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ABSTRACT


Recent research has suggested that demand side influences may be important in causing the worsening labor market position of black men.[1] We investigate four possible sources of declining demand for black men's labor: locational shifts of employers away from concentrated areas of black population, increased skill needs by businesses that may specifically disadvantage black men, growing adoption of recruiting and screening procedures that disproportionately exclude black men, and more negative employer perceptions of potential black male employees. Our data are a set of openended interviews with 56 employers from four industries in Detroit and Los Angeles. We found some confirmation for each of our four hypotheses. 
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I. INTRODUCTION


Recent evidence indicates that both earnings and employment of young black men are falling further behind those of their white counterparts (Bound and Freeman 1992). While growth in the employment gap is longstanding, widening of the wage differential is relatively new. The simultaneous decrease in the relative price and quantity of black men's labor suggests that decreases in demand must be part of the explanation for black men's worsening labor market fortunes. Most research on the demand side of the labor market has used microdata and employed variables such as aggregate demand, industry mix and location, and education levels. These analyses have been able to explain only part of the widening gaps between black and white men (Bound and Freeman 1992, Moss and Tilly 1991). 





In this paper, we take a detailed look at labor demand where it occurs, at the level of individual firms. Further, we break employers demand into four separate pieces to examine four possible sources of the apparent overall declining demand for black men's labor: locational shifts of employers away from concentrated areas of black population, increased skill needs by businesses that may specifically disadvantage black men, growing adoption of recruiting and screening procedures that disproportionately exclude black men, and more negative employer perceptions of potential black male employees. We focus on entrylevel jobs employing people with no more than a high school education, since this group of black men suffers the most acute disadvantage in the labor force.[2] 





Rather than using microdata to explore these questions, we have conducted a set of openended interviews of employers themselves. The standard microdata have been fairly thoroughly exploited, and in any case offer no purchase on the details of employer skill needs, their attitudes or their hiring procedures. On the other hand, recent research has demonstrated that openended interviews of employers can offer important new insights on race in employment.[3] 





Openended interviews generate rich, detailed data, and have the flexibility to accommodate and follow up on responses that are unexpected or do not fit predetermined categories. The informal, conversational tone of the interview helps to get respondents involved and interested, and creates a situation in which employers are more likely to speak freely about sensitive subjects such as race.[4] 





Our sample consists of 56 employers, 29 in Los Angeles and 27 in Detroit.[5] We conducted 66 interviews with a total of 75 employer representatives at 56 organizations, in 1991 and 1992. The 66 interviews included six revisits to organizations, and four separate interviews of a second person during visits to organizations. We spoke to multiple respondents, either together or separately, in approximately onethird of the organizations. The first of two waves of interviews conducted in each city was done during June and July of 1991. The second wave of interviews was conducted in January of 1992. 





We chose four representative industries: auto parts manufacturing, retail clothing stores, insurance companies, and the public sector (somewhat expansively defined to include some public utilities and private hospitals as well as local government agencies).[6] Appendix Table 1 shows the summary characteristics of the firms we interviewed. 





Interviews were typically conducted with the highestranking personnel official who had detailed knowledge of the hiring process or a deputy. Information was gathered on the most numerous entry level job requiring no more than a high school degree at each organization. Interviews generally lasted about 1.25 hours, and were taped and transcribed for analysis.[7] 


The remainder of the paper consists of a section apiece on location, skills, hiring practices, and employer attitudes followed by a brief conclusion. Several caveats should be offered before proceeding to the findings. The quality of responses from personnel managers was variable. In particular, though some informants spoke openly about race, a substantial minority were cautious. In addition, personnel managers had only a limited ability to discuss companies' location decisions. Many of our findings are based on informants' retrospective evaluation of change over time; such evaluations must be interpreted with some caution. Finally, all interviews were conducted during a nationwide recession. This cyclical fact surely affected employer responses, such as their assessment of the availability of an adequate number of job candidates possessing requisite skills. 
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II. FINDINGS


A) Location


1) Hypothesis and literature


The spatial mismatch hypothesis holds that while blacks have remained concentrated in central cities, jobsespecially manufacturing and retail/wholesale jobs that best match the skill levels of black inner city residentshave shifted to the suburbs. The hypothesis asserts that exogenous forces induce businesses to relocate to the suburbs, and that spacenot racebars black city residents from these jobs. Kasarda (1990) has most forcefully advanced this hypothesis, using census data to document the flight of industries with low skill requirements to the suburbs of major cities. He argues that the move was largely propelled by the cost and availability of land. 





Other researchers, notably Ellwood (1986), have challenged Kasarda's inference that location is the key factor impeding black employment, and the evidence remains mixed. There is general agreement (including by Ellwood) that residential location relative to jobs has a major impact on the employment of young black men (Holzer 1991, and Holzer, Ihlanfeldt and Sjoquist 1994).[8] 


Existing studies based on data from individuals and their job locations can't untangle employer location decisions made exogenously with respect to race (on grounds of land or tax costs, for example), from location decisions made to seek other than inner city black employees. Our data allow us to address just this issue and our findings indicate that the spatial mismatch hypothesis is too simplea variety of factors, race as well as space, come into play. 


2) Evidence from the interviews


We pursued two lines of questioning about location. First, we asked about the locational history of the firm, and the reasons for any past moves or any contemplated future moves. Second, we asked for opinions on why businesses have left the central city, and the difficulties that companies encounter in doing business within the inner city. 


Our data shows traces of three fairly wellknown locational shifts to the suburbs: insurance, manufacturing, and retail. 





a) Insurance. Many of the insurance companies we spoke to indicate that they target a clerical workforce of white, Englishspeaking womenincluding both younger women and married womenwhose education includes high school but little more. The employers express a desire for employees who, in their minds, will be good with customers, flexible with regard to parttime work, and available at relatively modest wages. They associate these attributes with the nonminority, noninner city females just described. As this target workforce has gravitated to the suburbs, the insurance companies have followed. The human resource director of one such company told a representative tale:[9] 


We moved down here 20 years ago. For recruiting reasons. We couldn't get people to come into downtown LA....The turnover was very high in downtown LA....There were a lot more insurance companies up there. They'd say hey, if I didn't get this kind of increase I am going to work for _____ [another insurer] down the street. (24) [We use reference numbers to identify the sample firms.]


She added that the large demographic changes in the Los Angeles populationthe growth of minority, nonEnglishspeaking, and poor groupshad not begun yet at the time the company moved. In fact, the other insurance companies that once competed for workers with her company on Los Angeles' "Insurance Mile" have now moved to the suburbs"all of them, I don't think any of them are left." 


Even companies that remain planted in the central cities tended to experience the same pressures. One employment manager pronounced, "We've always been committed to the city. We're a major Detroit employer and we really think that we can't bail out on the city. (27)" But in fact, this company relocated about half its downtown workforce to a suburban site in 1984 "because of recruitment and to attract more people." Even in the downtown office, the workforce remains 50% white (compared to 25% in Detroit's population) and the typical employee travels 10 miles to work. Similarly, the human resource manager at a central city Los Angeles insurance company made it clear that her workforce commuted from further out: 


We have a heck of a time [filling secretarial jobs] here at headquarters in the downtown area because the [workers] are in demand. If you're highly skilled in those fields you usually find a job pretty close to home and people are somewhat unwilling to commute into downtown when they can make the same money closer to home. (20)


She estimated the typical travel distance for employees at 15 to 20 miles. 


