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Figure i.1  Hypothetical employment segregation trajectories

Source: Authors’ compilation.

War in 1865 and the installation of Jim Crow segregation in the 1890s. The 
pattern of continuous desegregation happened to the Irish and Jews across 
the twentieth century. In this book, we observe all of the patterns (and 
more) suggested in figure I.1.

Key actors and mechanisms
Which events, actors, and social relations matter? If the potential set of 
stories is indefinite, perhaps the consequential events, actors, and social 
relations are as well. This is certainly true at the most abstract level, but 
concretely both history and social theory give us ample guidance as to 
where we might expect to find powerful social forces for both stability and 
change in employment-linked inequalities.

Some choices are simple. The central assumption of the book is that the 
primary actors in the process of employment desegregation are within 
workplaces. Without question, many other actors are likewise important 
in shaping the contours of the narrative we describe. Indeed, social move-
ments, EEO advocates in political positions, political parties exploiting 
white racial fear, and the human resource profession all played prominent 
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gender bigotry in the United States since the civil rights era (Schuman et 
al. 1997), it is also clear that cultural prejudice and the more subtle pro-
cesses of cognitive bias against minority group members and in favor of 
whites remain prevalent and influential (Nosek et al. 2007). Figure 1.1 dis-
plays this decline in classical white prejudice, but also makes clear that 8 
percent of the white population still expresses explicit, old-fashioned rac-
ist thinking. It is clear that these beliefs, though far from extinguished, 
have declined, but it is also likely that there is considerable underreport-
ing of what are now socially unacceptable beliefs. Because most employ-
ment decisions, especially in large firms, are made collectively by a num-
ber of coworkers and managers, it is reasonable to expect that at least one 
individual in these groups will often be an old-fashioned bigot (for the 
mathematical proof of this conclusion, see Lucas 2008).

But traditional racist and sexist beliefs do not pose the only problem of 
employment integration. Social closure processes do not require merito-
cratic explanations for people to prefer to work with other people like 
themselves. In-group preferences and the defense of privilege can be based 
on any number of explanations and emotional reactions (see Roscigno 

Source: Authors’ calculations based on the General Social Survey (Smith, Marsden, and Hout 
2011).

Figure 1.1  Whites Who agree with the statement “negroes/Blacks/
african americans Have Less inborn ability,”  
1977 to 2006
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2007; Stainback 2008). Figure 1.2 makes clear that while dropping over the 
years, almost 40 percent of whites are still willing to tell interviewers that 
they are uncomfortable with integration. One imagines that in the real 
world that more than half of whites remain self-consciously uncomfort-
able with racial integration.

The scientific literature on stereotypes and bias is clear that the levels of 
implicit, cognitively automatic bias in the population are typically higher 
than the levels of self-consciously endorsed stereotypes. About three-
quarters of the white population have prowhite, antiblack biases. A simi-
lar proportion, of both men and women, associate paid work in the labor 
market with men’s work and unpaid domestic responsibilities with wom-
en’s work (Nosek et al. 2007). Although explicit prejudice is correlated 
with implicit bias, they are not the same thing (Cunningham, Nezlek, and 
Banaji 2004). A person can be self-consciously bigoted and not have auto-
matic cognitive biases. Many people who have implicit biases in terms of 
race and gender are not actively prejudiced. Nancy DiTomaso and her 
colleagues (2007) suggest that most bias in employment situations is gen-
erated by a normative preference, shared across many subpopulations,  
for whites and men rather than by bias against any particular out-group. 

Source: Authors’ calculations based on data from the General Social Survey (Smith, Marsden, 
and Hout 2011).

Figure 1.2  Whites Who agree with the statement “negroes/Blacks/
african americans shouldn’t Push themselves Where 
they’re not Wanted,” 1977 to 2002
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Given that cognitive biases are much more prevalent than active preju-
dice, most people do not perceive themselves as acting in a discriminatory 
fashion, even if they are consistently giving the benefit of the doubt to 
white or male job applicants and coworkers.

Gender stereotypes remain widespread. The notion that motherhood 
should take priority over employment for women is even more wide-
spread than white resistance to integration. Figure 1.3 displays these 
trends and also shows a secular decline in gender essentialism into this 
century, though levels remain fairly high. Importantly, although both ex-
plicit and implicit gender bias is widespread, there are only small gender 
differences in these biases (Nosek et al. 2007). Both men and women tend 
to think men are more competent.

Stereotypes are not limited to people—they can extend to work as well. 
Occupations or jobs that become associated with a particular race or  
gender lead decision-makers and applicants to expect race- or gender- 
appropriate job matches (Gorman 2005; Ridgeway 1997). In this most  
basic way, race and gender employment segregation is self-reinforcing. It 
takes some cognitive effort to break out of stereotypes about appropriate 

Source: Authors’ calculations based on data from the General Social Survey (Smith, Marsden, 
and Hout 2011).

Figure 1.3  respondents Who agree at Least slightly that it is Better 
for men to Work and Women to tend the Home,  
1977 to 2006
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whites. Black men’s out-group contact plateaued, while black women’s 
isolation grew after 1980. White men and white women continue to have 
increased intergroup contact, primarily owing to increased exposure to 
one another.

Representation in Good Jobs Segregation is a measure of the movement 
toward a socially equal organization of employment. Isolation is a mea-
sure of exposure to others. Isolation and segregation tell us about shifts in 
the social distance between status groups, but nothing about the quality of 
employment. To assess trends in access to desirable jobs, we examine 
trends in access to craft production, managerial, and professional occupa-
tions within EEOC-reporting workplaces.

When comparing the relative probability of individuals being in spe-
cific occupations, we must be particularly careful to control for the labor 
market supply of different groups. White men’s proportion of the labor 
force has declined tremendously since the enactment of the Civil Rights 
Act, even as white women and Hispanic and Asian men and women have 

Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years). 

Figure 1.4  employment segregation from White men in eeoc-
reporting Private-sector Workplaces, 1966 to 2005 
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grown in labor market representation. Hence, we would expect the num-
ber of white men in desirable jobs to decline simply as a function of their 
declining proportion of the labor force. To make matters more compli-
cated, the distribution of both employment and ethnic groups has changed 
across places over time; thus, comparing relative employment frequencies 
requires adjustment for both temporal and spatial changes in labor sup-
ply. We do this in our analyses of occupational representation by calculat-
ing employment representation as the proportion of craft employment in 
a workplace (for example, the percentage of craft jobs held by black men) 
divided by the proportion of all employment in the local labor market in 
that group (for example, the percentage of black men employed in the lo-
cal labor market).6 Thus, our comparisons are the workplace occupational 
difference from labor supply.7 To make the measure more interpretable, 
we subtract 1 from the observed representation measure and multiply it 

Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years). 

Figure 1.5  employment isolation in eeoc-reporting Private-sector 
Workplaces, 1966 to 2005 
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these skilled working-class jobs across the entire post–Civil Rights Act pe-
riod. Black men had increased access through 1980 and have experienced 
small declines since then (see figure 1.7).

Managerial jobs should show similar barriers to integration and are 
even more likely to be hoarded by powerful decision-makers because of 
their high pay and power. Managerial jobs, however, are more likely to be 
subject to formal internal labor market policies and to be the object of dis-
crimination lawsuits and external regulatory attention, and so they should 
show some integration, at least in regulated or highly visible organiza-
tional environments. We would also expect the integration of women and 
minorities into managerial occupations to be more frequent when mana-
gerial jobs are relatively poorly paid and when incumbents manage mi-
norities and women. After an initial surge, white male managerial em-
ployment has been quite stable since about 1980. Black male managerial 
employment surged in the 1960s, continued to grow through the early 

Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years). 

Figure 1.6  craft employment relative to Labor market Participation 
in eeoc-reporting Private-sector Workplaces,  
1966 to 2005 
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1980s, and has been relatively stable ever since. The small upward trend 
for black men visible in figure 1.7 after 1980 is entirely produced by 
changes in the industrial structure rather than changes in employer be-
havior (Stainback and Tomaskovic-Devey 2009). White women’s access to 
managerial jobs has grown steadily since the early 1970s. Like white 
women, black women did not make gains in managerial employment un-
til the 1970s. Like black men, their progress ended around 1980, except for 
small gains in relatively low-wage managerial positions generated by em-
ployment shifts into the service sector.

Entrance into professional jobs—which, as clearly desirable positions, 
are potentially discriminatory targets from a social closure perspective—is 
at least initially governed by objective educational requirements. It is here 
that we would expect to see the most EEO progress, because specific edu-
cational certifications should dominate and status-based discriminatory 
decision-making should be at its weakest. We know from other research 

Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years). 

Figure 1.7  managerial employment relative to Labor market 
Participation in eeoc-reporting Private-sector 
Workplaces, 1966 to 2005 
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(Jacobs 1995; England 2010) that educational desegregation, particularly 
in the professions, has been rapid, at least compared to workplace deseg-
regation. Through increased access to university enrollment in profes-
sional degree programs, racial minorities and women have been able to 
achieve the formal educational credentials necessary to enter many pro-
fessional occupations. Figure 1.8 confirms these intuitions. It is in profes-
sional jobs that white women, black men, and black women have had the 
most sustained gains, and it is only in these educationally certified jobs 
that white men have seen any aggregate decline in access to good-quality 
jobs since the Civil Rights Act.

analytic strategy
In the next four chapters, we focus on the influence of shifts in the political 
and regulatory environment on workplace equal opportunity trends, cen-
tering our attention especially on one set of environmental influences on 

Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years).

Figure 1.8  Professional employment relative to Labor market 
Participation in eeoc-reporting Private-sector 
Workplaces, 1966 to 2005
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was either black or white, and white men made up nearly 60 percent of the 
total labor force. By 2006, 17 percent of the labor force was neither black 
nor white (it was mostly Hispanic and Asian), and white men made up 
only 38 percent of the labor force. Across the period, black men and black 
women were a fairly constant 5 percent each of the labor force, and white 
women rose from 30 percent in the mid-1960s to 36 percent in the 1980s 
and 1990s, dropping back to 33 percent in the twenty-first century (see 
figure 1.9).

These shifts in the race and gender composition of the labor force have 
crucial implications for workplace integration. We expect to see increased 
workplace integration—and to some extent increasingly integrated jobs 
within workplaces—simply because white men have dropped dramati-
cally as a proportion of the labor force. In addition, these shifts are geo-
graphically uneven: major increases in both Hispanic and Asian popula-
tions have taken place primarily on the East and West Coasts, at least prior 
to the 1990s. After the 1990s, the Hispanic labor force grew in many parts 
of the country. To observe the influence of political processes on employ-
ment shifts for white men, white women, black men, and black women, 

Source: Authors’ calculations based on IPUMS-Current Population Survey (King et al. 2010).

Figure 1.9  Labor Force composition, 1966 to 2005
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black women and black men continue to lag considerably behind white 
men, they both show patterns of convergence. Hence, while differences in 
education may explain some of the differences in occupational success be-
tween African Americans and white men, particularly for jobs that require 
college degrees, these differences are consistent only with linear trends of 
employment convergence. Thus, trends in race-gender–specific education 
are consistent only with linear convergence patterns at the aggregate level. 
These trends also suggest that we should expect to observe the most prog-
ress relative to white men in jobs that require educational credentials. 
That, of course, was the pattern we observed for professional occupations 
in figure 1.8.

In the standard models in sociology and economics, there is always a 
concern that some unmeasured human capital or labor supply character-
istics are producing race and gender gaps in employment opportunity. For 
race, the unmeasured characteristic is often imagined to be the quality of 
education or cultural skills. For gender, it is women’s presumed prefer-
ences for family work or for gender-typical employment. In a dynamic 
analysis such as this one, to invoke such explanations requires some he-
roic assumptions. We document that black women and white women, af-
ter a period of rapid integration, became more segregated after 1970; that 
after a twenty-year period of rapid integration with white men, black 
men, and black women made little further progress after 1980; and that 
after 2000 white women’s integration with white men slowed to a near-

Source: Authors’ calculations based on IPUMS-Current Population Survey (King et al. 2010).

Figure 1.10  Years of education relative to average for White males 
among the currently employed, 1966 to 2006
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standstill. Although all of these shifts are easily understood in terms of 
political and organizational dynamics, they would require implausibly 
sudden shifts in race-gender–specific labor supply preferences or human 
capital quality.

small Firms and the government sector
Under Title VII of the Civil Rights Act, the EEO-1 data collection was lim-
ited to private-sector firms with one hundred or more employees to report 
on workplaces with fifty or more employees. William Bielby and James 
Baron (1984) showed that gender segregation tends to be higher in smaller 
workplaces. Donald Tomaskovic-Devey (1993) showed that this was true 
for race segregation as well. Thus, estimates of equal opportunity progress 
in EEOC-reporting private-sector organizations are probably higher than 
in the entire private sector. Because average establishment size declined 
somewhat after 1985 among EEOC-reporting firms, it is also possible  
that our trend analyses are particularly conservative relative to the entire  
private-sector economy in these later years.

Figure 1.12 displays the percentage of total U.S. employment in EEO-
1-reporting workplaces. What we see is that the regulated private sector 
represented between 30 and 35 percent of total employment from 1966 
onward. We also see that white males were slightly overrepresented in 

Source: Authors’ calculations based on IPUMS-Current Population Survey (King et al. 2010).

Figure 1.11  college education achievement relative to White males, 
currently employed, 1966 to 2006
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EEOC-reporting firms in 1966 and slightly underrepresented by late cen-
tury. We also see surges in black male, white female, and black female 
employment in EEOC-reporting firms immediately after 1966. All groups, 
but particularly white men, display slow continued employment growth 
in EEOC-reporting firms after 1985.9 Most striking is that black men and 
black women were strongly overrepresented in that part of the private 
sector that had been historically subjected to employment discrimination 
law and EEOC reporting requirements.

Prior research has suggested that the public sector was more effective 
than the private sector in implementing EEO and affirmative action (AA) 
policies (Wilson 1997a, 1997b). Thus, our focus on large private-sector 
firms may miss positive changes that are likely to be occurring in the pub-
lic sector. Figure 1.13 reports government-sector employment across our 
observation period. Three things stand out: First, white men are less likely 
to find or seek government employment, and other groups are more 
likely to do so. Second, although government employment is consider-
ably smaller than EEOC-reporting private-sector employment, it employs 
a disproportionate share of black men, white women, and especially black 
women. 

Source: Authors’ calculations based on EEO-1 surveys (EEOC, various years) and IPUMS-
CPS (King et al. 2010).

Figure 1.12  eeoc reporting as Percentage of total Private-sector 
Labor Force, 1966 to 2000
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These trends strongly suggest that since 1966 that white male employ-
ment has shifted to the small-firm private sector. Figure 1.14 confirms this 
expectation. As soon as 1975, white men became consistently overrepre-
sented in the small-firm private sector. For the purposes of this figure, this 
line is defined as the non-EEOC-reporting private sector. These are the 
firms with little or no federal oversight of their equal employment oppor-
tunity behavior. The other striking finding in figure 1.14 is that after 1966 
African Americans were consistently underrepresented in the small-firm, 
nonregulated private sector. This shift of white men into this sector and 
black men and black and white women out of it suggests that some new 
sorting mechanism is at play. Although we do not explore this mechanism 
in this book, it is not unreasonable to suspect that African Americans 
found that employment in the more regulated private and government 
sectors was easier to find and perhaps easier to live with.

This book focuses on EEO trends in large private-sector workplaces. 
These are exactly those private-sector firms where we expect progress to 
be most dramatic. The sorting of black men, black women, and white 
women into these firms suggests that this may be the case. In addition, 
about 50 percent of the firms we track are government contractors and so 
are required to have affirmative action programs. All must report to the 
EEOC, and so are both aware of government monitoring and forced to 

Source: Authors’ calculations based on IPUMS-CPS (King et al. 2010).

Figure 1.13  government employment as Percentage of total Labor 
Force by race and gender, 1966 to 2000
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collect yearly statistics on their employment distributions down to the 
workplace level. Because these are also the largest firms in the economy, 
they are the ones most likely to be targeted for high-profile race and gen-
der discrimination lawsuits. These are precisely the firms that were the 
intended targets of the 1964 Civil Rights Act.

On the other hand, our data prohibit us from documenting EEO prog-
ress among small private-sector firms, which comprise approximately 60 
percent of private-sector employment across the entire period of this 
study. Most civil rights law has reporting exclusions for small firms, and 
very small firms (typically less than fifteen employees) are not even sub-
jected to most EEO law. We have seen that white men have been moving 
out of both the government sector and the regulated private sector since 
the 1960s and into this nonregulated private sector. To the extent that this 
reflects white men’s flight from both affirmative action and direct employ-
ment competition with white women, black men, and black women, we 
will overestimate societal desegregation trends.

region and sector Differences in  
eeoc coverage
The legislated firm and workplace size limitations in EEO-1 reporting 
have had implications for both regional and sectoral coverage. For most of 

Source: Authors’ calculations based on EEO-1 surveys (EEOC, various years) and IPUMS-
CPS (King et al. 2010).

Figure 1.14  small-Firm Private-sector employment, 1966 to 2000
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the private sector, the only potential equal opportunity intrusion of the 
federal government was through EEOC reporting. We have already seen 
that about two-thirds of private-sector firms were excluded because of 
these size limits. Because size is strongly associated with economic sector 
and regions vary fairly dramatically in their industrial structure, the reach 
of the EEOC into private-sector firms was uneven from the moment the 
Civil Rights Act became law.

Region is, of course, important because of the centrality of black labor 
and employment segregation to the southern political economy prior to the 
Civil Rights Act. As figure 1.15 shows, EEO-1 coverage in 1966 was quite a 
bit lower in the more agricultural South than in much of the rest of the 
country and quite a bit higher in the more industrial Midwest and North-
east. Not only did African Americans make up large proportions of the to-
tal population in many parts of the South, but because of the sharecropping 
agricultural system they were the primary labor force for southern agricul-
ture.10 In addition, African Americans’ near-exclusion from the manufac-
turing economy forced many African Americans to either immigrate north, 
remain in slavelike agricultural conditions, or, for women, work as domes-
tics in white homes. Replacement by black labor was often used as a potent 
threat by employers to forestall white unionization in the South.

Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years) and 
IPUMS-CPS (King et al. 2010).

Figure 1.15  eeoc reporting of Private-sector Labor Force coverage 
by region, 1966
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As figure 1.16 shows, in 1966 African Americans were vastly underrep-
resented in southern EEO-1 reports. While in 1966 nationally, 40 percent of 
black men employed in the private sector worked in EEOC-reporting 
firms, coverage was 33 percent in the South Atlantic, 30 percent in the 
West South Central, and only 25 percent in the East South Central states. 
For black women, the coverage was even worse. Nineteen percent of black 
women in the private sector were employed in EEOC-reporting firms in 
the South Atlantic, and coverage was only 12 percent and 14 percent in the 
East and West South Central regions, respectively. One can look at this 
pattern in at least two ways. On the one hand, the size restrictions, which 
were the result of political manipulations by southern congressmen to 
protect southern employers from federal oversight, can be seen as an ex-
tension of the same racial politics that exempted agriculture and domestic 
labor from wage and hour laws, Social Security, and unemployment insur-
ance in the 1930s. On the other hand, in 1964 in the South a large popula-

Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years) and 
IPUMS-CPS (King et al. 2010).

Figure 1.16  eeoc reporting of Private-sector african american 
employment coverage by region, 1966
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tion of employed black men and black women was available to move into 
the large-firm private sector, which was newly subject to both regulatory 
and legal sanctions for discrimination.

While the fight for civil rights necessarily implied a regional confronta-
tion, which sectors of the economy were covered by EEOC reporting had 
regional implications as well. The argument that large firms should be 
regulated, or at least monitored, was linked to the notion that these firms 
could absorb the costs of change. In addition, the largest firms had come 
to occupy the central place in the economy, becoming in many ways the 
symbolic face of American capitalism. The largest firms were mostly in the 
manufacturing, transportation, and utility industries. At the time there 
were no Wal-Mart retail stores trading in every town across the country, 
and banks were prohibited from operating across state lines. Thus, large 
firms were reasonable targets because they were the national firms. Figure 
1.17 shows that it was exactly in these sectors that firms tended to be large 
enough to be regulated by the EEOC. Mining was similarly high in cover-

Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years) and 
IPUMS-CPS (King et al. 2010).

Figure 1.17  eeoc reporting of Private-sector coverage, by 
industrial sector, 1966
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race-gender employment segregation—gender segregation was nearly to-
tal. Race segregation was extraordinarily high and, because blacks were a 
relatively small proportion of employees in most workplaces, complete 
racial segregation was just less practical, particularly at the level of major 
occupational distinctions. Most workplaces simply did not have enough 
black employees to create totally segregated workplaces. On the other 
hand, the level of race segregation among men was quite a bit higher than 
among women. White men in particular were most likely to work in so-
cially homogeneous jobs.

