los Angeles was chosen for the project because
of (a) the large number of expanding aerospace
industries and others with Government contracts;
(b) the stated interest in equal employment op-
portunity of these companies; (¢) the good reputa-
tion of the schools in the area; (d) several com-
munity agencies, especially in the field of human
relations, which were willing to cooperate; (e) the
large population of the two major minority groups
in the area (500,000 Negroes; 900,000 Mexican-
Americans), as well as large numbers of oriental-
Americans.

The program provides intensive training for
persons who often have difficulty finding employ-
ment—those from culturally disadvantaged areas
or members of various minority groups. None of
the participants has pursued any type of post-
high-school training.

The program is the first such ever conducted
under a Manpower Development and Training Act
grant administered by the Department of Labor
with the assistance of the Department of Health,
Education, and Welfare.

A series of meetings to outline the project were
held with the following, all of whom pledged co-
operation: Los Angeles City and County Voca-
tional Education Administrators; representatives
of community human relations agencies; 21 repre-
sentatives of 12 Los Angeles area government
contractors; the Los Angeles Regional Director of
Vocational Education; and the director of the
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Trades and Industry Division of the California
State Vocational Education Board.

At first, a local committee of community rela-
tions and industry representatives worked on the
program. Later, they were joined by representa-
tives of the Schools of the City and County of Los
Angeles; the State Vocational Education Depart-
ment, and the California Department of Employ-
ment.

Over a period, job analysts from the State
Department of Employment consulted with 11
companies in the area and developed job specifica-
tions for 65 job classifications.

Potential candidates were identified. Only
those who had not intended to pursue any type of
post-high school training were referred to the pro-
gram after counselling with representatives of the
city schools and the State Department of Em-
ployment.

The state employment service then administered
tests to those individuals identified as potential
trainees. Those who qualified were admitted to
the pilot program.

While the screening process was being con-
ducted, Los Angeles City school officials were busy
obtaining facilities, instructors, equipment and
supplies necessary for the program.

A special effort was made to identify a few
occupations for which training can be specifically
scheduled in communities with large minority
group populations for the second semester of the
1962-63 school year. On February 4, 1963, 75
students started training.

Three classes now make up the program—ma-
chine shop, electronic assembling and clerical oc-
cupations (typing, etc.). They are conducted in
Jefferson and Manual Arts High Schools and are
a part of the adult education program. Classes
meet immediately after the close of the high school
class day, meeting 5 hours daily from 4:30 p.m. to
9 p.m.

Thus far, more than 60 students have been grad-
uated and virtually all have been placed. Only
a few in the last class Lave not yet been placed
and the program administrator expects 100 per-
cent placement for these and all future graduates.

The program has attracted a great deal of at-
tention from other cities with large numbers of
workers who are unqualified for jobs that are open
in industry.

Meanwhile, the Los Angeles Youth Opportuni-
ties Board had applied to the Office of Manpower
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and Apprenticeship Training in the Department
of Labor for an MDTA grant to finance a long-
term, broad-based project with special emphasis
on minority youth.

To broaden the scope of the project, John W.
Macy, Jr., Chairman of the U.S. Civil Service
Commission, has instructed his agency’s Los An-
geles regional offices to assist in the project; the
Los Angeles Federal Executive Board also is co-
operating fully with the local committee.

The President’s Committee, the Department of
Labor and the Department of Health, Education
and Welfare have discussed plans to initiate ef-
forts similar to this pilot project in other com-
munities in the near future.

The President’s Committee on Juvenile Delin-
quency and Youth Crime has projects in the Los
Angeles area and 14 other cities which it feels
will lend themselves to assimilating vocational
preparation and industrial needs with available
minority manpower.

Local Organizations

The President’s Committee has been instrumen-
tal in encouraging the formation of special local
or area organizations to deal with equal employ-
ment opportunity problems.

One such organization is the Association of
Huntsville Area Contractors in Alabama. This
association is composed of all major contractors
doing business with Huntsville operations of the
Department of Defense and the National Aero-
nautics and Space Administration at the Redstone
Arsenal and the George C. Marshall Space Flight
Center.

NASA acted to help form this group after the
President’s Committee found that no satisfactory
program had been developed in Huntsville and
met with NASA, the Department of Defense and
other agencies. The intent of the contractors: to
secure the support of all Huntsville business, civic
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and cultural leaders in a program of equal oppor-
tunity.

The Association not only has been actively pro-
moting equality of employment opportunity and
training, but also has been active in efforts to de-
segregate all community facilities and public
accommodations.

When the Huntsville public schools were inte-
grated this fall, there were no demonstrations such
as there were in Birmingham and other cities in
the State—and some of the credit for this peaceful
integration goes to the Association of Huntsville
Area Contractors.

Another organization the President’s Commit-
tee encouraged the formation of is the Washing-
ton, D.C., Plans for Progress Employers. These
employers have formed a special cooperative
group enabling them to work very closely with one
another. These companies, which generate sev-
eral hundred job openings a month, are now co-
ordinating these opening and are actively recruit-
ing minority group workers for them.

In addition, representatives of the companies
are participating in “Hiring Days” in the D.C.
public schools—as well as “Career Days”—and are
conducting on-site interviewing and testing of
prospective employees. It is believed that con-
tacts by nationally known firms will help motivate
students to seek employment with business and
will encourage them toward further self-develop-
ment.

Similar small groupings of Plans for Progress
companies are being promoted nationwide as a
further means of achieving the goal of equal em-
ployment opportunity.

The President’s Committee, through its Ad-
visory Council on Plans for Progress, is also keep-
ing in direct contact with local groups who wish
to enlist companies in their area in programs
similar to Plans for Progress—voluntary coopera-
tive efforts in behalf of basic human rights.
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CHAPTER TWELVE

Summary and Comment

By Hobart Taylor, Jr.,
Executive Vice Chairman

We consider the preceding pages to be a record
of substantial achievement—mnot only for the
President’s Committee on Equal Employment
Opportunity, but also for the Nation.

This report demonstrates that through the
efforts of the Committee and community leaders,
substantial changes have been made, and continue
to be made, in historical employment patterns.

Employment of minority group Americans at
responsible levels in private industry has in-
creased, both through cooperative action and the
Committee’s compliance program.

Breakthroughs have been achieved in jobs tra-
ditionally hedged with color or religious barriers.

Responsible government positions have been
filled by Americans who formerly could not aspire
to anything beyond the service and maintenance
level.

The statistical record presented in this report
is bound to be encouraging. It shows that it is
possible to break patterns which have denied pro-
ductive lives to so many—and that there are quali-
fied persons available to fill posts of responsibility
with dignity and ability.

These are direct results of the programs of the
Committee. There are others mentioned in this
report.:

—The cooperative effort being made at
Huntsville, Ala., one of the South’s leading in-
dustrial cities, to desegregate other aspects of
the community life so all residents can lead
more productive and useful lives.

—The progress being made in cities such as
Birmingham, despite the tense racial climate.

—The rapid development of the Plans for
Progress program and its expansion to include
non-Government contractors.

—The establishment of the Plans for Prog-
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ress Advisory Council and its development of
committees to work on various aspects of em-
ployment of minorities, including work with
foundations seeking to finance projects in this
broad field.

—The establishment of local groups of Plans
for Progress companies to take joint action on
a community level to improve employment op-
pertunities for minorities.

—The marshaling of the forces of the Na-
tion’s educational community behind efforts to
improve educational opportunities and future
employment possibilities of the nation’s minor-
ities. The Big 10 and Wayne State University
have provided much of the impetus for this
program.

—The high degree of success in processing
complaints of employment discrimination and
the consequent change effected in personnel
policies by many companies.

—The development of agency capability to
handle both complaints and compliance reviews
as methods of bringing about change.

—The initiation of various projects on the
community level, including the Regional Con-
ferences, from which have come concrete re-
sults.

—The efforts being made by labor leaders to
cooperate in furthering the principles of the
Executive orders.

All these tangible things and more are included
in this report. But the past 214 years have pro-
duced yet another accomplishment, somewhat
more intangible, but nevertheless worthy and one
which in the long run perhaps may be more mean-
ingful.

This is the fact that there has been a basic
change in attitude on the part of most of the man-
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agers of American industry and the heads of our
responsible labor unions. For the first time, these
leaders of the private sector of our economy have
undertaken a rigorous self-scrutiny to determine
their true attitudes. For the first time, these lead-
ers are throwing off the binding and restricting
residue of the past. For the first time, there is
underway in our Nation today an intensive exami-
nation of new human resources. For the first time,
these leaders are realizing the value of following
this type of program, both from humanitarian
and practical motives.

But despite this growing awareness of the
moral, economic and social cost of discrimination,
and despite our substantial record of progress, we
cannot yet be satisfied. Despite the progress, the
position of Negroes and other minorities in the
American economy and social system remains far
too low. Their share of employment at decent
levels can be measured in fractions.

For example, in establishments filing compli-
ance reports:

—About 95 percent of the Negro men and 81
percent of the Negro women employees of the
companies were still in blue collar occupations.

—Of the Negro blue collar workers, more
than 90 percent were in jobs below the skilled
level. About one in every three men in blue
collar occupations was a skilled worker ; among
Negro men, the ratio was less than one in 10.

—There were about 10 male Negro white col-
lar employees for every 1,000 male white collar
workers.

—Negro women employees represented 5.3
percent of all female officials, professional em-
ployees and technicians; the corresponding rate
for Negro men was one percent.

—Only 330 Negroes were employed in sales
occupations out of a total of 124,000 such jobs.

—Negroes held only 6.3 percent of reported
jobs, and only 1.3 percent of the reported white
collar jobs.

—Despite the fact that Negro white collar
employment increased 17.4 percent while total
white collar employment increased by only 1.9
percent, the net gain increased the Negro share
of total white collar employment in the report-
ing establishments only from 12 Negroes per
1,000 white collar workers in 1962 to 13 per 1,000
in 1963.

—Approximately 1 out of every 12 Negroes

(8 percent) were white collar workers in 1963
as compared to one out of 15 (7 percent) in
1962.

Viewing these statistics in this way, we can see
that despite the substantial accomplishments of
the President’s Committee, much must be done if
we are to realize the goal of utilizing the full capa-
bilities and talents of every man and woman in
the development of our free democratic society.

If this. objective could be achieved merely
through hard work, dedication and constant po-
licing, the task of achieving equal employment op-
portunity—though difficult—would be manage-
able.

But the President’s Committee on Equal Em-
ployment Opportunity must necessarily operate
within the social and economic framework of our
nation. Within that framework, considerable
progress can be made—in fact has been made—
simply by opening up jobs to members of minority
groups who are qualified to fill them, but who have
been barred from them because of prejudice. Their
example spurs others to try. Unfortunately, how-
ever, prejudice erects its barriers not only at the
employment office or the hiring hall, but at various
and less obvious spots on the approaches to these
entrances into the economic world. These secon-
dary barriers are no less insidious and are fully as
effective in maintaining job discrimination as the
most blatant bias on the part of a personnel man-
ager or a hiring foreman. Furthermore, these
hard-to-discern barriers are not subject to the “di-
rect attack” compliance procedures of the Presi-
dent’s Committee—or even to the moral persuasion
that has proven so effective with many employers.

So it has become increasingly apparent in
the past two years that the goal of equal op-
portunity cannot be achieved by ending job dis-
crimination alone. The problem of job discrimi-
nation cannot be separated from the problem of
economic, social and political diserimination.
For ultimately there can be no true equality of
opportunity in an unequal society.

Under any realistic view of the circum-
stances, the most that can be achieved by an
equal employment opportunity compliance pro-
gram is to open up jobs to “qualified” workers,
regardless of race, creed, color or national ori-
gin. There is a regrettable tendency to over-
look the word “qualified”—or at least to
underestimate its significance. Yet, the con-
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cept of equal job opportunity can become a
reality only when it is accompanied by equal
opportunity to qualify.