But two other insurance companies, both based in Los Angeles, offered striking proof that it is quite possible to field a satisfactory minority workforce within the central city, even in poor areas. One is a blackowned business that makes an explicit commitment to hiring AfricanAmericans and remaining located within the community, resulting in a workforce that is 95% black. The other is a large, publicly held corporation that employs 88% minorities. 


The vice president for human resources of the latter company reported that "the company is not experiencing trouble finding qualified people now," although they are concerned about the Workforce 2000 projections (Johnston and Packer 1987). She attributes the company's success in recruiting a diverse workforce in part to the downtown location, in part to an employeecentered philosophy that makes it "a very comfortable place for nonCaucasians to work (23)." Wage levels seem to assist these companies in attracting an adequate workforce: entry level clerical pay is $13,400 (with a possibility of starting as high as $15,600) and $15,000 respectively, compared to the $12,400 offered at the central city Los Angeles company mentioned two paragraphs above. 


b) Manufacturing. Manufacturing location choices present a more varied picture. Manufacturers were more likely to cite nonlaborrelated reasons for relocation, particularly land costs and availability. In turn, they acknowledged that locations distant from the central city are inaccessible to most blacks. When asked why businesses in general are leaving the central city or in some cases even the metropolitan area, manufacturing informants offered a fairly long list of issues, including taxes (California worker's compensation system is a particular sore point), congestion, crime and related "image" issues, and strict regulations (particularly Los Angeles environmental restrictions). But in the midst of this welter of locational influences, some auto parts manufacturers are clearly responding to the same kind of target workforce signals as insurers. The employers indicate that they are recruiting from, or employ workers from outside the city because workers in the central city are less desirable workers. 


In Detroit, many small manufacturing establishments joined the white flight to the suburbs following the 1967 riot. The human resource manager at a small machine shop in a western suburb, asked why businesses have left Detroit, responded: 


[B]ad image. And the quality of the workforce in the downtown area....[A]nybody that I've known that has been down there, it's hard to get people to come there....Plus with everybody expanding and moving out here, it makes sense to move your business 'cause the population is growing. (9)


When asked what problems her company would face if it was located in Detroit, she amplified: 


I wouldn't work there....I think you'd get a problem with the guys that live in the suburbs, going down.... (Interviewer: You think you would have more trouble finding people?) Mm hmm, mm hmm.


This stems from the fact that the shop's target workforce is primarily white: 


[Until recently,] I wasn't getting black applicants. I don't know if it's just the fact I don't know of anybody [black] who has ever worked in a machine shop, that's done the work. Within the last year, it's picked up quite a bit. (Interviewer: So it's just a question of the industry as a whole, blacks have just started getting into and moving through the industry.) I really think so because from what I used to see, it was primarily a white industry.


Similarly, a Los Angeles area parts producer relocated from downtown to a distant suburb in 1979 in part because 


[T]he area was not good and we had trouble attracting people down there, it was getting difficult for technical people to come to work. The area itself changed, it wasn't bad in the beginning....[When the company moved] they brought virtually the whole work force with them, they lost very few people. The people were glad to come out here to work and get out of there. (3)


One result of the move is that 


From the EEO standpoint we are not in compliance [on percentage black], part of the reason is that we are...way out on the periphery and we can't attract them up here.


Other manufacturers noted that a location's image is important to customers as well as workers. A producer of burners who has remained within the city of Detroit acknowledged that for both customers and potential employees 


[The location] does scare them off. I have had people tell me that because of our street name they won't come down here....Some people won't come to buy product or won't come for employment. (5)


Despite its city location, this company employs an allwhite workforce living five to thirteen miles from the plant. 


On the other hand, the human resource director of a blackowned auto parts producerwith a relatively high percentage black employeesclaimed to see no obstacles to operating in the inner city (7). Indeed, the availability of a lowwage workforce exerts its own gravitational pull. At a Los Angeles warehouse, discussed further below, two human resource managers mused, 


(Manager 1:) I have heard of distribution centers moving into the [outlying] Ontario area. They're having a very difficult time recruiting.


(Manager 2:) The labor force isn't there....If we were to move to an outlying area, we find the candidate that comes in for this type of job is primarily black or Hispanic, less education. It would be very difficult for them to get to an outlying distribution center. Here we have a steady stream of people who are available by bus or by walking in the neighborhood. (58)


While proximity may be a necessary condition for black employment in lowpaid entry level jobs, evidence from manufacturing location reminds us location alone is not sufficient to assure access. Race still appears to matter. A large auto parts manufacturer located in one of Los Angeles' most concentrated black areas, and employing predominantly unskilled labor, employs a workforce that is 85% Latino, and less than 1% black (4) . 


c) Retail. In retailing, the shift of clothing stores from downtown locations to suburban malls is longstanding. In the last 15 years, there has been a countermove to establish downtown galerias and marketplaces in some cities. In Detroit, the outward shift is very pronounced and the countershift quite limited, the Renaissance Center notwithstanding. The district personnel manager of a department store chain that no longer has a single store in Detroit proper was blunt: 


We would like to have a unit within the city limits, but the population base isn't there to support our kind of operation. We wouldn't be able to generate profit margins we need to survive or maintain a store downtown. (38)


Another discount clothing chain has only one store in the city of Detroit, operating literally on the northern boundary of the city. The personnel manager in that store said, 


From what I've seen they [the chain] never go inner city....Where we're on the borderline of Detroit, [that] was the best way to say they had a Detroit store, without actually being near the inner city. (34)


The chain's decision to avoid the city, in her view, followed from "basically how much the customers are gonna spend." The personnel manager of a suburban store in the same chain added, "[W]hen you're in inner city and the crime rate is so high, customers stop coming." (40) 


Of course, other retailers choose to occupy the abandoned central city niches. For example, the store manager at a Los Angeles clothing discounter reported, 


[W]hen we have a new store open, we usually try and open up a store where there's a big concentration of Hispanics, or blacks or Orientals. (30)


However, such stores are typically small, lowpaying, and less stable than the larger department stores. 


d) Summary of evidence on location. In summary, our interview evidence supports some elements of the spatial mismatch hypothesis, but paints a much more complex picture. The manufacturers who chose suburban locations to obtain cheap land fit the simple model of spatial mismatch. 


But several other patterns appear. Insurance companies and some manufacturers have identified a target workforce that is noninner city and primarily white (or in at least one case, Latino). Some such employers have left the central city to locate closer to the target workforce, and even the companies that remain downtown underrepresent blacks, often drawing instead on relatively longdistance white commuters. In these cases the barriers to black employment do not originate from location. The perception of the target workforcewhat group is the desirable group of workersappears to be based upon perceptions of who posesses the right behavorial traits, and in most cases, these are not inner city minority male workers. While it is not possible to fully disentangle these perceptions, they seem to be based upon a mixture of views about race, class, and space. Finally, retailers have left the city to follow their customer base, and customer locational preferences are an issue even for some manufacturers. 


