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THE WHITE HOUSE 

WASHINGTON 

March 14, 1995 

Note to: George Stephanopoulos 

From: Kitty Higgins 

Here is the information you requested 
on the Glass Ceiling report. 

Secretary Reich will release it on 
Thursday, March 16. 
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Kris Balderston / 

Rene A. Redwood {!t~t 
Executive Director 

some Findinqs 

i The message of this report is it makes sound business sense 
to be inclusive rather than to divide people out. Breaking glass 
ceiling barriers improves employment opportunities for all 
qualified people and insures that they have the opportunity to · 
fulfill their own potential. It also enables business to be more 
responsive to changing consumer markets and competitive in a 
diverse global economy. 

Among its many findinqs, the report shows that: 

* Glass ceiling barriers at many levels exist for women and 
minorities (the term "minorities" is a barrier) 

* Breaking glass ceiling barriers is good for business 

*i Breaking qlass ceiling barriers is a pocketbook issue 

*) White males occupy 95-97 percent of top corporate leadership 
p9sitions . 

• ! women and minority men are seriously underrepresented in top 
corporate management even though they comprise two-thirds Of the 
p9pulation and 57 percent of the labor force. 

•· recent dramatic shifts in areas that are fundamental to 
business survival are reasons cited by corporate leaders for the 
removal of glass ceiling barriers, and include: changes in the 
demographics of the labor force; changes in the demoqraphics of 
national consumer markets: and the rapid globalization of the 
marketplace 

* there are three levels of artificial barriers to the 
advancement of minorities and women: 

1) Societal which may be outside the direct control of 
business (ie. the difference barriers manifested by 
stereotyping and prejudice, and supply barriers related to 
educational opportunity and attainment) 

2) Internal Structural Barriers within the direct control of 
business (ie. outreach and recruitment practices that do not 
seek women or minorities, corporate climates that alienate 
and isolate women and minorities, and pipeline barriers that 
affect opportunity for advancement) 
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3) Governmental Barriers (ie. lack of vigorous, consistent 
monitoring and law enforcement, weaknesses of employment 
related data, and inadequate reporting and dissemination of 
info relevant to glass ceiling) 

* Women and minority males are making progress, but the 
pace of change is slow 

*, And even when women and minority men do reach senior 
executive positions, their pay and compensation often laqs behind 
t~eir white colleagues 

! 
*i High performing orqanizations embrace workforce diversity 
and have programs and policies in place to fully use the talents 
o~ all employees 

I 

*i The report describes 100 employment practices currently used 
b~ many organizations that break glass ceiling barriers 

* The report contains c~se studies of three such organizations 
Xerox (winner of the Glass Ceiling Commission's Frances 

Perkins/Elizabeth Hanford Dole Award), IBM, and Procter & Gamble 

To the extent that this report can help people understand the 
qlass ceiling and how its barriers stop talent in its tracks, it 
will help all Americans achieve the promise this country offers 
and empower every woman and man to earn their way into the middle 
class and beyond. 
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1\f1UinmUMESSAGE FROM THE CHAIRMAN 
SECRETARY OF LABOR ROBERT 8. REICH 

The term •g1m ceiling• first entered America's public convenanon less than a decade ago. when 'Iiw 
HuQ Str#l}wmal~ "Corp0rate Woman• column _identified a pUl.Zling new phenomenon. There seemed 
to be an invisibl~but impenetrable-barrier between women and lhe executive auite, preventing lhem 
from reaching the hjgbat levels of the bulincu world regardless of their accomplisbmenu and merits. 
The phrase immediately captured the attenlion of the public as well as business Jcaden,joumaJists, and 
policy malen. The metaphor was quickly extended to refer to obstacles hindering the advancement of 
minority men, u well a women. 