It is idle to contend that there is full equality of
qualification opportunity in our society today.
Minority group citizens do have some opportuni-
ties to receive the necessary training to engage in
a wide variety of skills and professions—and these
opportunities are increasing, otherwise the Presi-
dent’s Committee would be unable to report any
progress whatsoever. But in comparison to the
majority of our people the hurdles between the
minority group citizen and qualification oppor-
tunity are such that only the exceptionally alert
and able—or lucky—can overcome them. The
fact remains that in a long list of occupations, a
minority American must have much greater ca-
pacity and ambition than his counterpart to obtain
and hold a job.

Inadequate training in a specific skill or pro-
fession is not, however, the main point. As a
matter of fact, a minority group citizen who is
qualified for, and who fervently seeks, such train-
ing can usually—through extraordinary effort—
obtain it somewhere. The fact that so few do so
involves the problems of general American educa-
tion at the secondary level and, necessarily, at the
primary level. The minority group American
starts life with handicaps; as he grows, so do they.
Unequal education at the primary level leads to
inability to qualify for education at the secondary
level, which, in turn, leads to inability to qualify
at the college or job-training level. These facts,
in turn, lead to the inability to qualify for job
opportunity.

Decades of discrimination establish psycholog-
ical patterns for both employers and employees.
Paradoxically, the pattern is often easier to break
among employers than among workers. The em-
ployer, under compulsion of government sanction
or public morality, need only make the decision to
hire minority workers and—if he can find quali-
fied applicants or can train them—it is done.

The minority group American, on the other
hand, must first make a binding decision to pre-
pare himself for a lifetime career in a specific field.
If he makes a mistake in his choice of a field, he
likely will discover it is too late to go back, too
late to retrace his steps, too late to start over again.
For this reason, he generally demonstrates great
reluctance to invade fields traditionally barred to
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him because of conditions of his ancestry even
when he is told that such fields are now open.
The results are readily apparent in any survey
of Negro colleges. The majority of students—
at least until very recently—fell into three classi-
fications; teachers, preachers and doctors. They
know that in these professions they could be
assured of a good living serving the citizens who
shared their physical or ancestral characteristics,
without regard to the prejudices of the remainder
of their fellow Americans. From the standpoint
of the minority students, this is understandable.
But from the standpoint of our Nation, it is un-
fortunate. It means that many of the best and
most alert minds of a large segment of our com-
munity—those who have proven their initiative
and who have persevered against invisible but
formidable odds—are restricting the paths which
they intend to follow in life and are ignoring the
opportunities which have opened up in the physi-
cal and other sciences as a result of the Space Age.

The patterns of an unequal society have re-
sulted in a heavy cost—both to the vietims of
discrimination and to the society itself. But
denying training, restricting education and
killing initiative are not the only ways in which
our currently unequal society erects barriers
to equal employment opportunity. It is ap-
parent that full equality of employment op-
portunity requires that we face up to the whole
problem of equality itself.

There is another point—too often considered as
remote from employment opportunity—at which
an unequal society places effective bars while still
offering jobs in good faith. This is the matter
of housing. A plant located in an area which
denies housing facilities to minority citizens, for
all practical purposes, denies those citizens jobs.
No man is going to work in a plant where he must
travel long distances every morning and evening
merely because he cannot live near his job. Our
country must realize that the right of a man to
choose the neighborhood in which he will live is
much more than a question of social prestige or
“keeping up with the Joneses.” This right is in-
extricably tied into. his ability to make a living
and to provide his family with the decencies of
life. To bar a man from living in a specific neigh-
borhood does far more than cast a social stigma
upon him; it also limits his capacity to do some-
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thing that all men cherish—to provide their wives
and their children with the maximum security and
comfort and hope available to them.

The impact of an unequal society upon equal
job opportunity does not end, however, with edu-
cation, with training, or with housing. At stake
basically is the right of mobility in a free country
that not only permits a worker to seek out the best
job he can find, but also permits an employer to
seek out the best workers he can find. Both these
rights are still severely restricted in our country
today, despite our advances.

We should not expect a man to move to a com-
munity to take a job—no matter how attractive—
if the community refuses to accept him and his
family as human beings. We should not expect a
man to subject his children to an inferior educa-
tion; his wife to social humiliation; his family to
second class citizenship—if he has an alternative.
He may prefer to take an inferior job in which
he has a feeling of dignity and decency and at a
location where his children have a chance.

This problem of an unequal society has been
confused on many occasions with the concept
of free choice of associates; this viewpoint is
not a useful one. Every man has the unchal-
lenged right to select his own associates and
his own intimate friends. This privilege—
whether exercised foolishly or wisely, meanly
or nobly—is not in question. But, it should
also be recognized that no man has the right to
deny any other man equal access to the publice
institutions and facilities of our society because
of race, creed, color or national origin. People
must be judged on their merits and not on
irrelevancies of their ancestry.

The President’s Committee does not operate
under any illusion that its efforts—or the efforts
of its society as a whole—can grant to all men
equal opportunity on every level of human en-
deavor. Even those who are normally acceptable
members of our predominant social structure feel
the pressure of inequality. The son of a success-
ful and wealthy man obviously holds a head start
over his poorer contemporaries, regardless of com-
parative capacity; his parents can offer him more
materially and culturally. A child from a happy
home should normally be better adjusted to life
than most of his fellows. An individual of su-
perior intelligence should obviously go further
than the less gifted.

But inequality brought about by circumstances
such as these is not the issue. The real issue is
whether men will be judged unequally and treated
unequally because they—through their ancestors
are part of a “group”—a label that has become as
distinctive as a trade mark. The real issue is
whether we will ask members of these “groups”
to fulfill the obligations of citizenship without be-
ing accorded the rights—the working tools—
needed to carry out these obligations.

It is the function of the President’s Committee
to strive—within the limits of governmental
power—to abolish job discrimination against any-
one because he is part of a group through circum-
stances over which he has had no control. We
believe we have made considerable headway. We
know we can make considerably more headway.
We are determined to do so. 'We are convinced
that an equal employment opportunity program
is an effective device to assist in the creation of a
society in which men are judged solely on the basis
of merit and not on the irrelevancies of their birth.

Equal Employment Opportunity in Federal Government and on Federal Contracts

EXECUTIVE ORDERS 10925 AND 11114

The President’s Committee on Equal Employment Opportunity

The President's Committee on Equal Employment
Opportunity
Ly~xpox B. Jounson
President of the United States

VICE CHAIRMAN
W. WiLLarp Wirrz
Secretary of Labor

EXECUTIVE VICE CHAIRMAN

Hosarr Tavror, Jr.

SPECIAL COUNSEL
N. Tnompson PowErs

Deputy Solicitor of Labor
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PRESIDENTIAL DOCUMENTS
Title 3—THE PRESIDENT

Executive Order 10925

Establishing the President’'s Committee on Equal Employment
Opportunity

Whereas discrimination because of race, creed, color,
or national origin is contrary to the Constitutional prin-
ciples and policies of the United States; and

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

Whereas it is the policy of the executive branch of
the Government to encourage by positive measures equal
opportunity for all qualified persons within the Govern-
ment ; and

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

Whereas a review and analysis of existing Executive
orders, practices, and government agency procedures re-
lating to government employment and compliance with
existing non-discrimination contract provisions reveal an
urgent need for expansion and strengthening of efforts to
promote full equality of employment opportunity ; and

Whereas a single governmental committee should be
charged with responsibility for accomplishing these ob-
jectives:

Now, therefore, by virtue of the authority vested in
me as President of the United States by the Constitution
and statutes of the United States; it is ordered as follows :

PART I—ESTABLISHMENT OF THE PRESIDENT’S COMMITTEE
oN EQuArn EMPLOYMENT OPPORTUNITY

Secrron 101. There is hereby established the President’s
Committee on Equal Employment Opportunity.

SEc. 102. The Committee shall be composed as follows:

(a) The Vice President of the United States, who is
hereby designated Chairman of the Committee and who
shall preside at meetings of the Committee.

(b) The Secretary of Labor, who is hereby designated
Vice Chairman of the Committee and who shall act as
Chairman in the absence of the Chairman. The Vice
Chairman shall have general supervision and direction
of the work of the Committee and of the execution and
implementation of the policies and purposes of this order.

(¢) The Chairman of the Atomic Energy Commission,
the Secretary of Commerce, the Attorney General, the
Secretary of Defense, the Secretaries of the Army, Navy
and Air Force, the Administrator of General Services, the
Chairman of the Civil Service Commission, and the Ad-
ministrator of the National Aeronautics and Space Ad-
ministration. BEach such member may designate an
alternate to represent him in his absence.
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(d) Such other members as the President may from
time to time appoint.

(e) An Executive Vice Chairman, designated by the
President, who shall be ex ofiicio a member of the Com-
mittee. The Executive Vice Chairman shall assist the
Chairman, the Vice Chairman and the Committee. Be-
tween meetings of the Committee he shall be primarily
responsible for carrying out the functions of the Commit-
tee and may act for the Committee pursuant to its rules,
delegations, and other directives. Final action in indi-
vidual cases or classes of cases may be taken and final
orders may be entered on behalf of the Committee by
the Executive Vice Chairman when the Committee so
authorizes.

Sgc. 103. The Committee shall meet upon the call of
the Chairman and at such other times as may be provided
by its rules and regulations. It shall (a) consider and
adopt rules and regulations to govern its proceedings;
(b) provide generally for the procedures and policies to
implement this order; (c) consider reports as to progress
under this order; (d) consider and act, where necessary
or appropriate, upon matters which may be presented to
it by any of its members; and (e) make such reports to
the President as he may require or the Committee shall
deem appropriate. Such reports shall be made at least
once annually and shall include specific references to the
actions taken and results achieved by each department
and agency. The Chairman may appoint sub-committees
to make special studies on a continuing basis.

PART II—NONDISCRIMINATION IN (OVERNMENT
EMPLOYMENT

SeEctioN 201. The President’s Committee on Equal Em-
ployment Opportunity established by this order is directed
immediately to scrutinize and study employment practices
of the Government of the United States, and to consider
and recommend additional affirmative steps which should
be taken by executive departments and agencies to realize
more fully the national policy of nondiscrimination within
the executive branch of the Government.

Sec. 202. All executive departments and agencies are
directed to initiate forthwith studies of current govern-
ment employment practices within their responsibility.
The studies shall be in such form as the Committee may
prescribe and shall include statistics on current employ-
ment patterns, a review of current procedures, and the
recommendation of positive measures for the elimination
of any discrimination, direct or indirect, which now ex-
ists. Reports and recommendations shall be submitted
to the Executive Vice Chairman of the Committee no later
than sixty days from the effective date of this order,
and the Committee, after considering such reports and
recommendations, shall report to the President on the
current situation and recommend positive measures to
accomplish the objectives of this order.

SEc. 203. The policy expressed in Executive Order No.
10590 of January 18, 1955 (20 F.R. 409), with respect
to the exclusion and prohibition of discrimination against
any employee or applicant for employment in the Federal
Government because of race, color, religion, or national
origin is hereby reaffirmed.

Sec. 204. The President’s Committee on Government
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Employment Policy, established by Executive Order No.
10590 of January 18, 1955 (20 F.R. 409), as amended by
Executive Order No. 10722 of August 5, 1957 (22 F.R.
6287), is hereby abolished, and the powers, functions,
and duties of that Committee are hereby transferred to,
and henceforth shall be vested in, and exercised by, the
President’s Committee on Equal Employment Opportunity
in addition to the powers conferred by this order.