However, counterexamples to these trends inject a note of optimism into the evidence. Some companies claim success in attracting and retaining a high quality, largely minority workforce in central city areas. To the extent that these companies have a "secret," it appears to be a combination of abovecompetitive wages and a strong commitment to equal employment opportunity. 


B) Skill


1) Hypothesis and literature


The skill mismatch hypothesis posits that the relative demand for lessskilled labor has declined, and that this decrease has disproportionately hurt black men, whose skill is below average. 


Existing literature confirms a shift in demand away from lowskill labor. In most recent research, education level has been used as an imperfect proxy for skill. On the price side, wage differentials between college graduates and high school graduates widened during the late 1970s and 1980s, as did wage differentials based on experience (Blackburn, Bloom, and Freeman 1990 [henceforth BBF]; Bound and Johnson 1992 [henceforth BJ]; Katz and Murphy 1992 [henceforth KM]). Meanwhile, the relative quantities supplied of lesseducated and lessexperienced men decreased (BJ), even as the gap in unemployment rates between more and lesseducated white men grew (BBF). This combined drop in both relative price and relative quantitylike that observed for the labor of lessskilled black men in generalsuggests that falling demand must play a part. 


Decreasing demand for lowskilled labor, in turn, appears to result both from shifts in industry and occupation composition and from limited skill upgrading within particular jobs (BBF, BJ, KM, Howell and Wolff, 1991). As for upskilling of particular jobs, Mishel and Teixeira (1990) review a broad literature and report that while jobs appear increasingly likely to require basic literacy and numeracy, evidence for skill upgrading beyond this level is so far limited to "best practice" companies. Osterman (1995), based on an a representative national survey, estimates skill demands are rising in about 40% of employers of blue collar employees, but significantly more of the employers who employ high skilled blue collar workers report increased skill needs (56%) than do employers who employ moderate to unskilled blue collar workers (33%). 


Evidence linking these skill shifts to the fate of black men in the labor market is far more equivocal. Bound and Freeman (1992) find that deterioration in the black/white wage ratio (for men with less than ten years of experience) during 197389 is not explained by an increasing payoff to education. In fact, the largest deterioration in black men's relative wages is among college graduates. Black men still lag behind whites in educational attainment, but they narrowed the gap over this period, more than offsetting the effect of increasing returns to education. However, O'Neill (1990) and Ferguson (1993) argue that the demand for skill or ability other than that measured by education (for example as measured by the Armed Forces Qualifying Test) shifted in parallel with the demand for educated labor, and that this second shift has set black men back in the labor market. 





The existing studies, relying on standard microdata sets, have left two important gaps. First, these studies cannot anlayze changes in different kinds of skills. In particular, they cannot explore the importance of social or "soft" skillswhich employers generally stress more than technical skills (National Center on Education and the Economy 1990)since standard datasets fail to measure these skills.[10] Second, they cannot examine the relationship between skills and race within the context of hiring in particular workplaces, since the datasets provide data on individuals rather than workplaces. We attempt to start filling these gaps with our data. 


2) Evidence from the employer interviews


To get at current skill needs as well as changes in these needs over time, we asked a relatively large number of questions, focusing on the largest group or groups of entrylevel jobs in the company workforce requiring no more than a high school education. We asked about educational and skill requirements, training times, and whether these had changed over time. We also inquired about the effect of changes in equipment, procedures, or management operations on hiring qualifications and training times. We asked employers to identify the most important qualities sought in a new hire (and whether company priorities have changed in this regard), and also asked specifically whether they were concerned about new hires' ability to interact successfully with customers or coworkers. Finally, we asked the informant to assess whether the company has more trouble than they used to finding employees who can perform satisfactorily, and whether there has been a general decline in the area's lessskilled labor force. 





a) Trends within firms. The employer interviews are particularly useful in gauging changing skill requirements within firms. We found two widespread withinfirm trends: growing need for "hard" skills, such as literacy and numeracy, and increasing pursuit of quality and customer service that expresses itself through a heightened demand for "soft" skills. Soft skills, as our employers describe them, include such things as communication and people skills, teamwork skills, demeanor, motivation, flexibility, initiative, and general aspects of work attitudes and effort. (Moss and Tilly 1995a). Half of our 58 repondents reported an increasing need for hard skills, and 25 of 58 (43%) indicated an increasing need for soft skills.[11] 





Employers' increased stress on literacy and numeracy is consistent with other recent studies.[12] In some cases the new requirements are dictated by technological changes. For instance, a Los Angeles area auto parts manufacturer recently introduced computerized numerical control (CNC) machines, as well as new foundry machinery. This manufacturer now requires machinists to have basic math to program CNC machines, and both machinists and foundry workers need reading skills to consult operating manuals (4). In other cases, changing technology interacts with changing regulation: for example, two hospitals recently added reading requirements to housekeeper jobs in order to comply with righttoknow laws regulating workers' use of hazardous chemicals (45, 51). Interestingly, the new literacy requirements do not necessarily demand English. The manufacturer and one of the two hospitals mentioned provide written materials in Spanish as well. 


But most commonly, new reading and math standardsalong with a variety of other increased hiring standardsstem from organizational changes designed to boost quality or customer service. Skill changes associated with such organizational shifts take three forms. In one set of cases, businesses now select for the basic skills employees need to monitor, record, analyze, and report their own output. This new requirement is most typically imposed in manufacturing settings, such as a Detroit area precision machining shop that earned the Q1 ("Quality is Job One") flag from Ford by instituting statistical process control (SPC), requiring added math skills of workers (9). But some service sector employees have made analogous adjustments. A department store now looks for highschool level reading and math because their employee incentive pay program requires timing and counting operations, and filling out report sheets (58). 


In other cases, companies have raised their expectations for employees' soft skills, particularly as they affect the quality of interaction with customers and with people in other parts of the organization. The majority of clerical and service employers we spoke to identified this change, usually under the rubric of customer service, total quality management, or even the "Nordstrom effect," referring to the highservice retailer that serves as a model for many businesses. An insurance company informant, describing the changes introduced by a new team of top level executives in his company, told us that on a one to ten scale of importance, customer relations now "is a 9.999," and added that even when hiring for noncustomercontact jobs such as the mail room, 


I am looking at that person being able to fill a more advanced situation in a few years. Yeah, I want them to be articulate and motivated and have those qualities because it could be same person who will be with my client every day. (25) 


Similar reports occur in the public sector, as the personnel chief for a local government agency explains, 


[W]e don't see a word processing pool in very many places any more like you used to. You'd have group of people sitting in the section typing all day....[Now managers] want interpersonal skills because these people are now in there, one or two people in a section doing PC work, telephones and stuff so, more independence. Clerical people are needing to do more....They don't have a supervisor watching everything they do. A lot of them [are] working now with the public one on one. And so they got to make some judgements that they might not have to make in the past when they were all holed up in a room doing clerical work. Now our clerical people are all interfacing with people all around the department. (44)


In manufacturing, a related change in focus involves searching for "more positive teamwork oriented people," in the words of an alloy manufacturing company informant (6). 