It is also possible that the lower level of racial segregation in 1966 re-
flects progress inspired by the civil rights movement. If EEO progress did 
occur for black Americans, we expect that it was most pronounced in 
states with fair employment practice laws, among federal contractors, and 
among the largest corporations. We examine these possibilities shortly. 
But first we examine variation in employment segregation across regions, 
industry sectors, and workplace types. The homogeneity in segregation 
across these comparisons is striking.

Table 2.3 explores regional variation in employment segregation in 1966. 

Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years).

Figure 2.1  employment segregation, 1966
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pect. Instead, we observe a pattern in 1966 of very high employment seg-
regation everywhere.

WHo Was sociaLLY isoLateD in 1966?
Another way to think about employment segregation is to look at the ex-
tent to which workers are interactionally exposed to equal-status workers 
of a different race or gender. One of the key social psychological findings 
in the study of racial and gender prejudice is that bias tends to decline with 
equal-status contact (Pettigrew and Tropp 2006). We measure isolation 
from other groups as the percentage of coworkers in the same occupation 
of the same race and gender averaged across each workplace. Figure 2.3 
displays the degree of isolation from other groups. The central finding is 
that in 1966 white men were nearly totally isolated from cross-group con-
tact. Barely 18 percent of their equal-status interactions were with anyone 

Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years).

Figure 2.2  employment segregation in single-establishment Firms, 
Branch Plants, and corporate Headquarters, 1966
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who was not a white man. Because these are occupations, not job titles, we 
can expect that at the job level isolation was even higher. African Ameri-
cans, on the other hand, routinely interacted with whites. Black women, 
who were only 2.5 percent of employees in the EEO-1 workplaces, inter-
acted routinely with others 79 percent of the time. Black women worked 
on average in work groups that were only 21 percent other black women, 
reflecting in part what a small proportion of EEOC-reporting employment 
they were. Black men comprised 5.9 percent of EEO-1 employment; with 
an isolation score of 38 percent, they were almost twice as isolated as black 
women in 1966. On average, white women worked with other white 
women 66 percent of the time; presumably, given the 1966 segregation lev-
els reported here, much of the exposure they had beyond their own group 
was to black women. White men stand out as almost completely isolated 
from other groups. In 1966, 82 percent of the time white men encountered 
only other white men in equal-status employment contacts.

WHo Was emPLoYeD in gooD JoBs  
in 1966?
In 1966 black men, white women, and black women were nearly totally 
excluded from both managerial and professional jobs, and nearly all 

Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years).

Figure 2.3  employment isolation from intergroup contact, 1966
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tified jobs by 45 percent relative to their labor force representation. White 
women were underrepresented by 61 percent. Although not as extremely 
excluded from professional occupations as from managerial jobs, black 
men and black women were still nearly totally excluded from professional 
jobs in the EEO-regulated private sector. In 1966 almost all black men and 
black women in the United States had gone through segregated educa-
tional systems. Prior to the Civil Rights Act, most black men and black 
women with college degrees were limited to professional jobs serving the 
black community as teachers, doctors, lawyers, and the like. Thus, they 
were unlikely to be employed in professional jobs in EEOC-reporting 
firms. As we will see later, this pattern changed over time with the erosion 
of race and gender as a basis of social closure exclusion from educationally 
certified jobs.

Skilled craft jobs are the most desirable working-class occupations: typ-
ically they require long periods of training and deliver high wages and 
substantial workplace autonomy. Within these valued jobs, we again find 
that white men were the only overrepresented group, at 42 percent, but in 

Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years).

Figure 2.4  representation in Desirable occupations relative to 
group composition in the Local Labor market, 1966
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tember 30, 1954. At the end of the Truman administration, the Office of 
Government Contract Compliance, begun under Roosevelt, urged the Bu-
reau of Employment Security to act affirmatively toward African Ameri-
cans and end employment discrimination. There do not appear to have 
been any material consequences.

The Eisenhower administration (1953 to 1961) witnessed more funda-
mental challenges to the racial apartheid system in the United States. The 
1950s saw an increasingly mobilized and effective movement for the civil 
rights of black Americans. The Supreme Court’s ruling on Brown v. Board 
of Education (1954) was the turning point in terms of successful political 
and legal mobilization against entrenched racial segregation. Figure 2.5 
visually displays the number of black protest events from 1948 to 1964. It 
is clear that the political pressures built rapidly after 1954.

Eisenhower reiterated Truman’s call to desegregate the military. In 1953 
he issued executive order 10479, which prohibited government contrac-
tors from discriminating on the basis of race or religion. Federal contrac-
tors were required to post nondiscrimination statements in their work-

Source: Data provided by Professor Craig Jenkins as originally published in Jenkins, Jacobs, 
and Agnone (2003).

Figure 2.5  african american Protest events, 1948 to 1964
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The difference was less dramatic for black women: 35 percent of federal 
contractors employed no black women in 1966, which was 4 percent less 
than other EEOC-reporting workplaces. Hence, there is some evidence 
that federal contractors may have taken affirmative action, at least for 
black men, earlier than other firms. On the other hand, federal contractors 
had a much higher proportion of white male employees and a lower pro-
portion of both white and black female employees than did other work-
places. In 1966 there was essentially no difference between federal con-
tractors and other firms in the proportion of their workforce comprising 
black men. If federal contractors began hiring black men in response to 
Kennedy’s executive order to take affirmative action, they were certainly 
not hiring very many.

Figure 2.7 suggests that in 1966 racial segregation at federal contractor 
firms was slightly lower than at other private-sector firms. Although these 
differences are modest for white male–black male segregation (73.1 per-
cent versus 69.9 percent), they are about twice as large for white female–
black female segregation (57.4 percent versus 50.1 percent). This pattern of 
lower segregation would be consistent with workplaces hiring just a few 
African Americans.

Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years).

Figure 2.6  employment at Federal contractors and other eeoc-
reporting Firms, 1966
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Of course, we cannot tell from these 1966 estimates when federal con-
tractors began to desegregate. Was it during World War II? Or was it 
under the Eisenhower administration as the civil rights movement be-
came a mass movement with considerable public support? Or, as Frank 
Dobbin (2009) suggests, was it after President Kennedy’s 1961 executive 
order?

At first glance, this appears to be a clear indicator of progress—an ero-
sion of white male dominance of employment within federal contracting 
firms. However, a closer inspection reveals a more creative reaction of fed-
eral contractors to affirmative action mandates. Figure 2.8 reports the iso-
lation index for contractors and noncontractors in 1966. Black men, black 
women, and white women are all, as one would expect in integrating 
workplaces, less isolated when they work for federal contractors. White 
men, on the other hand, are more isolated when working for federal con-
tractors! This suggests that even as blacks were hired by federal contrac-
tors, presumably in response to executive orders to take affirmative ac-

Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years).

Figure 2.7  segregation Levels among Federal contractors and other 
eeoc-reporting Firms, 1966
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tion, they were not hired into positions that put them in increased equal- 
status contact with white men.

When we examine the representation of groups in the most desirable 
occupations, the reason for the higher social isolation of white males 
among federal contractors becomes clear (table 2.5). White males’ monop-
oly of the most skilled, most powerful, and best-paid jobs was consistently 
higher in federal contracting firms than in other EEOC-reporting firms. 
Black men, black women, and even white women were in every compari-
son less likely to be employed in managerial, professional, and skilled 
craft production jobs by federal contractors.

It is clear that federal contractors did not achieve slightly lower rates of 
racial segregation by integrating the most desirable jobs. Rather, some 
black men were hired alongside white men in operative, laborer, and ser-
vice positions, and to an even greater extent black women were hired 
alongside white women in clerical positions. The fact that black employ-
ment was not higher among federal contractors than among other EEOC-
reporting firms suggests that whatever integration was produced by the 
twenty years of racial politics preceeding the Civil Rights Act, it was weak 
and left privileged white men largely untouched.

Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years).

Figure 2.8  average 1966 isolation index among Federal contractors 
and other eeoc-reporting Workplaces
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is most dramatic for white female–black female segregation, which was 
15.2 points lower in the earliest-adopting FEP states. By comparison, in 
1966 white male–black male segregation was only 7.9 points lower in the 
early-adopting FEP states. Although the pattern for non-FEP states is sim-
ilar to the segregation patterns we saw earlier for the southern region, the 
comparison of earlier- and later-adopting FEP states suggests that some of 
the higher race segregation in the South we observe in 1966 was a function 
of the earlier civil rights politics in the Northeast and Pacific states.

Although FEP laws seem to be associated with lower segregation, we 
see that, as with federal contractor status, segregation was not lowered by 
increasing white male exposure to other groups (figure 2.10). In 1966 white 
males’ social isolation from intergroup contact was very high, regardless of 
the presence of FEP laws. The same cannot be said of the other groups. 

Sources: Authors’ compilation of data from Landes (1968); Heckman (1976); Collins (2000).  

Figure 2.9  Fair employment Practice Laws and their adoption,  
1945 to 1964 
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Black male and black female isolation from other groups were higher in 
non-FEP states and lowest in the states that adopted FEP laws prior to 1950.

Table 2.6 examines FEP-linked variation in occupational representation 
relative to labor market participation in the best-quality jobs. White males’ 
privileged access to managerial, professional, and skilled craft positions, 
while still substantial, was 6 to 7 percent lower in the post-1950 FEP states 
than in those with no FEP laws at all. That this was the case during the 
more recent FEP era suggests that legal change during a period of social 
movement activity may have led to some erosion of white males’ monop-
olies over the very best jobs.3 This result is in contrast to the data on fed-
eral contractors, among whom integration did not challenge white males’ 
control over the best employment opportunities. Earlier FEP laws did not 
substantively undermine white males’ privileged access to the best jobs, at 
least compared to their access in states without FEP laws. Unfortunately, 

Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years).

Figure 2.10  employment segregation and isolation by Fair 
employment Practice Laws, 1966
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percent of all new hires in PFP firms in 1963 were black (Dobbin 2009, 49). 
These were impressive claims, made via the newspapers by Robert Trout-
man, the director of the PFP initiative, but as far as we can see, these claims 
have never been verified independently. We turn here to an analysis of the 
largest federal contractors in 1966 to see if we can find evidence of the 
dramatic progress claimed at the time.

In figure 2.11, we provide 1966 employment segregation and isolation 
estimates for Plans for Progress firms compared to all federal contractors 
and to other large firms that were not federal contractors. PFP firms em-
ployed slightly more black men than other federal contractors, as well as 
slightly fewer black women than other federal contractors and substan-
tially fewer than noncontractors. In 1966, among the PFP firms, white 
male–black male segregation was two points lower than it was for all fed-
eral contractors and five points lower than for other large EEOC-reporting 

Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years).

Figure 2.11  employment segregation and isolation for Plans for 
Progress Firms compared to all Federal contractors and 
eeoc-reporting Workplaces, 1966
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2.1 also reveals that while more than one-third of workplaces were all-
white, they tended to be gender-integrated: only 7.5 percent were all white 
male, and fewer than 1 percent of workplaces employed only white fe-
males. Of course, this does not indicate that white men and white women 
were integrated in the sense that they worked in the same jobs—only that 
they tended to be found in the same workplaces. Despite the extremely 
high levels of between-job employment segregation that we observe later, 
private-sector employers did not maintain separate workplaces for Afri-
can Americans. In fact, among the 103,644 EEO-1 workplace reports in 
1966, only 159 employed black workers exclusively. In contrast, there were 
nearly 40,000 all-white workplaces.

The EEO-1 reports also contain race-gender employment distributions 
across nine occupational categories (see table 2.2). In 1966 there were clear 

table 2.1  Distribution of Homogeneous eeoc-reporting 
Workplaces, 1966

White  
Men

Black  
Men

White  
Women

Black  
Women

Percentage without . . . 7.8% 50.2% 11.3% 63.0%

Percentage entirely . . . 7.5 0.05 0.7 0.01

Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years).

table 2.2  Distribution of race-gender groups across major 
occupational categories, 1966

Occupation
White  
Men

Black  
Men

White  
Women

Black  
Women

Officials and managers 20.5% 1.3% 2.6% 0.4%
Professionals 6.6 1.8 1.5 1.2
Technical 4.0 2.6 2.0 2.5
Sales 13.0 2.1 5.5 3.9
Clerical 7.4 6.7 62.4 27.4
Skilled craft 13.9 7.8 1.8 2.7
Operative 18.8 28.9 10.8 22.8
Laborers 8.5 25.6 4.9 11.9
Service 7.3 23.2 8.5 27.3
Total 100 100 100 100

Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years).
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table 2.3  regional Variation in segregation Levels, 1966

New 
England

Mid-
Atlantic

East 
North-
Central

West 
North-
Central

South 
Atlantic

East  
South

West  
South Mountain Pacific

White men–black men 65.9% 67.4% 68.2% 73.3% 75.0% 74.0% 78.2% 73.8% 69.3%
White women–black women 46.0 47.7 50.6 55.1 62.3 63.9 66.5 53.8 49.1
White men–white women 81.7 83.8 85.2 86.2 85.4 87.8 86.8 86.1 85.7
White men–black women 84.0 86.0 86.4 86.1 87.9 87.8 90.0 85.1 87.1
Black men–white women 81.8 81.7 84.4 86.2 87.2 89.7 88.7 85.3 85.1

Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years).
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segregation across organizational type, contrasting single-establishment 
workplaces with branch plants and corporate headquarters in multi- 
location firms. We suspected that large, multi-plant corporations would 
have been more visible and that equal opportunity pressures therefore 
would have already encouraged desegregation in these firms. Figure 2.2 
provides this comparison.

The key distinctions we see are that in 1966 white men’s segregation 
from black men and black women was at its height in the headquarter es-
tablishments of large corporations. In contrast, white women were most 
integrated with black men and black women in corporate headquarters. 
These same three groups were most likely to work together in the same oc-
cupation in the same workplace in single-establishment firms. Branch 
plants tended to be in between their headquarters and single-establishment 
firms on most comparisons. We doubt that these small differences reflect a 
special reaction to equal opportunity pressures. To the extent that they do, 
they suggest that corporate headquarters initially desegregated white 
women into jobs with black men and black women but not into equal-
status contact with white men.

We do not want to overdramatize these sector, regional, and organi-
zational differences. They are by and large small and may be artifacts of 
unobserved firm differences on other dimensions. Our primary conclu-
sion is that there was little systematic variation in segregation across these 
dimensions in 1966. Even the regional differences in race segregation be-
tween southern and northern states are not as marked as one might ex-

table 2.4  sector Variation in segregation Levels, 1966

White Men– 
Black Men

White Women– 
Black Women

White Men–
White Women

Agriculture, forestry, fishery 72.8% 72.4% 86.1%
Mining 71.0 60.8 96.1
Construction 77.3 72.6 97.1
Nondurable manufacturing 71.3 52.8 81.2
Durable manufacturing 64.1 50.6 85.2
Transportation, utilities,  
communications

74.6 58.8 92.8

Wholesale trade 76.8 48.2 92.5
Retail trade 74.3 57.6 76.2
Producer services 76.2 46.5 90.6
Social services 69.6 60.7 72.0
Personal services 72.3 66.2 75.6

Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years).
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table 2.5  Percentage over and under representation in Desirable occupations relative to group 
composition in the Local Labor market among Federal contractors and other  
eeoc-reporting Workplaces, 1966

Managerial 
Representation Professional Representation

Skilled Craft 
Representation

Other EEOC-
Reporting 

Workplaces
Federal 

Contractors

Other EEOC-
Reporting 

Workplaces
Federal 

Contractors

Other EEOC-
Reporting 

Workplaces
Federal 

Contractors

White male 44 57 32 53 39 49
Black male –86 –97 –90 –91 –37 –46
Black female –93 –98 –81 –97 –81 –94
White female –55 –88 –33 –80 –72 –90

Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years).
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table 2.6  representation in good Jobs relative to the Local Labor supply in Workplaces in states with and 
without Fair employment Practice Laws, 1966

Managerial
Representation

Professional  
Representation

Skilled Craft
Representation

FEP  
Before 
1950

FEP  
1950 to 

1964
No  
FEP

FEP  
Before 
1950

FEP  
1950 to 

1964
No  
FEP

FEP  
Before 
1950

FEP  
1950 to 

1964
No  
FEP

White male 55% 49% 56% 46% 43% 49% 44% 39% 46%
Black male –92 –87 –91 –83 –91 –94 –2 –31 –32
Black female –94 –96 –94 –84 –92 –91 –82 –85 –87
White female –74 –73 –75 –61 –60 –64 –81 –84 –83

Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years).
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In 1966, 36.5 percent of EEOC-reporting workplaces had no black female 
employees. This dropped to 28.2 percent by 1972.

Among federal contractors, the integration of black women into the 
workplace was even more dramatic, with workplaces dropping from 35.1 
to 23.7 percent with no black women employees. Most dramatic of all was 
the change in the states that had no fair employment practice laws, mostly 
in the South, where the integration of black women across workplaces 
grew very rapidly. In 1966 these states that had previously resisted the 
enactment of equal oportunity law had much higher incidences of total 
black female exclusion, but by 1972 the proportion of workplaces with no 
black women employees had dropped to about the national average.

When we look at absolute employment growth, we see dramatic em-
ployment composition shifts. EEOC-reporting workplaces added nearly 
6.3 million jobs to the U.S. economy between 1966 and 1972. During this 
period, white men dropped from 62 to 55 percent of total EEOC-reporting 
employment. At the same time, both relatively and absolutely the employ-
ment of white women, black men, and especially black women surged. 

Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years).

Figure 3.1  Workplaces with no White men, White Women, Black 
men, or Black Women, 1966 to 1972
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Absolute white male employment grew by 13.7 percent—in contrast to 
white women’s employment, which grew by 44.2 percent, and black 
men’s, which grew by 31.6 percent. Most strikingly, black women’s em-
ployment in EEOC-reporting workplaces grew 108 percent from 1966 to 
1972. With 606,000 new jobs, black women still accounted for only 4.1 per-
cent of total employment in 1972, but this was an enormous increase in 
black women’s employment compared to 1966 levels (2.5 percent).

Figure 3.2 displays the employment shift from 1966 to 1972, decompos-
ing shifts that were a function of the change in group employment share 
rather than simple growth. Because total employment grew by 6.3 million 
jobs, we expect job growth for all groups. But white male employment 
growth lagged considerably behind the growth in overall employment. If 
white men had maintained their 1966 share of total employment in 1972 in 
EEOC-reporting firms, they would have held 1.9 million more jobs than 
they actually did. On the other hand, employment opportunities ex-
panded in EEOC-reporting firms for white women (nearly 1 million net 
new jobs), black men (500,000), and black women (450,000). Some of the 
growth in white women’s employment represented their growing labor 
force participation during this period.

Employment shifts differed between federal contractors and other 

Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years).

Figure 3.2  observed, expected, and net employment gains in 
eeoc-reporting Workplaces, 1966 to 1972
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firms and between states with and without FEP laws. Figure 3.3 compares 
the percentage change in employment from 1966 to 1972 for all employees 
and for our comparison groups. Overall employment among noncontrac-
tors surged (by 53 percent), but grew more slowly among contractors (up 
by 14%). Employment in the non-FEP states also grew a bit faster (32 per-
cent) than the national average (28 percent).

Clearly, black female employment grew strongly in all comparisons, 
but it was among federal contractors and in the non-FEP, primarily south-
ern states that black women saw the most dramatic gains. Conversely, 
white women and black men made the most dramatic gains among firms 
without federal contracts. We assume that black male hiring in the South 
and among federal contractors had already been taking place prior to the 
passage of the Civil Rights Act. We also suspect that the new uncertainty 
around gender prompted both federal contractors and southern employ-
ers to extend the notion of race-based affirmative action to black women.

At the level of workplace integration, we can see that black women 
made the most dramatic gains, and these gains were particularly strong 
among federal contractors and in the South. Black men and white women 
made gains that were stronger than secular employment growth in firms 

Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years).

Figure 3.3  employment growth in eeoc-reporting Workplaces, 
1966 to 1972
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without federal contracts. Because the Civil Rights Act was the first legal 
shift to extend employment rights to women and minorities in private 
firms without federal contracts, it appears that these firms began by hiring 
more black men and white women than they had historically. Although 
their job growth was not as dramatic, black males, similar to black females, 
were hired in increased numbers in the non-FEP states.

occuPationaL integration
Of course, hiring black men, black women, and white women in increased 
numbers is not the same thing as equal opportunity. Employers primarily 
hired these new employees into lower-status and segregated jobs. If we 
focus first on working-class jobs, we can see that both black men and white 
men experienced absolute declines in laborer jobs, even as they were re-
placed by white women and black women (figure 3.4). Conversely, both 
black men and white men made substantial gains in skilled craft jobs. 
White men, white women, and black women all experienced strong em-
ployment growth in service occupations, although black men did not. 
White women and black women saw particularly strong employment 

Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years).

