


EMPLOYMENT DISCRIMINATION 

IN THE 

METROPOLITAN BALTIMORE AREA 

Cleveland A. Chandler and Mainstream Associates 

Does not necessarily represent 
the official position or policy 
of the United States Government. 

SUBMITTED TO: The Baltimore Community Relations Commission 

Under A Grant by the 

EQUAL EMPLOYMENT OPPORTUNITY COMMISSION 
October 1968 



PREFACE 

This is a study of racial discrimination in employment. 

It was not undertaken, primarily, to ascertain the facts of 

racial discrimination in employment in the Baltimore area. 

Many more facts are available than the commitment of Baltimore, 

as a community to act on them. The Equal Employment Opportunity 

Survey data that we have processed and analyzed in this study 

are a net addition to a long list of sources that illuminate 

the problem. We have sought to provide a blueprint for con

certed and effective action to substantially reduce now and to 

eliminate in the near future discrimination in employment and 

related problems that plague the Baltimore community. 

As a background to our study of discrimination in employ

ment in the Baltimore area the facts presented below are offered, 

so that the body of the study can be devoted to p'roposed 

affirmative action. Figures do not depict the entire severity 

of the problem; they merely indicate broad dimensions and 

general trends. 
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Total Population 
White 
Nonwhite 

Civilian Labor Force 

Unemployed 

Unemployment Rate 

B; 

1 
1 

altimore 
SMSA 

,727,023 
,344,200 
382,823 

679,844 

35,978 

5.3 

Baltimore 
City 
(1960) 

939,024 
610,608 
328,416 

387,365 

24,982 

6.5 

The Inner 
City* 

270,551 
89,862 
180,689 

108,897 

12,688 

11.7 

* 53 census tracts in the central city in which the unemploy
ment rate was at least 6.0 percent and as high as 23.5 percent. 

Source: Bureau of the Census. Census of Population and 
Housing. 

The nonwhite population increase in the Baltimore SMSA was 

over 50 thousand in the 1960-66 period. Almost all of the non-

white population increase for the entire metropolitan area can 

be accounted for in the central city. 

NONWHITE POPULATION, ALL AGES, JULY 1, 1966 

Location of Residence 

Baltimore SMSA 

Baltimore City 

Anne Arundel 

Baltimore County 
Carroll 
Howard 

Number of Persons 

436,340 

376,490 

35,210 

17,490 
2,480 
4,670 

Source: Maryland State Department of Health, 
Division of Biostatistics, Aug 30, 1967 
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The annual average of live nonwhite births in Baltimore 

city during the last 15 years was approximately 10,000. The 

overall labor force participation rate is about 50 percent. 

Hence almost 5,000 surviving nonwhite workers born in Baltimore 

city, enter the labor force annually. However, this is not 

the total picture. Net in-migration of nonwhites for Baltimore 

has been estimated by the Baltimore City Health Department at an 

annual average level of 600 since 1960. Meantime, the net out-

migration for whites in Baltimore since 1960 has taken place 

at an annual average level of 16,100 persons. 

Whites have abandoned the city as a place of residence in 

large numbers, and have systematically excluded Negroes from 

the suburbs, but have retained the bulk of the better jobs in 

the city. Meantime, whites effectively occupy most of the 

growing number of jobs in the suburbs. The results are that 

the unemployment rate among nonwhite workers in the central 

city is three times the unemployment rate of white central city 

residents, and unemployment among suburban residents is almost 

non-existent. Under-employment among nonwhites in Baltimore 

is indicated by token representation of Negroes in managerial, 

technical and professional jobs; even in clerical, sales and 
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skilled jobs and a concentration of black workers in the low-

paying menial jobs. 

Despite all the manpower and employment programs that we 

have heard about in this decade, all combined have hardly made 

a dent on the problem. For example, in 1961, the President's 

Committee on Equal Employment Opportunity and a little later 

the Office of Federal Contract Compliance were established to 

assure equal employment opportunity in firms performing 

government contracts. Between 1963 and 1964 the employment of 

Negroes in white collar occupations by 48 such companies in 

the Baltimore area increased by only .2 percent, from 2.0 per

cent to 2.2 percent. Moreover, 23 of the 48 companies did not 

employ Negroes in white collar occupations at all and four did 

not employ Negroes in any occupation. At this rate, it would 

take these companies over 150 years to bring the proportion of 

Negroes in white collar jobs in these companies up to the 

proportion of whites (33 percent) holding white collar jobs now 

in these same companies. 

The record of the so-called Plans for Progress companies is 

worse than the OFCC companies. These are the companies that 

claim to be in the forefront of the equal opportunity in employ-
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ment movement. The proportion of white collar employees in 

these companies vho were Negro increased by only .1 percent 

between 1963 and 1964 from .7 percent to .8 percent. At this 

rate, it would take over 400 years to bring the proportion of 

Negro white collar employees in these 31 companies up to the 

proportion of white collar jobs held by white workers. 