The third and final element of the quality/customer service nexus is jobs that are increasingly broad, complex, and variable. The quotation from the local government agency above conveys some of this sense, as does this statement from an insurance company's human resource head: 


[N]ow every policy has 20 different pieces inside it. So for a clerical entry level employee, it's not like it was twenty years ago. They have to be able to do maybe more things in their head at one time. And to remember more pieces of the puzzle and understand the total product vs., you know, just processing this piece of paper. (24)


Similarly, manufacturers adopting Japanesestyle management systems have built increased crosstraining and flexibility into jobs. The human resource manager at a large engine remanufacturer predicted that such changes would compel his company to raise the entry skills requirement, possibly making high school required for the first time (3). 


Not all respondents reported rising skill requirements. A small number of firms (six) identified deskillingfor example, several retailers noted that new computerized cash registers prompt the cashiers, decreasing the skill involved in sales jobs. One added that even certain customer relations skills are being automated, thanks to innovations such as a machine "that can call the customer and tell them their order is in (38)." A somewhat larger number of employers saw little or no change in skill levels. 





b) Compositional shifts. Our data also provide some support for the notion that the employment shift from manufacturing to services entails a shift to jobs requiring greater amounts of education and other skills, particularly soft skills, even at the entry level. Among the 19 manufacturing companies we surveyed, 4 reported a high school requirement for the main entry level job; in insurance, 4 out of 8 firms surveyed had such a requirement. No retailer we spoke to requires high school at the entry level, but about a third of the 17 firms rate it as desirable.[13] 


And of course, service employers virtually by definition place greater emphasis on employee relations with customers than do manufacturing businessesalthough manufacturing is catching up. When asked to name the most important qualities they look for in a new hire at the entry level, 14 of 16 retail informants included interpersonal skills, compared to 4 of 8 insurance informants and a surprisingly high 4 of 19 manufacturing interviewees. A typical retail response highlighted "being able to communicate with strangers, (38)" whereas the most manufacturers were most likely to stress dependability and willingness to work. Five of fourteen public sector informants mentioned interpersonal skills as most important; by far their most commonly cited criteria were basic skills (such as reading, writing, and trainability) and relevant past work experience. 


c) Effects on black men. How does all this affect black men's prospects for employment? First of all, as noted above, black men lag behind their white counterparts both in high school completion and in more standardized measures of basic skills such as the Air Force Qualifying Test (O'Neill 1990). Employers are acutely aware of this problem: when asked to explain why black men have an especially hard time finding and keeping jobs, 45% of those who volunteered an answer cited deficits in education and related basic skills. Rising educational requirements would be expected to disadvantage black men as a group. 





But more subtly, employers' increased demands for soft skills coupled with, in many cases, the perception that black men are less equiped with theses skills is also likely to generate increased disadvantage. A number of personnel officials, described lesseducated black men as "really scary (30),", "intimidat[ing] (34)," "hostile (22)," and "defensive (58)." These evaluations were frequently linked to negative assessments of black men's soft skills19 of 57 respondents expressed a negative view of black men's interactions skills and 23 expressed a negative judgment of black men's motivation.[14] 





Soft skills are, in part, culturally defined, and therefore employers' assessment of soft skills may be confounded by differences in culture, language, appearance and by racial stereotyping.[15] A human resource manager at an insurance company attributed some of the difficulties faced by black men to problems of cultural translation: 


I think that, as I attend executive meetings, and in many cases, I'm the only black man there, the cultural diversity and the strangeness that different people bring to one anotheroftentimes people aren't prepared to receive what another person may be prepared to offer. And I think that through that lack of communication, a lot of times things are misunderstood. When problems occur, if I work for you and you had a problem with me, you may not know how to approach me and vice versa, I may not know how to approach you. (21)





White respondents also referred to "a difference in understanding" (43.3), but were more likely to pose the gap as a failure of the black men themselves: 


[Young black men] don't present themselves well to the employer, just because they don't know, they don't realize how they're communicating, or not communicating. (52)[16]


Furthermore, the interviews yield some evidence that some soft skills, such as worker attitude, are endogenous to the employment relationship. As a black human resource official working for a different insurer expressed it, 


I think business drives the work ethic....If business is lax...then people have casual attitudes about their jobs....You are one thing up to the point of entering the business world but then you are something else. I'm not the same person I was 15 years ago. I had to take on certain thoughts and attitudes whether I liked it or not. (25)


Employers' ability to shape soft skills is strikingly evident in the contrast between two department store distribution warehouses located in the same Latino neighborhood in the Los Angeles area. In one case, personnel officials complained sarcastically about employees' laziness, their propensity for theft, the presence of "gang bangers" wearing their gang colors, and even the poor personal hygiene of the workforce. Turnover in this warehouse stands at 25%, even after Personnel beefed up screening to select for more stable employees (29). In the second warehouse, however, turnover is 2%. Although this warehouse also employs large numbers of present and past gang members, managers have successfully imposed a dress code that bans the wearing of colors. The key to the remarkably low turnover, according to the company's Vice President for Human Resources, 


...is simply locating your operation in an area where you don't have an awful lot of competition, and what competition you do have, you meet or exceed all pay and benefits they offer....(58)


And indeed, this warehouse pays its entry level workers from 50 cents to $2.50 more per hour than its competitor. The contrast suggests the relevance of efficiency wage models (Akerlof and Yellen, 1986) in explaining worker attitude and effort. 


C) Employer hiring practices


1) Hypothesis and literature


Employers' recruiting and screening methods can affect the chances that inner city black men will be hiredeither by design, or as an unintended consequence. In particular, the degree to which employers rely on word of mouth and employee referrals to generate applicants as opposed to formal recruitment in newspapers, through schools, community agencies, or government agencies, and the relative importance placed on preemployment interviews, in comparison to formal testing, can affect the likelihood that black men will be hired. 


Word of mouth recruiting will tend to reproduce the workforce that exists, as has been noted in the literature many times. An important piece of Wilson's (1987) explanation for the joblessness among young blacks is their isolation from the kinds of social and informal referral networks that link other groups (and, one would presume from his argument, used to better link young blacks) to jobs, particularly those jobs where employers rely on informal channels to find workers. 





Braddock and McPartland's (1987) research confirms this pattern.[17] They find that to the extent that black high school graduates have segregated networks (as proxied by the level of segregation in their high school), they end up with lowerpaying jobs. In addition, employers who use community agencies for referral of applicants employ higher proportions of blacks. They also find that jobs filled by promotion from within are more likely to have white employees if the employer approaches employees directly to offer the job or to solicit applications for the job; they are less likely to have white employees if a written job description is posted or circulated. 


Neckerman and Kirschenman (1991) argue that blacks may be less successful, or more ill at ease in interview situations than nonblack job applicants. Speech patterns, appearance, and past experiences may be sources of tension in interview situations for blacks to a greater degree than for nonblacks. The authors hypothesize that because inner city blacks have a more difficult time in job interviews (as other research they review has shown) they should have greater representation in firms that use tests. This hypothesis is consistent with regression results using their employer survey. 