PART III—OBLIGATIONS OF GOVERNMENT CONTRACTORS AND
SUBCONTRACTORS

SUBPART A—CONTRACTORS’ AGREEMENTS

SecrioN 301. Except in contracts exempted in accord-
ance with section 303 of this order, all government con-
tracting agencies shall include in every government con-
tract hereafter entered into the following provisions:

“In connection with the performance of work under this
contract, the contractor agrees as follows:

“(1) The contractor will not discriminate against any
employee or applicant for employment because of race,
creed, color, or national origin. The contractor will take
affirmative action to ensure that applicants are employed,
and that employees are treated during employment, with-
out regard to their race, creed, color, or national origin.
Such action shall include, but not be limited to, the follow-
ing: employment, upgrading, demotion or transfer; re-
cruitment or recruitment advertising; layoff or termina-
tion; rates of pay or other forms of compensation; and
selection for training, including apprenticeship. The con-
tractor agrees to post in conspicuous places, available
to employees and applicants for employment, notices to
be provided by the contracting officer setting forth the
provisions of this nondiscrimination clause.

“(2) The contractor will, in all solicitations or ad-
vertisements for employees placed by or on behalf of the
contractor, state that all qualified applicants will re-
ceive consideration for employment without regard to race,
creed, color, or national origin.

“(3) The contractor will send to each labor union or
representative of workers with which he has a collective
bargaining agreement or other contract or understanding,
a notice, to be provided by the agency contracting officer,
advising the said labor union or workers’ representative of
the contractor’s commitments under this section, and shall
post copies of the notice in conspicuous places available
to employees and applicants for employment.

“(4) The contractor will comply with all provisions
of Executive Order No. 10925 of March 6, 1961, and of
the rules, regulations, and relevant orders of the Presi-
dent’s Committee on Equal Employment Opportunity
created thereby.

“(5) The contractor will furnish all information and
reports required by Executive Order No. 10925 of March 6,
1961, and by the rules, regulations, and orders of the said
Committee or pursuant thereto, and will permit access to
his books, records, and accounts by the contracting agency
and the Committee for purposes of investigation to ascer-
tain compliance with such rules, regulations, and orders.

“(6) In the event of the contractor’s non-compliance
with the nondiscrimination clauses of this contract or with
any of the said rules, regulations, or orders, this contract
may be cancelled in whole or in part and the contractor

may be declared ineligible for further government con-
tracts in accordance with procedures authorized in Execu-
tive Order No. 10925 of March 6, 1961, and such other
sanctions may be imposed and remedies invoked as pro-
vided in the said executive order or by rule, regulation,
or order of the President’s Committee on Equal Employ-
ment Opportunity, or as otherwise provided by law.

“(7) The contractor will include the provisions of the
foregoing paragraphs (1) through (6) in every subcon-
tract or purchase order unless exempted by rules, regula-
tions, or orders of the President’s Committee on Equal
Employment Opportunity issued pursuant to section 303
of Executive Order No. 10925 of March 6, 1961, so that
such provisions will be binding upon each subcontractor or
vendor. The contractor will take such action with respect
to any subcontract or purchase order as the contracting
agency may direct as a means of enforcing such provisions,
including sanctions for non-compliance: Provided, how-
ever, That in the event the contractor becomes involved in
or is threatened with, litigation with a subcontractor or
vendor as a result of such direction by the contracting
agency, the contractor may request the United States to
enter into such litigation to protect the interests of the
United States.”

SeEc. 302. (a) Each contractor having a contract con-
taining the provisions prescribed in section 301 shall file,
and shall cause each of its subcontractors to file, Com-
pliance Reports with the contracting agency, which will be
subject to review by the Committee upon its request.
Compliance Reports shall be filed within such times and
shall contain such information as to-the practices, policies,
programs, and employment statistics of the contractor and
each subcontractor, and shall be in such form, as the
Committee may prescribe.

(b) Bidders or prospective contractors or subcontrac-
tors may be required to state whether they have partici-
pated in any previous contract subject to the provisions
of this order, and in that event to submit, on behalf of
themselves and their proposed subcontractors, Compliance
Reports prior to or as an initial part of their bid or
negotiation of a contract.

(¢) Whenever the contractor or subcontractor has a
collective bargaining agreement or other contract or under-
standing with a labor union or other representative of
workers, the Compliance Report shall include such in-
formation as to the labor union’s or other representative’s
practices and policies affecting compliance as the Com-
mittee may prescribe: Provided, That to the extent such
information is within the exclusive possession of a labor
union or other workers’ representative and the labor union
or representative shall refuse to furnish such information
to the contractor, the contractor shall so certify to the
contracting agency as part of its Compliance Report and
shall set forth what efforts he has made to obtain such
information.

(d) The Comumittee may direct that any bidder or
prospective contractor or subcontractor shall submit, as
part of his Compliance Report, a statement in writing,
signed by an authorized officer or agent of any labor union
or other workers’ representative with which the bidder
or prospective contractor deals, together with supporting
information, to the effect that the said labor union’s or
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representative’s practices and policies do not diseriminate
on the grounds of race, color, creed, or national origin,
and that the labor union or representative either will
affirmatively cooperate, within the limits of his legal and
contractual authority, in the implementation of the policy
and provisions of this order or that it consents and agrees
that recruitment, employment, and the terms and condi-
tions of employment under the proposed contract shall be
in accordance with the purposes and provisions of the
order. In the event that the union or representative shall
refuse to execute such a statement, the Compliance Report
shall so certify and set forth what efforts have been made
to secure such a statement.

Sec. 303. The Committee may, when it deems that spe-
cial circumstances in the national interest so require,
exempt a contracting agency from the requirement of in-
cluding the provisions of section 301 of this order in any
specific contract, subcontract, or purchase order. The
Committee may, by rule or regulation, also exempt certain
classes of contracts, subcontracts, or purchase orders (a)
where work is to be or has been performed outside the
United States and no recruitment of workers within the
limits of the United States is involved; (b) for standard
commercial supplies or raw materials; or (¢) involving
less than specified amounts of money or specified numbers
of workers.

SUBPART B—LABOR UNIONS AND REPRESENTATIVES OF

WORKERS

SEc. 304. The Committee shall use its best efforts,
directly and through contracting agencies, contractors,
state and local officials and public and private agencies,
and all other available instrumentalities, to cause any
labor union, recruiting agency or other representative of
workers who is or may be engaged in work under gov-
ernment contracts to cooperate with, and to comply in
the implementation of, the purposes of this order.

SEc. 305. The Committee may, to effectuate the pur-
poses of section 304 of this order, hold hearings, public
or private, with respect to the practices and policies of
any such labor organization. It shall from time to time
submit special reports to the President concerning dis-
criminatory practices and policies of any such labor
organization, and may recommend remedial action if, in
its judgment, such action is necessary or appropriate.
It may also notify any Federal, state, or local agency of
its conclusions and recommendations with respect to any
such labor organization which in its judgment has failed
to cooperate with the Committee, contracting agencies,
contractors, or subcontractors in carrying out the purposes
of this order.

SUBPART C—POWERS AND DUTIES OF THE PRESIDENT'S COM-
MITTEE ON EQUAL EMPLOYMENT OPPORTUNITY AND OF
CONTRACTING AGENCIES

SEc. 306. The Committee shall adopt such rules and
regulations and issue such orders as it deems necessary
and appropriate to achieve the purposes of this order,
including the purposes of Part II hereof relating to dis-
crimination in government employment.

Sec. 307. Each contracting agency shall be primarily
responsible for obtaining compliance with the rules, regu-
lations, and orders of the Committee with respect to con-
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tracts entered into by such agency or its contractors, or
affecting its own employment practices. All contracting
agencies shall comply with the Committee’s rules in dis-
charging their primary responsibility for securing com-
pliance with the provisions of contracts and otherwise
with the terms of this Executive order and of the rules,
regulations, and orders of the Committee pursuant hereto.
They are directed to cooperate with the Committee, and
to furnish the Committee such information and assistance
as it may require in the performance of its functions
under this order. They are further directed to appoint
or designate, from among the agency’s personnel, com-
pliance officers. It shall be the duty of such officers to
seek compliance with the objectives of this order by
conference, conciliation, mediation, or persuasion.

Sec. 308. The Committee is authorized to delegate to
any officer, agency, or employee in the executive branch
of the Government any function of the Committee under
this order, except the authority to promulgate rules and
regulations of a general nature.

SEc. 309. (a) The Committee may itself investigate the
employment practices of any government contractor or
subcontractor, or initiate such investigation by the ap-
propriate contracting agency or through the Secretary of
Labor, to determine whether or not the contractual pro-
visions specified in section 301 of this order have been
violated. Such investigation shall be conducted in ac-
cordance with the procedures established by the Commit-
tee, and the investigating agency shall report to the Com-
mittee any action taken or recommended.

(b) The Committee may receive and cause to be in-
vestigated complaints by employees or prospective em-
ployees of a government contractor or subcontractor
which allege discrimination contrary to the contractual
provisions specified in section 301 of this Order. The
appropriate contracting agency or the Secretary of Labor,
as the case may be, shall report to the Committee what
action has been taken or is recommended with regard
to such complaints.

SeEc. 310. (a) The Committee, or any agency or officer
of the United States designated by rule, regulation, or
order of the Committee, may hold such hearings, public
or private, as the Committee may deem advisable for com-
pliance, enforcement, or educational purposes.

(b) The Committee may hold, or cause to be held,
hearings in accordance with subsection (a) of this section
prior to imposing, ordering, or recommending the im-
position of penalties and sanctions under this order,
except that no order for debarment of any contractor
from further government contracts shall be made without
a hearing.

Sec. 311. The Committee shall encourage the further-
ance of an educational program by employer, labor, civie,
educational, religious, and other nongovernmental groups
in order to eliminate or reduce the basic causes of dis-
crimination in employment on the ground of race, creed,
color, or national origin.

SUBPART D—SANCTIONS AND PENALTIES

SEc. 312. In accordance with such rules, regulations or
orders as the Committee may issue or adopt, the Commit-
tee or the appropriate contracting agency may:
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(a) Publish, or cause to be published, the names of
contractors or unions which it has concluded have com-
plied or have failed to comply with the provisions of this
order or of the rules, regulations, and orders of the
Committee.

(b)Y Recommend to the Department of Justice that,
in cases where there is substantial or material violation
or the threat of substantial or material violation of the
contractual provisions set forth in section 301 of this
order, appropriate proceedings be brought to enforce
those provisions, including the enjoining, within the limita-
tions of applicable law, of organizations, individuals or
groups who prevent directly or indirectly, or seek to pre-
vent directly or indirectly, compliance with the aforesaid
provisions.

(e) Recommend to the Department of Justice that
criminal proceedings be brought for the furnishing of
false information to any contracting agency or to the
Committee as the case may be.

(d) Terminate, or cause to be terminated, any contract,
or any portion or portions thereof, for failure of the con-
tractor or subcontractor to comply with the nondiscrimi-
nation provisions of the contract. Contracts may be
terminated absolutely or continuance of contracts may
be conditioned upon a program for future compliance ap-
proved by the contracting agency.

(e) Provide that any contracting agency shall refrain
from entering into further contracts, or extensions or other
modifications of existing contracts, with any non-com-
plying contractor, until such contractor has satisfied the
Committee that he has established and will carry out per-
sonnel and employment policies in compliance with the
provisions of this order.

(f) Under rules and regulations prescribed by the
committee, each contracting agency shall make reasonable
efforts within a reasonable time limitation to secure com-
pliance with the contract provisions of this order by
methods of conference, conciliation, mediation, and per-
suasion before proceedings shall be instituted under para-
graph (b) of this section, or before a contract shall be
terminated in whole or in part under paragraph (d) of
this section for failure of a contractor or subcontractor to
comply with the contract provisions of this order.

SEc. 313. Any contracting agency taking any action
authorized by this section, whether on its own motion, or
as directed by the Committee, or under the Committee’s
rules and regulations, shall promptly notify the Committee
of such action by reasons for not acting. Where the Com-
mittee itself makes a determination under this section,
it shall promptly notify the appropriate contracting agency
of the action recommended. The agency shall take such
action and shall report the results thereof to the Commit-
tee within such time as the Committee shall provide.