Thanb IO the leadenhip and vision of Seaetary Elizabe~ Dole-and that of her able sucassor, 
Secretary Lyno Manin- the Department of Labor became cloaely involved In Identifying and pubHclz. 
ing the glaSI telling problem, i.Jluing a &J»rt oa du Glau CAilifll lnilialawin 1991. Senator Robert Dole, 
who introduced the Glass Ceiling Act in 1991, praised Martin's report. noting that it •confirm(s) what 
many of us have suspec~d all along-the existence of invisible, artificial barriers blocking women and 
minorides £rom advancing up rhe corporate ladder to managemenl and execulive level posilions. •He 
added: "For thia Senaa.or,' lhe luue boili down to eiuuring equal acceu and equal opportwlity. • 

The Glass Ceiling Act was 'enacted with only minor changes u T~tle D of the CmJ Righll Act of 1991. It 
eatabliahed lhe bipartisan Glas1 Ceiling Commission, with the Seaetary of Labor u ira chair. And it 
charged the twenirone member Commiulon (itself an &ppropriately diverse body, in tertDI of ethnicity. 
gender, md polidcal ~) with a_~_ompJex mission: to conduct a study and prepare recommend• 
dons on •eliminating artificial barriers to the advancement of women and minorides• to •management 
and decisionmaling poddon1 in bulinea. • 

The f'acl-findiog repor1 lhat the Commission ls now releasing confirms the enduring apmess of lhe "glau 
ceiling• metaphor. AJ. the highest levels of business, there is indeed a barrier only rarely penetrated by 
women or penon1 of color. Con&ider: 97% of the 1enior managen of For&wie 1000 indwtrial and 

,. 



.. 
""" 0 ..._ 
<D 
<D 
lO 

""" C\I -o· 
C\I 

~ 
a.. 
<P 
C\1-.. ..._ 

l/) 
<P 

I 
C"J -I C"J 

>-
~ 
-~ 
~ 
1.1.. 
0 

I.LI u 

fr: 
0 

>-oq 

~ 

j GC Par: J J/9195 5;06 PK Page 6 -

f 
..... --

II 
I 

Fonune 500 companies are white; 95 to 97~ are male. In Forwne 2()00 industrial and service c:omplr 
nie1, 5% of senior managen are women-and of that 5%, virtually all are whire. 

The research al10 indicat.es that where there m women and minorities in rugh placa. their compen.a­
cioo is l~r. For example, African American men with profe11ional degree1 earn 7941 of the amount 
earned by white males who hold the same degrees !Wl are in the sune job a.tegorie.s. One lhldy found 
lhac. more than a decade after lhey had graduated &om lhe Stanford UniYersity of Bwinen Schoo~ men 
were eight time more likely to be C!O'a lhan women. 

Nor does the evidence indicate that the glisa ceiling is a temporary phenomenon. In fact. the re:i;ean:h 
cited here finda relatively few women and minorities in the polilion1 most likely to lead ro the top-the 
"pipeline.• The critical cueer path for senior management positions requires raking on responsibilities 
mmt directly n:lated to the corpon&e bottom line. Bul the relatively few women uid minorities found at 
the highest IC9Cls tend to be in 11aff polilions. luch u human te10urcea, or reseucb, or admioistnlion, 
other lhan line positions, 1uch armarketing, or •ales. or production. Similarly, molt companie1 require 
broad and varied experience in oore-areu of lhe business to advance-experience of lhe sort thaa. even 
now, loo few women or minority men are in a position to develop. 

In short, the fact-finding report rells us lbat the world at lhe top of the corporate hierarchy does not yet 
look anything like AmericL Two-dlirds of our population, and 57 percent of the working population, is 
female, or minorities, or both. Nor, ominoUlly, does the population of today'• executive auice resemble 
the workforce of America's future~ Women and minority men will make up 62~ of the wad.force by the 
yar2005. 

- AA many of lbe CE0'1 interviewed by the ColllJiUllion o bserTed, this 1we of affilin ii not good for bwi­
nw. Corporate leaden recogniz.e that it is oeceuary for their busineu that they better re&ct the mar· 
kerpJace and their cwtome11. Their trading partnen and customen are becoming more global and 
divene. And to aw:ceed in this increasingly oompedtive environment. they need to attract and retain the 
best, mo't fiexible worken and leaden available, for all levels of their organization. Narrowing the pool 
of talent from which they draw ii-among olher thiJlp-e blunder in competitive taclia. Most business 
leaden blow th.al they simply cannot afford to rely exdusively on white males for posili~ns of leaderJhi.p. 