For employer hiring practices to be part of the explanation for the deterioration in employment of young blacks, something must have changed about employer practices in existing firms, or some compositional shift must have occurred among firms to increase the relative importance of firms using practices which put black men at a relative disadvantage. Employers' increased demand for soft skills, whether from compositional shifts or competitive pressures, suggests that employers would rely more heavily on methods more suited to discovering those skills, such as personnel interviews. Our data allow us to analyze not only the incidence of different recruiting practices but, more importantly, changes in the relative importance that employers place on different practices. 


2) Evidence from the employer interviews


In our survey, we asked employers the methods by which they recruit and screen applicants. We asked what source of information about the applicant was most important and what qualities in the applicant were most important, and also asked about any recent changes in procedures. 





We did not find evidence that employers choose methods explicitly to avoid black male employees as did Kirschenman and Neckerman.[18] However, we did find a widespread use of informal word of mouth and employee referral networks to generate applicants, and an increasing reliance on face to face interviews to judge candidates among our respondents. Both appear to influence the number of blacks hired. 


a) Recruiting by word of mouth and referral. Close to twothirds of firms with whom we spoke use word of mouth and employee referrals to find job applicants. A substantial portion of those firms indicate that this method is the primary source of candidates. 


Employers who rely heavily on word of mouth recruiting differ on how satisfied they are with the results. Several such Los Angeles manufacturers indicated their relative preference for Latinos over blacks, had predominantly Latino workforces, and three manufacturers we spoke with referred to their workforce monolithically as "our Hispanic workforce (1) (2) (4)." 


The personnel officers in a distribution warehouse in Los Angeles, on the other hand, were trying to improve the quality of their applicants by recruiting through local schools and organizations such as the Catholic Charities to get a pool other than the local walkins and employee referrals. The manager of a contracted maintenance team, has used employee referrals among the existing black employees to shift his workforce more towards blacks because he feels less contented with the female Hispanic workforce he currently employs (45). The personnel officer of a retail store in Detroit has become concerned that his workforce has become too black (for their desired customer marketing strategies) because of their reliance on walkins and employee referrals, and is trying other recruiting methods to attract white employees (38). 





Although a majority of firms use informal recruitment networks, a number of firms indicate that they have active recruitment networks with community organizations, schools, or other agencies. These firms also tended to be the ones that indicated that they had a strong commitment to affirmative action. The Vice President for Human Resources at an insurance firm in Los Angeles spoke of the commitment to Affirmative Action throughout the company, starting at the level of the CEO, and noted, further, that the company avoids employee referrals, and employs a nonexempt workforce at the downtown office that is only 12% white (23).[19] 


b) Reliance on interviews. Eightytwo percent of employers with whom we spoke indicated that the personal interview with applicants was the most important source of information for judging them as future employees. The interview seems to be growing in importance, given the indication by our respondents of the growing importance placed in the organizations on customer relations skills, and related teamwork or personality attributes of employees. The interview was cited as particularly important for judging such qualities as work attitude, ability to communicate and relate to customers, and general enthusiasm for work. A retail personnel official commented that in hiring sales staff, 


[T]he individual presentation is probably the most important source of information and the most important qualities are their apparent ability to relate to the interviewer and have that extend to relating to customers...I think that some of the characteristics of sales associate, in my opinion, from when I was first personnel manager to what I'm hearing now from personnel managers has really changed, where, we used to focus on people who failed to perform operational tasks, [now we are] looking for people with good communication skills, enthusiasm, high energy levels, someone very interested in retail, someone who likes the product that they're going to be selling. All of those kinds of issues really come up more often in an interview than they would have five or six years ago. (58) 


In some cases respondents indicated that they are looking for employees who would be promotable in the future, and that the interview is used to assess promotability. At the lower level retail stores, the interview was cited as particularly key in judging language skills. 


Respondents also indicated that these judgments often are very subjective, and most respondents indicated that they could get a "feel" for the applicant during the interview. "I hate say this, but a lot of it is gut feeling" was the response of the personnel director in an auto parts manufacturer in Detroit (7). 





How does the increased reliance on interviewing affect blacks? Several respondents noted that many inner city residents they deal with have poor interview skills. Interviewees suggested that the schools might prepare students better for job interviews (29) (39). It is interesting that the statements made were not about job skills, but interview skills, suggesting the perception of job and interview skills were part of the same thinga mixture of attitude, appearance, and personal relations. Across the firms in our sample, those that rely most heavily on interviewing hire fewer blacks.[ 20] 


c) The public sector difference. Public sector agencies, and quasi public agencies such as utilities place much less emphasis on informal recruiting methods and personal interviews to screen candidates. The respondents from public agencies in both Los Angeles and Detroit detailed the wide formal channels through which jobs are advertisedschools, agencies, churches, newspapers, and other means of publicity. 


Agencies governed by civil service procedures, of course, use tests extensively. The civil service of a major Detroit area local government no longer conducts preemployment interviews, according to one official, because interviews were not really used for decision making and could have been interpreted as leading to discrimination. The official stated that in the hiring process in this public sector setting, a person's "fit" is not an issue: if a person can show that he or she could satisfactorily do the job, an agency can make them fit. He argued that private sector reliance on the interview is discriminatory: 


[T]he phenomenon [of discrimination] is very much linked up with that compunction of the private sector with wanting to press the meat before they hire you. There is all kinds of ways that discrimination happens. A lot of it is unconscious. We are past the point where on a mass basis people are doing overt discrimination intentionally, but we still have it out there....[People] don't examine their practices and question whether the impact of what they do is in fact racist. (55) 


D) Employer attitudes


1) Hypothesis and literature


We have argued above that increased demands by employers for soft as well as hard skills have disadvantaged black men. The possibility of continued or increased racial discrimination against black men also needs to be considered. Employment discrimination results, in part, from negative attitudes, prejudices, and stereotypes held by employers, customers, and coworkers. 


It is hard to separate employer attitudes, prejudices, and stereotypes from employers' inevitably subjective perceptions of such soft skills as motivation, flexibility, interpersonal and interaction skills. If employers screen workers on how they think they will interact with customers and coworkers, then employers' assessments of the culture and prejudices of buyers and coworkers further complicates the picture. We believe the distinction between employers' assessment of skills (particularly soft skills) and employers' attitudes is important, and here we investigate the attitudes themselves. 





Since Becker's seminal work, economists have studied the possible effects of employer attitudes and discrimination. Almost all studies have found some amount of racial (or gender) disadvantage in employment or wages that cannot be explained by skill differences.[21] Other social scientists have added a great deal of richness to both the theoretical and the empirical study of attitudes and discrimination.[22] This research indicates that discriminatory attitudes appear to be anchored deeply in individuals' selfdefinition and attraction to others, and have measurable effects in actual work settings.[23] Kirschenman and Neckerman found that employers in Chicago use negative racial stereotypes in conjunction with stereotypes of class and space to discriminate overtly and in other instances, perhaps statistically, against black applicants. [24] 


As part of the explanation for the worsening situation in the labor market among blacks, it is possible that attitudes have become more negative, or in the case of statistical discrimination, that information has become more uncertain or the quality of potential black applicants more variable or the losses from the wrong decisions more significant. 