Presently, at the local level, we have read about the Job 

Bank and the National Alliance of Business (NAB) employment 

programs. Through NAB, it was announced that employers in the 

Baltimore area set a goal to employ 1,500 hard core unemployed 

permanently, and about 1,300 temporarily for the summer. This 

is about 10 percent of the number of jobs needed to reduce the 

unemployment rate among black workers in the central city to the 

average unemployment rate for the area. Actually, a total of 

1500 firm commitments (offers) were obtained from employers 

participating in NAB to hire disadvantaged workers, and only 

800 of these workers were actually placed on jobs. Recent 

figures released by the Department of Labor revealed that 16,000 

of the 21,000 unemployed persons in the central city of Baltimore 

are nonwhite and the unemployment rate among nonwhite central 

city workers is over 9 percent. It is clear that not enough is 

being done to curtail and reverse the trend of discrimination 

and unemployment. 



In summary, about 5,600 jobs are needed annually to absorb 

nonwhite workers emanating from past natural population increase 

and continuing in-migration. Whites are abandoning the city 

as a place of residence, taking much of the employment, base 

and the tax base with them to the suburbs. But whites retain 

the better jobs in the city and effectively exclude Negroes 

from residential and job opportunities in the suburbs. 

In 1967 
January - September Averages 

Baltimore Central City 

Total White Nonwhite 

Civilian Labor Force 
(In Thousands) 350 200 150 

Unemployed Persons 
(In Thousands) 21 5 16 

Unemployment Rates 5.7 3.4 9.1 

Source: U.S. Department of Labor, Bureau of Labor 
Statistics. 

At least 10,000 jobs are needed for unemployed nonwhite 

workers in Baltimore city in order to reduce their unemployment 

rate to the current level of the unemployment rate among white 

residents of the city. This means that at least 15,600 job 
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opportunities are needed now to absorb new labor force 

entrants and in-migrants, and to reduce unemployment among non-

whites to a reasonably satisfactory level. 

The urgency of a massive affirmative action in Baltimore 

is underscored by the apparent failure or ineffectiveness of 

existing equal opportunity programs. Such programs have not 

been able to keep up with the problem of discrimination in 

employment and increasing concentration of unemployment among 

nonwhite workers in the central city. Programs like Plans for 

Progress, the office of Federal Contract Compliance, Fair 

Employment Proclamations by the Governor's office, and various 

locally administered programs have made dents in the problem. 

However, the combined force of these programs, have not reversed 

the tide. 

The Equal Employment Opportunity Commission has sponsored 

this study in trying to achieve a break-through. Dr. Phyllis A. 

Wallace at EEOC spearheaded the effort to bring resources 

together from Morgan State College, Mainstream Associates, Inc., 

and the city of Baltimore, acting through the Community Relations 

Commission, to make a coordinated attack on discrimination in 

employment in Baltimore. Mr. Joseph Kovaleski and his staff 

at the Towson State College computer center provided invaluable 
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help in solving some of the data problems. We owe thanks 

to many others. Much more help is needed, however, in the 

implementation of the affirmative action plan. 

Cleveland A. Chandler 
May 30, 1968 

v i n -



I. INTRODUCTION 

This Spring, the black rebellion reached the streets of 

Baltimore. It was caused by white racism here just as surely 

as it was in all the other embittered and indifferent 

metropolises of our Nation. Baltimore is not exempt from the 

national sickness that was so tellingly diagnosed by the 

President's Commission on Civil Disorders or from the economic 

inequalities that were found by the Commission to be among 

the major contributors to violence. 

Despite legislation, government programs, pressures brought 

by civil rights organizations, efforts by community leaders and 

other national and local efforts designed to achieve economic 

equality for Negro Americans, the unemployment rate for Negroes 

is more than twice the average for whites, both in metropolitan 

Baltimore and in the Nation. ~ The Negro rate of underemploy

ment here, manifested chiefly in the relegation of Negroes to 

1/ The Negro unemployment rate in Baltimore is more than three 
times that of whites. The State Employment Service estimates 
that one out of every ten Negro males are out of work; for those 
under 20 the rate is substantially higher. Even these may be 
conservative figures. A recent Labor Department survey concluded 
that "unemployment or sub-employment in the city slums is so much 
worse than it is in the country as a whole that national measure
ments of unemployment are irrelevant." The Baltimore Sun -
October 7, 1967. 
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the lowest rungs of the occupational ladder, is also of disaster 

proportions. 

It is not the purpose of this report to show the precise 

degree to which racial discrimination has contributed to the 

unemployment and underemployment of Baltimore's Negro workers. 

Other studies have established beyond question that discrimina

tion is a major causative factor, whether it is manifested 

through a deliberate rejection of Negroes solely because of 

their color, a preference for whites that has hardened into 

custom at the personnel office, an obliviousness to the 

availability of qualified Negro workers, or simply an inertia 

and a desire to avoid disruption of established employment 

patterns. Regardless of their motivation, all these manifesta

tions of discrimination have had the same result — economic 

disaster for Baltimore's Negro workers. 