Figure 3.4  employment growth in Working-class Jobs,  
1966 to 1972
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growth within operative occupations. The dominant pattern is that white 
working-class men in semiskilled production jobs were replaced by white 
women, black men, and black women. While white men were hired into 
an additional 115,000 craft production jobs between 1966 and 1972, they 
lost almost 200,000 operative jobs during this period. Although this means 
that there was a clear upgrading of white men’s employment, at least for 
working-class jobs, some white men were clearly displaced by the em-
ployment shifts that happened in response to the Civil Rights Act.

Among lower-level white-collar jobs, white women and black women 
also made strong employment gains (figure 3.5). This was particularly 
true for clerical positions, which grew quite rapidly. Black men made only 
modest absolute inroads into clerical or sales jobs during this initial pe-
riod, although they made strong relative gains. This is not surprising be-
cause they were almost totally excluded from both occupations in 1966. 
Black men’s and black women’s gains for both occupations were particu-
larly strong in the South. Black women were hired at dramatically in-
creased rates in clerical and sales occupations among federal contractors. 
White men, however, experienced absolute declines in clerical employ-
ment as these jobs were further feminized.

When we turn to the most desirable white-collar jobs, the basic story of 

Figure 3.5  employment growth in other White-collar Jobs,  
1966 to 1972

Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years).
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occupational integration switches to favor white men (figure 3.6). While 
all groups made gains, white male gains dwarfed those of the other groups. 
White men made their strongest gains within managerial jobs. White 
women did so in the professions. Black men made real gains in managerial 
jobs, while black women’s largest gains were among technicians. Although 
the numbers are smaller, we see the same pattern of particularly strong 
gains for black males and black females in the South and for black women 
among federal contractors.

In terms of occupational integration, we see a general pattern of occu-
pational upgrading for white men into high-skilled white-collar jobs. In 
fact, 36 percent of all job gains by white men were in managerial positions. 
This was a tremendous upgrading of the employment status of white men 
in EEOC-reporting private-sector workplaces. Even as white male total 
employment declined, their access to managerial jobs soared. In contrast, 
white women (30.2 percent) and black women (34.2 percent) made their 
strongest job gains in clerical jobs. Black men made their strongest gains— 
34.7 percent of new jobs—in machine operator positions.

From here forward, we present estimates of race and gender segrega-
tion and employment trends that statistically control for two important 

Figure 3.6  employment growth in High-skilled White-collar Jobs, 
1966 to 1972

Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years).

Technicians
Professionals
Managers

N
et

 N
ew

 Jo
bs

1,600,000

1,400,000

1,200,000

1,000,000

800,000

600,000

400,000

200,000

0
White
Male

White
Female

Black
Male

Black
Female

Stainback.indb   98 7/16/2012   12:27:09 PM



the era of uncertainty   99

shifts in the labor market.4 The structure of the economy changed radically 
from a society with a large manufacturing sector to one dominated by the 
provision of services to people, households, and businesses. In chapter 7, 
we examine variations in desegregation trajectories associated with sector 
and industry, but for the time being we hold this source of change con-
stant. We do the same for changes in labor supply, which are equally  
dramatic. In chapter 6, we look at the influence of labor supply shifts on  
desegregation trends, with particular attention to the importance of the 
decline of white men and the dramatic employment growth of white 
women, as well as of Hispanics and Asians in the labor force in more re-
cent years.

segregation trends
Figure 3.7 reports segregation trends from 1966 to 1972 after adjusting for 
changes in labor supply and industrial composition. Gender segregation 
is exceptionally high and remains so across the period, with a constant 
dissimilarity index around 88. We can say that gender segregation was 

Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years).

Figure 3.7  employment segregation trends, adjusted for industry, 
organizational characteristics, and Local Labor supply, 
1966 to 1972
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Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years).

Figure 3.8  regional race segregation trends, adjusted for industry, 
organizational characteristics, and Local Labor supply, 
1966 to 1972
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table 3.1  adjusted average Yearly Black-White Desegregation 
trajectories, by gender, by region, 1966 to 1972 

Men Women

New England –0.467 0.170a

Mid-Atlantic –0.587 –0.253
East North Central –0.941 –0.658
West North Central –1.135 –0.996
South Atlantic –1.101 –1.569
East South Central –0.829 –1.736
West South Central –1.322 –2.188
Mountain –0.896 –0.524
Pacific –0.568 –0.079a

Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years).
aTrend is not statistically significant. Trajectory estimates are made after statistically control-
ling for industry, organizational characteristics, and local labor supply.

Stainback.indb   101 7/16/2012   12:27:11 PM



102    Documenting Desegregation

or Pacific states, a pattern that would spread to other states in the late 
1970s.

What about Fair employment Practice states?
Another way to look at this regional shift is through a comparison of FEP 
states with all others. Figure 3.9 shows the same trends as in figure 3.8, 
organized now to examine the presence or absence of FEP laws. We see 
the same pattern of regional convergence, with the non-FEP states, which 
were mostly in the South, rapidly converging with the states that ad-
opted FEP laws prior to 1964. Gender segregation did not decline in any 
region.

Because there is such a close overlap between non-FEP states and 
southern states, it is difficult to conclude definitively whether the FEP 
laws produced change earlier in FEP states or the defense of racial segre-
gation by whites precluded change in the South. The rapid convergence 
certainly suggests that EEOC-reporting employers in the South quickly 
came to behave like employers elsewhere. In either case, it is clear that the 

Figure 3.9  race segregation trends by Fair employment Practice 
Laws, adjusted for industry, organizational 
characteristics, and Local Labor supply, 1966 to 1972

Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years).
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Civil Rights Act, even though it lacked clear guidelines and enforcement 
mechanisms, produced sufficient political uncertainty to prompt rapid 
change in southern states, particularly in the segregation of white women 
and black women. It is important to remember that these estimates control 
for both labor supply and industrial composition, so the results do not 
simply reflect the decline of southern agriculture and domestic labor 
(Branch 2011).

Did racial Desegregation Lead to more  
cross-race interaction?
Because gender segregation was unchanged between 1966 and 1972, any 
increased interactional exposure would have been produced by the racial 
integration trends we have explored. When we extend our analysis to ex-
amine whether desegregation led to increased interaction, we find that, 
regardless of region, white men’s and white women’s intergroup contact 
did not change appreciably, if at all, nor did it vary by region. This is not 
true for black men and black women, who were increasingly exposed to 
interaction with whites, particularly in the South (figure 3.10). The racial 
integration of EEOC-reporting workplaces changed the everyday life of 

Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years).

Figure 3.10  isolation trends, adjusted for industry, organizational 
characteristics, and Local Labor supply, 1966 to 1972

Is
ol

at
io

n
50%

45

40

35

30

25
1966 1967 1968 1969 1970 1971 1972

Year

Black men

Black women

States with no FEP law
FEP law 1950 to 1964
FEP law before 1950

Stainback.indb   103 7/16/2012   12:27:13 PM



104    Documenting Desegregation

black men and black women, but most whites were left unaffected. This 
reflects, of course, the small size of the black population in most places 
and the incorporation of black labor into the lowest-status jobs in these 
now monitored, if not regulated, companies.

Did racial Desegregation include good Jobs?
Social closure theory suggests that the easiest way to integrate a work-
place is by granting previously excluded groups access to the least desir-
able jobs. Total segregation, at least on the basis of race, was no longer  
a politically viable way to organize work, but what level of integration 
would indicate legal compliance was completely unknown. Personnel 
man agers had to deal with resistance to integration from managers and 
current employees. Figure 3.11 displays the trends in access to craft pro-
duction jobs. These were the best working-class jobs and ones in which 
African American men already had some representation in 1966. If there 
was to be any progress in valuable jobs in this initial period, it should have 
been within these occupations. As figure 3.11 shows, black men did, in 
fact, make progress in skilled working-class jobs during this period.

Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years).

Figure 3.11  skilled craft Production representation trends, adjusted 
for industry and organization shifts, 1966 to 1972
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Because our measure adjusts for change in labor supply and work-
places were hiring black labor into low-skilled jobs during this period, this 
shift is particularly impressive. In this initial period of regulatory uncer-
tainty, black men were either hired or promoted into these skilled jobs at a 
noticeable rate. White male representation in these jobs increased as well. 
This is less surprising, because with the influx of black men and black 
women into lower-level jobs, the relative representation of white men 
who kept control of most of these jobs had to increase almost by definition 
in order to maintain privilege and status differences. While white males’ 
overrepresentation in skilled craft jobs grew by 1.5 percent per year, black 
male underrepresentation declined by an impressive 3.5 percent per year. 
This is a clear indicator of strong progress for black men, even as white 
males’ traditional advantaged access to skilled jobs grew. Not surpris-
ingly, women made no gains at all in skilled working-class jobs during the 
1966 to 1972 period. These jobs remain overwhelmingly male to the pres-
ent. Susan Eisenberg (1999) provides a series of striking accounts of how 
male work groups have effectively excluded all women from skilled crafts 
jobs.

Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years).

Figure 3.12  skilled craft Production occupation trends by Fair 
employment Practice states, adjusted for industry and 
organization shifts, 1966 to 1972
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In figure 3.12, we examine the geographic distribution of skilled craft 
representation. Because women were effectively excluded from these 
jobs, we examine only trends for black and white men’s access to skilled 
working-class jobs. In all regions, white men were overrepresented in 
these jobs by about 40 percent in 1966, and this advantaged access grew 
between 1966 and 1972. Black men had very different levels of access to 
craft production jobs in 1966. In the earliest FEP states (New York, New 
Jersey, Connecticut, Massachusetts, Rhode Island, Washington, Oregon, 
and Arizona), black men were already in craft production jobs in 1966, at 
slightly lower levels than their presence in the EEOC-reporting labor 
force. This representation was produced by a combination of real access to 
skilled jobs and the near-total gender segregation that excluded women 
from competing for these skilled working-class positions.

In all three regions, black men made real gains in craft production jobs 
between 1966 and 1972. Recall that the non-FEP states were primarily in 
the South as well as the Mountain states. Only the southern states had 
substantial black populations, so the trend line for non-FEP states effec-
tively represents black men’s employment experiences in the South. In the 
South, black male representation in skilled working-class jobs grew by 4.8 

Figure 3.13  managerial representation, adjusted for industry and 
organization shifts, 1966 to 1972

Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years).
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percent a year between 1966 and 1972. In the FEP states, representation 
grew slightly more slowly, at 3.5 percent and 3.9 percent per year during 
the same period. Both racial desegregation and access to good-quality 
working-class jobs grew faster in the South than outside the South during 
this initial period.

Figure 3.13 displays national trends for access to managerial jobs. As 
other groups were granted access to low-level jobs in the corporate sector 
of the economy, white men’s privileged access to managerial jobs grew 
fairly rapidly, at about 2.5 percent per year. Black men’s access grew as 
well, but at a slower rate, about 1.9 percent a year. By 1972, black men’s 
representation in managerial jobs remained at 75 percent below their labor 
force representation, but this was still a gain from their near-total exclu-
sion from management in 1966. White women and black women made no 
real managerial gains in the initial post–Civil Rights Act desegregation of 
the private sector. When we examine these same trends by region, we find 
that the pace of change was fairly constant across regions.

When we examined professional representation trends, we found an 
exception to the otherwise overwhelming pattern of initial post–Civil 

Figure 3.14  Professional representation trends, adjusted for industry 
and organizational shifts, 1966 to 1972

Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years).
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ent estimates of trends after 1966. Because our estimates adjust for local 
labor supply, industrial composition, and workplace size, it is possible for 
us to provide cleaner estimates of both the initial levels of segregation and 
their trends.

After 1966, we find the expected near-absence of progress, irrespective 
of contractor status, for gender segregation. During the 1966 to 1972 pe-
riod, gender discrimination and segregation were clearly not yet on most 
employers’ radar screens.

The desegregation patterns implied by Dobbin’s (2009) analysis of the 
immediate reaction of federal contractors to Kennedy’s executive order 
are supported (figure 3.15). In 1966, after adjusting for between-workplace 
industry, labor market, and size composition, the largest federal contrac-
tors had lower levels of race segregation among men and among women 
than did other firms, and there was essentially no difference between 
other federal contractors and firms that were not subject to federal affir-
mative action mandates. In 1966 race segregation among men was six 
points lower in Plans for Progress firms and thirteen points lower among 
women. Although we cannot observe the trends during the five preceding 

Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years).

Figure 3.15  segregation trends by Federal contractor status, 
adjusted for industry, organizational characteristics, 
and Local Labor supply, 1966 to 1972
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years, these estimates do adjust for other likely influences on segregation 
levels. The similarity between other federal contractors and noncontrac-
tors further supports an interpretation that PFP firms had acted more ag-
gressively to reduce racial segregation than other firms in the early 1960s.

When we examine the trends between 1966 and 1972, however, the pat-
tern is gender-specific. Adjusted for compositional changes in labor sup-
ply and firm composition, race segregation among men declined in Plans 
for Progress firms by 1.3 points per year. Federal contractors in general 
saw a decline of one point per year, and noncontractors of 0.7 points per 
year. Race segregation among women hardly changed for most firms. In 
contrast, race segregation among women actually increased by four points 
between 1966 and 1972 in PFP firms. It is the smaller federal contractors 
that exhibited declines in racial segregation among women in the 1966 to 
1972 period.

The most striking result in figure 3.15, however, is the racial resegrega-
tion among women that took place among the Plans for Progress firms. 
Although the 1966 result suggests that these firms experimented first and 
most aggressively with integrating black women into white women’s jobs, 

Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years).

Figure 3.16  isolation trends by Federal contractor status, adjusted 
for industry, organizational characteristics, and Local 
Labor supply, 1966 to 1972
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the trend after 1966 strongly implies that they either abandoned those ex-
periments or instituted some new distinctions between white women’s 
and black women’s employment destinations. Among the largest federal 
contractors, segregation between white men and black men, however, de-
clined strongly between 1966 and 1972.

Figure 3.16 allows us to see what these desegregation trends meant at 
the level of routine social interaction. The general pattern is that black 
men, black women, and white women who worked for federal contractors 
were all exposed to interaction with out-groups at somewhat higher rates. 
For white men, however, not only were they the most socially insulated  
in these same firms, but their cross-race and cross-gender contact barely 
changed among federal contractors during the late 1960s and early 1970s. 
Plans for Progress firms racially integrated relatively quickly among men 
while isolating the average white male from equal-status cross-race con-
tact. What is most striking in figure 3.16 is that white men and white 
women in all three types of firms did not have appreciably greater cross-
race, cross-gender contact over time, even as black men and black women 
increased their cross-race, cross-gender contact.

Figure 3.17  males’ increased access to good Jobs in Plan for 
Progress Firms, adjusted for industry and organizational 
shifts, 1966 to 1972

Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years).
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Plans for Progress firms were notable for improving black men’s access 
to good jobs during the 1966 to 1972 period. Black men’s increased access 
to managerial, professional, and especially skilled craft jobs in these leader 
firms was dramatic across this early period prior to the establishment of a 
regulatory regime (figure 3.17). The strong growth in black male access to 
craft jobs may have been helped along by President Nixon’s “Philadelphia 
Plan” (1969), which called for the use of a quota system to ensure black 
male access to skilled unionized jobs in OFCCP-reporting firms. This 
strikes us as the likeliest explanation because black men’s increased access 
to craft jobs in PFP firms was about twice that observed in the rest of the 
private-sector EEOC-reporting economy. Although black men ended the 
period still very much underrepresented in good jobs, they also had 
clearly closed the gap with white men, even as white men’s overrepresen-
tation in these jobs was growing. Importantly, the gains of black men were 
not at the expense of white men in these jobs, but at the expense of white 
men in lower-level jobs, where the majority of black male employment 
expansion occurred.

This is not to say that black women did not make gains in Plans for 

Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years).

Figure 3.18  average Yearly Percentage change of Plans for Progress 
Firms in good Job representation, adjusted for industry 
and organizational shifts, 1966 to 1972
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Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years).

Figure 3.8  regional race segregation trends, adjusted for industry, 
organizational characteristics, and Local Labor supply, 
1966 to 1972
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table 3.1  adjusted average Yearly Black-White Desegregation 
trajectories, by gender, by region, 1966 to 1972 

Men Women

New England –0.467 0.170a

Mid-Atlantic –0.587 –0.253
East North Central –0.941 –0.658
West North Central –1.135 –0.996
South Atlantic –1.101 –1.569
East South Central –0.829 –1.736
West South Central –1.322 –2.188
Mountain –0.896 –0.524
Pacific –0.568 –0.079a

Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years).
aTrend is not statistically significant. Trajectory estimates are made after statistically control-
ling for industry, organizational characteristics, and local labor supply.

Stainback.indb   101 7/16/2012   12:27:11 PM



122    Documenting Desegregation

ads for men and women, a practice that had been suspended for race soon 
after the passage of the Civil Rights Act (Pedriana and Abraham 2006). In 
1972 the EEOC began a pattern of extending the reach of equal opportu-
nity regulatory practice and law ever further into the realm of gendered 
social relations when it issued guidelines asserting that pregnancy dis-
crimination was a form of “sex” discrimination.

After the Supreme Court ruled in 1976 that pregnancy was not protected 
by Title VII of the Civil Rights Act (General Electric Co. v. Gilbert, 429 U.S. 
125), Congress responded in 1978 by passing the Pregnancy Discrimina-
tion Act, affirming that pregnancy discrimination was a form of sex dis-
crimination. In 1980 the EEOC released guidelines on sexual harassment, 
affirming that both quid pro quo and hostile-environment harassment con-
stituted “sex” discrimination under Title VII. This was the beginning of a 
long expansion of what had originally been narrowly construed “sex” dis-
crimination law to include associated gender-related biases. Although 
most of this shift occurred in the 1980s and 1990s, it was in the 1970s that 
both pregnancy and sexual harassment began to be defined as part of the 
broader concept of what we now think of as gender discrimination.

Source: Authors’ presentation based on data provided by Professor Debra Minkoff, as origi-
nally published in Minkoff (1997).

Figure 4.1  african american civil rights and Feminist social 
movement organizations, 1955 to 1985
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the end of the civil rights era
Only four years after the passage of the Civil Rights Act, race became a 
polarizing factor in the 1968 presidential election. The Democratic Party 
was bitterly divided on the future of civil rights. Surrounded by protest 
over the Vietnam War, Vice President Hubert Humphrey, a longtime civil 
rights advocate, was nominated as the Democratic presidential candidate 
at the Democratic National Convention in Chicago. The Republican candi-
date, Richard M. Nixon, would win the election with promises to end the 
war and reduce support for many civil rights measures developed during 
the Johnson administration. The staunch segregationist and former gover-
nor of Alabama George Wallace ran as an independent in this presidential 
race. His strong views against civil rights measures gained him support 
from many southern whites, who traditionally voted for the Democratic 
Party. He received over 13 percent of the popular vote but won outright in 
five southern states. Nixon’s successful election was due, in part, to Wal-
lace’s ability to take away white Democratic votes from Humphrey in the 
South. The electoral weakening of the Civil Rights Act had begun.

Even as the electorate began to become polarized around race, the civil 

Source: Authors’ presentation based on data provided by Professor Sarah Soule (personal 
communication, 2010).

Figure 4.2  civil rights and Women’s rights Protest events,  
1968 to 1980
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rights movement began to falter. In 1968 Martin Luther King Jr. was assas-
sinated, as was civil rights supporter and Democratic presidential hopeful 
Robert F. Kennedy. Hubert Humphrey lost the presidency partly because 
he supported the extension of civil rights to African Americans. As we saw 
in figure 4.1, the founding of new civil rights social movement organiza-
tions had essentially stopped by 1972, even as foundings of women’s 
rights organizations surged. Fundamentally for the creation of uncertainty 
around race in the United States, African American social movement ac-
tivity declined precipitously in the late 1960s and had essentially ended by 
1980 (see figure 4.3).

The 1968 election was followed by the consolidation of Nixon’s “South-
ern Strategy” when he realized that if he could harness the growing white 
backlash to African American gains, he could capture the votes of the con-
servative southern whites who had historically voted Democrat. Under 
this new strategy, President Nixon—and Republicans in general—could 
concede the newly enfranchised African American vote in the South alto-

Figure 4.3  african american Protest events, 1948 to 1996

Source: Data provided by Professor Craig Jenkins as originally published in Jenkins, Jacobs, 
and Agnone (2003).
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means that absolute shifts in segregation can be misleading, especially if 
the goal is to isolate the influence of political and enforcement eras, as it is 
here. For these reasons, we treat the regression-adjusted shifts as the better 
indicator of change associated with political uncertainty and regulatory 
enforcement.