Sec. 314. If the Committee shall so direct, contracting
agencies shall not enter into contracts with any bidder
or prospective contractor unless the bidder or prospective
contractor has satisfactorily complied with the provisions
of this order or submits a program for compliance ac-
ceptable to the Committee or, if the Committee so au-
thorizes, to the contracting agency.

Sec. 315. Whenever a contracting agency terminates
a contract, or whenever a contractor has been debarred
from further government contracts, because of noncom-
pliance with the contractor provisions with regard to non-
diserimination, the Committee, or the contracting agency
involved, shall promptly notify the Comptroller General
of the United States.

SUBPART E—CERTIFICATES OF MERIT

SEc. 316. The Committee may provide for issuance of a
United States Government Certificate of Merit to employ-
ers or employee organizations which are or may here-
after be engaged in work under government contracts, if
the Committee is satisfied that the personnel and employ-
ment practices of the employer, or that the personnel,
training, apprenticeship, membership, grievance and rep-
resentation, upgrading and other practices and policies of
the employee organization, conform to the purposes and
provisions of this order.

SEc. 317. Any Certificate of Merit may at any time be
suspended or revoked by the Committee if the holder
thereof, in the judgment of the Committee, has failed to
comply with the provisions of this order.

SEec. 318. The Committee may provide for the exemption
of any employer or employee organization from any re-
quirement for furnishing information as to compliance if
such employer or employee organization has been awarded
a Certificate of Merit which has not been suspended or
revoked.

PART IV—MISCELLANEOUS

SecrioNn 401. Each contracting agency (except the De-
partment of Justice) shall defray such necessary expenses
of the Committee as may be authorized by law, including
section 214 of the Act of May 3, 1945, 59 Stat. 134 (31
U.S.C. 691) : Provided, that no agency shall supply more
than fifty per cent of the funds necessary to carry out the
purposes of this order. The Department of Labor shall
provide necessary space and facilities for the Committee.
In the case of the Department of Justice, the contribution
shall be limited to furnishing legal services.

SEc. 402. This order shall become effective thirty days
after its execution. The General Services Administration
shall take appropriate action to revise the standard Gov-
ernment contract forms to accord with the provisions
of this order and of the rules and regulations of the
Committee.

Sec. 403. Executive Order No. 10479 of August 13, 1953
(18 F.R. 4899), together with Executive Orders Nos. 10482
of August 15, 1953 (18 F.R. 4944), and 10733 of October
10, 1957 (22 F.R. 8135), amending that order, and Execu-
tive Order No. 10557 of September 3, 1954 (19 F.R. 5655),
are hereby revoked, and the Government Contract Com-
mittee established by Executive Order No. 10479 is abol-
ished. All records and property of or in the custody of the
said Committee are hereby transferred to the President’s
Committee on Equal Employment Opportunity, which shall
wind up the outstanding affairs of the Government Con-
tract Committee.

Joun F. KENNEDY

TaE WHITE HoUsE, March 6, 1961.
[F.R. Doc. 61-2093 ; Filed, Mar. 7, 1961; 10:06 a.m.]
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Executive Order 11114

Extending the Authority of the President’s Committee on Equal
Employment Opportunity

Whereas it is the policy of the United States Govern-
ment to encourage by affirmative action the elimination of
discrimination because of race, creed, color, or national
origin in employment on work involving Federal financial
assistance, to the end that employment opportunities
created by Federal funds shall be equally available to all
qualified persons; and

Whereas Executive Order No. 10925 of March 6, 1961,
26 F.R. 1977, reaffirmed the policy of requiring the inclu-
sion of non-diserimination provisions in Government con-
tracts and established the President’s Committee on Equal
Employment Opportunity to administer the program for
obtaining adherence to and compliance with such pro-
visions; and

Whereas construction under programs of Federal
grants, loans, and other forms of financial assistance to
State and local governments and to private organizations
creates substantial employment opportunities; and

Whereas it is deemed desirable and appropriate to ex-
tend the existing program for nondiscrimination in em-
ployment in Government contracts established by Execu-
tive Order No. 10925 to include certain contracts for con-
struction financed with assistance from the Federal
Government ; and

Whereas it is also desirable to amend Executive Order
No. 10925 in certain respects in order to clarify the author-
ity of the President’s Committee on Equal Employment
Opportunity :

Now, therefore, by virtue of the authority vested in me
as President of the United States by the Constitution and
statutes of the United States, it is ordered as follows:

PART T—NON-DISCRIMINATION PROVISIONS IN FEDERALLY
ASSISTED CONSTRUCTION CONTRACTS

SectroNn 101. Each executive department and agency
which administers a program involving Federal financial
assistance shall, insofar as it may be consistent with law,
require as a condition for the approval of any grant, con-
tract, loan, insurance or guarantee thereunder which may
involve a construction contract that the applicant for
Federal assistance undertake and agree to incorporate, or
cause to be incorporated, into all construction contracts
paid for in whole or in part with funds obtained from the
Federal Government or borrowed on the Credit of the
Federal Government pursuant to such grant, contract,
loan, insurance or guarantee, or undertaken pursuant to
any Federal program involving such grant, contract, loan,
insurance or guarantee, the provisions prescribed for
Government contracts by section 301 of Executive Order
No. 10925 or such modification thereof, preserving in sub-
stance the contractor’s obligations thereunder, as may
be approved by the President’s Committee on Equal Em-
ployment Opportunity (the “Committee”), together with
such additional provisions as the Committee deems ap-
propriate to establish and protect the interest of the
United States in the enforcement of these obligations.
Each such applicant shall also undertake and agree (i)
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to assist and cooperate actively with the administering de-
partment or agency and the Committee in obtaining the
compliance of contractors and subcontractors with said
contract provisions and with the rules, regulations, and
relevant orders of the Committee, (ii) to obtain and to
furnish to the administering department or agency and to
the Committee such information as they may require for
the supervision of such compliance, (iii) to enforce the
obligations of contractors and subcontractors under such
provisions, rules, regulations, and orders, (iv) to carry
out sanctions and penalties for violation of such obliga-
tions imposed upon contractors and subcontractors by the
Committee or the administering department or agency
pursuant to Part III, Subpart D, of Executive Order No.
10925, and (v) to refrain from entering into any contract
subject to this order, or extension or other modification of
such a contract with a contractor debarred from Govern-
ment contracts under Part III, Subpart D, of Executive
Order No. 10925.

SEc. 102. (a) “Construction contract” as used herein
means any contract for the construction, rehabilitation,
alteration, conversion, extension, or repair of buildings,
highways, or other improvements to real property.

(b) The provisions of Part III of Executive Order No.
10925 shall apply to such construction contracts, and for
purposes of such application the administering depart-
ment or agency shall be considered the contracting agency
referred to therein.

(¢) The term “applicant” as used herein means an ap-
plicant for Federal assistance or, as determined by agency
regulation, other program participant, with respect to
whom an application for any grant, contract, loan, insur-
ance or guarantee is not firally acted upon prior to the
effective date of this part, and it includes such an appli-
cant after he becomes a recipient of such Federal as-
sistance.

Sec. 103. (a) Each administering department and
agency shall be primarily responsible for obtaining the
compliance of such applicants with their undertakings
hereunder and shall comply with the rules of the Com-
mittee in the discharge of this responsibility. Each ad-
ministering department and agency is directed to cooper-
ate with the Committee, and to furnish the Committee
such information and assistance as it niay require in the
performance of its functions under this order.

(b) In the event an applicant fails and refuses to
comply with his undertakings, the administering depart-
ment or agency may, and upen the recommendation of
the Committee, shall take any or all of the following
actions :

(1) cancel, terminate, or suspend in whole or in part
the agreement or contract with such applicant with re-
spect to which the failure and refusal occurred ;

(2) refrain from extending any further assistance un-
der any of its programs subject to this order until satis-
factory assurance of future compliance has been received
from such applicant ;

(3) refer the case to the Department of Justice for
appropriate legal proceedings.

(¢) No action shall be taken with respect to an appli-
cant pursuant to paragraph (1) or (2) of subsection
(b) without notice and hearing before the administering
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department or agency or the Committee, in accordance
with the rules and regulations of the Committee.

Sec. 104. The Committee may, by rule, regulation, or
order, exempt all or part of any program of an administer-
ing agency from the requirements of this order when it
deems that special circumstances in the national interest
S0 require.

Sec. 105. The Committee shall adopt such rules and
regulations and issue such orders as it deems necessary
and appropriate to achieve the purposes of this order.

PART II—AMENDMENTS TO EXECUTIVE ORDER No. 10925

SectioNn 201. Section 301 of Executive Order No. 10925
of March 6, 1961, is amended to read :

“SecrioN 301. Except in contracts exempted in accord-
ance with section 303 of this order, all Government con-
tracting agencies shall include in every Government con-
tract hereafter entered into the following provisions:

‘During the performance of this contract, the contractor
agrees as follows:

‘(1) The contractor will not discriminate against any
employee or applicant for employment because of race,
creed, color, or national origin. The contractor will take
affirmative action to ensure that applicants are employed,
and that employees are treated during employment, with-
out regard to their race, creed, color, or national origin.
Such action shall include, but not be limited to the fol-
lowing : employment, upgrading, demotion or transfer ; re-
cruitment or recruitment advertising; layoff or termina-
tion; rates of pay or other forms of compensation; and
selection for training, including apprenticeship. The
contractor agrees to post in conspicuous places, available
to employees and applicants for employment, notices to
be provided by the contracting officer setting forth the
provisions of this non-discrimination clause.

‘(2) The contractor will, in all solicitations or adver--
tisements for employees placed by or on behalf of the
contractor, state that all qualified applicants will receive
consideration for employment without regard to race,
creed, color, or national origin.

‘(3) The contractor will send to each labor union or
representative of workers with which he has a collective
bargaining agreement or other contract or understanding,
a notice, to be provided by the agency contracting officer,
advising the said labor union or workers’ representative
of the contractor’s commitments under this section, and
shall post copies of the notice in conspicuous places avail-
able to employees and applicants for employment.

‘(4) The contractor will comply with all provisions of
Executive Order No. 10925 of March 6, 1961, as amended,
and of the rules, regulations, and relevant orders of the
President’s Committee on Equal Employment Opportunity
created thereby.

‘(5) The contractor will furnish all information and
reports required by Executive Order No. 10925 of March
6, 1961, as amended, and by the rules, regulations, and
orders of the said Committee, or pursuant thereto, and
will permit access to his books, records, and accounts by
the contracting agency and the Committee for purposes
of investigation to ascertain compliance with such rules,
regulations, and orders.

‘(6) In the event of the contractor’s noncompliance
with the nondiscrimination clauses of this contract or
with any of the said rules, regulations, or orders, this
contract may be cancelled, terminated, or suspended in
whole or in part and the contractor may be declared
ineligible for further Government contracts in accordance
with procedures authorized in Executive Order No. 10925
of March 6, 1961, as amended, and such other sanctions
may be imposed and remedies invoked as provided in
the said Executive Order or by rule, regulation, or order
of the President’s Committee on Equal Employment Op-
portunity, or as otherwise provided by law.

‘(7) The contractor will include the provisions of para-
graphs (1) through (7) in every subcontract or purchase
order unless exempted by rules, regulations, or orders of
the President’s Committee on Equal Employment Oppor-
tunity issued pursuant to section 303 of Executive Order
No. 10925 of March 6, 1961, as amended, so that such
provisions will be binding upon each subcontractor or
vendor. The contractor will take action with respect to
any subcontract or purchase order as the contracting
agency may direct as a means of enforcing such provisions,
including sanctions for noncompliance : Prom‘ded, how-
ever, that in the event the contractor becomes involved in,
or is threatened with, litigation with a subcontractor or
vendor as a result of such direction by the contracting
agency, the contractor may request the United States
to enter into such litigation to protect the interests of
the United States.””

Sec. 202. Section 303 of Executive Order No. 10925 is
amended to read: .