+ 
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The fa.cu support their contention lhat diveraity .i1 good Cor buline.s&. A 1995 study of S1andard and Poor 
500 companies showed that finnt lhal succeed in shattering their own glass ceilings racked up 1tod-mar­
ke1 records that were nearly lWo and •.half limes bet~r than otherwise-comparable cmnpanies. 

Nevertheless, u the report &nda, seriou1 barrien to advancement remain-such as peniau:nt stereocyp­
ing, erroneous belie& that "no qualified women or mlaorides are 001 lbere: and plain old fear of 
change. 

The nexl order of bwine•, lhen, ii to I~ from the 1ucceu 1toriu-to find out the best means of 
investing in the human well that together form America'• moll imponant produclive

0

reaource. The 
Cnmmiu.ion'a report contain• cw ltlldies ofworlck:lau companies that have boosted profilJ while effec­
tively elioiioating glau ceiling burien in their orpnizadon1. It also identifies aome of the factors com­
mon to :r;ucceaful ~le inililliva-beginnin1 with high-level commibDent and leadenbip and 
including corporate-Wide accoualabilil)lo 

We need IO learn &om these lesions and create models of mcc.e11 for all American worken, to demon-
1tnue palpably lb.at hard work and ralent will be rewarded and promoted. This ii ·the only way to preserve 
for the modem age, and ID p.. on to future generations, the age-old Americm edlic of wort and its · 
reward. 

~ we bve learned throuih the wort of the Gla.ss Ceiling Commission, shattering the gW.s ceiling both 
serves our national nlua and makes our busineae1 monger . 

America-which baa alwaJs been a na~oo conlaining wide dlYenity and pof0und differenceJ--tia.. been 
bound rogelher by shared prooUse of eipandiog opportunllJI. We cannot allow ourselve1 to be detoured 
from the oesl nage or our national journey. Tbe inclusive values !hat modeled our put, and the ec~ 
nomic imperalives of a. challeapng future, bolh require us to overcome the •g1ass ceiling" that man the 
architecture of our economy today. 

l· 
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What la tha Glaaa CaUlng? 
GCC R8SB81ch 3, 8, and 13• 
Federal Glas1 Ceiling Commission research 
papers, as well u te11imony presented at the 
public hearings. clearly document tha.t IO~ay's 
American labor force is gender and nee 
segregated-whlre men fill molt top management 
positions in corporatiom.. 

According to rurvqs ofJortune 1500 oompanies 
conducted by Korn/Ferry Inreni&"tional and 
Calalysl over lhe last decade, 95 ~ f11 percent : 
of ienior manag~r.e praideall and abov~ 
were men. A 1989 IDm/Ferry mrveyfound dial 
97 percent of male cop exeCUUvCI are white. A. 
1992 survey ofForwne 1!500companie1 found 
that gs percent of the three IO five percent of the 
top managers who were women were white no~ 
Hispanic women. In 1994, two women were CEOs 
ofFon~e 1000 companieL 

The representation of women and mmoridcs on 
Fortune 1500 boudl of dlrecton is also limited. 
Cox and Smolinski point out t1w Jess than 10 
percent of the largat employen have women on 
their board of directon. Acoording co a 1992 

~c numalal mercoca died a1 each he.diq mer co lbe 
raeardi papen liilecl al I.he eacl of du. ICCdDci. 

Heidrick It Struggles IUrVC)', Minorilio and Kbnwn 
on Corporak Boanb, non-U.S. dtizen1 held 2.85 
pauol of the board scars of 806 Fortune 
companic1, 1lightly lea than the .5.11 percent 
combined total h'eld by all ndal and ethnic 

minorities. 

Conftl'lely, the American workforce is increasing­
ly divene. In 1950, white men compriled 65 
percm\ of the labor force; In 1990 white male 
repreaentalion bad dropped to 4' percenL 
During the aame period, representation of white 
M>men' in the labor rotae inaeased from 24.2 per­
cent to 55.3 percenL At lhe same ~e, 
minority representation in the bbor force 
doubled, to 15.2 percent. Over fhe wt decade, 
the lire of the Asian and Pacific Islander 
American popularion has doubled, becoming the 
fastest growing or mmority groupa in the United 
Seate'-

A larger proportion of women and minorities are 
locked into low wage, low prestige, and deacH!nd 
jobs, which according to Harlan and Bertheide, 
are not connected to any career IMlder. 