This report is written not by "objective observers," but by 

civil rights activists who are personally committed to total 

equality for black people in Baltimore and in the Nation. We 

undertook this assignment not as a means of documenting the 

obvious discrimination that pervades the Baltimore economy but 

as a prelude to total and immediate integration of black workers 
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into the mainstream of the Baltimore economy. We offer here 

a master plan for total economic integration which is realistic 

and specific and which incorporates the goals and timetables 

essential to achieving results in any serious undertaking. It 

is also flexible enough to take into account the unique 

characteristics of any participating firm or industry. This 

kind of plan has been adopted by a few Baltimore firms and 

industries. Their experience shows that a lack of management 

and community committment, rather than a lack of qualified 

Negroes, accounts for the pitifully small percentage of Negroes 

in the better jobs in the Baltimore economy and that, when a 

company's management commits itself to achieving measurable 

results in numbers of Negroes hired and promoted and harnesses 

this commitment to specific programs, there is little doubt 

about the outcome. 

II. COMMITTING THE BALTIMORE COMMUNITY TO A MASTER PLAN FOR 
TOTAL ECONOMIC INTEGRATION 

It is well recognized that the crucial step in implementing 

a plan for employment integration is committing people and 

organizations to accept their role in the plan. To begin with, 

we propose an approach which combines moral suasion and 

administrative action and which has already met with some degree 

of success in Baltimore. 
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But of more importance, the plan offers obvious advantages 

to employers, as well as workers and potential workers; is in 

keeping with America's promise of equality; and is consistent 

with other community wide plans in which business plays a 

crucial role. 

Employer and community acceptance of quantitative goals and 

timetables is essential to the success of the master plan. Since 

the annual Community Chest drive is also dependent on the 

acceptance of goals and timetables, the Community Chest experience 

could be used as a model. 

In the Community Chest drive, a democratic consensus of 

organizations is reached concerning the total amount of money 

needed to support community services. Employers then pledge 

specific amounts to be contributed from their corporate funds 

and by their employees. Usually the amounts pledged are propor

tional to the size of the company and its wealth — its overall 

ability to raise the necessary funds. 

Employers who participate in the Community Chest are motivated 

not only by charitable impulses but also by a realization that 

well-financed community services are part of a good business 

climate- Most employers now recognize also that a community 

that does not provide adequate tax support for its vital public 

services is not a good place in which to do business or to live. 
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The concept of a community-wide master plan for employment 

integration must reflect the democratic ideals of our society. 

Occupationally, this means representative employment. The 

practical advantages to the business community that would 

result from representative employment far outweigh the costs. 

Since occupational attainments demonstrate the values, standards, 

and opportunities of the general community, through representa

tive employment business' involvement would lead to the general 

transfer of the theory of equality into a fact. Then too the 

sharing of economic responsibility brings to members of all 

segments of society a broader social view than they would other

wise have had, and reinforces the role of business in the 

general well being of the community. In these explosive times, 

it should also be remembered that a group supports and 

identifies with a system insofar as it has a stake in it. 

Another important advantage that business would gain from 

a program of representative employment is the efficient realiza

tion of manpower requirements. The largest supply of new workers 

to meet manpower needs is in the Negro community. Increasingly, 

employers with a need for large numbers of employees turn to 

Negroes for reasons of economy and efficiency. A major appeal 

in recruitment is desirability of working conditions; thus 
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meaningful equal employment opportunity is a necessity for 

large scale Negro recruitment and certainly an administrative 

efficiency, which has dollars and cents advantages. 

Just as employers fulfill their voluntary Community Chest 

obligations and their compulsory tax obligations so they should 

be asked to fulfill their equal employment obligations. Their 

seriousness about equal employment can be measured in the 

number of Negro workers hired and promoted, just as their 

seriousness about community chest obligations is measured in 

the amount of pledged money that is actually contributed. 

But employers have traditionally resisted the projection 

of equal employment opportunity into a specific number of jobs. 

When numbers are mentioned as the only practical criterion of 

equal employment, they cry out against "quotas." We hear no 

such cries of alarm about Community Chest goals, and of course, 

employers insist upon goals in every phase of production, sales, 

and marketing. 

Why, then, apart from deep-seated prejudice and fear, are 

so many employers so bitterly resistant to accepting a goal for 

Negro workers? Many believe that Negro employees will be 

economically burdensome rather than productive. This is largely 
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a myth, but let us assume it is true. It is also true that 

Community Chest contributions and taxes are economically 

burdensome, yet employers accept them in the form of goals. 

One difference is that these goals are democratically assessed, 

with each employer undertaking his reasonable and fair share. 

Equal employment obligations, on the other hand, are not 

allocated in a reasonable fair-share way, and so even employers 

of good will simply accept the minimum amount of Negro employ

ment that is thrust upon them. 

If Negro employment goals were based on objective criteria 

such as those described previously, made subject to periodic 

revision, and fairly allocated, we believe that they would be 

accepted by Baltimore's employers and by the black community. 

The logical agency to negotiate such agreements with the business 

community would be the Baltimore Community Relations Commission 

together with the suburban human relations commissions in the 

metropolitan area. Of course, they would need the whole-hearted 

support of the leaders in the political and economic power 

structure, and the support and assistance of EEOC. 
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No attempt is made here to impose quotas or to demand 

preferential treatment for Negro workers as such. Rather, 

the writers are advocating the establishment of community 

guidelines and goals for preventing discrimination in 

employment based on race, and for achieving equal employment 

opportunity for all workers. The case for establishing equal 

opportunity guidelines and goals for local area like Baltimore 

is based on four main considerations. 