In the immediate post–civil rights period, we see a strong annual de-
cline in the segregation of black men from white men. The decline was 
nearly one point per year, and only 6.3 percent of this dramatic desegrega-
tion trend was produced by shifts in the composition of the economy and 
changes in labor supply. White women also show a strong decline (−0.716 
per year) from near-total segregation from white men, but almost all of 
this decline (82.1 percent) was produced by their increased labor supply 

Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years).

Figure 4.4  regression-adjusted trends in segregation from White 
men, 1973 to 1980
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The shocking trend, however, was the resegregation of black women 
and white women in this period. Race segregation among women actu-
ally climbed 0.371 point per year. After controlling for compositional 
change, the increase in race segregation among women was even steeper. 
The U.S. women’s movement has repeatedly been accused of being a 
white women’s movement. Although we do not think that this was in any 
way the intent, apparently a perverse result of this period of strong social 
movement activity was white women gaining access to equal-status em-
ployment with men and becoming increasingly segregated from black 
women.

Not surprisingly given these segregation trends, we see that, while still 
high, white male isolation dropped across the period (figure 4.6). This was 
also true for black women and especially for black men. White women, on 
the other hand, showed the least increase in intergroup contact. On the 
one hand, they were exposed to more interactions with white men and to 

Figure 4.5  regression-adjusted trends in segregation from White 
Women, 1973 to 1980

Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years).
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a lesser extent black men, but this was counterbalanced by their increasing 
isolation from black women.

occuPationaL rePresentation
In this section, we examine trends in access to the most desirable jobs. Our 
reasoning is that indicators of increasing equal employment opportunity 
include not only increased hiring but also increased hiring into the best 
working- and middle-class jobs. We define “equal opportunity” as repre-
sentation in these good jobs at the same rate as participation in the local 
labor market. When representation is zero, we have equal opportunity 
relative to the supply of labor in the local labor market. When it is positive 
(which happens only for white men in the analyses to follow), a group has 
privileged access to good jobs. Negative numbers represent underrepre-
sentation in good jobs. As in the last chapter, we examine access to mana-
gerial, professional, and skilled craft jobs.

Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years).

Figure 4.6  regression-adjusted trends in employment isolation, 
1973 to 1980
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managerial Jobs
Figure 4.7 charts access to managerial jobs across this period. Adjusting 
for the shifting population of firms and shifts in labor supply, white male 
managerial overrepresentation held steady at around 65 percent across 
the period. Black men made gains, although weak ones. They ended the 
period 70 percent less likely to be managers than their representation in 
the local labor markets, only a very slight improvement over their 74 per-
cent underrepresentation in 1973. This was about half the observed rate of 
gain in managerial jobs that black men enjoyed between 1966 and 1972. 
Black women made even weaker gains and remained practically invisible 
in managerial roles. Black women’s anemic gains, of about one-half per-
cent per year, were about the same as those that they experienced in the 
earlier period.

In striking contrast to the slow progress of black men and black women, 
white women made rapid gains in managerial jobs in private-sector firms 
during this period of peak uncertainty regarding what constituted gender 

Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years).

Figure 4.7  regression-adjusted trends in managerial representation, 
1973 to 1980
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sector dropped from 50 to 40 percent, a trend that, as we will see, contin-
ued and even accelerated across the remainder of the century.

Although they began the period from an initial position of near- 
exclusion, black men and black women also made strong gains in profes-
sional jobs. In only seven years, black men saw an improvement of 6 per-
cent in their representation in professional occupations, while black women 
saw even more impressive gains of 9 percent. Hence, during the period of 
peak enforcement of equal employment opportunity law, we see that for 
one set of privileged occupations—the credentialed professions—black 
men, black women, and white women all made strong gains. Moreover, 
they did so to some extent at the expense of white men. In fact, even as 
there was an expansion of 250,000 new professional jobs in EEOC-reporting 
workplaces between 1973 and 1980, by 1980 white men filled 57,000 fewer 
professional jobs than they had in 1973. If white men had still held the 70.1 
percent of professional jobs they populated in 1973, there would have been 
234,000 more white male professionals in 1980—almost the entire quarter 
of a million new positions created by economic growth. Conversely, the 
sum of new professional jobs held by white women (220,025), black men 

Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years).

Figure 4.8  regression-adjusted trends in Professional representation, 
1973 to 1980
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women from skilled working-class jobs. Black women and white women 
made some initial gains in craft jobs during this period, but their total 
numbers were quite small: among the more than 3 million craft produc-
tion jobs in the EEOC-reporting workplaces, fewer than 20,000 were ad-
ditional female hires.

During the short period between 1973 and 1980—a time when corpo-
rate uncertainty shifted from demonstrating race- to gender-based equal 
opportunity and federal enforcement of equal opportunity law was at its 
peak—the basic patterns of desegregation and increased access to good 
jobs shifted fundamentally to favor white women. Net of shifts in the or-
ganization of the economy and in labor supply, white women made gains 
in craft, managerial, and especially professional jobs—after making no 
gains, or only weak gains, in the period immediately after the passage of 
the Civil Rights Act.

For black men, strong gains continued in all three occupations, but at 

Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years).

Figure 4.9  regression-adjusted trends in craft occupation 
representation, 1973 to 1980
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nation brought about by the women’s movement and legislative affirma-
tions of “sex” as a protected category would apply to all firms, but that 
federal contractors might have felt additional direct regulatory pressure to 
desegregate. If so, on what grounds would such pressure have been ap-
plied? We know that in the late 1960s the OFCCP was stressing racial dis-
crimination as its target and downplaying the importance of gender 
equality. After 1972, it became clear that the U.S. Congress intended that 
the OFCCP would enforce gender equity as aggressively as racial prog-
ress, but we do not know if they did.

Federal contractors and Black men
Immediately after the enactment of the Civil Rights Act, black men made 
larger gains in managerial and professional jobs among federal contrac-
tors than they did in other firms. The trajectory of their equal-status job 
integration with white men among federal contractors was also steeper 
during this early period. Reflecting these gains in the immediate post–
Civil Rights Act period, black men began the period with lower segrega-

Figure 4.10  regression-adjusted comparison of Black male 
segregation from White men and from White Women by 
Federal regulatory status, 1973 to 1980

Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years).
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tion from white men in OFCCP-reporting firms and saw continued steeper 
declines than in other firms during the enforcement period. In the earlier 
period, black men saw no declines in segregation from white women 
among federal contractors or noncontractors. For noncontractors, this pat-
tern extended through 1980. For federal contractors, however, we see de-
segregation between black men and white women emerging (figure 4.10).

Black men also showed stronger patterns of incorporation into manage-
rial, professional, and craft jobs in OFCCP-reporting firms than in noncon-
tractor firms during this period. For managers, this difference in access 
trajectories was quite dramatic: the growth in black men’s access to mana-
gerial jobs among federal contractors was double that of noncontractors 
(1.9 percent versus 0.96 percent per year). Black men saw no significant 
gains in access to professional jobs among noncontractors, but gains among 
contractors grew at a brisk 1 percent per year. Black men did not show 
higher relative growth in access to craft jobs among contractors than among 
firms not subject to OFCCP audits. Federal contractors’ advantage over 
noncontractors in the hiring and promotion of black men into managerial 
and professional jobs actually doubled during this period (figure 4.11).

Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years).

Figure 4.11  regression-adjusted Black male occupational 
representation by Federal reporting status,  
1973 to 1980
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source managers looking at their comparative statistics for the profes-
sional employment of women would have seen immediately that they had 
a problem. A comparison to managerial jobs at OFCCP-reporting firms 
would not have led to the same conclusion, since in 1973 white male over-
representation and white female underrepresentation were higher in 
managerial jobs than in professional jobs.

There is good evidence here that after 1972 federal contractors began to 
take gender equity for white women more seriously, although this did not 
extend to the integration of managerial or craft jobs. Professional jobs, 
however, saw particularly rapid absorption of white women during this 
period. Despite these rapid gains, federal contractors ended the period 
well behind the rest of the private sector in the employment of white 
women in professional positions.

Federal contractors and Black Women
Black women experienced weak declines in segregation from white men 
among both federal contractor firms and those firms not subject to affir-
mative action mandates. The desegregation trend was slightly steeper 
among federal contractors, although it started from a higher initial level in 

Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years).

Figure 4.12  regression-adjusted comparison of segregation from 
White Women by Federal reporting status, 1973 to 1980
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1973. The interesting story is the workplace segregation of black women 
from white women (see figure 4.13). We have already seen that there was 
a small increase in race segregation among women in this period. It turns 
out that the increase was quite small, almost nonexistent, among firms not 
subject to OFCCP oversight. On the other hand, the trend toward the re-
segregation of white women and black women was relatively steep among 
federal contractors, rising about 0.61 percent per year. This is two-thirds as 
large as the yearly desegregation trend among federal contractors in the 
immediate post–Civil Rights Act period. In 1966 race segregation of black 
and white women was seven points lower among federal contractors than 
it was among other firms. Presumably, this represented the earlier, pre-
1966 integration of the work of some white women and black women em-
ployed by federal contractors. Amazingly, by 1980 this difference had 
shrunk to almost zero as federal contractors resegregated employment 
among black women and white women (figure 4.14).

When we examine the occupational representation of black women, we 
see that federal contractors were no different than other firms in opening 
access to professional and craft jobs. In the earlier period of racial uncer-

Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years).

Figure 4.13  regression-adjusted trends in White Women’s access to 
Professional occupations by Federal regulatory status, 
1973 to 1980
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tainty, federal contractors hired or promoted black women more quickly 
into professional and craft jobs than did other firms. In the earlier period, 
there was no difference between federal contractors and other firms in the 
rate of black female integration into managerial roles. In the 1970s regula-
tory period, OFCCP-monitored firms were actually somewhat less likely 
to move black women into managerial jobs. Thus, the quicker post-1972 
desegregation of black women and white men that we see among federal 
contractors was a function of hiring black women and white men into the 
same lower-level jobs.

The resegregation of black women and white women among federal 
contractors was produced by the stronger gains that white women were 
making in traditionally male managerial and professional jobs. So, while 
OFCCP-reporting firms clearly changed their behavior toward white 
women after 1972, if anything they lost interest in promoting equal op-
portunity for black women. It would seem that any uncertainty around 

Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years).

Figure 4.14  regression-adjusted employment race segregation 
among Black and White Women by Federal regulatory 
status, 1973 to 1980
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opportunity or served as symbolic shields to merely prevent lawsuits or to 
legitimate current practices when lawsuits occurred.

The emerging equal opportunity experts founded corporate offices to 
track changes in the law and EEO best practices, proposed new manage-
rial evaluation strategies to monitor the equal opportunity performance of 
managers, and set up grievance procedures to intercept complaints before 
they became lawsuits. While these three HR innovations were meant to 
signal to courts and regulators compliance with nondiscrimination man-
dates, personnel managers also proposed and implemented a series of for-
malized employment practices to fight bias. These included employment 

Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years).

Figure 4.15  regression-adjusted isolation trends by regulatory 
status, 1973 to 1980

Is
ol

at
io

n

80%

70

60

50

40

30

20
1973 1974 1975 1976 1977 1978 1979 1980

Year

White men, EEOC-reporting firms
White men, OFCCP-reporting firms
White women, EEOC-reporting firms
White women, OFCCP-reporting firms
Black men, EEOC-reporting firms
Black men, OFCCP-reporting firms
Black women, EEOC-reporting firms
Black women, OFCCP-reporting firms

Stainback.indb   149 7/16/2012   12:27:38 PM



120    Documenting Desegregation

dures that led to differential outcomes (“disparate impact”) for different 
status groups, whether or not intentional discrimination was present. 
This put employers on notice that good intentions and symbolic compli-
ance might not be sufficient. Across the rest of the 1970s, a series of deci-
sions by the Supreme Court both clarified and extended EEO law (see ta-
ble 4.1). This new law in all cases was interpreted to apply to women as 
well as to racial minorities and tended to reinforce the authority of the 
EEOC in particular.

table 4.1  supreme court rulings clarifying and strengthening 
Discrimination Law, 1972 to 1980

Year Case Ruling

1971 Griggs v. Duke Power Intentionality not necessary to 
prove discrimination

1973 McDonnell Douglas v. Green Failure to hire can be dis-
crimination

1974 Alexander v. Gardner-Denver Co. Broadened right to sue for 
discrimination

Corning Glass Works v. Brennan Equal pay for “substantially” 
similar work

1975 Albemarle Paper Co. v. Moody Back pay for discrimination
1976 General Electric  Co. v. Gilbert Pregnancy discrimination is 

not sex discrimination
Franks v. Bowman Transporta- 
tion Co.

Retroactive seniority to rem-
edy past discrimination 

1977 Teamsters v. United States All members of a class en-
titled to relief

Hazelwood School District v. 
United States

Discrimination is underrep-
resentation relative to local 
labor market

Occidental Life Insurance. v. Equal 
Employment Opportunity Com-
mission

Discrimination cases need not  
be filed quickly

McDonald v. Santa Fe Transport Whites covered by race dis-
crimination prohibition

1978 Los Angeles v. Manhart Gender equality in pension 
contributions mandated

1979 United Steel Workers of America 
v. Weber

Voluntary affirmative action 
legal

1980 General Telephone Company of 
the Northwest v. Equal Employ-
ment Opportunity Commission

EEOC authority to seek class 
action relief upheld

Source: Authors’ compilation.
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table 4.2  observed and adjusted segregation from White men trajectories in the uncertainty (1966 to 
1972) and enforcement Periods (1973 to 1980)

1966 to 1972: 
Uncertainty Period

1973 to 1980: 
Enforcement Period

Observed Adjusted

Percentage of 
Change  

Compositional Observed Adjusted

Percentage of 
Change 

Compositional

White women –0.716 –0.128 82.1% –0.900 –0.733 18.6%
Black men –0.950 –0.890 6.3 –0.529 –0.514 2.8
Black women –0.183 –0.331 –80.1 –0.543 –0.539 0.7

Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years).
Note: Adjusted trends are based on regression adjustments for shifts in labor supply and the geographic, organizational, and industry composi-
tion of the economy.
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table 4.3  observed and adjusted segregation trajectories from White Women in the uncertainty (1966 to 
1972) and enforcement Periods (1973 to 1980)

1966 to 1972:  
Uncertainty Period

1973 to 1980:  
Regulatory Period

Observed Adjusted

Percentage of 
Change 

Compositional Observed Adjusted

Percentage of 
Change  

Compositional

White men –0.716 –0.128 82.1% –0.900 –0.733 18.6%
Black men –0.317 –0.015 95.3 –0.557 –0.343 38.4
Black women –1.10 –0.848 22.9 +0.371 +0.458 –23.5

Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years).
Note: Adjusted trends are based on regression adjustments for shifts in labor supply and the geographic, organizational, and industry composi-
tion of the economy.
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ees) as a proxy for formalization and regulatory visibility produced steeper 
rates of integration (table 4.4). In the last chapter, we found that prior to 
1972 this was generally the case, but only for the federal contractors in-
volved in the Plans for Progress self-regulation movement. Because the 
Plans for Progress initiative no longer existed as a collective effort of large 
federal contractors (Dobbin 2009), we are inclined to interpret any post-
1972 large firm distinctions as the institutionalization, at least relative to 
other firms, of effective human resource capacity to foster EEO goals.

Among firms that reported to the EEOC but were not subject to OFCCP 
oversight and affirmative action guidelines, desegregation from white 
men was actually faster in small and medium-size firms than in the very 
large firms that employed 15,000 or more people, and black male and 
black female segregation from white women increased year over year in 
firms that reported only to the EEOC. The only exception to this pattern 
was that white male isolation from cross-group contact dropped margin-
ally faster in large EEOC-reporting firms.

The pattern was reversed among federal contractors. Desegregation oc-
curred at a considerably faster pace and social isolation dropped more 

table 4.4  regression-adjusted segregation and isolation Yearly 
change by contractor types and Large Firm size, 1973 to 
1980

Large
EEOC-

Reporting 
Firms

Other
EEOC-

Reporting 
Firms

Large 
OFCCP-

Reporting 
Firms

Other 
OFCCP-

Reporting 
Firms

Segregation from white men
White women 0.046 –0.352 –1.112 –0.818
Black men –0.018 –0.469 –0.638 –0.499
Black women –0.158 –0.294 –0.871 –0.464

Segregation from white 
women
Black men 0.412 –0.071 –0.626 –0.362
Black women 0.334 0.030 0.628 0.595

Isolation from contact with 
other groups
White men –0.512 –0.319 –0.653 –0.416
White women 0.095 0.044 –0.589 –0.226
Black men –0.510 –0.680 –0.903 –0.852
Black women 0.198 –0.536 –0.172 0.198

Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years).
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fell by over 38 percent in 1982 alone; and back pay awards were reduced 
by 77 percent between 1980 and 1982. Cuts to the EEOC were similar (fig-
ure 5.1). These cuts occurred even as discrimination complaints to both 
agencies rose.

Reagan directed the new EEOC head, Clarence Thomas, to weaken con-
sent decrees and cut funding and staff. At the OFCCP, staff was cut in half, 
compliance reviews and sanctions were weakened, and visible firms and 
industries were no longer targeted. Contractor debarments and findings 
of violations dropped, and the remaining, presumably more egregious 
violators were less likely to be required to do anything about their viola-
tions (Dobbin 2009, 136–37).

Despite the continued growth in discrimination complaints to the 
EEOC, the number of class-action lawsuits—traditionally the most effec-
tive way to change employers’ actions—fell from 1,106 in 1975 to just 51 in 
1989 (Donohue and Siegelman 1991). This rapid decline in class-action 
lawsuits was also a function of more conservative court rulings that in-
creased the burden of proof for discrimination claims and increasingly 
favored individual rather than group claims. In addition, winning cases 
against employers became more difficult as the responsibility for proving 
discrimination shifted from defendant to plaintiff.

Source: Authors’ compilation based on U.S. Commission on Civil Rights (1995).

Figure 5.1  eeoc and oFccP Funding and staffing, 1981 to 1994
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of gender equalization schemes. This further expanded women’s rights 
within many corporations (Dobbin 2009).

sexuaL Harassment
Unlike pregnancy discrimination, maternity leave, and work-family  
programs, sexual harassment was defined as gender discrimination by  
the women’s movement in the late 1960s. But like those government-
sponsored interventions, the interpretation of sexual harassment as dis-
crimination did not become corporate policy until later, when it was ad-
opted by personnel experts. These acts were confirmed by the courts as 
illegal only after corporations had already adopted sexual harassment 
policies and internal grievance procedures (Dobbin 2009).

In 1976 a lower court ruled for the first time that quid pro quo sexual 
harassment was a violation of Title VII (Williams v. Saxbe, 413 F. Supp. 

Source: Authors’ compilation based on data from IPUMS-CPS (King et al. 2010).

Figure 5.2  Human resource managerial employment, 1968 to 2006
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654, 657 [D.C. Cir. 1976]). In 1980 the EEOC developed guidelines for sex-
ual harassment (quid pro quo and hostile work environment) and consid-
ered it a form of gender discrimination. The Supreme Court did not rule 
on a sexual harassment case until 1986, when, following the lower courts 
and the EEOC’s definition of the conditions under which sexual harass-
ment violated Title VII, the Supreme Court ruled that sexual harassment 
was a clear violation of Title VII regardless of whether an “economic” or 
“tangible” loss was incurred (see Meritor Savings Bank v. Vinson, 477, U.S. 
57, 1986).

Contemporaneously, sexual harassment became the centerpiece of 
Clarence Thomas’s 1991 Supreme Court nomination hearings. Thomas 
was accused of sexually harassing Anita Hill when he was in charge of the 
EEOC and she was an employee. The media coverage elevated public 
awareness, which, coupled with the passage of the Civil Rights Act of 
1991, led to a steep increase in the number of sexual harassment cases filed 
with the EEOC. Figure 5.3 displays trends for the total number of sexual 
harassment cases filed with the EEOC from the year the EEOC developed 

Source: Authors’ calculations based on sexual harassment data from the Equal Employment 
Opportunity Commission (EEOC 2012a).

Figure 5.3  sexual Harassment charges Filed with the eeoc,  
1980 to 2002
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cial compared to the pre-1980 era. In the quarter of a century after Ronald 
Reagan became president, employment segregation between white men 
and black men declined less than it did in two years in the 1960s.

Racial resegregation between black women and white women contin-
ued until 2000 (figure 5.5). After 2000, in contrast to the prior thirty years 
of resegregation, there was essentially no change in employment segrega-
tion between white women and black women. This new stability was pro-
duced by the end of desegregation between white women and white men 
in equal-status employment, and to a lesser extent between white women 
and black men. When white women’s increased access to male jobs 
stopped after 2000, so did their increased segregation from black women.