+ 
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Th• Current Statue of Mlnorltlaa and 
·women Managers GCC Rllsean::h 1, 4, 1 .. 
9, 11, 12, 13. 14, and 11 • 
Most female and minori&y professionm and man· ' 
agers do not work in rhe private-for-profit sector. 
They hold jobs in the ptJ.btic 1ector and •third sec­
tor• - non-pRmmentaJ agencies in health, 

social welfare,. and education; legal service, profe. 
sional semc.e. manbenhip orpniz:ali~ns and 
aJSOC.iadona; Hbnries1 muaeums and an·organiza. 
tions. According lo Burbridge, 90 percent of Blad 
female piomonala, 70 percent of Black male 
profes.siooals, and 85 percent of white and 
Hispanic women profeuionafs work in the govern­
ment 'or lhe third secto~ compared to 56 percent 
of white male non-Hispanic professionals. 

The exception to this pattern of emplo71Denl is 
Asian and Pacific blander Americans (API) who 
rely heavily on cbe for-profit sector. Contrary ro 
the popular image of API Americans, only a nnalJ 
percentage are entrepreoeun or managen of 
small buslneues, (9.8 percent). 

Fedenl Glass Ceiling Commission retearch abo 

analyzed saJarie.i as an indicator ofadYaOccmenL 
In 1992, U.S. ~1111 data reported the rado of 
female Lo male earnings iD management jobs 
ranged from a low of 50 perc:eot in lbe banking 
industry to a high of&; percent for managen in 
human services. An analysis of 1990 U.S. CenNS 
data mow1 that Black men who hold profesaobal 
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degree• and top management positions eame~ 
79 percent of whal white men earn. Blad women, 
also with profeaionaJ depea and in top 
management polidoni, earn 60 percent of what 
whitc men in comparable i)o1iticm1 earn. 

Despite identical education attainmenr. ambition, 
and commitment to career, men 1ti1I progreu 
falter than women. A 1990 Busi111SS W• 1mdy 
of S,664 busina. 1diool Pacluaw found that a 
w0man with an MBA from one ol lhe top 20 
busineu schools earned an average of $54,'149 in 
her tint year after graduation, while a comparable 
man earned $61.400-12 percent more. Wernick 
~portl that a 1995 follow-up irudy of the Stanford 
Univenity Business School class of 1982 found 
that 16 percent of the men were CEOs, chairmen, 
or presidents of companies compared ro only two 

Ullln. 
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percent or the women. Al IM lf!vel below those 
top posts, 2! percent of lhe men in the 1982 class 
were now\lice presidenll and 15 percent were 
directon, compared to 10 percent and 8 percenc. 
respectively, of the women. 

Some data support the optimism thaa the 25 CE01 
exprelled aboul the progress of women. For~ 
pie, between 1982 and 1992 the pUcattagepf' 
women who held the ritle of female executive vice 
praldent inansed from four percent to nine pet· 
cent; the pen:entage who held the dtle of eenior vice 
president incn:ued from 15 percent to 25 percent 
In c.omparisan. between 1982 and 1992, the pen:ml­
age of Afiicm Amerit.ana who held. the tide of vice 
praident or above increased &om cme percent to 

2.3 perc:enL During the same period, the percentage 
of Hispanic top managen increased ~m 1.!I pel" 

cent to 2 percent, and cbt percentage of Asian 
&enior managers inaeillcd from .4 percent to 1.8 
percent. 

The small numbers of minorilie.1 and women 
throughout management makes 11adstia on I.he· 
nte cf change in representation mideading. For 
aample, if l:WO out of three Blad male managers 
take early retiremenC. a firm experiences a 67 
percent decline in represenlation. 

The Bualnua lmperatlva 
Another rearon for optimism is the grol\ing body 
of evidence which indicares matlering the glass 

ceiling is good for bu1ine11. Otganl.zatioa1 that 
excel at levenging divemty (including hiring 
and promoting minorities and women into 1enior 
polidon1) can experience better financial perfor­
mance in lbe long nin lhan thoac which 
are nol effective in managing di•mity. 