“The Committee may, when it deems that special cir-
cumstances in the national interest so require, exempt a
contracting agency from the requirement of including any
or all of the provisions of section 301 of this order in any
specific contract, subcontract or purchase order. The
Committee may, by rule or regulation, also exempt cer-
tain classes of contracts, subcontracts or purchase
orders (a?) where work is to be or has been performed
outside the United States and no recruitment of workers
within the limits of the United States is involved; (b)
for standard commercial supplies or raw materials; (c)
involving less than specified amounts of money or specified
numbers of workers; or (d) to the extent that they
involve subcontracts below a specified tier. The Commit-
tee may also provide, by rule, regulation, or order, for
the exemption of facilities of a contractor which are in
all respects separate and distinct from activities of the
contractor related to the performance of the contract,
provided that such an exemption will not interfere with or
impede the effectuation of the purposes of this order and
provided that in the absence of such an exemption all such
facilities shall be covered by the provisions of this order.”

ParT III—MISCELLANEOUS

SEctIoN 301. The Secretary of Health, Education, and
Welfare and the Administrator of the Housing and Home
Finance Agency are designated members of the Commit-
tee. Each such member may designate an alternate to
represent him in his absence.

Sec. 302. Section 401 of Executive Order No. 10925 shall
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apply to the administering departments and agencies sub-
ject to this order.

Sec. 303. Part I of this order shall become effective
thirty days after the execution of this order. Parts II
and III shall be effective immediately.

JorN F. KENNEDY

Tuae WHITE HOUSE, June 22, 1963.

[F.R. Doc. 63-6779; Filed, June 24, 1963 ; 10:50 a.m.]

RULES AND REGULATIONS ON THE
PRESIDENT’S COMMITTEE ON EQUAL
EMPLOYMENT OPPORTUNITY

Title 41—PUBLIC CONTRACTS

Chapter 60—The President’'s Committee on Equal Employment
Opportunity

PART 60-1—OBLIGATIONS OF CONTRACTORS AND
SUBCONTRACTORS

Part 60-1 was originally issued by the President’s Com-
mittee on Equal Employment Opportunity for the purpose
of implementing Executive Order 10925 (26 F.R. 1977)
which provides for the promotion and insurance of equal
employment opportunity on Government contracts for all
qualified persons without regard to race, creed, color, or
national origin. The Committee now hereby revises this
part in order to implement, in addition, Executive Order
11114 (28 F.R. 6485) which provides certain amendments
to Executive Order 10925 and extends its requirements
to certain contracts for construction financed with as-
sistance from the Federal Government. This revision also
incorporates amendments previously made to this part,
and effects other miscellaneous changes. As revised, Part
60-1 reads as follows:

SUBPART A—PRELIMINARY MATTERS; EQUAL OPPORTUNITY
CLAUSE ; EXEMPTIONS ; COMPLIANCE REPORTS

Sec.

60-1.1 Purpose and application
60-1.2 Definitions

60-1.3 Equal opportunity clause
60-1.4 Exemptions

60-1.5 Duties of agencies

60-1.6 Compliance reports

60-1.7 Compliance by labor unions
60-1.8 Use of compliance reports

SUBPART B—GENERAL ENFORCEMENT ; COMPLAINT PROCEDURE

60-1.20 Compliance review by the agency

60-1.21 Who may file complaints

60-1.22 Where to file

60-1.23 Contents of complaint

60-1.24 Processing of matters by agencies

60-1.25 Assumption of jurisdiction by the Executive Vice
Chairman over matters before an agency

60-1.26 Processing of matters by the Executive Vice
Chairman

60-1.27 Hearings
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Sec.

60-1.28 Opportunity to achieve compliance before refer-
rals to the Department of Justice or contract
termination

60-1.29 = Contract ineligibility list

60-1.30 Notification of Comptroller General in cases of
contract ineligibility or contract termination

60-1.31 Reinstatement of ineligible contractors or sub-
contractors

SUBPART C—CERTIFICATES OF MERIT

60-1.40 By the Committee on its own initiative

60-1.41 By the Executive Vice Chairman upon agency
recommendation

60-1.42 [Deleted]

60-1.43 Suspension or revocation

SUBPART D—ANCILLARY MATTERS

60-1.60 Solicitations or advertisements for employees
60-1.61 Access to records of employment

60-1.62 Rulings and interpretations

60-1.63 Reports to the Committee

60-1.64 Existing contracts and subcontracts

AUTHORITY : Sections 60-1.1 through 60-1.64 issued pur-
suant to section 306, E.O. 10925 (26 F.R. 1977), and sec-
tion 105, E.0. 11114 (28 F.R. 6485)

SUBPART A—PRELIMINARY MATTERS: EQUAL OPPORTUNITY
CLAUSE : EXEMPTIONS : COMPLIANCE REPORTS

60-1.1 Purpose and application.

The purpose of the regulations in this part is to achieve
the aims of Part III of Executive Order 10925 and Execu-
tive Order 11114 for the promotion and insuring of equal
opportunity for all qualified persons, without regard to
race, color, creed, or national origin, employed or seeking
employment with Government contractors or with con-
tractors performing under federally assisted construction
contracts. These regulations apply to all contracting
agencies of the Federal Government and to contractors
and subcontractors who perform under Government con-
tracts, to the extent set forth in this part. These regula-
tions also apply to all agencies of the Federal Government
administering programs involving Federal financial as-
sistance which may involve a construction contract, and,
to the extent set forth in this part, to all contractors and
subcontractors performing under construction contracts
which are related to any such programs. The rights and
remedies of the Government hereunder are not exclusive
and do not affect rights and remedies provided elsewhere
by law, regulation, or contract; neither do the regulations
limit the exercise by the Committee or by any other Gov-
ernment agencies of powers not herein specifically set
forth, but granted to them by Executive Orders 10925 and
11114.

60-1.2 Definitions.

(a) “Committee” means the President’s Committee on
Equal Employment Opportunity.

(b) “Chairman” means the Chairman of the Committee.

(e) “Vice Chairman” means the Vice Chairman of the
Committee.

(d) “Executive Vice Chairman” means the Executive
Vice Chairman of the Committee.
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(e) “Order” means Executive Order 10925 of March 6,
1961 (26 F.R. 1977), as amended by Parts II and III of
Executive Order 11114 of June 22, 1963 (28 F.R. 6485).

(f) “Orders” means those parts of Executive Order
10925 of March 6, 1961, relating to Government contracts
and Executive Order 11114 of June 22, 1963.

(g) “Contract” means any Government contract or any
federally assisted construction contract.

(h) “Government contract” means any binding legal
agreement or modification thereof between the Govern-
ment and a contractor for supplies or services, including
construction, or for the use of Government property, in
which the parties, respectively, do not stand in the rela-
tionship of employer and employee.

(i) “Federally assisted construction contract” means
any binding legal agreement or modification thereof be-
tween an applicant and a contractor for construction
work which is paid for in whole or in part with funds
obtained from the Federal Government or borrowed on
the credit of the Federal Government pursuant to any
Federal program involving a grant, contract, loan, insur-
ance or guarantee, or undertaken pursuant to any Federal
program involving such grant, contract, loan, insurance
or guarantee ; or any approved application or modification
thereof for a grant, contract, loan, insurance or guarantee
under which the applicant itself performs construction
work other than through the permanent work force di-
rectly employed by an agency of government.

(j) “Modification” means any written alteration in the
terms and conditions of a contract accomplished by bilat-
eral action of the parties to the contract, including sup-
plemental agreements and amendments.

(k) “Subcontract” means any agreement made or pur-
chase order executed by a prime contractor where a ma-
terial part of the supplies or services covered by such
agreement or purchase order is being obtained for use in
the performance of a contract.

(1) “Prime contractor” means any person holding a
contract.

(m) “Subcontractor” means any person holding a sub-
contract. “First-tier subcontractor” refers to a subcon-
tractor holding a subcontract with a prime contractor.
“Second-tier subcontractor” refers to a subcontractor hold-
ing a subcontract with a first-tier subcontractor.

(n) “Agency” means any contracting or any adminis-
tering agency.

(0) “Contracting agency” means any department (in-
cluding the Departments of the Army, Navy, and Air
Force), agency and establishment in the Executive Branch
of the Government, including any wholly owned Govern-
ment corporation, which enters into contracts,

(p) “Administering agency” means any department
(including the Departments of the Army, Navy, and Air
Force), agency and establishment in the Executive Branch
of the Government, including any wholly owned Govern-
ment corporation, which administers a program involving
Federally assisted construction contracts.

(q) ‘“Applicant” means an applicant for Federal as-
sistance or, as determined by regulation of an administer-
ing agency, other program participant, with respect to
whom an application for any grant, contract, loan, insur-
ance or guarantee, or change therein, is not finally acted

upon prior to July 22, 1963, and it includes such an ap-
plicant after becoming a recipient of such Federal
assistance.

(r) “Equal opportunity clause” means the contract
provisions of section 301 of the order.

(s) “Rules, regulations and relevant orders” of the
Committee as used in paragraph 4 of the equal oppor-
tunity clause mean rules, regulations, and relevant orders
issued pursuant to the orders and in effect at the time
the particular contract subject to the orders was entered
into.

(t) “United States” as used herein shall include the
Commonwealth of Puerto Rico, the Panama Canal Zone,
and the possessions of the United States.

(u) “Standard commercial supplies” means an article:

(1) which in the normal course of business is custom-
arily maintained in stock by the manufacturer or any
dealer, distributor, or other commercial dealer for the
marketing of such article; or

(2) which is manufactured and sold by two or more
persons for general commercial or industrial use or which
is identical in every material respect with an article so
manufactured and sold.

(v) “Construction work” means the construction, re-
habilitation, alteration, conversion, extension, demolition
or repair of buildings, highways, or other changes or im-
provements to real property, including facilities providing
utility services.

(w) “Site of construction” means the physical location
of any building, highway or other change or improvement
to real property which is undergoing construction, re-
habilitation, alteration, conversion, extension, demolition,
or repair and any temporary location or facility estab-
lished by a contractor or subcontractor specifically to
meet the demands of his contract or subcontract.

60-1.3 Equal Opportunity Clause

(a) Government contracts. Bach contracting agency
shall include the equal opportunity clause in each of its
Government contracts (including modifications thereof)
which is not exempt from the requirements of the clause.
Government bills of lading may incorporate by reference
the equal opportunity clause.

(b) Federally assisted construction contracts. (L)
Each administering agency shall require the inclusion of
the following language as a condition of any grant, con-
tract, loan, insurance or guarantee involving a Federally
assisted construction contract which is not exempt from
the requirements of the equal opportunity clause:

“The applicant hereby agrees that it will incorporate or
cause to be incorporated into any contract for construction
work, or modification thereof, as defined in the Rules and
Regulations of the President’s Committee on Equal Em-
ployment Opportunity, which is paid for in whole or in
part with funds obtained from the Federal Government or
borrowed on the credit of the Federal Government pursu-
ant to a grant, contract, loan, insurance or guarantee, or
undertaken pursuant to any Federal program involving
such grant, contract, loan, insurance or guarantee, the
following equal opportunity clause:

“During the performance of this contract, the contractor
agrees as follows:

“(1) The contractor will not discriminate against any
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employee or applicant for employment because of race,
creed, color or national origin. The contractor will take
affirmative action to ensure that applicants are employed,
and that employees are treated during employment with-
out regard to their race, creed, color or national origin.
Such action shall include, but not be limited to the follow-
ing: employment, upgrading, demotion or transfer; re-
cruitment or recruitment advertising; layoff or termina-
tion; rates of pay or other forms of compensation; and
selection for training, including apprenticeship. The
contractor agrees to post in conspicuous places, available
to employees and applicants for employment, notices to
be provided setting forth the provisions of this non-
discrimination clause.

“(2) The contractor will, in all solicitations or adver-
tisements for employees placed by or on behalf of the con-
tractor, state that all qualified applicants will receive
consideration for employment without regard to race,
creed, color, or national origin.