After the federal government repudiated its role in regulating corpo-
rate behavior, it is clear that the large yearly equal employment opportu-
nity gains of the 1970s were over (table 5.2). The continued uncertainty 
around what constituted gender discrimination provided only a tempo-
rary basis for continued gender desegregation. The equal-status employ-
ment of both black women and white women with white men increased at 
a creepingly slow pace after 1980—less than one-third the rate of progress 
in the brief regulatory period in the 1970s. After 2000, even this residual 

Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years).

Figure 5.4  regression-adjusted segregation from White men,  
1980 to 2005
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progress in equal-status employment between white men and white 
women in the 1990s effectively came to a halt.

The Reagan-Bush administrations ushered in a clear political era dis-
tinction. The strong desegregation gains of the 1970s weakened or stopped 
after 1980. We do not see any striking political era distinctions between the 
most recent three political eras. Gender progress picked up somewhat 
during the Clinton era, and racial integration did so under the administra-
tion of George W. Bush in the 2000s. We cannot point to a clear political 
mechanism producing these steepening trajectories of desegregation. 
They may represent a stronger regulatory emphasis on gender during the 
Clinton administration and on race during the George W. Bush adminis-
tration, but they are so weak that they very well may represent other fac-
tors we have not considered.

trenDs in access to gooD JoBs in tHe 
neoLiBeraL era
When we examine access to good jobs, we see the same pattern of weak 
gains after 1980, but there was also a tendency for gains to be somewhat 

Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years).

Figure 5.5  regression-adjusted segregation from White Women, 
1980 to 2005
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stronger during the Clinton administration (figure 5.6). White women in 
particular showed relatively steep gains in access to managerial jobs dur-
ing the Clinton presidency. After no gains at all during the 1980s, black 
men’s access to managerial jobs also rose during this period. Both white 
women’s and black men’s increased access to managerial jobs essentially 
stopped after 2000. Black women made weak gains across the period, in-
creasing slightly after 1992.

The patterns for access to professional jobs are similar, but here political 
era seems less clearly implicated (figure 5.7). White women made rela-
tively strong gains through 2000, approaching labor market parity at the 
turn of the century, but made no gains, net of shifts in labor supply and 
industrial structure, thereafter. Black men and black women made weak 
gains in access to professional jobs throughout the period, with somewhat 
steeper trajectories during the Clinton administration.

The only notable shift in craft production representation after 1980 was 
an acceleration in white women’s access to skilled working-class jobs dur-
ing the Clinton administration (figure 5.8). If we were to interpret the dif-
ferences in trajectories across political era, we might conclude that the 
Reagan administration weakened regulatory pressures for equal opportu-

Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years).

Figure 5.6  regression-adjusted managerial representation,  
1980 to 2005
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nity for all groups. There is some evidence as well that under the Clinton 
administration white women became the focus of renewed, albeit weak, 
regulatory attention.

sociaL isoLation trenDs
Not surprisingly, political and legal pressures produced little progress in 
terms of exposure to other groups after 1980 (figure 5.9). Black men and 
white men on average had decreased isolation scores of about four points 
over the last quarter of a century. For white women, that decrease was 
only three points. Black women saw the least progress, but of course they 
were the most exposed to other groups to begin with.

aFFirmatiVe action: menD it, Don’t  
enD it?
It seems likely that OFCCP oversight became less effective after the Rea-
gan presidency. President Clinton famously came to the defense of affir-
mative action when he proclaimed that affirmative action should be fixed 

Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years).

 Figure 5.7  regression-adjusted Professional representation, 1980 
to 2005
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rather than eliminated. It was never clear, however, what exactly he had in 
mind as being wrong, or what the proposed fix was to be. Because the at-
tack on affirmative action was part of the more general racial backlash, 
there certainly was more political room to task the OFCCP to monitor gen-
der progress more closely.

Comparing across political eras, we see that OFCCP regulation was as-
sociated with almost no new desegregation between white men and white 
women during the Clinton administration (figure 5.10). If anything, there 
is some evidence of weak regulatory pressure for women’s integration 
with white men under the second Bush administration. In general after 
1980, OFCCP oversight and the linked mandate that firms have affirma-
tive action plans seem to have had very little influence on desegregating 
white male jobs. When we looked at the segregation of black men and 
black women from white women, OFCCP regulation of federal contrac-
tors produced no net integration (data not shown).

When we look at representation in managerial jobs, we see that OFCCP 
regulation during the Clinton administration was associated with in-
creased white male and decreased white female, black male, and black 
female managerial representation relative to firms that were not federal 
contractors (figure 5.11). There was essentially no effect of OFCCP regula-

Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years).

Figure 5.8  regression-adjusted craft representation, 1980 to 2005
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Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years).

Figure 5.9  adjusted isolation trends, 1980 to 2005
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Figure 5.10  Yearly shifts in segregation from White men associated 
with oFccP regulation, by Political era
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tion under Republicans after 1980. This pattern reveals that Reagan’s de-
regulation approach had already ended affirmative action in terms of ac-
cess to managerial jobs. Moreover, the Clinton administration not only 
failed to mend affirmative action but seems to have provided the political 
cover that allowed federal contractors to increase the representation of 
white men in managerial jobs. When we examined the influence of OF-
CCP regulation on access to professional jobs, we saw the same pattern. 
After 1980, if there was any government-mandated affirmative action go-
ing on, it came to favor white men. For craft jobs, OFCCP regulation had 
practically no effect on equal opportunity after 1980.

Desegregation in tHe neoLiBeraL era
The racial backlash that began in the late 1970s would prove central to the 
political environment during the Reagan campaign and presidency. Af-
firmative action became suspect and suspicion of reverse discrimination 
against white men widespread. The Reagan administration repudiated an 
active role for the federal government in promoting equal employment 
opportunity. At the same time, the courts became more conservative in 
their interpretation of equal opportunity law, with the exception of pro-

Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years).

Figure 5.11  Yearly shifts in managerial representation associated 
with oFccP regulation, by Political era
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table 5.1  supreme court race/gender employment Discrimination 
Decisions, 1981 to 2011

Year Case Consequences

1981 County of Washington  
v. Gunther

Title VII pay discrimination claims can be 
broader than Equal Pay Act provisions.

1982 Connecticut v. Teal Employer is liable for individual discrimina-
tion even when no group discrimination is 
observed.

1986 Meritor Savings Bank  
v. Vinson

Sexual harassment is discrimination under  
Title VII.

1987 Johnson v. Transporta-
tion Agency, Santa Clara 
County

The legal scope of affirmative action plans is nar-
rowed to “conspicuous” underrepresentation 
and no harm to white men.

1988 Watson v. Fort Worth Bank  
& Trust

“Disparate impact” is broadened to include dis-
cretionary managerial decision-making.

1989 Price Waterhouse v. Hop-
kins

Employer defense against discrimination charges 
is broadened.

Wards Cove Packing Co.  
v. Antonio

Disparate impact claims must show specific 
practices that cannot be justified on business 
grounds; the burden of proof shifts to em-
ployees.

Lorance v. AT&T Technolo-
gies

A more expansive interpretation than the 
EEOC’s of when discrimination claim begins  
is admitted.

1991 International Union, UAW,  
v. Johnson Controls

Definition of pregnancy discrimination is ex-
panded.

Gilmer v. Interstate/John-
son Lane

Title VII rights to sue are limited by a prior arbi-
tration agreement.

1993 St. Mary’s Honor Center  
v. Hicks

Even if plaintiff proves the employer defense is 
false, discrimination is not established.

Harris v. Forklift Systems, 
Inc.

Proving sexual harassment does not require 
demonstrating psychological harm to the 
victim.

1998 Faragher v. City of Boca 
Raton and Burlington In-
dustries, Inc., v. Ellerth

Definition of sexual harassment and content of 
an affirmative employer defense against harass-
ment claims is clarified.

1998 Oncale v. Sundowner Off-
shore Services

Same-sex sexual harassment is prohibited under 
Title VII.

2000 Reeves v. Sanderson Plumb-
ing Products, Inc.

If plaintiff proves employer defense is a lie, it is 
not necessary to demonstrate discrimination.

2011 Dukes v. Wal-Mart, Inc. The presence of a nondiscrimination policy pro-
tects against class discrimination claims.

Source: Authors’ compilation.
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table 5.2  regression adjusted Yearly Desegregation trajectories by Political era

Uncertainty:  
1966 to 1972

Regulation:  
1973 to 1980

Reagan/Bush: 
1981 to 1992

Clinton: 
1993 to 2000

G.W. Bush: 
2001 to 2005

White men–black men –0.890 –0.514 –0.056 –0.040 –0.128
White men–white women –0.128 –0.733 –0.251 –0.374 –0.274
White men–black women –0.331 –0.539 –0.113 –0.183 –0.209
White women–black men –0.015 –0.343 –0.037 –0.113 –0.113
White women–black women –0.848 +0.458 +0.132 +0.182 –0.029

Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years).
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that the South lags behind other regions when it comes to the opportuni-
ties available to African Americans. We suspect that this belief is at least to 
some extent a function of our collective knowledge of state-sanctioned Jim 
Crow segregation and both personal and historical memories of the civil 
rights struggle. During and after the Civil Rights Act, employers in the 
South came under particularly strong pressure from government regula-
tors and public opinion to racially desegregate. Indeed, the original Plans 
for Progress firms began their desegregation efforts in the South. The ini-
tial enforcement efforts of the EEOC were similarly targeted at the South. 
It seems to us that both the initial uncertainty about racial desegregation 
and later enforcement efforts were strongest in the South. Given this pat-
tern, we would expect that racial desegregation in the South would have 
demonstrated the most progress. This was certainly true in the 1966 to 
1972 analysis we presented in chapter 3.

When we extend the segregation time series through the turn of the 
century, the earlier findings hold. In 1966 racial segregation was higher in 
the South, particularly among women. Black-white segregation dropped 
most dramatically in the southern regions in the initial post–Civil Rights 
Act period. In all regions, black-white segregation among men dropped 

Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years).
Note: Southern regions in gray.

Figure 6.1  rapid regional convergence in racial segregation,  
1966 to 2000
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dramatically between 1966 and 1980, then hardly at all. Among women, 
black-white segregation dropped even more dramatically in the South be-
tween 1966 and 1972. In all regions, segregation between white women 
and black women rose across the remainder of the 1970s and continued to 
slowly increase after 1980. By the year 2000, racial segregation among 
women was almost as high as it was among men in all regions.

Some vestiges of southern exceptionalism remain visible in the em-
ployment patterns. For example, employment segregation between black 
men and white women was noticeably higher in the South than the non-
South in 1966 and remained so by the turn of the century (figure 6.2). The 
general pattern across regions was of stagnation in employment segrega-
tion between black men and white women after 1980 and slow declines 
after 1992. The one exception was the West South Central region (Texas, 
Oklahoma, Arkansas, and Louisiana), where there is evidence of black 
male–white female resegregation beginning in the Reagan-Bush era of de-
regulation and racial backlash.

When we compare regional access to the best-quality jobs, there are no 
clear contemporary regional distinctions. We focus on the odds of being in 
managerial (figure 6.3), professional (not shown), and craft (figure 6.4) 

Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years).
Note: Southern regions in gray.

Figure 6.2  Continued Regional Differences in Employment 
Segregation Between White Women and Black Men
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jobs relative to white men in the year 2000. We report the odds of occupa-
tional representation relative to white men’s representation to adjust for 
regional differences in occupational structure. The South does not stand 
out as particularly exclusionary in terms of access to managerial jobs. 
Rather, the Pacific and New England regions seem to be exceptional. In 
the case of the Pacific states, which include California, Washington, and 
Oregon, we see the lowest levels of white males’ privileged access to man-
agerial jobs. New En gland shows the opposite pattern: relative to white 
men, the odds of being in a managerial position were at or near their low-
est for white women, black men, and black women. When we look at ac-
cess to professional positions, the only regional distinction of note is that 
for both black men and black women the Pacific region also stood out as 
having the lowest level of exclusion from professional jobs.

Skilled working-class jobs also do not present many clear regional pat-
terns. The one of note is that black men in the South had a higher relative 
chance of securing craft jobs than in most other regions. Black male odds 
were similarly high, however, in the Pacific and Mid-Atlantic states.

Regional convergence has been the dominant pattern in the half- 
century since the Civil Rights Act was passed into law. There is little  
contemporary evidence of any residual extra white advantage in the  

Figure 6.3  Odds Relative to White Men of Employment in a 
Managerial Job, 2000

Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years).

New England
Mid-Atlantic
East North Central
West North Central
South Atlantic
East South Central
West South Central
Mountain
Pacific

O
dd

s R
at

io

0.6

0.5

0.4

0.3

0.2

0.1

0
White Women Black Men Black Women

06_Stainback_Ch06_179-210.indd   186 7/16/2012   1:09:18 PM



Local Labor market competition   187

private-sector South. Rather, there is some evidence that access to the best 
working-class jobs for black men and black women has become somewhat 
more open in the South than in most other regions. The one arena in which 
we find a remaining southern exceptionalism is that segregation between 
black men and white women, long the touchstone of cultural race fears in 
the South, remains higher than elsewhere.

Other regional differences in segregation trajectories are minor. There is 
some evidence that managerial opportunities for white women, black 
men, and black women and professional and craft opportunities for black 
men and black women are better in the Pacific region. Why this might be 
the case is not evident to us. It could reflect a more egalitarian culture or 
perhaps opportunities lodged in the relatively small size of the black pop-
ulation and the large immigrant population, particularly in California, the 
dominant state.

Lisa Catanzarite (2000) points out that the uneven distribution of  
minority groups across regions means that the likelihood of jobs develop-
ing into ethnic-typed employment is place-specific. She focused her re-
search on Los Angeles, partly because it has the Hispanic concentration 
necessary for the creation of “brown-collar” jobs. It seems plausible to us 

Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years).

Figure 6.4  odds relative to White men of Being employed in a 
skilled craft Job, 2000
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about 15 percent of jobs were managerial and it was access to this small 
group of jobs that was enhanced by increased minority and female repre-
sentation in mostly nonmanagerial positions. Asian women stand out for 
having had the least influence on white men’s access to managerial jobs. 
The general pattern was the same in the preceding period, with most 
groups producing about a 30 percent increase in white male representa-
tion in managerial jobs when their presence in local labor markets shifted 
by 10 percent.

The pattern for white males’ access to craft production jobs is similar 
(figure 6.6). The effect of most groups was of roughly similar size. When 
other groups shared a local labor market with white men, white males’ 
privileged access to craft production jobs rose dramatically. Again, we see 
that the presense of increased numbers of Asian women in local labor mar-
kets produced a smaller bump in white male access to craft jobs, suggest-
ing that Asian women and white men almost never competed for these 
jobs. Hispanic women in local labor markets also had relatively small ef-
fects on white males’ priveleged access to skillled working-class jobs.

The labor queue propping up white male access to professional jobs 
follows a similar, if less dramatic, pattern (figure 6.7). In labor markets 

Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years).

Figure 6.5  White males’ increased access to managerial Jobs with a 
10 Percent increase in group Labor market Presence, 
2001 to 2005
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with high or growing Asian female or Hispanic male labor forces, white 
males reaped relatively small additional advantages in access to profes-
sional jobs. Except for the high estimate of Hispanic female influence, 
there was a tendency for white males’ professional access to be more 
strongly influenced by minority male labor market composition. We sus-
pect that this gender ordering reflects the still important gender segrega-
tion principle in many professions (for example, nursing versus engineer-
ing). On the other hand, these estimates are created with statistical controls 
for detailed industry, which should capture much of this variation.

Every estimate suggests that white men’s privileged access to good-
quality jobs has been enhanced in labor markets with large racial minority 
and female presences. We do not take the rank ordering of the various 
groups too seriously. When we look at estimates for the preceding period, 
the basic ordering tends to be similar, but groups at the ends of the distri-
bution do quite a bit of switching. It may be that the labor queues are dy-
namic. Certainly the Asian and Hispanic labor forces changed rapidly af-
ter 1980 both in terms of national and educational composition and in 
terms of destination labor market. On the other hand, we would not be 
surprised if the process here was much more complicated than our analy-

Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years).

Figure 6.6  White males’ increased craft representation with a 10 
Percent increase in other groups in the Local Labor 
market, 2001 to 2005
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ses suggest. The unambiguous conclusion is that white men’s access to 
good jobs has been enhanced, not threatened, as they have declined as a 
proportion of local labor markets.

We explored these queuing processes further by looking at the influ-
ence of other groups on white female, black male, and black female access 
to good-quality jobs. We focused on the 1993 to 2000 and 2000 to 2005 
periods, both of which showed stronger results than earlier periods. Our 
first observation is that all of our estimates of queuing effects were much 
smaller than they were for white men. Estimates of queuing effects for 
white male access to good-quality jobs were without exception statisti-
cally significant, positive, and large. When we looked at white female, 
black male, and black female access to managerial, professional, and craft 
jobs, many coefficients were not statistically significant and all were by 
comparison quite small. The dominant pattern is not that an institutional-
ized labor queue for good jobs exists among white women, blacks, His-
panics, and Asians, but that all nonwhite male labor forces are in roughly 
equivalent subordinate positions in the labor queue for these jobs. Given 
our findings for segregation, this suggests that the real competition 
among groups, other than white males, is for the less desirable jobs in the 
economy.

Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years).

Figure 6.7  White males’ increased Professional representation with a 
10 Percent increase in other groups in the Local Labor 
market, 2001 to 2005
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discrimination is likely to be highest in labor markets where the benefits 
from social closure and discrimination are greatest.

tHe VerY Worst LaBor marKets
After the Civil Rights Act of 1964, the EEOC and OFCCP were particularly 
aggressive in targeting southern employers, reasoning correctly that they 
had made the least progress and shown the most resistance to African 
Americans’ struggles for civil and economic rights. Our analysis of re-
gional convergence suggests that the South in general is no longer a rea-
sonable regulatory target. On the other hand, our analyses at the labor 
market level show that there is significant local variation in segregation 
levels and access to good-quality jobs. Table 6.10 displays the local labor 
markets in which white men’s advantaged access to managerial jobs is 
most extreme. In these twenty labor markets, white men were found in 
managerial roles at two to three times their representation in the local la-
bor market more generally. The most striking result for white men is that 
sixteen of the top twenty labor markets were in the black belt South. These 
are the old plantation regions of the South. Previous research has identi-

Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years).

Figure 6.8  increases in White male exposure to intergroup contact 
for a 10 Percent increase in group Labor market 
composition, 2001 to 2005
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190    Documenting Desegregation

than the egalitarian effect, we would expect that group size would be as-
sociated with higher segregation and lower access to good jobs for every-
one except white men, who would benefit from increased discrimination 
against nonwhites and women.

The civil rights and women’s movements can be thought of as attempts 
to delegitimate competition-based tendencies to install inequalities 
through institutionalized discrimination. Thus, we would expect that the 
inequality-enhancing influence of subordinate group composition, if it 
was operating, to have been stronger earlier in time. On the other hand, 
and as we have been arguing throughout this book, white males’ monop-
oly on good-quality jobs in all labor markets was nearly absolute prior to 
the Civil Rights Act. This would imply that there was little competition for 
good jobs early in the period, but that it increased over time. Given what 
we have seen in time trends, we would expect that for white women this 
increased competition for good jobs happened continuously. For black 
women and black men, it may have stabilized after 1980. But these earlier 
results were for the entire country and purged of the influence of labor 
supply, and so their implications for local labor supply processes are in no 
way certain.

First, we explore the effect of group size on integration with white men 
and white women (table 6.1). As before, these estimates are generated by 
models that control for region, industry, and organizational characteris-
tics.