As we have noted above, employers with whom we spoke report feeling an increasing dose of competitive pressures (relative to affirmative action pressures, one might infer) and may feel less willing to take "risks" in hiring. Bound and Freeman (1992) note that affirmative action enforcement has become weakened. Under both of these circumstances, it is plausible to hypothesize that employer attitudes might have more influence on their decisions then previously. 


Our data do not allow us to measure discrimination directly. What we add with our data is detailed information about the nature of employer attitudes and stereotypes, and employers' perceptions of such attutudes held by customers and coworkers. Our data on attitudes also helps to examine the changing boundaries between perceptions of skill (as the need for skills of different kinds change) and stereotypes based on race. 


2) Evidence from the employer interviews


Our findings on employer attitudes flow from the answers to several questions. All interviewees were asked, "We have learned from other studies that lesseducated black males have an especially hard time finding and keeping jobs. Why do you think that is?" This question was then followed up with, "How do you think this compares with the situation of less educated black women? What about Hispanic men and women?" Additional questions that resulted in a discussion of black workers were, "Do you think there are important differences in the work ethic of immigrants as opposed to nativeborn workers? Are there important differences in the work ethic of blacks, whites, Hispanics, and Asians?" The discussion of different groups of workers, distinguished by race and/or gender was sometimes triggered by questions about the race and gender composition of the employer's workforce. 


a) "Black men don't want to work hard." A significant number, 21 of 58, of respondents voiced strong negative perceptions of the work habits of black men. A Latino female personnel officer of a Los Angeles retail distribution warehouse whose workforce is 72% Latino and only 6% black stated, "Black men are lazy...Who is going to turn over?the uneducated black (29)." "Black men have an attitude, pride," said a white female personnel manager in a suburban Detroit retail clothing store Detroit whose workforce is about 60% black and twothirds female (40). "Black kids don't want to work," was the opinion of a white male owner of a small auto parts rebuilding shop in Los Angeles whose workforce is entirely Hispanic female (1). "Black men are not responsible," added a Latina female personnel supervisor for a Los Angeles auto parts manufacturer located next to a major black area but with a workforce that is 85% Hispanic and less than 1% black (4). 


A number of other respondents indicated that other groups, whites, immigrants, black women, Latinos, or Asians had a better work ethic than did black men. For example, in a Los Angeles area discount store where the main workforce is Hispanic, the manager opined: 


I think the Hispanic people have a very serious work ethic. I have a lot of respect for them. They take pride in what they do. Some of the black folks that I've worked with do, but I'd say a majority of them are just there putting in the time and kind of playing around. (31)


A majority (38 of 53) of respondents reported that they believed or observed that immigrants worked harder than native workers. (This comparison was not always made with respect to black workers, however, and sometimes the respondent referred to immigrants in comparison to all native born workers). 





Black women were very frequently cited to have a better work ethic than black men. The reason often, but not always, given was that black women are usually financially responsible for their family and this makes them more responsible as workers.[25] 


Other respondents simply indicated that black women did not have the attitude problems or pride (connoted here pejoratively to indicate that black men felt they deserved better work than they got) exhibited by black men. A number of personnel officials that we interviewed were black women, and several expressed the opinion that black women put forward more effort than black men, and were less likely to be as hostile as black men, or to suffer the discrimination that black men experience. A black female personnel officer in a retail store in Detroit gave the following response: 


I believe young black women will go and get a job before young black men will. Will hold two jobs, or they get on ADC. That young man, his pride, he would not go on ADC, some do, but the majority don't and go into the crime areas, or the drug area. It's more glory, it's more fame, and they think it's the way out. (39)


Not all respondents felt this way, however. "Black women are worse; they are sneaky" was the answer given by two Latina personnel officers of a retail distribution warehouse in Los Angeles (29). 


b) "Black men are scary." A different but related negative assessment of black men was given by several interviewees. The image to some of the respondents was one of fear of black men. As a Latino store manager in a black area of Los Angeles who hires mostly Latinos put it, 


You know, a lot of people are afraid, they project a certain image that makes you back off....They're really scary. (30)


This attitude of fear was occasionally reported directly and in several instances expressed as an issue of the ability of managers to control black male employees. For example, a black female personnel manager for a Detroit retail store said, 


[E]mployers are sometimes intimidated by an uneducated black male to come in. Their appearance really isn't up to par, their language, how they go about an interview. Whereas females black or white, most people do feel, "I could control this person."...A lot of times people are physically intimidated by black men. I'm intimidated by someone who's six five and weighs 230 pounds. I am.... The majority of our employers are not black. And if you think that person may be a problem, [that] young black men normally are bad, or [that] the ones in this area [are], you say, "I'm not going to hire that person, because I don't want trouble." (39)


c) Attitudes of fellow employees or supervisors. A number of interviewees confirmed the hypothesis that a fear of problems among different groups of employees could be a source of hiring disadvantage for black men. A Latino retail store manager said in response to a question about friction between groups of employees in his store, 


Not that they show it, but you can tell, you know. Get that little certain meaningespecially like me, as a manager I get certain complaints....Spanish accusing blacks, and blacks accusing Hispanics. They don't really show it out front, but it's going on. (30)


Several respondents cited racial aversion as an explanation for racial homogeneity among their employees. One example is the local manager for a corporation that handles contracted housekeeping services. His workforce at a Los Angeles area hospital is almost entirely Latino and not receptive to blacks, whereas the corporation's housekeeping team for another nearby firm is almost entirely black, even though it is managed by a Latino. He commented, 


It is...maybe not discrimination more than I would say segregation, that if you have a high population employed in an area like, say, here a high Hispanic population, blacks through word of mouth are going to tend not to apply here. If there are primarily blacks in an area, Hispanics are going to tend not to apply there....[I]n particular when you are talking blackHispanic differences, the black on the job will tend to feel very isolated because the Hispanic individuals cluster together, they speak their native language and you or I or a black person would feel outside of that group automatically. (45)


Another example is the personnel supervisor of an auto parts firm located next to a black area of Los Angeles, who explained why blacks do not apply. "Maybe it's hard with all the Spanishspeaking people...Maybe because they only see Spanish around (4)." 


Sometimes the issue is not coworkers but the relation between employees of one race, usually black and usually male, and their supervisor, usually not a black male. 