“(3) The contractor will send to each labor union or
representative of workers with which he has a collective
bargaining agreement or other contract or understanding,
a notice to be provided advising the said labor union or
workers’ representative of the contractor’s commitments
under this section, and shall post copies of the notice in
conspicuous places available to employees and applicants
for employment.

“(4) The contractor will comply with all provisions
of Executive Order No. 10925 of March 6, 1961, as amended
by Executive Order 11114 of June 22, 1963, and of the
rules, regulations and relevant orders of the President’s
Committee on Equal Employment Opportunity created
thereby.

“(5) The contractor will furnish all information and re-
ports required by Executive Order 10925 of March 6,
1961, as amended by Executive Order 11114 of June 22,
1963, and by the rules, regulations and orders of the said
Committee, or pursuant thereto, and will permit access to
his books, records and accounts by the administering
agency and the Committee for purposes of investigation
to ascertain compliance with such rules, regulations and
orders.

“(6) In the event of the contractor’s noncompliance
with the nondiscrimination clauses of this contract or
with any of the said rules, regulations or orders, this
contract may be cancelled, terminated or suspended in
whole or in part and the contractor may be declared in-
eligible for further Government contracts or Federally-
assisted construction contracts in accordance with pro-
cedures authorized in Executive Order No. 10925 of
March 6, 1961, as amended by Executive Order 11114 of
June 22, 1963, and such other sanctions may be imposed
and remedies invoked as provided in the said Executive
Order or by rule, regulation or order of the President’s
Committee on Equal Employment Opportunity, or as other-
wise provided by law.

“(7) The contractor will include the provisions of
paragraphs (1) through (7) in every subcontract or pur-
chase order unless exempted by rules, regulations or
orders of the President’s Committee on Equal Employment
Opportunity issued pursuant to Section 303 of Executive
Order 10925 of March 6, 1961, as amended by Executive
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Order 11114 of June 22, 1963, so that such provisions will
be binding upon each subcontractor or vendor. The con-
tractor will take such action with respect to any subcon-
tract or purchase order as the administering agency may
direct as a means of enforcing such provisions, including
sanctions for noncompliance: Provided, however, That
in the event a contractor becomes involved in, or is
threatened with, litigation with a subcontractor or vendor
as a result of such direction by the agency, the contractor
may request the United States to enter into such litigation
to protect the interests of the United States.

“The applicant further agrees that it will be bound by
the above equal opportunity clause in any federally as-
sisted construction work which it performs itself other
than through the permanent work force directly employed
by an agency of government.

“The applicant agrees that it will cooperate actively
with the administering agency and the President’s Com-
mittee on Equal Employment Opportunity in obtaining
the compliance of contractors and subcontractors with
equal opportunity clause and the rules, regulations and
relevant orders of the Committee, that it will furnish
the administering agency and the Committee such in-
formation as they may require for the supervision of
such compliance, and that it will otherwise assist the
administering agency in the discharge of the agency’s
primary responsibility for securing compliance. The ap-
plicant further agrees that it will refrain from entering
into any contract or contract modification subject to
Executive Order 11114 with a contractor debarred from,
or who has not demonstrated eligibility for, Govern-
ment contracts and Federally-assisted construction con-
tracts pursuant to Part III, Subpart D of Executive
Order 10925 and will carry out such sanctions and penalties
for violation of the equal opportunity clause as may be
imposed upon contractors and subcontractors by the ad-
ministering agency or the Committee pursuant to Part III,
Subpart D of Executive Order 10925. In addition, the
applicant agrees that if it fails or refuses to comply
with these undertakings, the administering agency may
cancel, terminate or suspend in whole or in part this
grant [contract, loan, insurance, guarantee], may refrain
from extending any further assistance under any of
its programs subject to Executive Order 11114 until
satisfactory assurance of future compliance has been re-
ceived from such applicant, or may refer the case to
the Department of Justice for appropriate legal pro-
ceedings.”

(2) In any case in which the administering agency
makes a determination that inclusion of the language pre-
seribed in section 1.3(b) (1) for applicants would be in-
consistent with law, the agency shall notify the Execu-
tive Vice Chairman of the determination and the reasons
therefor. The Executive Vice Chairman shall request
a ruling from the Attorney General regarding such deter-
mination and shall report thereon to the Committee.

(e) Prime contractors and subcontractors. Each non-
exempt prime contractor and subcontractor shall include
the equal opportunity clause in each of their nonexempt
subcontracts, provided that except upon special order
of the contracting agency or the Executive Vice Chair-
man, and except in the case of subcontracts for the per-
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formance of construction work at the site of construction,
the clause shall not be required to be inserted in sub-
contracts below the second tier. Subcontracts may in-
corporate by reference the equal opportunity clause.

(d) Adaptation of language. Such necessary changes
in language may be made in the equal opportunity clause,
and in the clause prescribed by paragraph (b) (1) of
this section, as shall be appropriate to identify properly
the parties and their undertakings.

60-1.4 Exemptions

(a) General— (1) Transactions of $10,000 or wunder.
Contracts and subcontracts not exceeding $10,000, other
than Government bills of lading, are exempt from the
requirements of the equal opportunity clause. In deter-
mining the applicability of this exemption to any federally
assisted construction contract, or subcontract thereunder,
the amount of such contract or subcontract rather than
the amount of the Federal financial assistance shall
govern.

(2) Standard commercial supplies and raw materials.
Contracts and subcontracts not exceeding $100,000 for
standard commercial supplies or raw materials are exempt
from the requirements of the equal opportunity clause,
except that the Executive Vice Chairman may, whenever
he finds it necessary or appropriate to achieve the pur-
poses of the Orders, withdraw such exemption in whole or
in part with regard to any specified articles or raw mate-
rials. No agency, contractor or subcontractor shall pro-
cure supplies or materials in less than usual quantities
to avoid applicability of the equal opportunity clause.

(8) Contracts outside the United States. Contracts
and subcontracts under which work is to be or has been
performed outside the United States and where no recruit-
ment of workers within the United States is involved
are exempt from the requirements of the equal opportunity
clause. To the extent that work pursuant to such con-
tracts is done within the United States the equal oppor-
tunity clause shall be applicable.

(4) Sales contracts. Contracts providing for the sale
of Government real and personal property where no ap-
preciable amount of work is involved are exempt from
the requirements of the equal opportunity clause.

(5) Comtracts and subcontracts for am indefinite
quantity. Contracts and subcontracts for an indefinite
quantity (including, without limitation, open-end con-
tracts, requirement-type contracts, Federal Supply Sched-
ule contracts, “call-type” contracts, and purchase notice
agreements) which are not to extend for more than one
year are exempt from the requirements of the equal op-
portunity clause if the purchaser determines that the
amounts to be ordered under any such contract or sub-
contract are not reasonably expected to exceed $100,000
in the case of contracts or subcontracts for standard
commercial supplies and raw materials, or $10,000 in the
case of all other contracts and subcontracts. When not
so determined to be exempt from the requirements of the
equal opportunity clause, such contracts or subcontracts
shall be subject to those requirements even though the
amounts actually ordered do not exceed the appropriate
dollar limitation. With respect to contracts or subcon-
tracts for an indefinite quantity which are to extend for

more than one year or continue indefinitely, the equal
opportunity clause shall be included unless the purchaser
knows in advance that the amounts to be ordered in any
year under such contract or subcontract will not exceed
the appropriate dollar limitation. When so included in
any contract the applicability of the equal opportunity
clause shall be determined by the purchaser at the time
of award for the first year, and at the end of each year
for the succeeding year, based upon the amounts that are
reasonably expected to be ordered during such year, and
the purchaser shall notify the contractor or subcontractor
in writing when the equal opportunity clause is so deter-
mined to be applicable. Once the equal opportunity clause
is determined to be applicable, the contract or subcontract
shall continue for its duration to be subject to such clause,
regardless of the amounts ordered, or reasonably expected
to be ordered, in any succeeding year. Whenever it has
been determined in accordance with the provisions of this
subparagraph (5) that a contract or subcontract for an
indefinite quantity is exempt from the requirements of the
clause, or that such requirements are not to be applicable
in any one year, such determination shall be controlling
even though the amounts actually ordered exceed the
appropriate dollar limitation.

(b) Specific contracts and facilities— (1) Specific con-
tracts. The Executive Vice Chairman may, with the ap-
proval of the Vice Chairman, exempt an agency from
requiring the inclusion of any or all of the equal oppor-
tunity clause in any specific contract, or subcontract,
when he deems that special circumstances in the national
interest so require. The Executive Vice Chairman may
also, with the approval of the Vice Chairmim, exempt
groups or categories of contracts of the same type where
he finds it impracticable to act upon each request individ-
ually or where group exemptions will contribute to con-
venience in the administration of the Orders.

(2) Facilities not connected with contracts. The Exec-
utive Vice Chairman may, with the approval of the Vice
Chairman, exempt from the requirements of the equal
opportunity clause any of a contractor’s or subcontractor’s
facilities which he finds to be in all respects separate
and distinet from activities of the contractor or subcon-
tractor related to the performance of the contract or
subcontract, provided that he also finds that such an
exemption will not interfere with or impede the effec-
tuation of the Orders.

(3) Review of exemptions. The Executive Vice Chair-
man shall report periodically to the Committee for its
review any exemptions granted under subparagraphs (1)
and (2) above.

(¢) Effect of ewemption. Notwithstanding the inclu-
sion in any contract or subcontract of the equal oppor-
tunity clause, the contractor or subcontractor shall be
exempt from compliance therewith if the contract or
subcontract containing such clause is exempt.

(d) Withdrawal of exemption. When any contract or
subcontract is of a class exempted under this section, the
Executive Vice Chairman may withdraw the exemption
for a specific contract or subcontract or group of contracts
or subcontracts when in his judgment such action is
necessary or appropriate to achieve the purposes of the
Orders. Such withdrawal shall not apply to any con-
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tracts or subcontracts entered into prior to the effective
date of the withdrawal.

60-1.5 Duties of agencies.

(a) General responsibility. The head of each agency
shall be primarily responsible for obtaining compliance
with the equal opportunity clause, the Orders, the regu-
lations in this part, and any relevant orders of the Com-
mittee. Each agency shall furnish the Committee such
information and assistance as it may require in the
performance of its functions under the Orders.

(b) Contracts Compliance Officers and Deputy Con-
tracts Compliance Officers; designations; duties. The
head of each agency shall appoint from among its per-
sonnel a Contracts Compliance Officer, who shall be sub-
ject to the immediate supervision of the head of the agency
for carrying out the responsibilities of the agency under
this part. The head of the agency or the Contracts Com-
pliance Officer may also designate, when appropriate,
Deputy Contracts Compliance Officers to assist the Con-
tracts Compliance Officer in the performance of his duties,
The name of each Contracts Compliance Officer and any
Deputy Contracts Compliance Officers, their addresses,
telephone numbers, and any changes made in their desig-
nation shall be furnished to the Executive Vice Chairman.

(e¢) Regulations. (1) The head of each agency may
prescribe, subject to the prior approval of the Executive
Vice Chairman, regulations not inconsistent with those
in this part for the administration of the provisions of
the Orders.

(2) Each administering agency shall prescribe, subject
to the prior approval of the Executive Vice Chairman,
regulations or other appropriate instructions requiring
that applicants for Federal assistance shall undertake
and agree to the clause set forth in section 60-1.3(b) (1),
and indicating that the agency shall be primarily re-
sponsible for compliance.

(3) Prior to the receipt of the approval of the Exec-
utive Vice Chairman, current agency regulations, and
proposed regulations or instructions relating to appli-
cants, may be enforced to the extent that they are not
inconsistent with the regulations in this Part and with
the Orders.

60-1.6 Compliance reports.

(a) Requirements for contractors and subcontractors.
(1) Each agency shall require each nonexempt contrac-
tor to file, and each nonexempt contractor and subcon-
tractor shall cause their nonexempt subcontractors to
file timely, complete and accurate compliance reports in
accordance with, and to the extent required by, the
instructions attached to the official compliance report
forms, as well as to furnish such other pertinent infor-
mation as may be requested by the agency, the applicant,
or the Executive Vice Chairman.