From 1966 to 1992, the integration of white women and white men in 
equal-status employment was enhanced by higher female labor force par-
ticipation. This effect dropped to zero after 1993, just as white women’s 

table 6.1  the influence of a 10 Percent increase in group size  
on Local Labor market segregation from White men,  
1966 to 2005

White Female Black Male Black Female

1966 to 1972 –0.56 1.46 0

1973 to 1980 –0.54 0 0

1981 to 1992 –1.04 –0.90 0

1993 to 2000 0 0 1.25

2000 to 2005 0.38 0.63 0.73

Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years).
Note: We report as zero estimates that are not statistically significant at or above a .01 proba-
bility.
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table 6.2  the influence of a 10 Percent gain in group size in Local Labor markets on access to 
managerial, Professional, and craft Jobs, 1966 to 2005

  White Women Black Men Black Women

Manager Professions Craft Manager Professions Craft Manager Professions Craft

1966 to 1972 –0.12 –0.20 –0.06 –0.05 –0.04 –0.12 0 0 0
1973 to 1980 –0.13 –0.18 –0.05 –0.09 –0.09 –0.13 –0.06 –0.06 –0.05
1981 to 1992 –0.13 –0.19 –0.06 –0.16 –0.13 –0.23 –0.05 0 0
1993 to 2000 –0.17 –0.21 –0.09 –0.17 –0.13 –0.44 –0.05 0 0
2000 to 2005 –0.14 –0.18 –0.10 –0.19 –0.08 –0.48 –0.06 0 0

Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years).
Note: Access is standardized for group commuting zone population size. We report as zero estimates that are not statistically significant at or 
above an .01 probability.
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Local Labor market competition   195

among whites, suggesting that white women and black women were 
nearly equivalent in the labor queue for white male jobs. Between 1981 
and 1992, this segregation-reducing effect strengthened, suggesting that 
white women made stronger gains into white male jobs where there were 
more black women to fill traditionally female jobs. There is no evidence 
that the presence of black women in the labor queue influenced white gen-
der segregation after 1992. There is also slight evidence of any influence of 
Hispanic labor on white male–white female segregation, suggesting that 
white women do not typically compete with Hispanic women for the 
kinds of jobs typically filled by white men.

On the other hand, higher proportions of black males in the local labor 
market increased gender segregation among whites in all periods, and 
this effect strengthened over time. The pattern for Hispanic males was the 
same. Minority males were more likely to integrate white male jobs, 
thereby reducing the opportunity for white women to do so. Thus, African 
American men and Hispanic men tended to be competing with white 
women in the labor queue in terms of access to male jobs. This is an inter-
esting finding in light of the results presented in the last chapter. White 
women made increased inroads into white male jobs after 1990, but these 
results suggest that progress was strongest in local labor markets with 
smaller black male and Hispanic male labor forces.

Asian labor market competition was associated with reduced white 
male–white female segregation, but only during the Reagan-Bush years. 
This suggests that for this short period white women were ahead of Asians 
of both genders in the labor queue for white male jobs, but that they were 
functionally equivalent thereafter.

In table 6.4, we look at the influence of the same processes on black 
male–white male employment segregation. The presence of black women 

table 6.3  Queuing Processes and segregation Between White men  
and White Women at a 10 Percent increase in group size,  
1966 to 2005

Black  
Women

Black  
Men

Hispanic 
Women

Hispanic 
Men

Asian 
Women

Asian  
Men

1966 to 1972 0 1.48
1973 to 1980 0 1.72
1981 to 1992 –1.46 3.31 0 0.48 –5.00 –7.25
1993 to 2000 0 3.46 0.38 1.48 0 0
2000 to 2005 0 4.01 0 2.20 0 0

Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years).
Note: We report as zero estimates that are not statistically significant at or above an .01 probability.
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early on reduced segregation between black men and white men, but had 
lost any influence on black male and white male segregation by the late 
1990s. Similarly, the presence of larger numbers of Asian women in a labor 
market tended to reduce segregation between white men and black men. 
On the other hand, there is also evidence that Hispanic immigration led to 
increased segregation between black men and white men. This was also a 
strong effect of the presence in a labor market of Asian men, but only 
briefly during the Clinton era. Why this might have been the case we do 
not know.

Larger white female labor forces were weakly associated with higher 
white male segregation from black men. This effect was not large, espe-
cially compared to the influence of black male labor on the employment of 
white women in white male jobs. Thus, black men seem to have been 
ahead of white women in the queue for the average male job. Gender seg-
regation tendencies were stronger on average than pressures for racial 
segregation. This may reflect differences in social boundaries, but it is just 
as possible that it reflects differences in relative group size. In most labor 
markets, there have simply not been enough African American men to cre-
ate a separate race-segregated labor market. In all communities, there 
have been sufficient women in general and white women in particular for 
employers to create gender-typed jobs and even whole occupations (such 
as secretarial work). As both racial and gender inequality became less in-
stitutionalized, we would expect that various local labor market queues 
would have emerged. If that is the case, we can expect that in some jobs 
and in some labor markets white women might actually have been ahead 
of black males in the queue for traditionally white male jobs. This seems 
most likely, given our earlier findings, for managerial and professional  
occupations.

Black women’s access to equal-status employment with white women 

table 6.4  Queuing Processes and segregation Between White men and 
Black men at a 10 Percent increase in group size, 1966 to 2005

White 
Women

Black 
Women

Hispanic 
Women

Hispanic 
Men

Asian 
Women

Asian  
Men

1966 to 1972 0 –1.83
1973 to 1980 0.45 –1.44
1981 to 1992 0 –0.57 1.89 0.76 –3.92 0
1993 to 2000 0.78 0 1.78 1.45 –5.74 8.85
2000 to 2005 0.63 0 1.45 1.21 0 0

Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years).
Note: We report as zero estimates that are not statistically significant at or above a .01 probability.
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was weakened by the presence of African American men, Hispanic 
women, and Asian men in the local labor market (table 6.5). Thus, black 
women competed with all of these groups in terms of integration with 
white women. Hispanic men and, surprisingly, Asian women (except for 
the anomalous 1993 to 2000 estimate) were not normally competing for 
the same jobs in which black women and white women were being hired. 
White women were in an interesting place in most labor markets: they 
competed with men for male jobs and with women for female jobs.

We also look at labor queues for occupational representation. Because 
our measure of representation standardizes group occupational location 
by local labor market size, we can directly estimate the degree to which 
the presence of other groups in the local labor market increased or de-
creased access to good-quality jobs. We begin with white men, who, as we 
have seen, have had high and stable advantages in their access to manage-
rial and craft jobs. Their access to professional jobs, though declining over 
time, has also been privileged. What we find is that almost without excep-
tion white male access to good-quality jobs increased as the size of minor-
ity groups in the local labor market grew. We focus here only on the 2000 
to 2005 estimates. They are quite similar to the post-1990 estimates, and 
both are somewhat stronger than in earlier years.

An increase in the size of any subordinate group led to a higher repre-
sentation of white men in managerial jobs. With two exceptions, most 
groups were roughly equivalent in their influence. A 10 percent increase in 
the local labor market representation of white women, black men, black 
women, Hispanic men, Hispanic women, and Asian men produced a 30 to 
45 percent increase in white males’ managerial representation. At first 
these may seem like large numbers, but it should be remembered that only 

table 6.5  Queuing Processes and segregation Between White 
Women and Black Women at a 10 Percent increase in 
group size, 1966 to 2005

Black  
Men

Hispanic 
Women

Hispanic  
Men

Asian  
Female

Asian  
Male

1966 to 1972 4.92
1973 to 1980 1.61
1981 to 1992 1.16 2.58 0 0 4.43
1993 to 2000 1.16 3.37 0 –4.95 8.44
2000 to 2005 1.72 2.99 0 0 0

Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years).
Note: We report as zero estimates that are not statistically significant at or above a .01 proba-
bility.
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branch plants and continued political dominance by largely white land-
owners (Tomaskovic-Devey and Roscigno 1997). Although white men 
were the most likely to have priority access to managerial jobs in these 
black belt labor markets, Hispanic women (in Vicksburg, Mississippi) and 
Asian men (in Roanoke Rapids, North Carolina; Columbia, South Caro-
lina; and Montgomery, Alabama) were occasionally more likely to be 
found in managerial roles than they were in the local labor market. From 
these data, we cannot tell exactly how this happened, but we suspect that 
it reflects the relative rarity of Hispanic women and Asian men in these 
jobs. The most likely explanation is that they were brought in as managers 
by national firms to cities where there were very few long-term Hispanic 
women or Asian men.

table 6.6  relative managerial representation in the top twenty eeoc-
reporting Labor markets, 2005

White Black Hispanic Asian

Male Female Male Female Male Female Male Female

Los Angeles, Calif. 1 2 4 6 7 8 3 5
Chicago, Ill. 1 2 4 5 6 8 3 7
New York, N.Y. 1 2 5 7 4 8 3 7
Newark, N.J. 1 2 4 7 5 8 3 6
Philadelphia, Penn. 1 2 4 6 5 8 3 7
Boston, Mass. 1 2 5 7 4 8 3 6
Washington, D.C. 1 2 3 5 6 8 4 7
Atlanta, Ga. 1 2 3 5 6 7 4 8
Detroit, Mich. 1 3 5 6 4 8 2 7
Dallas, Tex. 1 2 4 6 5 8 3 7
Houston, Tex. 1 2 4 7 5 8 3 6
San Francisco, Calif. 1 2 3 5 6 8 4 7
Minneapolis, Minn. 1 2 5 8 4 6 3 7
Seattle, Wash. 1 2 4 7 5 6 3 8
Phoenix, Ariz. 1 2 4 6 5 8 3 7
Hartford, Conn. 1 2 5 7 4 8 3 6
Cleveland, Ohio 1 2 5 8 4 7 3 6
St. Louis, Mo. 1 2 5 8 4 7 3 6
Denver, Colo. 1 2 4 7 6 8 3 5
Tampa, Fla. 1 2 4 6 5 7 3 8

Range twenty largest 
labor markets

1 2–3 3–5 5–8 4–7 7–8 3–4 5–8

Mode twenty largest 
labor markets

1 2 4 7 4, 5 8 3 7

Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years).
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An important finding is that in high-proportion black local labor mar-
kets, Hispanic men and Hispanic women consistently ranked below black 
men and women in access to managerial jobs. Black men and women con-
sistently ranked below whites and Asians in access to managerial jobs.

The pattern is quite a bit different in the top Hispanic labor markets. 
White men followed by white women were in the first and second rank 
when it came to managerial representation in most high-Hispanic locali-
ties. The exception was El Centro, California, where Asian males were the 
most likely to be found in managerial jobs, and El Paso, Texas, where they 
were the second most likely to fill these jobs. In most cities with a high 
Hispanic population, Asian males were ranked third and black men fourth 
in access to managerial jobs. Hispanic women were fairly consistently the 
least likely to be in managerial jobs in the largest Hispanic labor markets. 
Hispanic males were always unlikely to be in managerial roles, although 
their relative rank in the managerial labor queue varied from labor market 
to labor market.

Finally, we looked at managerial representation in the ten largest Asian 
population labor markets. In all of these labor markets, white men, fol-
lowed by white women, were the most likely to be in managerial roles. In 
six of the ten cities, black males were ahead of Asian males in the manage-
rial labor queue. In seven of ten cities, black women were ahead of Asian 
women. Although Hispanic women tended to be lowest in the managerial 

table 6.7  relative managerial representation in the top ten african 
american eeoc-reporting Labor markets, 2005

White Black Hispanic Asian

Male Female Male Female Male Female Male Female

Vicksburg, Miss. 2 3 7 8 6 1 4 5
Roanoke Rapids, N.C. 2 3 5 7 6 8 1 4
Oxford, Miss. 1 5 6 8 3 2 4 7
Albany, Ga. 2 4 5 6 7 8 3 1
Columbia, S.C. 2 3 6 7 5 8 1 4
Starkville, Miss. 1 2 4 6 5 7 3 8
Jackson, Miss. 1 2 5 6 7 8 3 4
Montgomery, Ala. 2 3 5 6 7 8 1 4
Memphis, Tenn. 1 2 4 5 6 8 3 7
Rocky Mount, N.C. 1 3 5 6 7 8 2 4

Range 1–2 2–5 4–6 6–8 3–7 1–8 1–4 1–7
Mode 1, 2 3 5 6 7 8 3 4

Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years).
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labor queue, in two cities (Seattle and Anchorage) they were more likely to 
be in managerial jobs than Asian women.

Our analysis of cities with large African American, Hispanic, and Asian 
labor forces suggests that for each group, when they are a large proportion 
of the local labor market, they are less likely to have access to managerial 
jobs. These patterns are most pronounced for large Asian and Hispanic 
population labor markets. In these places, African Americans have in-
creased access to managerial jobs, presumably as managers of large im-
migrant labor forces.

WHite maLe exPosure to intergrouP 
contact
The general finding in this chapter that white men’s access to good-qual-
ity jobs increases as competing groups in the local labor market grow in 
size may seem counterintuitive. After all, white men often experience ra-
cial and gender integration as a competitive threat, and the folk wisdom 
that affirmative action leads to the wholesale denial of white male oppor-
tunity is widespread. The problem here is that as individuals we can see 
integration, but segregation is by definition outside of our gaze. When we 
share a job in the same firm with someone of a different race or gender, we 
know it. When our boss comes from a different group, this is apparent as 
well. That the distribution of workers at our level or higher is created in 

table 6.8  relative managerial representation in the top ten Hispanic 
eeoc-reporting Labor markets, 2005

White Black Hispanic Asian

Male Female Male Female Male Female Male Female

McAllen, Tex. 1 2 5 8 4 6 3 7
El Paso, Tex. 1 3 4 7 6 8 2 5
El Centro, Calif. 2 3 4 5 7 8 1 6
Corpus Christi, Tex. 1 2 3 7 5 6 4 8
San Antonio, Tex. 1 2 4 7 5 8 3 6
Santa Fe, N.M. 1 2 5 7 4 8 3 6
Fresno, Calif. 1 2 5 6 4 8 3 7
Bakersfield, Calif. 1 2 4 5 6 8 3 7
Odessa, Tex. 1 2 4 8 6 7 5 3

Range 1–2 2–3 3–7 4–8 4–7 6–8 1–5 3–8
Mode 1 2 4 7 4, 5, 6 8 3 6, 7

Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years).
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part by the distribution of employees in lower-level jobs in our workplace 
and by the sorting of people across workplaces is not apparent to most of 
us when we go to work.

Figure 6.8 clearly shows that as other groups grew as a percentage of 
local labor markets, white male exposure to other groups at work grew as 
well. In all cases, the effects of a 10 percent rise in other groups was as-
sociated with less than a 10 percent rise in white male exposure. Thus, 
the effect of group competition in the same labor market was not egali-
tarian, but at the same time it was integrative. Only for Asian males did 
the effect even approach parity. White and black women had the smallest 
effect on white male exposure to cross-group contact, presumably be-
cause of gender segregation across jobs and workplaces. Thus, as local 
labor markets become more heterogeneous, white men will experience 
their workplaces as more integrated even as some white men have en-
hanced access to the best jobs in the labor market. This is particularly true 
when the labor market contains substantial percentages of Asian men 
and black men.

The labor queues and competition processes that promote white male 
access to good-quality jobs are not, however, visible. These take place else-
where in the sorting of people into workplaces and jobs. Thus, we have 
the perverse experience that even as their benefits from racial, ethnic, and 
gender labor queues increase, white men in high-quality jobs experience 
more integrated workplaces. The perception of competition and reverse 

table 6.9  relative managerial representation in the top ten asian eeoc-
reporting Labor markets, 2005

White Black Hispanic Asian

Male Female Male Female Male Female Male Female

San Jose, Calif. 1 2 3 5 6 8 4 7
San Francisco, Calif. 1 2 3 5 6 8 4 7
San Diego, Calif. 1 2 3 6 4 8 5 7
Los Angeles, Calif. 1 2 4 6 7 8 3 5
Sacramento, Calif. 1 2 3 5 6 8 4 7
Seattle, Wash. 1 2 4 7 5 6 3 8
Las Vegas, Nev. 1 2 3 5 7 8 4 6
Anchorage, Ark. 1 2 4 5 3 6 7 8
New York, N.Y. 1 2 5 7 4 8 3 6
Newark, N.Y. 1 2 4 7 5 8 3 6

Range 1 2 3–5 5–7 3–7 6–8 3–7 5–8
Mode 1 2 3 5 6 8 3 6–7

Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years).
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table 6.10  the top twenty cities for White male overrepresentation and White Female, Black male, and 
Black Female underrepresentation in managerial Jobs, 2005

White Male 
Overrepresentation

White Female 
Underrepresentation

Black Male 
Underrepresentation

Black Female 
Underrepresentation

McAllen, Tex.
Greenville, Miss.
Americus, Ga.
Henderson, N.C.
McComb, Miss.
Laredo, Tex.
Greenwood, Miss.
Milledgeville, Ga.
Laurel, Miss.
Clarksdale, Miss.
Statesboro, Ga.
Yuma, Ariz.
Goldsboro, N.C.
Roanoke Rapids,  
N.C.

Thomasville, Ga.
South Boston, Va.
El Paso, Tex.
Vicksburg, Miss.
Nacogdoches, Tex.
Griffin, Ga.
Rocky Mount, N.C.

307.7%
280.4 
271.7 
262.8 
252.4 
251.1 
248.6 
241.6 
235.6 
234.9 
232.8 
231.2 
225.0 

224.7 
222.7 
221.6 
217.7 
212.7 
205.9 
205.2 
201.1 

Decorah, Iowa
McMinnville, Tenn.
Morganton, N.C.
Columbus, Nev.
Glasgow, Ky.
Greensburg, Ind.
Spencer, Iowa
Rice Lake, Wis.
Defiance, Ohio
Hutchinson, Ind.
Brunswick, Ga.
Searcy, Ark.
Sedalia, Mo.
Owatonna, Minn.
Keene, N.H.
Findlay, Ohio
Staunton, Va.
Henderson , Ky.
Boone, N.C.
Columbia, Tenn.
Gillette, Wyo.

51.0%
54.5 
57.9 
58.6 
59.7 
59.7 
60.1 
61.0 
61.1 
61.1 
61.1 
62.2 
62.8 
63.6 
63.7 
63.8 
64.0 
64.0 
64.1 
64.2 
64.3 

Bennettsville, S.C.
Houma, La.
Atmore, Ala.
Milledgeville, Ga.
Greenwood, Miss.
Blytheville, Ark.
Tupelo, Miss.
Meridian, Miss.
Corsicana, Tex.
Alexandria, La.
Longview- 
Marshall, Tex.

Dyersburg, Tenn.
Washington, N.C.
South Boston, Va.
Columbus, Miss.
Statesboro, Ga.
Chattanooga, Tenn.
Dublin, Ga.
Martinsville, Va.
Jacksonville, N.C.
Spartanburg, S.C.

33.8%
34.6 
35.7 
35.7 
36.4 
36.5 
37.2 
39.5 
40.0 
40.7 

40.7 
42.4 
42.7 
42.9 
43.3 
43.3 
43.6 
43.9 
44.1 
44.2 
44.6 

Dyersburg, Tenn.
Bennettsville, S.C.
Blytheville, Ark.
Americus, Ga.
Spartanburg, S.C.
Paris, Tex.
Tupelo, Miss.
Jackson, Tenn.
Dublin, Ga.
Corinth, Miss.
Cambridge, Md.
Thomasville, Ga.
Toccoa, Ga.
Corsicana, Tex.
El Dorado, Ark.
Gastonia, N.C.
Lufkin, Tex.
Ness City, Kans.
Charlottesville, Va.
Longview-Marshall, 
Tex.

Laurel, Miss.

13.6%
16.3 
18.1 
19.3 
21.9 
22.1 
22.1 
22.8 
23.2 
23.2 
23.3 
23.4 
24.7 
25.6 
25.9 
27.2 
27.4 
27.6 
27.9 

 
28.0 
28.8 

Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years).
Note: Limited to labor markets with more than thirty EEO-1 establishments; for black men and black women, limited to labor markets with at 
least 5 percent black employment.
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Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years).

Figure 7.1  segregation Between White men and Black men by sector, 1966 to 2005
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Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years).

Figure 7.2  segregation Between White men and White Women by sector, 1966 to 2005
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Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years).

Figure 7.3  segregation Between White Women and Black Women by sector, 1966 to 2005
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Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years).

Figure 7.4  White male managerial representation by sector, 1966 to 2005
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sector and industry segregation trajectories   219

tries with the longest history of federal regulation. This sector is also 
among the least race-segregated among women.

Compared to gender segregation, there was much less variability across 
sectors in the levels of race segregation (table 7.2). The top nine sectors 
were separated by only six points for men and five for women. The com-
parable spread for the three gender segregation comparisons in table 7.1 
was four times larger at 20 percent.