First, employers, employees, and the general public are 

adversely affected by discriminating employment practices whose 

economic and social consequences are well known. Deliberate 

and/or inadvertent systematic exclusion of Negro workers from 

the work forces of some employers in a community imposes 

unnecessary pressures on other employers to exercise extra 

social responsibility. The exclusion of Negro workers by some 

employers causes distorted concentrations of workers in occupa

tions, industries, and geographic locations, resulting in 

misallocation of talents, underutilization of skills, in

efficiency, unnecessary costs of worker transportation, and 

higher costs and prices of goods and services. Thus, em

ployers who desire to move faster toward the goal of 
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widespread equal opportunity have initial interests in the 

sharing of this goal equitably. 

The second consideration for establishing guidelines 

and goals for equal opportunity in employment stems from 

the nature of policies, programs, and program planning 

from the standpoint of local, state, and federal agencies 

charged with the responsibility of implementing public laws 

and policies. Fair employment practice agencies at the local, 

state, and federal levels are plagued with an enormous 

credibility gap as a result of a wide discrepancy between 

promise and expectations of laws and policies, and performance 

in implementing and upholding laws and policies, without 

community equal employment opportunity goals and the means 

of measuring progress toward these goals, Fair employment 

practice agencies have no way of determining whether or not 

the credibility gap is being closed, or whether or not their 

mission is being accomplished. Furthermore, one of the 

foremost prerequisites of program planning is the establishment 

of targets (goals) and target populations. Would anyone 

suggest that the imperatives and the priorities of equal 

opportunity in employment are such that they do not warrant 

the benefits of program planning?, Or that equal opportunity 

programs are not conducive to program planning? 
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The third consideration for establishing guidelines and 

goals for equal opportunity in employment rests on the fact 

that Fair Employment Agencies and Commissions at all levels 

usually operate with skeleton, grossly insufficient staffs 

and budgets. Efficient utilization of meager resources 

available to such agencies and commissions is more necessary, 

indeed urgent, than in ordinary instances. Economical alloca

tion and use of monetary and human resources of Fair Employment 

Agencies can hardly be realized, except in a system of program 

planning. In such a system regular determinations would be 

made as to what points of contact and program application are 

likely to produce the "biggest bang for the buck." Moreover 

these points of program application would be properly coordinated 

and related at all times to predetermined goals and targets. 

Otherwise they may conflict, or even be counter productive. 

Finally, nothing recommended in this study is deemed to be 

in conflict with the letter and the spirit of Title VII of the 

Civil Rights Act of 1964, or comparable provisions of the laws 

of the State of Maryland and the city of Baltimore. Section 

703(j) of Title VII of the Civil Rights Act of 1964 states 

that "nothing contained in this title shall be interpreted to 

require any employer...to grant preferential treatment to any 
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individual or to any group because of race...of such 

individual or group an account of an imbalance which may 

exist with respect to the total number or percentage of 

persons of any race...employed by any employer..., in 

comparison with the total number or percentage of persons 

of such race...in any community..., or in the available 

work force in any community..." The master plan recommended 

in this study would not require employers to grant prefer

ential treatment to Negro workers; it would ask them to 

make quantifiable commitments, on a voluntary basis, to the 

achievement of community goals of equal opportunity in 

employment. It would not even ask employers to grant pre

ferential treatment to Negro workers; it would ask them to 

review their past and current recruiting, employment, and 

personnel policies and practices and to consider the possi

bility of systematic exclusion of Negroes from their work 

forces and/or the systematic exclusion of Negro workers from 

certain occupations and jobs within their work forces. Upon 

review, should they find elements and implications of discrimi

nation, they would be asked under the sanction of the law, 

we hope, to institute policies and programs, in coordination 
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with other employers, to correct these conditions and to 

prevent their reoccurrence. Only in this context are 

goals, targets, and timetabJ.es, not quotas, advocated in 

this study. 

timetabJ.es
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II. A MASTER PLAN FOR TOTAL INTEGRATION OF NEGROES INTO THE 
METROPOLITAN BALTIMORE LABOR FORCE 

No metropolitan area in the United States has ever formulated 

a master plan for total integration of employment, let alone 

mechanisms for effectuating such a plan. The absence of 

community master plans is yet another index of the white 

community's indifference to the economic damage it has inflicted 

on the black community. Until such a master plan is designed 

and implemented for every community in the Nation, the American 

pledge of equal opportunity will remain largely unredeemed. 

Since Baltimore has a larger percentage of Negroes than any 

other city of its population rank and since the Baltimore 

economy is diversified and thriving, Baltimore is a logical 

place for pioneering the concept of community-wide master planning 

for employment integration. 

Baltimore also has other advantages for such an undertaking. 

Mayor D'Alesandro's administration and an increasing number of 

the City's business and religious leaders have demonstrated an 

awareness that the future of Baltimore is linked inexorably to 

the future of Negro Baltimoreans. Their words and actions 

indicate they recognize that unless inequality, injustice and 

poverty are replaced with the essentials necessary to achieve 
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a decent, dignified life Baltimore, as is our nation as a 

whole, is doomed - doomed to travel an irreversibly destructive 

course toward racial warfare, and economic, social and political 

disaster. 