(2) Compliance reports shall be filed at the times speci-
fied by the instructions attached to such forms or at such
other times as may be required by the agency or the Execu-
tive Vice Chairman. The agency, with the approval of the
Executive Vice Chairman, may, in appropriate cases, ex-
tend the time for the filing of compliance reports.

(3) Compliance report forms may be obtained from the
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agency, the applicant or from the prime contractor.
Among other things, the forms shall provide that whenever
the contractor or subcontractor has a collective bargaining
agreement or other contract or understanding with a labor
union or other representative of employees, information
shall be furnished as to the labor union or other workers’
representative’s practices and policies affecting compliance
and in connection therewith, the contractor or subcontrac-
tor shall request the union or workers’ representative for
any necessary data within its possession. Where such
information is within the exclusive possession of a labor
union or other workers’ representative and the labor union
or other workers’ representative shall fail or refuse to
furnish such information, the contractor or subcontractor
shall so certify in his report and shall set forth what ef-
forts he has made to obtain such information. When such
failure or refusal is certified to an agency, it shall imme-
diately advise the Executive Vice Chairman.

(4) Failure to file timely, complete and accurate com-
pliance reports as required constitutes noncompliance with
the contractor’s obligations under the equal opportunity
clause and-is ground for the imposition by the agency or
the Committee of any of the sanctions available under the
Orders.

(b) Requirements of bidders or prospective contrac-
tors— (1) Compliance reports. Each agency shall require
any bidder or prospective contractor, or any of their pro-
posed subcontractors, to state as an initial part of the
bid or negotiations of the contract whether it has partici-
pated in any previous contract or subcontract subject to
the equal opportunity clause; and, if so, whether it has
filed with the Committee or agency all compliance reports
due under applicable instructions. In any case in which
a bidder or prospective contractor or proposed subcontrac-
tor which has participated in a previous contract or sub-
contract subject to the equal opportunity clause has not
filed a compliance report due under applicable instruction,
such bidder, prospective contractor or proposed subcon-
tractor shall be required by the agency to submit a com-
pliance report prior to the award of the proposed contract
or subcontract. In all other cases, the agency may, or
upon the direction of the Executive Vice Chairman, shall,
require the submission of a compliance report by a bidder
or prospective contractor, or proposed subcontractor, prior
to the award of the contract or subcontract. When a de-
termination has been made to award a contract to a spe-
cific contractor, such contractor may be required, prior
to award, to furnish such other pertinent information
regarding its own employment policies and practices as
well as of its proposed subcontractors as the agency, the
applicant, or the Executive Vice Chairman may require.

(2) Union statement. Each agency may as a part of
the bid or negotiation of the contract, or upon the direc-
tion of the Executive Vice Chairman, shall, direct any bid-
der or prospective contractor, or any of their proposed
subcontractors, to file a statement in writing (signed by an
authorized officer or agent of any labor union or other
workers’ representative with which the bidder or prospec-
tive contractor or subcontractor, deals or has reason to
believe he will deal in connection with performance of the
proposed contract), together with supporting information,
to the effect that the said labor union’s or other workers’
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representative’s practices and policies do not discriminate
on the grounds of race, color, creed, or national origin,
and that the labor union or other workers’ representative
either will affirmatively cooperate, within the limits of
its legal and contractual authority, in the implementation
of the policy and provisions of the Orders or that it con-
sents and agrees that recruitment, employment and the
terms and conditions of employment under the proposed
contract shall be in accordance with the purposes and pro-
visions of the Orders. In the event the union or other
workers’ representatives fails or refuses to execute such a
statement, the bidder or prospective contractor shall so
certify, and state what efforts have been made to secure
such a statement. When such failure or refusal has been
certified, the agency shall immediately advise the Execu-
tive Vice Chairman.

60-1.7 Compliance by labor unions.

(a) The Executive Vice Chairman shall use his best
efforts, directly and through agencies, contractors, subcon-
tractors, applicants, state and local officials, public and
private agencies, and all other available instrumentalities,
to cause any labor union, recruiting agency or other rep-
resentative of workers who are or may be engaged in work
under contracts to cooperate with, and to comply in the
implementation of, the purposes of the Orders.

(b) In order to effectuate the purposes of paragraph
(a) of this section, the Executive Vice Chairman may hold
hearings, public or private, with respect to the practices
and policies of any such labor organization.

(¢) The Executive Vice Chairman may also notify any
Federal, state, or local agency of his conclusions and rec-
ommendations with respect to any such labor organization
which in his judgment has failed to cooperate with the
Committee, agencies, contractors, subcontractors, or appli-
cants in carrying out the purposes of the Orders.

60-1.8 Use of compliance reports

The agency and the Committee shall use compliance
reports only in connection with the administration of the
Orders or the furtherance of their purposes.

SUBPART B—GENERAL ENFORCEMENT ; COMPLAINT PROCEDURE
60-1.20 Compliance review by the agency.

(a) General. The purpose of compliance reviews shall
be to ascertain the extent to which the Orders are being
implemented by the creation of equal employment oppor-
tunity for all qualified persons in accordance with the
national policy. They are not intended to interfere with
the responsibilities of employers to determine the compe-
tence and qualifications of employees and applicants for
employment. Both routine and special reviews shall be
conducted by agencies to ascertain the extent to which
contractors and subcontractors are complying with the
Orders, and to furnish information that may be useful to
agencies and the Committee in carrying out their functions
under the Orders.. If a contractor or subcontractor has
contracts or subcontracts involving more than one agency,
the agency having the predominant interest shall nor-
mally conduct compliance reviews. The agency under
which the contractor or subcontractor holds the largest
aggregate dollar value of contracts or subcontracts at the

time of filing of the most recent compliance report shall
be deemed to have the predominant interest in any pro-
ceeding under this part, unless otherwise provided by the
Executive Vice Chairman.

(b) Routine compliance review. A routine compliance
review consists of a general review of the practices of the
contractor or subcontractor to ascertain compliance with
the requirements of the Order. A routine compliance re-
view shall be considered a normal part of contract
administration.

(e) Special compliance review. A special compliance
review consists of a comprehensive review of the employ-
ment practices of the contractor or subcontractor with
respect to the requirements of the Order. Special com-
pliance reviews shall be conducted by the Executive Vice
Chairman; or the agency (1) from time to time, (2)
when special circumstances, including complaints which
are processed under § 60-1.24, warrant, or (3) when re-
quested by the Executive Vice Chairman. The agency
shall report the results of any special compliance review
conducted by it to the Executive Vice Chairman.

60-1.21 Who may file complaints.

Any employee of any contractor or subcontractor or
applicant for employment with such contractor or subcon-
tractor who believes himself to be aggrieved under the
equal opportunity clause may, by himself or by an au-
thorized representative, file in writing a complaint of
alleged discrimination. Such complaint must be filed not
later than 90 days from the date of the alleged discrimina-
tion, unless the time for filing is-extended by the agency
or the Executive Vice Chairman upon good cause shown.

60-1.22 Where to file.

Complaints may be filed with the agency or with the
Committee. Those filed with the Committee may be re-
ferred to the agency for processing, or they may be
processed in accordance with Section 60-1.26. Where
complaints are filed with the agency, the Contracts Com-
pliance Officer shall transmit a copy of the complaint to
the Executive Vice Chairman within ten days after the
receipt thereof and shall proceed with a prompt investiga-
tion of the complaint. When a complaint is filed against
a contractor or subcontractor who has contracts involving
more than one agency, the agency having the predominant
interest in such contracts shall normally conduct the in-
vestigation and make such findings and determinations as
shall be appropriate for the administration of the Orders.

60-1.23 Contents of complaint.

(a) The complaint should include the following infor-
mation: The name and address (including telephone num-
ber) of the complainant; the name and address of the
contractor or subcontractor committing the alleged dis-
crimination; a description of the acts considered to be
discriminatory; and any other pertinent information
which will assist in the investigation and resolution of
the complaint. The complaint shall be signed by the com-
plainant or his authorized representative.

(b) Where a complaint contains incomplete informa-
tion, the agency or the Executive Vice Chairman (when
acting pursuant to §60-1.26), shall seek promptly the
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needed information from the complainant. In the event
such information is not furnished to the agency or the
Executive Vice Chairman within 60 days of the date of
such request, the case may be closed.

60-1.24 Processing of matters by agencies.

(a) Investigations. (1) The agency shall institute a
prompt investigation if each complaint filed with it or
referred to it, and shall be responsible for developing a
complete case record. The investigation should include,
where appropriate, a review of the pertinent personnel
practices and policies of the contractor or subcontractor,
the circumstances under which the alleged discrimination
occurred, and other factors relevant to a determination as
to whether the contractor or subcontractor has complied
with the equal opportunity clause.

(2) Whenever a compliance review, report or other
procedure indicates the possible violation of the equal
opportunity clause, the agency shall institute such investi-
gation as shall be necessary and shall be responsible for
developing a complete case record.

(b) Resolution of matters. (1) If the investigation by
the agency pursuant to paragraph (a) of this section
shows no violation of the equal opportunity clause, the
agency shall so inform the Committee. The Executive
Vice Chairman shall review the findings and upon concur-
rence therewith he shall so advise the agency, which shall
in turn notify the applicant, if any, the appropriate con-
tractors and subcontractors, and the complainant, if any,
and the case shall be closed. If upon review, the Execu-
tive Vice Chairman does not concur with the findings of
the agency, he may request further investigation by the
agency or may undertake such investigation by the Com-
mittee as he may deem appropriate.

(2) If any investigation under paragraph (a) of this
section indicates the existence of an apparent violation of
the equal opportunity clause, the matter should be resolved
by informal means whenever possible.

(3) If a matter in which the investigation has shown
apparent discrimination is not resolved by informal
means, the agency may afford the contractor or subcon-
tractor an opportunity for a hearing before reporting its
findings and recommendations to the Executive Vice
Chairman, as provided in paragraph (c) of this section.
If the agency’s decision is that a violation of the equal
opportunity clause has taken place, the agency may make
recommendations to the Executive Vice Chairman, may
cause the cancellation, termination, or suspension of the
contract or subcontract pursuant to section 312 of the
Order, or may with the approval of the Executive Vice
Chairman impose such other sanctions as seem necessary
and appropriate to carry out the purposes of the Orders.
No case shall be referred to the Department of Justice
under section 312(b) of the Order and no contract or sub-
contract shall be cancelled or terminated in whole or
in part under section 312(d) of the Order without com-
pliance with section 60-1.28. Whenever debarment from
contracts under section 312(e) of the Order may be pro-
posed by the agency, it shall afford the contractor or sub-
contractor an opportunity for a hearing before the head of
the agency or his authorized representative in accordance
with section 60-1.27. When a contractor or subcontractor,
without a hearing, shall have complied with the recom-
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mendations or orders of an agency or the Executive Vice
Chairman and believes such recommendations or orders
to be erroneous, he shall upon filing a request therefor
within 10 days of such compliance be afforded an oppor-
tunity for a hearing and review of the alleged erroneous
action by the agency or the Executive Vice Chairman as
the case. may be.

(¢) Report to the BExecutive Vice Chairman. (1) With-
in 60 days from receipt of a complaint by the agency, or
within such additional time as may be allowed by the
Executive Vice Chairman for good cause shown, the
agency shall process the complaint and submit to the
Executive Vice Chairman the case record and a summary
report containing the following information :

(a) Name and address of the complainant ;

(b) Brief summary of findings, including a statement
as to the agency’s conclusions regarding the contractor’s
compliance or noncompliance with the requirements of
the Order;

(e¢) A statement of the disposition of the case, includ-
ing any corrective action taken and any sanctions or
penalties imposed or, whenever appropriate, the recom-
mended corrective action and sanctions or penalties.