In figure 7.4, we report sector trends in white male managerial repre-
sentation. Although all sectors showed an increase in white males’ access 
to managerial jobs after 1966, there was considerable variability in trajec-
tories after the early 1970s. White males’ overrepresentation was particu-
larly high, and grew steeply, in mining and construction. Most other sec-
tors produced slow growth in white male managerial representation. 
There were, however, a few exceptions. Transportation, communication, 
and utilities, as well as both producer and personal services, showed an 
essentially flat trajectory after 1972. Most strikingly, since 1966 social ser-
vices have shown a strong downward trajectory for white male managers. 
In 1966 white men were employed as managers in social service firms at 
about their general labor market participation levels. After the initial 
bump produced by the post–Civil Rights Act inspired the hiring of mi-
norities and women into lower-level jobs, white male representation in 
social service management declined steadily. By 2005, white men were 20 
percent less likely to be managers in private social service firms than their 
general labor market participation level. In all other sectors, white men 

table 7.1  gender segregation Levels by sector, ranked from Lowest 
to Highest, 2005

White Men–White Women White Men–Black Women

Social services
Personal services
Business services
Durable manufacturing
Retail
Nondurable manufacturing
Wholesale
Transportation, communication, 
and utilities

Extractive
Mining
Construction

45
51
52
54
55
56
60

63
68
74
80

Social services
Personal services
Durable manufacturing
Retail
Business services
Nondurable manufacturing
Transportation, communica-
tion, and utilities

Wholesale
Mining
Extractive
Construction

61
66
69
69
71
71

74
75
82
84
85

Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years).
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were overrepresented in managerial jobs, although there was consider-
able variation. Personal services showed the lowest level of white male 
overrepresentation in 2005, at 41 percent higher than their local labor force 
participation level. Construction was the highest in 2005, with white male 
managerial representation at 136 percent of their private-sector labor force 
participation in general.

One of the things that is most striking about figure 7.4 is that in 2005 
white males’ representation in management was lowest in retail trade and 
the three service sectors. These, of course, have been the high-growth em-
ployment sectors as the economy has moved away from manufacturing 
and toward a service economy. They also comprise relatively low-wage 
industries. If we look at the managerial representation of white women, 
black men, and black women in 2005, we find the reverse pattern. They 
were more likely to be employed as managers in these low-wage, high-
growth sectors.

White women were employed as managers at about their local labor 
market representation in producer services, personal services, and retail 
firms, and they clearly dominated social service managerial jobs. For black 
men, the transportation, communication, and utilities sector—the three 
antitrust-regulated industries—was by far the most hospitable managerial 
location: their 2005 employment rates were nearly at their level of local 
labor market participation. In no sector did black women approach labor 
market parity. The social services sector provided black women with the 
greatest access to managerial roles, but they were still 26 percent less likely 

table 7.2  race segregation Levels by sector, ranked from Lowest  
to Highest, 2005

White Men–Black Men White Women–Black Women

Transportation, communica- 
tion, and utilities

Personal services
Mining
Durable manufacturing
Business services
Construction
Nondurable manufacturing
Retail
Wholesale
Social services
Extractive

47
50
50
50
52
52
52
53
53
57
61

Retail
Business services
Transportation, communica-
tion, and utilities

Personal services
Durable manufacturing
Wholesale
Mining
Social services
Nondurable manufacturing
Construction
Extractive

47
47

48
48
50
50
50
51
52
59
64

Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years).
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to be managers than they were to be employed in the local private-sector 
economy.

In 2005, forty years after the Civil Rights Act outlawed discrimination 
and segregation, there were almost no black women in managerial roles in 
mining, construction, and the extractive sectors (table 7.3). Manufacturing 
and wholesale trade were little better. The worst sector for white male 
managerial representation, social services, was still better than any other 
sector for black women’s access to managerial jobs. The best sector for 
white women’s representation, social services, was still worse than the top 
six sectors for white male representation.

Extractive, mining, and construction all were high-segregation sectors 
in which white men dominated managerial jobs. For race segregation, du-

table 7.3  managerial representation Levels by sector, ranked from 
Highest to Lowest, 2005

White Men White Women

Construction
Mining
Durable manufacturing
Wholesale
Extractive
Nondurable manufacturing
Transportation, communica-
tion, and utilities

Producer services
Personal services
Retail
Social services

135
120
94
86
84
80

68
49
42
39

–24

Social services
Producer services
Personal services
Retail
Wholesale
Transportation, communica-
tion, and utilities

Nondurable manufacturing
Extractive
Durable manufacturing
Construction
Mining

77
6
2

–6
–32

–34
–38
–51
–55
–67
–71

Black Men Black Women

Transportation, communica-
tion, and utilities

Retail
Personal services
Nondurable manufacturing
Durable manufacturing
Producer services
Wholesale
Mining
Social services
Extractive
Construction

–3
–23
–25
–36
–44
–46
–47
–57
–64
–70
–76

Social services
Transportation, communica-
tion, and utilities

Personal services
Retail
Producer services
Nondurable manufacturing
Wholesale
Durable manufacturing
Extractive
Construction
Mining

–26

–46
–49
–53
–54
–75
–81
–84
–91
–95
–95

Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years).
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with college degrees. Because the EEO-1 reports do not contain this infor-
mation, we produced these calculations using the Current Population Sur-
vey (CPS). We see (1) employment growth, (2) income-based closure, and 
(3) meritocratic hiring rules as indicators of the three most promising 
mechanisms that might explain industry or firm variation in desegrega-
tion. Because we do not directly observe workplace dynamics, we are as-
suming that industrial context influences both the behaviors and resources 
available at the workplace level. We focus first on the 1973 to 1980 period, 
given that it was a period of strong desegregation for all groups.

During the 1970s, there was rapid employment growth among both 

table 7.4  top twenty two-Digit industries ranked for employment growth, 
relative income, and educational requirements, 1973 to 1980

Employment Growth 
Rate

Income Percentage  
of Median

Percentage College 
Graduates

Pipelines, except natural 
gas

Legal services
Engineering and manage-
ment services

Transportation services
Miscellaneous repair 
services

Business services
Health services
Auto repair, services, and 
parking

Eating and drinking places
Mining
Banks
Amusement and recreation 
services

Miscellaneous retail
Real estate
Instruments and related 
products

Transportation by air
Industrial machinery and 
equipment

Social services
Food stores
Motion pictures

Petroleum and coal products
Pipelines, except natural gas
Security, commodity bro-
kers, and investment

Transportation by air
Railroad transportation
Engineering and manage-
ment services

Chemicals and allied  
products

Mining
Electric, gas, and sanitary 
services

Transportation equipment
Communication
Primary metal industries
Industrial machinery and 
equipment

Water transportation
Paper and allied products
Trucking and warehousing
Wholesale trade
Instruments and related 
products

Fabricated metal products
Rubber and miscellaneous 
plastics products

Educational services
Engineering and manage-
ment services

Security, commodity bro-
kers, and investment

Legal services
Social services
Insurance
Petroleum and coal products
Business services
Chemicals and allied  
products

Motion pictures
Membership organizations
Pipelines, except natural gas
Health services
Banks
Transportation services
Real estate
Transportation by air
Wholesale trade
Printing and publishing
Instruments and related 
products

Source: Authors’ calculations based on data from IPUMS-CPS (King et al. 2010).

Stainback.indb   225 7/16/2012   12:28:08 PM



226    Documenting Desegregation

high- and low-earnings service industries. The high-earner service indus-
tries tend to be in the producer services sector and include various forms 
of financial, legal, engineering, and other business services. The highest-
wage industries include these high-end producer services but also many 
manufacturing industries, trucking, and wholesalers. We again see pro-
ducer services industries concentrated among those that require a high 

table 7.5  Bottom twenty two-Digit industries ranked for employment 
growth, relative income, and educational requirements,  
1973 to 1980

Employment Growth  
Rate

Income Percentage  
of Median

Percentage College  
Graduates

Furniture and home furnish-
ings 

Paper and allied products
Fabricated metal products
Agriculture, forestry, and 
fishery

Transportation equipment
Furniture and fixtures
Lumber and wood products
Petroleum and coal products
Stone, clay, and glass prod-
ucts

General merchandise stores
Apparel and other textile 
products

Railroad transportation 
Automotive dealers and 
service stations

Food and kindred products
Tobacco products
Primary metal industries
Personal services
Rubber and miscellaneous 
plastics products

Leather and leather products
Textile mill products

Membership organizations
Furniture and fixtures
Motion pictures
Auto repair, services, and 
parking

Furniture and home fur-
nishings

Textile mill products
Health services
Educational services
Miscellaneous retail
Social services
Food stores
Leather and leather prod-
ucts

Apparel and other textile 
products

Amusement and recreation 
services

General merchandise 
stores

Apparel and accessory 
stores

Hotels and other lodging 
places

Agriculture, forestry, and 
fishery

Eating and drinking places
Personal services

Local and interurban pas-
senger transit

Miscellaneous manufactur-
ing industries

Stone, clay, and glass prod-
ucts

Hotels and other lodging 
places

Railroad transportation
Food and kindred products
Construction
Automotive dealers and 
service stations

Miscellaneous repair ser-
vices

Lumber and wood products
Trucking and warehousing
Agriculture, forestry, and 
fishery

Textile mill products
Eating and drinking places
Furniture and fixtures
Food stores
Apparel and other textile 
products

Auto repair, services, and 
parking

Leather and leather  
products

Personal services

Source: Authors’ calculations based on data from IPUMS-CPS (King et al. 2010).

Stainback.indb   226 7/16/2012   12:28:08 PM



table 7.6  ten steepest Yearly Desegregation trajectories, 1973 to 1981 

White Men–White Women White Men–Black Men White Men–Black Women

Communication 
Building materials and garden 
supplies

Petroleum and coal products
Lumber and wood products
Chemicals and allied products
Pipelines, except natural gas
Mining
Business services
Motion pictures
Insurance

–2.4

–2.2
–1.9
–1.6
–1.4
–1.4
–1.4
–1.4
–1.3
–1.3

Miscellaneous repair services
Railroad transportation
Pipelines, except natural gas
Petroleum and coal products
Tobacco products
Electric, gas, and sanitary 
services

Transportation by air
Trucking and warehousing
General merchandise stores
Chemicals and allied products

–2.4
–1.7
–1.7
–1.5
–1.5

–1.4
–1.1
–1.0
–1.0
–0.9

Communication
Building materials and garden 
supplies

Petroleum and coal products
Tobacco products
Primary metal industries
Chemicals and allied products
Insurance
General merchandise stores
Mining
Motion pictures

–1.7

–1.6
–1.5
–1.1
–1.1
–1.1
–1.0
–0.9
–0.8
–0.8

Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years).
Note: Italics indicates the industry is in the top third of the industry income distribution. Bold indicates the industry is in the bottom third of 
the industry income distribution.
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table 7.7  industries with Positive segregation trajectories,  1973 to 1981

White Men–White Women White Men–Black Men White Men–Black Women

Miscellaneous repair services
Educational services
Personal services
Food and kindred products
Miscellaneous retail
Apparel and other textile 
products

Local and interurban passen-
ger transit

Leather and leather products
Engineering and management 
services

0.6
0.4
0.4
0.2
0.2

0.2

0.2
0.2

0.1

Engineering and management 
services

Membership organizations
Legal services
Educational services
Leather and leather products

8.2
0.5
0.4
0.2
0.1

Membership organizations
Miscellaneous repair services
Personal services
Auto repair, services, and  
parking

Real estate
Security, commodity brokers, and 
investment

0.9
0.6
0.5

0.4
0.2

0.2

Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years).
Note: Italics indicates the industry is in the top third of the industry income distribution. Bold indicates the industry is in the bottom third of 
the industry income distribution.
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table 7.8  ten steepest Yearly Desegregation trajectories, 2001 to 2005

White Men–White Women White Men–Black Men White Men–Black Women

Building materials and garden 
supplies

Trucking and warehousing
Personal services
Apparel and other textile  
products

Miscellaneous manufacturing 
industries

Miscellaneous repair services
Water transportation
Transportation services
Fabricated metal products
Security, commodity brokers, and 
investment

–2.0
–1.5
–1.4

–1.4

–1.1
–0.9
–0.9
–0.8
–0.8

–0.8

Personal services
Real estate
General merchandise stores
Apparel and other textile 
products

Building materials and garden 
supplies

Instruments and related products
Petroleum and coal products
Agriculture, forestry, and 
fishery

Miscellaneous manufacturing 
industries

Banks

–1.8
–0.7
–0.6

–0.6

–0.5
–0.5
–0.5

–0.5

–0.5
–0.5

Personal services
Building materials and garden 
supplies

Fabricated metal products
Apparel and other textile 
products

Miscellaneous repair services
Pipelines, except natural gas
Banks
Water transportation
Trucking and warehousing
Food stores

–1.6

–1.4
–0.7

–0.6
–0.6
–0.6
–0.5
–0.5
–0.5
–0.4

Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years).
Note: Italics indicates the industry is in the top third of the industry income distribution. Bold indicates the industry is in the bottom third of 
the industry income distribution.
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table 7.9  industries with Positive segregation trajectories, 2001 to 2005

White Men–White Women White Men–Black Men White Men–Black Women

Pipelines, except natural gas
Transportation by air
Railroad transportation
Local and interurban passenger 
transit

General merchandise stores
Instruments and related products
Mining

0.5
0.5
0.4

0.3
0.2
0.1
0.1

Transportation services
Lumber and wood products
Leather and leather products
Motion pictures
Transportation by air
Amusement and recreation 
services

Pipelines, except natural gas
Stone, clay, and glass products
Primary metal industries
Rubber and miscellaneous 
plastics products

Industrial machinery and  
equipment

Construction
Social services
Textile mill products
Apparel and accessory stores
Educational services
Wholesale trade
Security, commodity brokers, and 
investment

1.2
0.7
0.6
0.6
0.5

0.5
0.4
0.3
0.3

0.3

0.3
0.3
0.2
0.2
0.2
0.2
0.1

0.1

Lumber and wood products
Transportation by air
Leather and leather products
Mining
Railroad transportation
Automotive dealers and service 
stations

Textile mill products
Social services
Stone, clay, and glass products
Transportation services
Lumber and wood products

0.5
0.4
0.2
0.2
0.2

0.2
0.2
0.1
0.1
0.1
0.5

Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years).
Note: Italics indicates the industry is in the top third of the industry income distribution. Bold indicates the industry is in the bottom third of 
the industry income distribution.
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234    Documenting Desegregation

tries in terms of increased employment segregation between black women 
and white women are on both lists. These include automotive dealers and 
service stations; chemicals and allied products; electric, gas, and sanitary 
services; legal services; mining; and security, commodity brokers, and in-
vestment firms. During the regulatory period, the pattern was overwhelm-
ingly one in which increased segregation between black women and white 
women happened most dramatically in high-wage industries.

It is notable that no low-wage industries were among the top resegrega-
tion contexts in the regulatory period. In contrast, in this century six low-

table 7.10  top twenty industries with increasing White Female–Black 
Female segregation trajectories, 1973 to 1980 and 
2001 to 2005

Regulatory Period, 1973 to 1980 Contemporary Period, 2001 to 2005

Pipelines, except natural gas
Petroleum and coal products
Construction
Mining
Insurance
Automotive dealers and service 
stations

Engineering and management 
services

Wholesale trade
Primary metal industries
Chemicals and allied products
Stone, clay, and glass products
Security, commodity brokers, and 
investment

Electric, gas, and sanitary services
Fabricated metal products
Building materials and garden 
supplies

Real estate
Legal services
Local and interurban passenger 
transit

Paper and allied products
Communication

3.6
2.6
2.2
2.0
1.9

1.6

1.4
1.4
1.4
1.4
1.4

1.4
1.3
1.0

0.9
0.9
0.8

0.7
0.6
0.6

Miscellaneous repair services
Railroad transportation
Transportation equipment
Transportation services
Paper and allied products
Stone, clay, and glass products
Furniture and fixtures
Apparel and accessory stores
Textile mill products
Printing and publishing
Mining
Trucking and warehousing
Legal services
Electric, gas, and sanitary services
Food and kindred products
Security, commodity brokers, and 
investment

Electronic and other electric equip-
ment

Chemicals and allied products
Amusement and recreation 
services

Auto repair, services, and 
parking

2.6
0.8
0.6
0.5
0.5
0.5
0.5
0.5
0.4
0.4
0.3
0.3
0.3
0.3
0.3

0.3

0.3
0.2

0.2

0.2

Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years).
Note: Italics indicates the industry is in the top third of the industry income distribution. Bold 
indicates the industry is in the bottom third of the industry income distribution.
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ment growth facilitating the growth of black male and white male em-
ployment. But even the most extreme observed industry growth rates (78 
percent for oil pipelines in the 2001 to 2005 period) suggest a predicted 
increase in white male employment of only 8 percent. One standard devia-
tion in employment growth rates, a more reasonable metric, is only 7 per-
cent and would therefore produce a predicted increase in white male em-
ployment of only 0.7 percent. The shift for black men is only one-third as 
large. Employment growth is not consistently associated with shifts in the 
race and gender composition of employment, nor, as we will see, is it typi-
cally associated with segregation or occupational representation.2

On the other hand, in industries with growing levels of income, white 
male employment increases and both black women’s employment and 
white women’s employment decline. These effects are also quite small. 
There is no association between industry relative income and black male 
employment shifts. The big exception to this string of small or no effects is 
associated with college degrees. Industries with higher proportions of em-
ployees with college degrees have substantially lower white male employ-
ment. Here a 1 percent increase in college degrees among the workforce 
leads to a 0.75 percent drop in white males in the industry. There is also a 
weak tendency for industries that hire more college graduates to see a 
growth in black women among their workers, but we find that this result 
is limited to the post-1980 period.

table 7.11  changes in industry employment and segregation as a 
Function of growth, closure, and credentialing 
mechanisms, 1966 to 2005

Employment  
Growth Rate

Relative  
Income

College  
Degrees

Percent Employment
White men 0.001 0.002 –0.73
White women 0 –0.0009 0
Black men 0.0003 0 0
Black women 0 –0.0023 0.11

Segregation
White men–white women 0 9.7 –0.14
White men–black men 0 7.1 –0.92
White men–black women 0 13.8 –1.07

Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years).
Note: Fixed-effects estimates, balanced industry-period data, N = 280 (58 industries, 5 peri-
ods). Reported coefficients significant at or above a probability level of .05. Zero (0) indicates 
nonsignificant effect.
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tunities is expected if social closure is a mechanism generating segrega-
tion and producing inequality. One might speculate that it is not the exclu-
sion of white women, black men, and black women from high-paying 
jobs, but the selection of more productive white men into these jobs. This 
is the standard human capital explanation of group income differences. 
Because the models include educational screening as an alternative mech-
anism, this interpretation seems extremely unlikely. The interpretation 
that white men are more productive than all others is particularly implau-
sible given that the stable result is that industries with rising demand for 
educated employees hire fewer white men.