A. Goals 

The master plan for total employment integration goes 

one step beyond the affirmative or remedial action programs of 

the past which have consisted of sets of techniques for 

employers to use in increasing the level and quantity of Negro 

representation in the workforce. In addition to specifying the 

techniques, the master plan tells employers for the first time what 

the goals of these techniques should be and sets reasonable time

tables. It states the community's commitment to these goals 

and timetables and requires that employers undertake definite 

commitments to achieve their share of the goals. Both goals 

and timetables are subject to revision. The plan builds in 

incentives for attaining the goals and timetables, such as 

government contracts, insurance, and subsidies, and provides 

penalties for failure to attain the goals, such as decrease or 

withdrawal of government contracts. 
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Before proceeding any further, it should be emphasized 

that the mechanisms for achieving these goals do not involve the 

displacement of white employees by Negroes. Rather, through 

normal attrition, such as retirement, turnover, promotion and 

growth, new openings will be created. The majority of these 

openings must be filled by Negroes until the goals of fair, 

employment are achieved. Since the conventional methods of 

recruitment have failed to attract potential Negro employees, 

new methods must be used — methods which achieve results. 

When we specify total integration as a goal, we do not 

necessarily mean that Negroes must always be represented in 

exact proportion to their population in each occupation, industry, 

firm, and geographical location. Like other workers, Negroes 

must have the right of an unfettered choice of career. If by 

such voluntary election they become concentrated in any sectors 

of the labor force, such concentration would not be objectionable. 

Unfortunately, the concentrations seen in the study data are 

not the result of choice but primarily of past and present dis

criminatory assignment of Negro workers. 

B. White Collar 

How would Negro workers be distributed if they had a truly 

free choice of occupation? While no precise response can, in 
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the nature of the case, be made to this question, the data 

are available for arriving at an approximate answer. These 

are data on federal employment in the Baltimore metropolitan 

area. Relative to private industry employment, federal employ

ment has been non-discriminatory, although in absolute; terms 

many phases of federal employment have been characterized by 

racial discrimination. 

Over 30,000 Negroes work for federal government agencies 

in metropolitan Baltimore, mostly in white collar jobs. The gap 

between the occupational attainments of these black federal 

workers and those of black workers in private industry may be 

used as a fair minimum measure of the degree of discrimination 

in the private sector. Thus, the immediate goal of the master 

plan is to bring Negro participation in white collar jobs in 

private industry at least up to the level of Negro participation 

in white collar jobs in federal agencies. This means a goal of 

one in five white collar jobs filled by Negroes. 

C Blue Collar 

While the painfully small white collar Negro representa

tion is the result of nearly complete and systematic exclusion, 

this is usually not the case in blue collar employment, where 
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Negroes have 27.1 percent of the jobs. Here, however, Negroes 

are relegated to the hardest and lowest paying jobs. Thus any 

solution to solve the problem in the blue collar employment, 

must be directed at the under-utilization of Negro skills and 

abilities. 

Most of the blue collar occupations in our economy are 

learned on-the-job. For whites, promotion is based on demonstrated 

ability to do the job. If the same rules were followed for 

Negroes their representation for every blue collar occupation 

would be about equal to their overall representation in the blue 

collar workforce. The goal for Negro representation in all blue 

collar occupations should be 25 percent — 1 out of 4 jobs in 

every blue collar occupation should be held by a Negro. 

D. Test for Determining the Presence of Equal Employment 

The immediate white collar and blue collar goals stated 

in B and C above must be recognized as only a transitional step 

for although they are derived from the better practices in the 

economy, they are nevertheless products of an economy that is 

shot through with racial discrimination. In the intermediate 

range, Negro population in an area should serve as the criterion 

for fair Negro representation in the labor force. Goals based 
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on population can be more or less sophisticated, more or less 

complex. There is much to be said for the simple proposition 

that, if Negroes had a fair chance at the entire labor market, 

they would be represented roughly in proportion to their 

population of working age residing in the commuting area. Such 

a formula could be adjusted to take into account any preferences 

of Negro individuals or groups for certain occupations, the 

lower educational qualifications of some Negroes, or other 

factors unrelated to job discrimination. The adjustment could 

be computer-processed with an input of all conceivable variables. 

On the other hand, and in the absence of a sophisticated formula 

we believe a simple rule of thumb will suffice: equal employment 

is not present in any industry or occupation unless Negro 

representation equals at least half of the Negro proportion of 

the working population. This rule rests on the assumption which 

we believe to be valid, that whatever educational differences may 

exist between Negroes and whites in Baltimore are fast dis

appearing and are well below a magnitude that would cause Negroes 

to be three times as unlikely as whites to be employed. As 

these educational differences diminish further, the goal must be 

gradually raised to full representation in accord with the 

working population. 
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While all industries and firms offering blue collar 

employment should be master plan participants, those industries 

and firms with the greatest growth and job potential and reliance 

on government contracts should be leaders. Those industries 

and firms can be readily identified. 

E. Master Plan Participants 

Participants in the master plan should be selected based 

on the projected growth rates as well as number of jobs available 

in local industries, occupations, and job locations. The growth 

sectors will obviously be in a better position to bring in and 

promote Negro workers than the stable of declining sectors. More 

importantly, from the standpoint of the Negro worker, the growth 

sectors will typically offer more income, opportunity, and 

security and should be expected to be the first to welcome Negroe 

into a full compensatory share of that growth. 