(2) As to any other matter processed by the agency in-
volving an apparent violation of the Orders, the agency
shall submit to the Executive Vice Chairman a report
containing a brief summary of the findings, including a
statement as to the agency’s conclusions regarding the
contractor’s compliance or noncompliance with the re-
quirements of the Order, and a statement of the disposi-
tion of the case, including any corrective action taken
and any sanctions or penalties imposed or, whenever
appropriate, the recommended corrective action and sanc-
tions or penalties.

60-1.25 Assumption of jurisdiction by the Executive Vice Chair-
man over matters before an agency.

The Executive Vice Chairman may inquire into the
status of any matter pending before an agency, including
complaints and matters arising out of reports, reviews,
and other investigations, and where he considers it neces-
sary or appropriate to the achievement of the purposes
of the Orders he may assume jurisdiction over the matter
and proceed as provided in 60-1.26.

60-1.26 Processing of matters by the Executive Vice Chairman.

(a) The Executive Vice Chairman may process matters
over which he assumes jurisdiction under 60-1.25 or other
matters, including complaints and matters arising out of
special compliance reviews conducted or ordered by the
Executive Vice Chairman. Whenever the Executive Vice
Chairman processes any matter he may conduct, or have
conducted, such investigations, hold such hearings, make
such findings, issue such recommendations and directives
and order such sanctions and penalties as may be neces-
sary or appropriate to achieve the purposes of the Orders.

(b) No case shall be referred to the Department of
Justice under Section 312 of the Order and no contract
shall be cancelled or terminated in whole or in part under
Section 312(d) of the Order without compliance with
Section 60-1.28. Whenever debarment from contracts
under Section 312(e) of the Order may be proposed, the
Executive Vice Chairman shall afford the contractor an
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opportunity for a hearing in accordance with Section 60—
1.2%.

(c¢) The Executive Vice Chairman shall promptly notify
the agency of any corrective action to be taken or any
sanctions to be imposed by the agency. The agency
shall take such action, and report the results thereof to
the Executive Vice Chairman within the time specified
in individual cases.

60-1.27 Hearings.

(a) General hearing procedure— (1) Notice. When-
ever a hearing is to be held pursuant to Subpart B of this
Part reasonable notice of such hearing shall be given by
registered mail, return receipt requested, to the contractor
or subcontractor complained against. Such notice shall
include (1) a convenient time and place of hearing, (2)
a statement of the provisions of the Order and regulations
pursuant to which the hearing is to be held, and (3) a
concise statement of the matters pursuant to which the
action forming the basis of the hearing has been taken
or is proposed to be taken.

(2) Hearings. The Executive Vice Chairman, the head
of the agency, or such other official or officials designated
as hearing officers shall regulate the course of the hear-
ing. Hearings shall be informally conducted. Every
party shall have the right to counsel, and a fair oppor-
tunity to present his case or defense including such cross-
examination as may be appropriate in the circumstances.
Hearing officers shall make their proposed findings and
recommended conclusions upon the basis of the record
before them.

(b) Contract ineligibility cases. When hearings are
held pursuant to section 310(b) of the Order to declare a
contractor or subcontractor ineligible for further con-
tracts, the procedure provided in subparagraph (a) of
this paragraph shall be followed except as hereinafter
set forth.

(1) Notice of proposed ineligibility. Before any de-
termination is made to declare any contractor or subcon-
tractor ineligible for further contracts or subcontracts
under Sections 301 and 312 of the Order, a notice of pro-
posed determination in writing and signed by the Ex-
ecutive Vice Chairman or head of the agency, or his au-
thorized representative, as the case may be, shall be sent
to the last known address of the contractor or subcon-
tractor, return receipt requested.

(2) Hearing request. Whenever a contractor or sub-
contractor has been notified by an agency of a proposed
determination of contract ineligibility under the Orders,
such contractor or subcontractor shall be entitled to re-
quest an opportunity to be heard by the agency. When
such notice is received from the Executive Vice Chairman,
a request for an opportunity to be heard may be made to
the Committee. The letter to the Executive Vice Chair-
man or the head of the agency, or his authorized represent-
ative, as the case may be, may include a request for a
written statement specifying charges in reasonable detail.
The request for an opportunity to be heard shall be made
within ten days from the date of receipt of notice of the
proposed determination. If at the end of such ten day
period, no request has been received, the Executive Vice
Chairman or the head of the agency, or his authorized
representative, may assume that an opportunity to be

heard is not desired, and the Executive Vice Chairman
may enter an order declaring such contractor or subcon-
tractor ineligible for further contracts, or extensions or
other modifications of existing contracts, until such con-
tractor or subcontractor shall have satisfied the Commit-
tee that he has established and will carry out personnel
and employment policies in compliance with the provisions
of the Orders.

(3) Hearing, time, and place. Upon receipt of a request
for an opportunity to be heard, the Executive Vice Chair-
man or the head of the agency, or his authorized represent-
ative, shall arrange a timely hearing. The hearing shall
be conducted by the head of the agency or his authorized
representative or by a panel of the Committee consisting
of not less than three members thereof appointed by the
Chairman or Vice Chairman of the Committee. When the
hearing is conducted by an agency, no decision by the head
of the agency, or his authorized representative, shall
be final without the prior approval of a panel of the
Committee.

60-1.28 Opportunity to achieve compliance before referrals to
the Department of Justice or contract termination.

No case shall be referred to the Department of Justice
under Section 312(b) of the Order and no contract shall
be terminated in whole or in part under Section 312(d)
of the Order until the expiration of at least ten days
from the mailing of notice of such proposed referral or
contract termination to the contractor or subcontractor
involved, affording him an opportunity to comply with the
provisions of the Orders. Reasonable efforts to persuade
the contractor or subcontractor to comply with the pro-
visions of the Orders and to take such corrective action
as may be appropriate shall be made during this period.

60-1.29 Contract ineligibility list.

The Executive Vice Chairman shall distribute periodi-
cally a list to all executive departments and agencies
giving the names of contractors and subcontractors who
have been declared ineligible under these regulations and
the Orders. The Executive Vice Chairman may also pub-
lish such a list together with a list of those contractors
or subcontractors who may have re-established their
eligibility in such form and in such places as he may deem
appropriate.

60-1.30 Notification of Comptroller General in cases of contract
ineligibility or contract termination.

Whenever a contract or subcontract is terminated or
whenever a contractor or subcontractor is declared in-
eligible from receiving further contracts or subcontracts
because of noncompliance with the equal opportunity
clause, the Executive Vice Chairman shall notify the
Comptroller General of the United States.

60-1.31 Reinstatement of ineligible contractors and subcontrac-

tors.

Any contractor or subcontractor declared ineligible
for further contracts or subcontracts under the Orders
may request reinstatement in a letter directed to the
Executive Vice Chairman. In connection with the rein-
statement proceeding, the contractor or subcontractor
shall be required to show that it has now complied with
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the Orders or that it has a program of compliance ac-
ceptable to the Executive Vice Chairman.

SUBPART C—CERTIFICATES OF MERIT
60-1.40 By the Committee on its own initiative.

The Committee acting through the Chairman or Vice
Chairman may award United States Government Cer-
tificates of Merit to employers or employee organizations
which are or may hereafter be engaged in work under
contracts, if the Committee is satisfied that the personnel
and employment practices of the employer, or that the
personnel, training, apprenticeship, membership, grievance
and representation, upgrading, and other practices and
policies of the employee organization conform to the pur-
poses and provisions of the Order.

By the Executive Vice Chairman.upon agency recom-
mendation.

60-1.41

The Committee, acting through the Executive Vice
Chairman, may award a United States Government Cer-
tificate of Merit upon the recommendation of an agency.
The recommendation should include a statement in suf-
ficient detail to inform the Executive Vice Chairman of

the basis for the proposed award.

60-1.42 [Deleted]

60-1.43 Suspension or revocation.

The Committee acting through the Chairman or Vice
Chairman may at any time review the continued en-
titlement of any employer or employee organization to
a United States Government Certificate of Merit, and
may suspend or revoke in the public interest the Certificate
if the holder thereof, in the judgment of the Executive
Vice Chairman, is no longer in compliance with the pro-
visions of the regulations and those of the Order. The
Executive Vice Chairman shall notify all agencies of
such suspension or revocation of the Certificate of Merit.

SUBPART D—ANCILLARY MATTERS
60-1.60 Solicitations or advertisements for employees.

In solicitations or advertisements for employees placed
by or on behalf of a contractor or subcontractor, the
requirements of paragraph (2) of the equal opportunity
clause shall be satisfied whenever the contractor or sub-
contractor complies with any of the following :

(a) States expressly in the solicitations or advertising
that all qualified applicants will receive consideration
for employment without regard to race, creed, color, or
national origin;

(b) Uses display or other advertising, and the adver-
tising includes an appropriate insignia prescribed by the
Committee. The use of the insignia is considered subject
to the provisions of 18 U.S.C. 701 ;

(¢) Uses a single advertisement, and the advertisement
is grouped with other advertisements under a caption
which clearly states that all employers in the group as-
sure all qualified applicants equal consideration for em-
ployment without regard to race, creed, color, or national
origin;

(d) Uses single advertisement in which appears in
clearly distinguishable type the phrase “an equal oppor-
tunity employer.”
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60-1.61

Each contractor and subcontractor shall permit access
during normal business hours to his books, records, and
accounts pertinent to compliance with the Orders, and all
rules and regulations promulgated pursuant thereto, by
the agency, the Committee, the Executive Vice Chairman,
and the Secretary of Labor for purposes of investigation
to ascertain compliance with the Orders and the rules,
regulations, and relevant orders of the Committee. Infor-
mation obtained in this manner shall be used only in
connection with the administration of the Orders.

Access to records of employment.

60-1.62 Rulings and interpretations.

The Executive Vice Chairman shall have authority to
issue rulings and interpretations regarding the contracts
portion of the Orders and the regulations contained in
this Part. The rulings and interpretations of the Exec-
utive Vice Chairman, unless and until modified or revoked,
shall be authoritative.

60—1.63 Reports to the Committee.

The Executive Vice Chairman shall make periodic re-
ports to the Committee and such other reports as may
be requested by the Chairman or Vice Chairman of the
Committee.

60-1.64 Existing contracts and subcontracts.

All government contracts and subcontracts in effect
prior to April 5, 1961, which are not subsequently modified
shall be administered in accordance with the nondiscrimi-
nation provisions of any prior applicable Executive Or-
ders. Any government contract or subcontract modified
on or after April 5, 1961, but before June 22, 1963, shall
be subject to Executive Order 10925. Any government
contract or subcontract modified on or after June 22, 1963,
shall be subject to the Order, and shall include as part
of such modification the equal opportunity clause con-
tained in Part IT of Executive Order 11114. All federally
assisted construction contracts in effect prior to July 22,
1963, which are not subsequently modified shall be ad-
ministered in accordance with the provisions of any prior
applicable agency regulations or instructions. Any fed-
erally assisted construction contract or subcontract modi-
fied on or after July 22, 1963, shall be subject to Executive
Order 11114. Complaints received by, and violations
coming to the attention of agencies regarding contracts
and subcontracts not subject to either Executive Order
10925 or 11114 shall be reported to the Executive Vice
Chairman. The agency shall, upon its own initiative
or upon the request of the Executive Vice Chairman, in-
vestigate such complaints or alleged violations and take
such other action as may be appropriate.

Effective date. Because the requirements of this chap-
ter concern matters excepted from the provisions of sec-
tion 4 of the Administrative Procedure Act and because
of the desirability of prompt implementation of the
provisions of Executive Orders 10925 and 11114, this
revision of Part 60-1 shall become effective upon publica-
tion in the Federal Register.

Signed at Washington, D.C., this 30th day of August
1963.

HOBART TAYLOR, Jr.,
Exzecutive Vice Chairman.

[F.R. Doc. 63-9598 ; Filed Sept. 6, 1963 ; 8:47 a.m.]
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