Credentialing, on the other hand, promotes racial and gender desegre-
gation. Firms in industries with rising educational levels increasingly hire 
and promote white women, black men, and black women into their best-
quality jobs. While high-education industries create more managerial jobs 
for all groups, the process is considerably weaker for white men. For white 

table 7.12  changes in managerial, Professional, and craft 
representation as a Function of growth, closure, and 
credentialing mechanisms, 1966 to 2005

Employment 
Growth Rate

Relative  
Income

College  
Degrees

Managerial representation
White men 0 –0.17 0.95
White women 0 –0.16 2.19
Black men 0 –0.21 1.29
Black women 0 –0.33 1.99

Professional representation
White men 0 0 –0.48
White women 0 0 2.93
Black men 0 –0.13 1.18
Black women 0 –0.13 1.40

Craft representation
White men 0 0.37 0
White women 0 –0.48 1.32
Black men 0 –0.59 1.46
Black women 0 0 0.47

Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years).
Note: Fixed-effects estimates, balanced industry-period data, N = 280 (58 industries, 5 peri-
ods). Reported coefficients are significant at or below .05 probability. Zero (0) indicates ef-
fects that were not statistically different from zero.
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table 7.13  ten steepest Within-Workplace industry Desegregation trajectories, 1990 to 2005

White Men–White Women White Men–Black Men White Women–Black Women

Services, NEC
Water transportation
Pipelines
Miscellaneous manufacturing 
Legal services
Membership organizations
Building and garden supplies
Railroads
Banks
Social services

–2.2
–1.9
–1.7
–1.1
–1.0
–0.9
–0.9
–0.9
–0.9
–0.8

Services, NEC
Motion pictures
Real estate
Miscellaneous manufacturing
Amusement and recreation 
services

Tobacco
Railroad transportation
Membership organizations
Instruments and related
Security, commodity/brokers, 
and investment

–2.7
–2.1
–1.9
–1.2

–1.2
–1.1
–1.0
–0.9
–0.8

–0.7

Railroad transportation
Educational services
Social services
Construction
Banks
Printing and publishing
Business services
Health services

–1.5
–1.3
–0.5
–0.5
–0.3
–0.2
–0.2
–0.1

Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years).
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table 7.14  Within-Workplace industry resegregation trajectories, 1990 to 2005

White Men–White Women White Men–Black Men White Women–Black Women

Tobacco products
Apparel stores
Stone, clay, and glass
Miscellaneous repair
Eating and drinking

1.4
0.8
0.3
0.3
0.2

Leather products
Mining
Health services
Textile mill products
Transportation services
Air transportation
Rubber, plastics
Industrial machinery
Trucking and warehousing

0.9
0.6
0.5
0.4
0.3
0.3
0.3
0.2
0.2

Services, NEC
Leather products
Miscellaneous repair
Mining
Instruments
Apparel stores
Electric, gas, sanitary
Food products
Personal services
Hotels
Electronic equipment
Transportation equipment
Textile mill products
Paper products
Automotive dealers and stations
Engineering and management 
services

Apparel and textile products
Wholesale trade
Air transportation
Industrial machinery
Insurance
Auto repair and parking
Food stores
Eating and drinking places

3.6
2.1
1.2
1.2
0.9
0.9
0.8
0.7
0.6
0.5
0.5
0.4
0.4
0.4
0.4

0.4
0.4
0.3
0.3
0.3
0.3
0.2
0.2
0.2

Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years).
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table 7.15  ten Best and Worst industries for managerial employment

Ten Best Ten Worst

White Men White Women Black Men Black Women

Automotive dealers and 
service stations

Construction
Electric, gas, and sanitary 
services

Mining
Miscellaneous repair  
services

Paper and allied products
Petroleum and coal products
Pipelines, except natural gas
Railroad transportation
Stone, clay, and glass products

Construction
Fabricated Metal Products
Mining
Paper and allied products
Petroleum and coal products
Pipelines, except natural gas
Primary metal industries
Railroad transportation
Stone, clay, and glass  
products

Transportation equipment

Agriculture, forestry, and 
fishery

Construction
Furniture and fixtures
Health services
Insurance
Legal services
Lumber and wood 
products

Printing and publishing
Security, commodity  
brokers, and investment

Water transportation

Agriculture, forestry, and 
fishery

Construction
Fabricated metal products
Furniture and fixtures
Lumber and wood products
Mining
Petroleum and coal products
Pipelines, except natural gas
Primary metal industries
Stone, clay, and glass products
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table 7.15  (Continued)

Ten Best Ten Worst

White Men White Women Black Men Black Women

Apparel and accessory stores
Banks
Educational services
General merchandise stores
Health services
Hotels and other lodging places
Insurance
Legal services
Membership organizations
Social services

Apparel and accessory stores
Banks
Educational services
General merchandise stores
Health services
Insurance
Legal services
Membership organizations
Real estate
Social services

Auto repair, services, and 
parking

Building materials and 
garden supplies

Food and kindred prod-
ucts

Furniture and home fur-
nishings stores

Local and interurban pas-
senger transit

Railroad transportation
Tobacco products
Transportation by air
Transportation equipment
Trucking and warehousing

Apparel and accessory stores
Banks
Communication
Educational services
General merchandise stores
Health services
Hotels and other lodging places
Insurance
Local and interurban pas-
senger transit

Social services

Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years).
Note: Italics indicates industries that are the best for white men and the worst for the other groups or vice versa. 
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contemporary changes in workplace staffing patterns to segregation tra-
jectories. It is this change within workplaces that most contemporary hu-
man resource EEO policies and external regulatory and legal pressures on 
firms intend to influence.

Figure 8.1 shows the total change in segregation from 1990 to 2005, sepa-
rately for within- workplace change and change in the population of work-
places. Employment segregation between white men and white women 
dropped by six points over this fifteen- year period. Just over half of that 
decline was produced by the internal desegregation of workplaces, while 
slightly less than half was produced by older, more segregated workplaces 
being closed and new, less segregated workplaces being founded. A similar 
pattern holds for segregation between white men and black women. Gen-
der desegregation is being produced about equally by both continued EEO 
progress within workplaces and the birth of new workplaces that are less 
segregated than the ones they replace. Although it is clear that the pace of 
change has been very slow, after 1990 the average workplace was still mov-
ing toward more gender equality. Importantly, new workplaces contribute 
to that shift by being more gender- integrated than the ones they replace.

Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years).

Figure 8.1  contributions to segregation change from shifts in 
Workplace Practices and the Founding of new 
Workplaces, 1990 to 2005
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mately 71 percent of the variation in white male–white female segregation 
was a stable trait of workplaces across the fifteen- year comparison. At 55 
percent of total variation between 1990 and 2005, segregation between 
white men and black men, white women, and black women also displayed 
substantial inertia.

The remaining change was produced by the birth and death of work-
places and the within- workplace change in segregation levels we exam-
ined previously. Although inertia was clearly large, there was also change 
going on. That this change is not particularly associated with time means 
that segregation was both rising and falling within workplaces but soci-
etal progress was nearly absent.

Although we are primarily interested in segregation dynamics, the 
strong inertia component emphatically suggests that absent a change in the 
external environment, there has been essentially no tendency toward soci-
etal change, either desegregation or resegregation, in the workplace posi-
tions of white men and white women. There has been more fluctuation in 
cross- race segregation, especially between whites and black men, suggest-
ing workplace change. Because net change has been very small, change in 
some workplaces in some years was progressive and in others regressive.

It is well known in the technical literature that there is a random com-

Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years).

 Figure 8.2  total Variance in segregation associated with time, 
industry, Firm, and establishment, 1990 to 2005
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national- origin complaints are a much smaller proportion, although both 
have shown some growth over time as a proportion of all discrimination 
complaints.

If we take into account relative population size, race discrimination 
complaints to the EEOC are considerably higher than gender discrimina-
tion complaints. This difference peaked at about five times higher in the 
mid- 1970s, during the period of highest enforcement, and fell closer to 
three times higher after 1990. Both race and gender discrimination com-
plaints tend to rise when legal structures facilitate claims and also when 
unemployment rises, reducing the attraction of simply leaving for a new 
job (Wakefield and Uggen 2004).

The best research on the distribution and efficacy of EEOC enforcement 
has been done by Elizabeth Hirsh. She provides a thorough description of 
the process through which the EEOC processes complaints. Before em-
ployees who suspect discrimination can sue their employer, they must 
first submit a charge of discrimination to the EEOC. The EEOC ranks cases 
from A (strong evidence of discrimination) to C (evidence is weak or ab-
sent). About 19 percent of cases are classified as A. These are the cases that 

Source: Authors’ compilation based on data from Equal Employment Opportunity Commis-
sion charge statistics (EEOC 2012b).

Figure 8.3  trends in eeoc complaints by type of Discrimination, 
1992 to 2009
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we would expect a sudden jump in retaliation charges as the EEOC initi-
ated a new protocol. However, the steady increase over fifteen years sug-
gests a more gradual process. This might represent increased hostility 
from employers who feel confident that the consequences of breaking the 
law will be mild at best. It might also reflect a conscious strategy by legal 
counsel to intimidate employees so that they withdraw their complaints 
and to warn others not to file. It does not seem to be a strategy promoted 
by plaintiffs’ lawyers, since retaliation charges do not seem to increase the 
chances of a favorable outcome for the plaintiff.2

James and Wooten (2006) provide some insight into why lawsuits might 
have a weaker, often negative influence on African American access to 
good jobs. They look at how forty- nine firms managed seventy- six class- 
action discrimination lawsuits, most of which were about race-  or gender- 
based discrimination. Focusing on what the companies said about the law-
suits in public settings, they found that race and gender cases tended to be 
managed quite differently. While in all cases the firms initially denied that 

Source: Authors’ compilation based on data from Equal Employment Opportunity Commis-
sion charge statistics (EEOC 2012b).

Figure 8.4  Discrimination charges Filed with the eeoc that 
reported employer retaliation, 1992 to 2009
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ducing these demographic matching outcomes, such as equal opportunity 
preferences, in- group bias, social demands for representation, network- 
based recruitment, or human resource practices, are unlikely to be clearly 
visible.

We also developed a fixed- effects model equivalent to the results dis-
played in figure 8.5. These models, presented in figure 8.6, additionally 
control for any stable unobserved attributes of workplaces, including most 
routine behaviors and human resource personnel practices. The model 
statistically controls for organizational inertia, leaving only organizational 
change to be explained. A surprisingly high proportion of the variance as-
sociated with top- down and bottom- up ascription remains. Based on those 
models, figure 8.6 allows us to see both the inertia- linked and more instan-
taneous effects of composition on managerial representation.

The inertia components tend to account for slightly more than half of 
the influence of both current workforces and current management on fu-

Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years).

Figure 8.5  influence of a 1 Percent change in managerial and non-
managerial group size on Workforce and managerial 
composition, Lagged Panel models, 1990 to 2005
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ture managerial hires. The exception is among black women: there was 
very little stable matching of black women workers to black women 
managers.

Curious as to whether managerial demographic composition influ-
ences hiring elsewhere in the workplace, we also looked at the entire 
workforce, as well as at professional and craft production jobs. The first 
bars in figure 8.7 reproduce the influence of changes in managerial com-
position on future changes in managerial composition from figure 8.6. The 
results are striking. Increasing the diversity of managerial jobs tended to 
produce increased diversity in managerial jobs in the future. Increasing 
the proportion of white males did the same. Increased managerial diver-
sity also led to increased diversity in hiring overall in the workplace and 
in skilled working- class jobs, but the effects were relatively small. For 
black men and black women managers, there was also a small increased 
hiring of black men and black women in professional jobs.

Thus, there is evidence at least after 1990, when this panel data set be-
gins, that the demographic composition of managers influences the future 
diversity trajectory of the workplace. But that influence is most pro-
nounced in the future hiring of managers and has only a marginal effect 
on changes in hiring patterns more generally. Again, we have statistically 
controlled for inertia, so it is possible that the really important effects of 

Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years).

Figure 8.6  inertial and Dynamic influences of a 1 Percent change in 
managerial and nonmanagerial group size on 
managerial composition, 1990 to 2005
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managerial diversity are in sustaining whatever equal opportunity prog-
ress has already been accomplished.

manager- Worker status matching
When the equal opportunity goal was merely diversity, we measured 
progress as the increasing representation of previously excluded groups. 
This seems to us to be the right metric for 1975 or even 1980, when the big 
innovation in corporate thinking and behavior was the hiring and promo-
tion of women and minorities. By 1977, as Rosabeth Moss Kanter pointed 
out, many workplaces had hired token women and minorities into mana-
gerial roles, but equal- status representation was still to be accomplished. 
Earlier in this study, we showed that by the late 1970s the representation 
of white women, black men, and black women in other than the best- 
quality jobs had made rapid strides in EEOC- regulated workplaces. But a 
truly equal opportunity workplace would not be one in which black 
women primarily worked in low- paid jobs or perhaps could only aspire to 
manage other black women, but one in which black women were equally 
likely to manage all demographic groups.

Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years).

Figure 8.7  influence of a 1 Percent growth in group managerial 
composition on change in managerial, establishment, 
craft, and Professional Workforce composition, 
establishment Fixed-effects Panel estimates, 1990  
to 2005
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Following a method we devised in an earlier study (Stainback and 
Tomaskovic- Devey 2009), we estimated the influence of changes in work-
force composition on access to management jobs for each of our groups. 
We display these results in figure 8.8. The shorter the bar, the smaller the 
social distance between managers and various workforces. The taller the 
bars the lower the odds that the target group of managers is matched to 
the employee group.

Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years).

Figure 8.8  relative Declines in managerial representation with the 
growth of nonmanagerial Workforces, Dynamic Fixed-
effects Panel estimates, 1990 to 2005
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direct OFCCP regulation was associated with increased employment segre-
gation between white men and white women, white men and black men, 
white men and black women, and white women and black women. There 
was no statistically significant influence of OFCCP regulation on segrega-
tion between white women and black men. Overall, the evidence suggests 
that federal contractors have become more segregated since 1990—in-
creasing segregation by about 0.25 percent per year.

On the other hand, industries with high densities of federal contractors 
displayed declines in gender segregation from white men. These declines 
were particularly strong for white women’s access to equal- status em-
ployment with white men. The likely mechanism for this change was the 
strengthening of an increasingly female human resource managerial staff 
in industries with a high density of federal contractors.

None of these effects are strong in a statistical sense. That is, while sta-
tistically significant, they show high variance across workplaces. When we 
estimate the influence of the OFCCP within presidential administrations 
(results not shown), most effects become statistically insignificant. There 
are a few exceptions. The administrations of both Bushes are notable for 
increased white male segregation from white women among federal con-
tractors and compensating declines in high- contractor- density industries. 
There is also some evidence that during the Clinton administration direct 
OFCCP regulation again became a weak force for desegregation, at least 
for the movement of white women into equal employment roles with both 
black men and white men.

In table 8.2, we see that both white women and black women continued 
to make managerial gains among federal contractors after 1990. This effect 
was much stronger for white women and was particularly pronounced 

table 8.1  Direct oFccP regulation and oFccP industry Density 
effects on changes in segregation, 1990 to 2005

White Men– 
White Women

White Men– 
Black Men

White Men– 
Black Women

White Women–
Black Women

Direct OFCCP 
regulation 0.23 0.28 0.23 0.25

Industry OFCCP 
density –1.31 0 –0.64 0.56

Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years).
Note: Fixed-effects estimates, reported coefficients are statistically significant at or below .05 
probability. Zero (0) indicates effects that were not statistically different from zero.  
N = 392,231.
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during the Clinton administration. Black men showed relative losses in 
access to managerial jobs, a pattern that was confined to the George W. 
Bush administration, during which they fared particularly poorly.

Normatively, contractor density is associated with white men and 
white women having increased access to managerial jobs, but not at the 
expense of black men and black women. These are not zero- sum games, 
and the great growth in Hispanic and Asian employment is probably re-
sponsible for these shifts in opportunity. Recall that in chapter 6 we saw 
that white men’s access to managerial jobs is enhanced by the growth of 
all other status groups.

oFccP compliance reviews
The Office of Federal Contract Compliance Programs has the power to 
review any federal contractor for compliance with the record- keeping and 
affirmative action plans required of federal contractors under the execu-
tive orders of President Kennedy and President Johnson. Jonathan Leon-
ard (1984b, 1990) found that compliance reviews increased African Amer-
ican employment in the 1970s, but not after the Reagan- era retreat from an 
equal opportunity regulatory agenda began in 1980. During the same pe-
riod, compliance reviews were also associated with black male progress 
into better- quality jobs. White women, however, did not benefit from com-
pliance reviews. Although the OFCCP has claimed that it targets firms 
with poor EEO records for compliance reviews, based on a review of the 
same EEO- 1 data we have been examining, Leonard (1984b) concludes 
that this was probably not the case.

Although the vast majority of OFCCP action is passive and of declining 
importance, the OFCCP can and still does review firms for compliance 

table 8.2  the impact of oFccP regulation and oFccP industry 
environment on Percentage changes in managerial 
representation, 1990 to 2005

White Men White Women Black Men Black Women

Direct OFCCP 
regulation 0 3.0 –1.6 1.5

Industry OFCCP 
density 1.8 4.3 0 0

Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years).
Note: Fixed-effects estimates, reported coefficients are statistically significant at or below .05 
probability. Zero (0) indicates effects that were not statistically different from zero.
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movement was strong and the courts and legislature expanded the bases 
on which gender discrimination claims could be made, white women in-
tegrated into white male jobs. There never was a political rejection of 
gender- based equal opportunity in the way there was for race under the 
Reagan administration and across the 1990s. Even though new political 
pressure was weak, gains continued to be made. We suspect that this re-
flected the rise of white women as internal constituencies inside private- 
sector corporations, particularly as human resource managers—a job title 
that became increasingly held by white women. By 2000, the workplace 
equal rights pressures unleashed by the Civil Rights Act had run their 
course and further progress, even for white women, stalled.

Although the 1964 Civil Rights Act outlawed segregation and discrimi-
nation and mandated that the  EEOC chart progress toward equal oppor-
tunity, it is clear that segregation levels are still very high. Because we do 
not observe job title distinctions, our estimates underestimate segregation; 
however, it was still the case that in 2005 black men, white women, and 
especially black women rarely worked in the same occupation in the same 
workplace as white men. To produce completely integrated private- sector 

Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years).

Figure 9.1  employment segregation from White men in eeoc-
reporting Private-sector Workplaces, 1966 to 2005
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be rooted in local interactions and their environmental context. In the last 
three chapters, we encountered many instances of resegregation and com-
petitive pressures that increased white males’ preferred access to good- 
quality jobs. If prior to the Civil Rights Act white males’ racial and gender 
status privilege was nearly uncontested, today we see multiple local con-
tests for equal opportunity and group advantage. We think that it is very 
important for social scientists in particular to recognize workplace varia-
tion in segregation and discrimination and to develop systematic research 
programs to explain their sources and consequences.

Figure 9.2 displays such variation and leads to a new set of research 
questions. Why are some firms still totally segregated? Under what cir-

Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years).

Figure 9.2  Density Plots of organizational Variation in segregation, 
1966 to 2005
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these are labor markets where low- skill immigrant populations cluster 
and African Americans benefit from their superior education and English- 
language skills.

tHe imPLication oF LocaL Variation
The insight developed in this book that equal opportunity progress and 
regress are increasingly localized—taking place within industries, com-
munities, and workplaces—holds crucial implications for a range of fu-
ture activities, ranging from human resource management to regulatory 
enforcement to future social science research. We discuss these factors in 
turn.

Figure 9.3  u.s. Labor Force composition in 2005 and Projected  
in 2050

Source: Authors’ calculations based on data from Lee, Mather, and Ron (2008).
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sions, has been enhanced rather than reduced across the post–Civil Rights 
Act era. White men’s advantages also grow in more diverse firms and la-
bor markets. The  EEOC has had these data all along, but lacked the orga-
nizational capacity to examine the absurd fears associated with claims of 
reverse discrimination. That a whole branch of case law was allowed to 

Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years).

Figure 9.4  Distributions of Black Women in management relative  
to their representation in Local Labor markets in eeoc-
reporting Private-sector Workplaces, 1966, 1980, and 
2005
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316    Documenting Desegregation

given funding to actually accomplish that task. Rather, insufficient re-
sources have gone to the enforcement task of evaluating and certifying 
employment discrimination claims. Even here, for the vast majority of 
claims of discrimination the  EEOC, lacking the resources to investigate, 
simply issues an authorization to the claimant to pursue a civil action if he 
or she has the individual resources and can find a lawyer to take the case.

The  EEOC sometimes uses EEO- 1 reports to examine employment dis-
tributions in firms that have been the target of multiple accusations of 
discrimination. These same reports could be used in a proactive manner to 
identify firms where minority or female representation is worse than in 
comparable firms. These analyses could then be shared with the  OFCCP 
and become the basis for proactive compliance reviews.1 Of course, this 
would require an increased capacity at the  OFCCP to carry out such re-
views. Even in the absence of increased capacity, reviews targeting firms 
with egregious employment records would be likely to create new uncer-
tainties for firms and encourage them to pay more attention to what is 
happening on the equal opportunity front. Firms would become inter-
ested in comparing their employment of minorities and women to the em-
ployment practices of their industry and labor market peers. One might 

Source: Authors’ compilation based on U.S. Commission on Civil Rights (1995).

Figure 9.5  eeoc and oFccP staffing, 1994 to 2010
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table a.1  sic standardization rules

1957  
Code

1987  
Code 1957 Industry Name 1987 Industry Name

012 017 Fruit, tree nut, and vegetable farms Same
014 019 General farms Same
073 078 Horticultural services Landscape counseling and planning
151 152 General building contractors Residential building contractors 

(non-residential building)151 153
398 399 Miscellaneous manufacturing Manufacturing, NEC
402 401 Railroad sleeping and passenger }Railway express agency, inc

Railroad
404 401
522 507 Heating and plumbing equipment Same
532 596 Mail-order houses

Merchandise vending machines }
Direct selling organizations

Nonstore retailers534 596
535 596
595 594 Sporting goods stores Miscellaneous shopping  

goods stores597 594 Jewelry stores
604 609 Trust companies, no deposits Functions related to deposit banking
612 603 Savings and loans Savings institutions
613 615 Agricultural credit institutions Business credit institutions
656 153 Operative builders, real estate Operative builders, construction
739 738 Business services, NEC Miscellaneous business services

1972 
Code

1987 
Code 1972 Industry Name 1987 Industry Name

082 083 Forest nurseries and tree seeds Forest nurseries and gathering  
of food084 083 Gathering of food products

111 123 Anthracite mining Same
121 122 Bituminous mining Same

None 124 (Was included in 111 and 121) Coal mining services
264 267 Converted paper and paperboard }Building paper and paperboard Converted paper and paperboard
266 267
303 306 Reclaimed rubber Fabricated rubber, NEC
304 305 Rubber and plastic hose and  

belting
Gaskets, packing and sealing devices, 

and rubber
307 308 Miscellaneous plastic products Plastic products, NEC
383 382 Optical instruments and lenses Laboratory apparatus and analytical, 

optical
445 448 Local water transport Water transport of passengers
446 449 Services incidental to water  

transport
Same

471 473 Freight forwarding Arrangement of transportation of 
freight and cargo

Source: Authors’ compilation.
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