Cox citea a Covenant Investment Management 
study to prove this poinL The Covenant atudy 
rated the performance of the Standard and Poon 
500 companiea on faclDn reladag to the hiring 
md advancement of minoritie1 and 'Mlmen, 
comp~ce with EEOC and other regulatory 
req~ents. aad employee litigation. 
Companie. which rated in the bottom 100 on 
glass ceiling relaud meuures earned an a11·eioge 
of 7.9 percent return on inve11men1, compared to 
an average rerum of 18.5 percent for the top 100. 

Cox off en several other explmation1 about "'hy 
JOme bl11ine111C1 are motinred ro eliminate the glass 
ceiling. In the U.S., Asianl. Blackl. and l&panica col­
iectivdy represent more than S500 billion a year io 
c.on.sumer 51>mdlng. In Ille automobile industry 
expUdt recognition of culmral dif~nces within the 
U.S. mark.et is paying OS: In 1987, by targeting adver­
tising, hiring bilingual alea people, and holding spe­
cial ewents, a Miami Toyoia dealer gained more than 
50 percent of rhe local Hispanic mart.et and his sales 
in~d 400 peruut ORI' a a,earperiod On th.e 
West coast. a San Francisco Vblbwagm dealership 
credired improved ale1 co Asian and Pacific klander 

+ 
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Americans for a 61.'e-fold biC'Casc in ovenD sales per 
monLh. Sales people learned lllrough cultunl .senQ. 
tivily tnining that among QUnese Americans, family 
elders often are the ullimace dccisiommken for 
major purdtaaea. 

To a leuer degree lhan compelition for market 
mare, turnover COii.i are also f&cton motivating 
companies ro addreu bsue1 relaled to g~ 

ceiling. Cox dlel a published repon of Ortho 
Pharmaceutk• thautaled yearly savings of 
$500,000 mainly &om lower turnover among 
women. 

Ther.e mings are not swprisillg. Recent 1tudi£t 
eslimaae the turnover costs range between 150 
and 195 percent of a manager or proteaional'a 
annual Alary, compared to 7!5 percent for lower 

level employee" Corning G1ua reported lhat dur­
ing_lhe period from 1980 to 1987 Nrnover among 
women_ in profeuionaljob1 was double that or 
men. During tbe same time period, lhe turnover 
raru for Blacks were aJmost two and a half times 
those of whites. Another study of male and female 
managers of large corporaliom rounci"diat the 
major reason for women quitling was a lack of 
career growth opportunity or dissatisfaction with 
rates of progress. 

The Plpelfne 
GCC Studies 1 through 8 
The research monographs and IBr:imony that 

examined the preparedness qf minorities and 
women to advance IO top managemeut positiona 

, considered preparedne.u in terms of corponte 
devdopmeotof minorides and women and 
educational aedentials. 

As Wernick explains, the development of businesa 
exuulivcs ii a lo~. complicated procesa. Chief 
executive officcn (CBO.) are generaDy in their 
501oc60s when they URUDe the top position. 
Furthermore. they have umally 1pent 20 ro 25 
years •in the pipeline.• 

It ii also worth noting lhat career paah1 to CIO 
posidons wry by indusb'j. Cenain functional 
areas are more likely lhm othen io lead to the 
top. The •ngbt" areas are most likely to be line 
function1 mch as marketing or production or a 
aitical control funclion Neb u accounting or 
finance. St11die1 acrou induauie1 find certain 
factors common· lo 1Ucce.ful cxeculivea, regvd­
leu of gender, race, or ethnicity. They include: 
broad and varied es:pcrieoce iJi the core areas of 
the bwiness; acusa to in~rmatioo, particularly 
through nrtworb and aienr.Oring; company 
seniority; initialjob assignment; higbjob mobility, 
education; organizational savvy; Jong houn and 
bard work; and career planning. 

Minorities and women have limited opportunity 
to obtain broad and varied experience in most 
companies. They tend to be in supporting, s~ 

Minolitiu and iwinm haw limit«J 

---......---------
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fUnclion are;u--;.penonnel/buman resources, 
communicationa_ public rrbtions, affirmative 
action, and customer relations. Movement 
between these positiom and line poddons is nre 
in mos1 major companies. Furthermore, career 
ladden ia sd functions are generally shorter 
than lhoae in ine functions, offering fewer · 
poaibilities ro gaJn varied aperieoce. 