A white female personnel official from a Los Angeles public sector department offered this perspective, 


[T]here's kind of a being cool attitude that comes with walking down the street a certain way and wearing your colors, or challenging those who look at you wrong and they come to work with an awful lot of that baggage. And they have a very difficult time, not looking for prejudice. If a supervisor gives him an instruction, they immediately look to see if it's meant, if it's said different to them because they're black. Or if something goes wrong in the work force they have a tendency to blame, the race, their being black....And I also think that part of the problem is that the supervisors and managers of these people have their own sets of expectations and their own sets of goals that don't address the diversity of these people, and it's kind of like well, hell if they're going to come work for me, they're going to damn well do it my way....And my own personal feeling is that a lot of these young black men who are being tough, scare some of their supervisors. And so rather than address their behavior problems and deal with the issues, they will back away until they can find a way to get rid of them. We have a tendency to fear what we're not real familiar with. (43.2)


A personnel officer at the distribution warehouse for a retail chain indicated that one reason they have relatively greater numbersof black employees than other similar employers is that they have had black supervisors in the warehouse for many years (28). 


d) Attitudes of customers toward blacks. A number of respondents indicated that the race of employees was an issue for customers in retail establishments. 


This concern was raised in one of our first round interviews by a personnel director for a national retail store located in a suburban mall, who said "we are forced to have an Affirmative Action program for nonminorities in this particular store (38)." In fact, the store has shifted away from walkin applications to recruiting in the store (or by mail) from the store's customer base. The majority of applicants and employees in this store are black, but the store is located in a mall in an integrated suburb of Detroit. The personnel manager was concerned that an all black workforce would cause the white suburban customer base to erode. 


In subsequent interviews, we asked retail informants explicitly about attempts to keep the racial mix of store employees similar to that of customers. Seven of the ten retail informants whom we asked, responded that this was indeed a management concern. Not all of them approved of the customer attitudes they were responding to. For example, a white female personnel manager at a Los Angeles store said, 


At [a store she was posted at previously] we had a lot of customer complaints because it's primarily white and we were always getting complaints that there were all black employees and it's because they were black. That would be the first thing the customer would bring up was black. It was because they were black that they didn't do their job right. (33)


Nonetheless, this informant and othersblack, white, and Latino alikeviewed the goal of racematching staff with customers as a legitimate management objective. 


e) Public sector vs. private sector attitudes. Our interviews reveal a strong contrast between the attitude of public sector personnel officials and that of many of their private sector counterparts. This was most clear in Detroit, where local government officials stated that the public sector was dedicated to reflect the local citizenry to whom they were politically accountable and further it was a mission of the public sector to expand opportunity in the city. One government official put it, 


I think that we feel as government that this is a responsibility that we have whereas for private sector it is a pain in the ass that they have to deal with and they have to do things to get their EEO reports looking halfway good and comply, but they don't have the same basic attitude that we have in government. (55)


Local government agencies' concern with fair hiring also came through in Los Angeles, but the role of the public sector was not expressed as clearly to be a vehicle for minority opportunityreflecting wellknown differences in the racial politics of the two cities. 





�


III. CONCLUSION


Granting allowances for the nature of our sampleit is relatively small, nonrandom, and focused on four industries in two citieswe feel we have found evidence that lends credence to our four hypotheses about the demand side causes for black men's growing disadvantage in the labor market. A growing demand for basic literacy/ numeracy, and for "soft" skills, coupled with employer perceptions of a deficit in the typical black man's soft skills, appears to disadvantage lesseducated black men. Locational shifts have also hurt, although some of the shifts take the form of companies pursuing a workforce that lives outside the inner city and is largely white, rather than responding to locational cuessuch as land coststhat are exogenous to the labor market. Employers' use of word of mouth and employee referral in recruiting, and their large and growing reliance on the facetoface interview, also tend to perpetuate the exclusion of black men. Finally, we confirmed earlier findings of widespread negative employer perceptions of black men, beyond those attached to specific soft skills. 





We have chosen to break employer demand into four separate pieces in order to understand each more fully. The four are clearly connected, however. The search for more skills, and in particular more soft skills seems to be the major exogenous factor we have investigated. The workforcerelated aspects of location decisions, and the points about employer recruitment and screening are in part driven by this search for behavioral skills and perceptions of which groups have them.[26] The data from our structured, yet openended interview method helped uncover how perceptions of particular soft skills and methods to screen for these skills are intertwined with racial (and gender and ethnic) attitudes and stereotypes. In a world characterized by greater competitive pressures and more emhasis on coworker and customer interactions, the connections we are suggesting imply, absent counter trends or offsetting public and private policies, a growing disadvantage for less educated black men. 


Further research is clearly needed to confirm, clarify, or disprove our findings, and to help disentangle the mix of stereotypes, cultural differences, and actual skill differences that appear to lie beneath what we observe. Such research could involve replicating the study on larger, more representative samples, and other methodologies (largescale surveys, focus groups, and other approaches to studying employers and their prospective workers). 





More research will also help inform public and private policies that might counter the trends we are arguing. Based in large part on our findings, we offer some suggestions for policy. Our findings support the twin pillars of policy suggested by others: on the demand side, maintain tight labor markets;[27] and on the supply side, more training investments in literacy and numeracy, etc.[28] In addition, our data suggest that "soft" policies on the demand and supply sides may also be helpful. 


On the demand side, several respondents touted the effects of diversity training (36,43.3,49). Others spoke about the importance of learning to manage in a way that elicits motivation. As reported by a number of managers, team methods of management may also help resolve difficulties in interaction. 