F. Examples of How The Master Plan Would Work 

To make any program involving organizations and people 

work, specific timetables, with incentives and penalties must 

be included as part of the master plan. History shows that the 

mere mouthing of socially, economically, and morally desirable 

goals, by itself, is not enough. In formulating a master plan 
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for the metropolitan Baltimore area, factors such as economics, 

social goals, and organizational resistance to change should 

be reflected in the goals established for each occupation. To 

effectively implement the master plan, factors such "as mor^l 

persuasion, legal force, organizational incentive for change, 

and specific dates in time to measure progress, must be 

considered and, where appropriate, used. To illustrate: 

1) The A.B.Z. Company, a government contractor and Plans 

for Progress employer, is told that its goal is an increase in 

Negro white collar representation of 6 percent and an increase 

in Negro blue collar occupations of 8 percent by 09-30-68. In 

October, it is determined that little, if any, progress has 

been made. Meetings with top management to determine why the 

goals have not been met are unproductive. Within 30 days steps 

are taken to cancel existing government contracts and not to 

award future contracts until the firm is in compliance. (If 

the Company had met its 09-30-68 goals, new goals based on 

turnover, new openings because of growth, etc. would be 

established for the quarter ending 12-31-68.) 

2) The Community Savings Bank is told that its goal is an 

increase in white collar representation of 8 percent by 09-30-68 

In October, it is determined that little, if any, progress has 
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been made. Meetings with top management to determine why the 

goals have not been met are unproductive. Within 30 days, 

steps are taken to cancel federal insurance on the bank's deposits. 

3) The X Construction Company is awarded a contract to build 

a school. None of the plumbers or electricians are Negro. 

Meetings with the Company show that the contractor uses union 

help and the union has no Negro plumbers or electricians. The 

contractor is then ordered to use non-union Negro plumbers and 

electricians to complete the school. 

4) The Loyal Insurance and Bonding Company, which is 

negotiating to buy a parcel of land to build a new headquarters 

building in an urban renewal area, is told that its goal is an 

increase in Negro white collar representation of 9 percent by 

09-30-68. In October, it is found that little, if any, progress 

has been made. Meetings with top management are unproductive. 

At that point, the Company is no longer eligible to obtain land 

subsidized by the government. 

As can be seen from the above, realistic short-term goals 

must be set for each industry and company based on expected turn

over and growth. In addition, the entire range of government 

services at all levels must be mobilized and coordinated to insure 
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compliance within a specific period of time. Anything less 

results in failure and a mockery of this nation's pledge to 

make equality a reality for all Americans. 

IV. UTILIZING THE PRESENT SKILLS OF UNDERUTILIZED WORKERS — 
A PROPOSED MODEL PROJECT FOR MEETING MASTER PLAN 
COMMITMENTS 

To assist firms in meeting their goal commitment to the 

master plan, the following model project has been developed. 

It creates job openings by upgrading underutilized workers. Its 

techniques are a blend of the techniques of equal employment 

and manpower development specialists. The model project can be 

used as a prototype in various industrial and commercial settings. 

The purpose of the project is to make full use in the 

Baltimore economy of present skills and abilities possessed by 

unemployed and underutilized Negro workers, as contrasted with 

retraining them in new skills and occupations. Retraining does 

not get at the problem of employment discrimination, but rather 

addresses itself to the related but separate problem of educational 

discrimination. Moreover, retraining programs are often used 

by prejudiced employers to perpetuate the myth that black workers 

are essentially unqualified. There is a large reservoir of un

tapped abilities among unemployed and underemployed Negro workers 
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in metropolitan Baltimore, and it is clear that normal 

personnel practices have failed to reach these minority group 

workers, with resultant enormous social and economic costs to 

employers and the community. 

No present manpower programs in Baltimore are directed at 

seeking out and utilizing the abilities of the underutilized 

worker. He is the forgotten man of current programs. The need 

is for programs to bring together workers and jobs in large 

numbers so that advancement becomes quickly available to many 

workers, the economic advantages to the community are almost 

immediately manifested, and racial tensions are markedly reduced. 

To succeed the program must employ ingenuity and imagination to 

manpower acquisition and utilization. It must have the support 

and cooperation of the Baltimore business community and its 

Negro community. 

Civil rights organizations in Baltimore have developed effec

tive techniques for advancing large groups of minority workers 

into better jobs. Industrial engineers, psychologists, and 

personnel administrators have developed new job-related selection 

and promotion criteria, including job redesign allowing less 

skilled workers to assume sub-professional and semi-skilled tasks 



- 24 -

so that professionals and skilled workers spend less time on 

tasks that do not utilize their specialized'training and talents. 

These are examples of the techniques that would be used in the 

project, in combination with other proven methods. The project 

will educate and assist employers in applying these techniques 

and will establish new and more effective lines of communication 

between employers and minority group workers. 

A. Who Will Benefit From the Project 

Underutilization and its resulting frustrations is found 

among workers at all economic levels but is most disastrous in 

its effects on workers and potential workers at the bottom rungs 

of the economic ladder, those least capable of marketing their 

services and protecting their interests in the labor market. 