Education is also an important part ohn tiecu­
live's preparation. Aw>nling IO a 199! 
Kam/Ferry lntemadonal UCLA report, almOll 90 
percent of cucudves are college graduata. U.S. 
Censu.s ~show lbat Asian and Pacific Islander 
Americam and womtn have the ~at percent­
age of the work force wilh college_ or graduate 
degrees. with 42 percent and .55 percent, respec­
tively. The wne source lhOWi that _coDqe &Uea· 

dance ii lnacasing for Blad:men and women of 
aD ages. Berween 1982 and 1991, there was a 86 
percent lncrease in the number of African 
American.s, ages 20 to 44, wirh a c0Uege degree or 
more. 

The picture for American Indians and Hispanic 
Americans is less encouraging. OnJy 9 percent of 
American Indians in me workfOrce hold college 
degnea. Between 1980 and 1990, the number of 
Hispanic Amnican1 with bacbelor'1 or graduate 
degrees lnm:ued &om 7. 7 percent to 10 percenL 
Funhermore, the oppolilion to bilingual educa­
lion discourages the acquisition of one of the 
asaeu lhal bwiness valueL According to a 1994 

H~ Bwinm magazine survey of 169 Hispanic 
senior managers, tbe majority of managers work 
in line positions in international divisions uling 
their bilingu-1 and biculwral wns. However, only 
4 percen&. of Hispanic high school •tu dents gain 
bilingual capability by taking the minimum 
requirement for Spanish literacy, according ro a 
Depar~ent of Edualioa longilUdinal study. 

Where are the OpportunlUea? 
GCC Studies 1, 3, 5, 7, 1t, 15, 17, and 19. 
Federal Clall C'.eiling Commission research oo the 
opporumilies for minorities and women to advance 
to top ~t posilions in mtponreAmerica 
foaucd on two araa: 1) idcntificalion of p'OMh 
ind\lltris and businesses and biglHkmand 
ocxupaaiom and their Rb.don ao opportunides fOr 
adr.mcementmd 2) idendficalico ofp<>llihililie1 
relUlting &om changes in the ltnlctwe of ~k. new 
tec:Jmologiea. and the demandl of a global economy. 

Gender di11ribudon is more prominent than 
nee dislribudon aao• indUJlria. Women are 
more likely than men to be chutered in services; 
finance, illlurance, and real estate (FIRE), and in 
the wholesale/retail uade iDdU&tries. Nearly 75 
percent of employed women worl in these 
ind\ISlrieL 

Growth ladunria 
The industries apected to grow ahe most between 
1990 and ~05 are service/retail rrade; FIRE; 
wbolesa.le trade; transporwion, communications, 

+ 
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a11d public utilldes; and construction. 
Those areas which are expecaed to have growing 
needs for general managers md top ~culives 
include wholesale trade; retail nde, c..,ec:ially 
eating and drinking establidunenll; &nana: and 
real e1ta.re (but not insurance carrien): and 
aenices, particularly bulinm senices. auto senic~ 
heallh senica. ~ucaaion, IOCial senic:es, and 
engineering and mmapncnt servlca. _ 

Women appear- ID have the belt oppormnity for 
advancement into management and dedaion· 

making positiom in ~ type• of indultria: those 
which are fast-growing (bulinea ICl'Yica); dloae lile 
telecommunications where dJange, i.e., daeguJa­
tion, rescructuring has occtin'ed; and those wilh a 
female inrenlive WOTlr. force (in1UnDce, banking). 

Ratructurimr_ . 
A ll!Yiew of remearch OD recent changes in the 
organization of work identifies aeveo ways in 
which downliz:ing aad rescructwing can limit 
opporrunitie1 for all managers, profeaionak. and 
adminiscraton. They are: J) an mere~ in exter­
nal recruidng which reduces lbe number of inter· 
nal career ladden; 2) eliminati9o of layc:n of man­
agement and IClfl' position"!) hiring of indepen­
dent cootncron or small busineua to perform 
.some staff functions; 4) more 1tringen1 perfor­
mance measures on those managen who remain; 