On the supply side, the 1991 Secretary's Commission on Achieving Necessary Skills (SCANS) and subsequent efforts to promote national skill standards (Bailey and Merritt 1994) have highlighted the importance of soft skillsbut have also emphasized that these are indeed skills that can be trained for rather, than simply innate qualities. The SCANS report, for example, identifies "interpersonal skills" as one of five main competencies. To the extent that employers accept this view, they may be more willing to train for such skills rather than simply screening for them. Public training policy can also attempt to help inner city youth to "codeswitch" between the two cultural worlds they face, inside and outside work. 
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2. Bound and Freeman (1992) find that racial gaps in employment and wages have widened for male college graduates as well as less-educated men. 
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3. See in particular the work of Kirschenman and Neckerman (1991, and Neckerman and Kirschenman 1991) and Waldinger 1993. 
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4. Because this study investigated employer attitudes, one might be concerned about potential bias caused by a relation between willingness to participate in the study by an employer and his or her attitudes about race. We believe this is not a problem in our study. In our solicitation letters and follow-up phone calls, we presented this study as a study exploring "Workforce 2000" issues--changes in the skill needs of employers, the degree to which these needs are met by the available entry level workforce, and future skill needs and likely availability of those skills. The first mention of race to employers was during the interview when we asked for a race/gender/age breakdown of the employees in the firm. Our response rate was about 65 to 70 percent, and the most frequent reason for not participating in the study was that the employer could not make time for interview during the relatively short periods during which we were in each city for each wave of interviews. 
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5. These two cities offer a set of sharp contrasts. While Detroit has suffered through decades of economic, population, and industrial decline, Los Angeles population and employment has, until very recently, experienced a boom. Until the most recent recession in California, even manufacturing employment has grown in Los Angeles, although this overall trend conceals tremendous churning as old-line heavy manufacturing industries have declined while high technology and the garment sector have boomed. The Detroit area is a segregated study in black and white, the "chocolate city, vanilla suburbs" described by Farley et al. (1978). Currently the city of Detroit itself is 75% black. Southfield, the most integrated of the neighboring suburbs, has a black population amounting to about 20%. Los Angeles, on the other hand, has no racial/ethnic majority. Latinos are the largest single group, at 40% of the city; whites account for 37%, blacks for 13%, and Asians for 9% (Los Angeles Times, 1991). Enormous recent immigrant inflows have expanded and fragmented the Latino and Asian populations. 
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6. We selected these four industries for several reasons. Taken together, they provide variation across industry types. They represent a significant portion of the labor market nationally, and in both of these cities. Finally, employers in these industries have a relatively large number of entry level jobs requiring only high school or less education, which are the jobs on which our study focused. Within each industry, we attempted to sample both suburban and central city establishments of varying size. Where possible, we included black-owned businesses in the sample. The sample was drawn from the Yellow Pages in each city, business directories, and more idiosyncratic sources such as suggestions from academic, business, community, and union contacts. 
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7. Although our interviews were open-ended, they were structured to generate comparable data across interviewees. The same 46 item structured questionnaire was administered to all respondents. In almost all cases, the sequence of questions was identical, as was the wording of the questions. The questions fell into five sections: general background on the respondent and company, skill levels and needs for the job in question, the recruitment/ screening/hiring process and criteria, area business climate and company location decisions, and evaluation of different racial, ethnic, and gender groups as employees. A copy of the questionnaire is available from the authors upon request. 
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8. Since black inner city areas typically have large labor surpluses, one requirement of a complete spatial mismatch theory is to explain why firms offering jobs to less-educated people fail to move to the central city to take advantage of low labor costs. Plausible explanations might include the importance of land costs, or employer fears of crime and vandalism. 
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9. In six of the following quotations, we underline phrases that highlight our contention that the causation behind location decision are more complicated than portrayed by the spatial mismatch hypothesis. Causation appears to be two way--employers choosing locations that allow them to recruit the workers (sometimes explicitly white) they desire, not simply choosing locations on the basis of factors exogenous to the characteristics of the local labor force. 
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10. Osterman (1985) does report on changes in employer demands for interpersonal skills or responsibility among employees, and finds them increasing, although not as much as demands for harder skills. 
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11. In our sample, reported rises in the need for hard skills and reported rises in the need for soft skills were positively correlated, with r=0.24. 
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12. See Mishel and Teixeira (1990), Osterman (1995), and Capelli (1993). 
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13. Public sector agencies do not as a rule require high school degrees for entry jobs, in part because of the extensive use of tests for screening. 
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14. Such perceptions echo those reported by Kirschenman and Neckerman (1991). 
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15. The distinction between employer assessment of soft skills across groups and employer racial attitudes (the subject of Section D. below), is a difficult one to draw. Here we attempt to focus on soft skills. As will be evident in the section on attitudes, there is substantial intersection. The subjectivity of soft skills also heightens the importance of subjective screening methods, as we argue in the next section. 
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16. Focus group research with young, inner city black and Latino men, indicates that they feel "code-switching"--being able to present oneself and communicate in ways acceptable to majority white culture--is the most important skill needed to find and keep a job (Jobs for the Future 1995). 
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17. They surveyed the employers of all young workers (high school class of 1972) included in the National Longitudinal Survey samples from 1976 and 1979. 
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18. Only one respondent made a passing mention of the value of knowing the neighborhood in which the applicant resides. One other interviewee mentioned that the quality of school from which the applicant came might be useful information, but did not pick up on this in the rest of the interview. 
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19. Without further quantitative data and analysis it is difficult to assess whether the use of these agencies simply complies with the letter of Affirmative Action, or whether it generates a different set of employees than would occur through more informal means. 
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20. In a separate paper, (Moss and Tilly, 1995b) we investigate statistically the associations among a set of quantifiable variables generated from our interview data. In regressions with the percent of employees in the firm who are black (normalized by the demography of the local population) the variable that indicates that the personal interview is the most important recruiting tool has a large negative and very statistically significant effect. These results are consistent with those found by Neckerman and Kirschenman (1991). 
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21. Becker (1957) offered a helpful distinction among discrimination originating with customers, co-workers, and employers. Phelps (1972) and Arrow (1972, 1973) moved beyond Becker's notion of a "taste for discrimination" (a distaste for contact with members of a given group) by suggesting that employers may engage in statistical discrimination. That is, given the impossibility of measuring individual productivities in advance, employers may discriminate against whole classes of people based on (correct or incorrect) perceptions of the mean productivity (or variation in productivity) for these classes. Glen Cain (1986) has an excellent review of the work by economists on labor market discrimination. 
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22. Tsui, Egan, and O'Reilly (1992), for example, review research in social psychology and organizational demography. Such research builds on the similarity-attraction hypothesis (positing that people use demographic traits to infer similarity in attitudes, which is an important basis for attraction), and on self-categorization theory (holding, likewise, that people rely on traits to define groups from which they draw positive self-identity). Surveys consistently find an expressed preference for co-workers who are homogeneous by race and other characteristics (Tajfel and Turner 1986), and in fact homogeneous groups outperform other groups along some dimensions (Jackson 1991). Similarly, racial and other demographic differences in a superior-subordinate pair are linked to discomfort and less favorable performance evaluations of the subordinate (Tsui and O'Reilly 1989). 
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23. Note, however, that Thomas (1993) also studied how race affects the nature of the developmental or mentoring relationship in superior-subordinate pairs and gives a more positive view of how diversity can play out in organizations. 
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24. Their study is based upon face-to-face interviews with employers in Chicago and its surrounding suburbs(Kirschenman and Neckerman 1991, Neckerman and Kirschenman 1991). 
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25. This perception of the superior work ethic of black women and the attribution of the superiority to family responsibility corroborates Kirschenman's findings (1991). 
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26. We are grateful to an anonymous referee for stressing this point. 
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27. Freeman (1989 and 1990) shows how tight labor markets that force employers down their hiring queues helps the employment rates of black men. 
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28. Spurring the growth of minority business by federal contracting priorities, local economic development efforts, and private firm minority contracting will also bolster the demand for black men. 
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Table 1: Characteristics of the 58 Sites 








Variable		                           Proportion or mean





Industry


Auto parts manufacturing				33%


Retail clothing						29%


Insurance						14%


Public sector						24%





Location


Inner city						47%


Rest of city		 				12%


Suburban						24%


Mixed							17%


Relocated in last 10 years or so			14%


If so, when relocated		       			1977





Other background firm characteristics


Any part of firm unionized				39%


Sample job unionized					37%


Minority owned						11%


Mean firm size	      					1795


Employment rising					16%


Employment falling					51%


Sample job entry wage          				$6.54


Rising competition in product market        		59%





Employee demographics


Black							32%


Latino			 				27%


Of color						64%


Female							50%





Normalized employee demographics (index)*


Black			 		 		1.9


Latino					  		.8








*To normalize the proportions of employees who are black and Latino, we divide by the proportions of the metropolitan population who are black and Latino, respectively. A normalized index of 1.0 means that the proportion of a group in the workplace matches that in the population; a higher index signifies overrepresentation of the group in that workplace. 
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