The project would concentrate on these people, aiming to raise 

their economic level by at least one step. The goal for a 

welfare recipient would be a self-sustaining job; for the school 

dropout, on-the-job training with decent pay and potential for 

growth; for the domestic doing day-work, steady employment at 

higher wages in industry; for the low-level clerk, middle-level 

position; for the seasonal worker, year-round employment; for 

the blue collar worker locked into a dead end job, a new avenue 

for advancement. 
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Poverty and racial tension in Baltimore will be sub

stantially reduced by the project in three major ways; first, 

workers earning low wages will increase their income. Second, 

unemployed workers will enter into the entrance level jobs 

vacated by the workers in the first group who have moved up the 

ladder. Third, firms now located in metropolitan area will 

remain and new firms will come in when they see that their man

power needs can be met by this area's large and substantially 

untapped reservoir of unemployed and underutilized workers. 

Workers with underutilized abilities will be identified 

by cooperating government agencies and private employers, using 

well-defined criteria. Immediately attainable vocational goals 

will be set for each client in consultation with a trained 

counselor. Goals will also be set in consultation with each 

cooperating organization, e.g., each will furnish a designated 

number of advancement opportunities per calendar quarter. Quick 

assistance to large numbers of workers will be stressed rather 

than intensive work with a few. Project clients may sometimes 

move from one cooperating organization to another, but normally 

they will remain within one organization. 
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B. Obstacles That Will Be Overcome 

The project will locate and overcome artificial 

obstacles to the full utilization of the existing abilities of 

minority group employees. Among the typical obstacles to be 

expected are: 

1. The absence of affirmative programs to seek, hire, 

and promote Negroes in such a manner as to eliminate discrimina

tion. Firms are often not informed about the success of 

affirmative and remedial programs, in many industries. Where 

top management decides to utilize fully the skills of all worker 

the implementation of the decision is sabotaged, often un

consciously, by the attitudes and actions of employees down the 

line. 

2. Negro workers are not given the friendly support and 

personalized services furnished by most progressive firms to 

majority group employees in order to make them more productive. 

Such support and services are especially lacking in the areas 

of transportation, housing, and child care. 

3. Tests and other criteria that are not job-related 

are used to screen out qualified or readily qualifiable Negroes 

from consideration for jobs and promotions. 
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4. Personnel departments and employment services, both 

public and private, do not refer Negroes for jobs other than 

those traditionally assigned to them. Whole categories of jobs 

are reserved for the majority group, especially those with 

social or political ties with whites already holding the jobs 

themselves or the necessary power to fill them. Negroes have 

been conditioned to expect and accept such insidious categoriza

tion and to underestimate their capacities for non-traditional 

employment categories. 

5. Misunderstanding and distrust characterize the 

relations between the essentially white business and political 

leadership and the essentially Negro lower-income working group. 

Communication between the white and Negro community, and within 

the Negro community is grossly underdeveloped. 

6. Confusion exists both in the business community and 

the general community concerning the types of manpower services 

and financial aids available from public and private agencies. 

C. How The Project Would Operate 

The Project would begin with ten business and industrial 

firms in good economic health with substantial numbers of 

vacancies occurring at the beginning and intermediate levels of 
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employment and requiring a variety of skills and abilities 

that are usually learned on the job. These firms would be 

selected with the aid of the Metropolitan Baltimore Chamber 

of Commerce, the Baltimore Community Relations Commission, 

manpower agencies, and labor unions. They will be asked to 

enter into agreements to use project techniques to upgrade and 

place initially a mutually agreed upon number of minority and 

disadvantaged workers each quarter. The final placement decision 

will be the employer's within the context of what other 

employers agree to. Wherever possible, the employer will be 

reimbursed for the cost of on-the-job training through funds 

available under the Manpower Development and Training Act and 

other federal programs. 

Project techniques involve taking a completely fresh 

look at stereotypes within a company that bar both the company 

and its Negro workers from thinking creatively about job advance

ment. They require a restructuring of personnel practices 

which hinder minority advancement. They involve communication 

with the minority community to demonstrate with tangible gains 

that the employer's good faith is beyond question. They result 

in recognition by employers that the systematic inclusion of all 

segments of the worker population is good business. 
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Before the project gets underway, the Chamber of 

Commerce, unions, minority group and church leaders, and man

power agencies should be contacted to get their support for 

the project, to solicit their membership on a Project Advisory 

Board, and to establish effective liaison. Initial contacts 

might well be made by the prestigious economic and political 

leaders in the Baltimore Urban Coalition. Ten cooperating 

employers will then be selected and their representatives will 

be asked to help identify workers who are most ready for up

grading and to work out a schedule of action. 

The Baltimore Community Relations Commission will then 

work with each company to develop more refined worker-selection 

criteria, to interview workers with advancement potential, to 

instill motivation to advance, and to funnel in new workers. 

At the same time that cooperating employers are moving 

workers upward, a list of unemployed and underemployed people 

who desire to apply for entrance level jobs with the cooperating 

employers will be developed. The list will be developed on 

the basis of a well-planned, highly-selective community relations 

campaign using ads in minority group media, press releases, 
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contacts with civil rights organizations, and contacts by 

indigenous personnel with their peers in the poverty area 

served by the Baltimore Community Action Agency. 