5) more geographic mobiliry required of man­
agers; 6) increased importance of team work; and 
7) a lhifl of employment from manufacturing (C 

len'ic.es. 
& Hamlin's re1earch on die impact of downsizing 
and reltrUctwing in nine companie1 found, in 
more than half the companica, white women 
and-ro a aomewbat lesser extent-minority 

men b•e inaeased cheir rcpresenlation in 
management both in absolute numben and in 
proportion to white men between J990 and 1994. 
Rtstructuring can pwent prob~ems u well as 
opponunide1 for minoritia and women in man­
agement. In rome caae1 the lut hired are the fiin 
fired. On the otha hand, when early retirement ls 
pan of the restructuring process. higher level 
p~lition1 may become available, thereby inueu- --. 
ing advancement op~itie1. Haznlin'1 1mdy 
showed that white male minagen who had aenior­
ily and were eligible for ~Jatiftly generous bu)l­

out packages were most likely to take:earJy relire­
mentor choOde olher lorms of severance during 
downlizing.· 

Comparifon of lachlllria-Women 
The industries widl the b.ighelt percml of women 
managenwere .FIRE (41.41.), aenica (58.9~). 
retail rrade (58.5%), transporulion, communic• 
don, md public u&ilida (25.6~), DJd wholesale 
trade (20.9%). Manufacturing (15.9%), agriculmre 
(14.5~), c.omtruclion (10.4%), and mining (9.8%) 
bad the lowesl peruntages. 

The proportion of women employee• 11otio are 
managers is the closest to that of men who are 
managen in transponation, communications, and 
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public ulilities ( 10.1 "; 15.2~), with lhe comlnlc· 
tion industry second (6.4'1; 9.9~). Manufacturing 

and FIRE showed the biggest proponional 
' diffetencr& 

Predominately female industries have larger pc,.. 
c:en tages of women m at least mid-level m .. agerial 
posilions chan do predominately ma.le indullriea. 
Furthermore, women appear to be advancing best 
in industries with reladvdy high gim.th, those 
undetgoing change with regard b> reguladon, and 
those highly competitive and rhus dependent on 
marbling and o.,..bility, 

Compmilon ol ladultria 
DeparllDenl of Labor analysa of 1990 EEOC data 
for minorities (men and women) find that the 
lndusaie1 with che hijhcJt percentage of minoriiy 
managcn uc retail trade (15%), trangportation, 
communication, and public ulilides 02%), ser­
vices (1 lii), and FlRl (1111). Agriculrure (1.5%). 
wholesale trade (0.941), manufacturing (0.8%), 
mining (0.7'1), and con11ruc~on (0.6%) bad the 
lowest percentages . 

The proportion of minority cmployeea who are 
managen is the do1e11 to that of non-minorities 
who are managen in lnnlpOrcarion, communica­
tion, and public utilities (7.7$; 15.0%), wilh the 
retail trade industry second (9.21; 21.0%). 
Agriculture and construction bad che biggnt dif­

ferences between the proportionL 

Ho~er. a 1Ndy of Hispanic executives in the 
ForlUDe 500 industrial and 500 senicc industries 
(HACR.1995) found lbe higheat perceniage of 
Hispanic officen in beverages (5.8~) • .soaps and 
cosmetics (2.4%), building materials (l.9%). and 
motorvcbicla uid pll'tl (I.I%). Tbae sub-indu. 
lries arc all in the manufacturing sector. Officer 
rcprcsentadon for Hispanics in all olhen indu .. 
trial .seclOrs was below I percent, and 

· bu lhc lowest pcrc.entage of FlRi and rra111porta­
don, communlcadoa, and public utiliricL 

An analylis of the SO companiea listed u best 
. placa for Blacb to work in the .February 1992 

edition of BW EaUrflriu found 8 of the ~ 
companlc1 were in the conmmer producu 
indusrry. TeJecommunicadom. automobileJ, 
other manu"facturing firms, oil. chemical 
companies. and banking/financial semc.e1 had 
! mention• each. 

Representation of minorilie1 In an indunry i.s 
not direcdy related IO their advancement 10 
management. u • the case trilb women. However, 
like women, minorities have the best chance of 
advancement In industriCJ wilh relatively high ' 
growth, lhose undergoing change with regard 
to regulation, and those highly competitive and 
lhus depeadeal on marketing and fJexibilicy. 
(Note industry cbans on nar page.) 

+ 
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