Potential workers will be screened at Neighborhood 

Centers operated by the Community Action Agency. Trips to 

the company will be arranged to introduce the potential workers 

to the company in an informal and unforbidding way, keeping 

in mind that the routines of the large corporation are often 

frightening to the individual who has been confined to the 

inner city ghetto. 

Concurrently with employer liaison and poverty area 

contacts, a program would go forward to establish procedures 

for referrals to and from local agencies with manpower 

responsibilities. Among such agencies will be the Maryland 

State Employment Service, Maryland State Unemployment Insurance 

Agency, Maryland Department of Public Welfare, the Urban League, 

private employment agencies and various anti-poverty, manpowei 

training, and youth programs. 

In developing the list of potential workers for 

cooperating employers, care will be taken to keep its size in 

reasonable relationship to the number of expected vacancies. 

— < 
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Nevertheless, it is possible that the reservoir of potential 

workers will prove much greater than anticipated. The project 

will then be compelled to turn its attention to the expansion 

of opportunities among cooperating employers. In fact, the 

success of the project may perhaps best be gauged by the 

extent to which it can stimulate and meet the demands of suitable 

vorkers for jobs and the demands of employers for workers who 

can fill a growing number of job openings. 

Resident Participation: 

Minority group participation of residents living in 

the poverty area will be built into every aspect of the project. 

The Advisory Board will include poverty area residents who are 

unemployed, welfare recipients, and domestic day workers. Every 

level of project staff will have substantial minority group 

representation since this is essential for developing confidence 

in the project in the Negro community. Neighborhood leaders 

and residents will help seek out hard-to-reach youth who are 

unemployed. 

Evaluation and Feedback; 

Monthly reports of upgrading and initial placements will 

be prepared. Each upgrading and placement will be followed up 

as often as necessary to determine whether it is working out, 
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and if not, how it can be salvaged. Early successes and 

useful techniques will be well-publicized as a means of 

encouraging more employers and minority group members to 

participate. M: the conclusion of the demonstration phase of 

the project the cost per person placed or upgraded will be 

calculated. Also, a calculation will be made of the savings 

to the community in terms of additional taxes paid by workers 

served. 

The evaluation will show how the companies in the 

demonstration project have developed the capability for carrying 

on the project activities with only occasional need for the 

services of the project. Ultimately, the project will be needed 

only to get a company started in the program, and company staff 

will carry on by itself. In this manner, project influence 

will extend broadly into the entire business community and 

project cost per person placed or upgraded will be progressively 

reduced. 

Need for Employer And Community Commitment: 

Vital to the success of the project is the employer's 

advance agreement to provide a specified number of upgrading 

opportunities for the unemployed and underutilized and to take 
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c 
all necessary and reasonable steps toward that goal. This 

agreement virtually guarantees the result, assuming the company 

remains economically viable and the expected number of upgrading 

opportunities materialize. Thus, almost regardless of the 

technical skills that are devoted to the project, its success 

will ultimately depend on the commitment of the community's 

political and economic leaders to move minority group workers 

and other disadvantaged workers into the economic mainstream 

by utilizing fully and imaginatively their existing abilities, 

and the recognition by minority group members that the doors 

to economic freedom are open and that they are welcome to enter 

these doors. 

V. COMMUNITY PLANNING AND BUDGETING FOR EQUAL EMPLOYMENT 

A community which has committed itself to a master plan 

for employment integration must be continually alert for 

opportunities for progress which open as a result of seemingly 

unrelated activities and programs which confer benefits upon 

private groups. These opportunities are particularly plentiful 

in connections with urban renewal, model cities, and highway 

construction, all of which offer an abundance of jobs and 

benefits which are typically siphoned off by the white majority. 
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An effective way to prevent this siphoning off is to plan 

and budget for jobs and benefits for Negroes, even as the 

community plans and budgets for other public action to which 

it is committed and for the distribution of economic benefits 

accruing from public decisions. 

Under this kind of planning and budgeting, the community 

would, for example, ask how many good jobs for Negroes an 

employer will provide in exchange for permission to locate on 

valuable urban renewal land. A.s part of this inquiry, the 

employer would be required to state how many Negroes he currently 

employs and in what capacities; how many Negroes serve on his 

Board of Directors; how many Negroes will be employed in 

constructing his planned building; and to what extent he serves, 

benefits, or disadvantages the Negro community as customers or 

clients. 

All of this information would be required as part of the 

competitive bidding process so that each firm competing for 

urban renewal land or other public benefits can be quantitatively 

compared with other bidders. A bidder's rating on the resulting 

equal opportunity index would be a major factor in deciding 

whether his location on urban renewal land is desirable or 

whether other contracts would be awarded to him. 
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VI. ACTIONS THAT SHOULD BE TAKEN NOW BY THE EQUAL EMPLOYMENT 
OPPORTUNITY COMMISSION AND OTHER FEDERAL AGENCIES 

Federal presence and actions are needed in Baltimore so 

that the corporate and other private sectors of the economy 

are convinced that there is a real and immediate government 

commitment to carry out the mandate and spirit of the equal 

employment and other laws already on the books. The following 

recommendations are made to achieve this objective: 

A. EEOC Operations 

1. EEOC should direct more of its efforts in Baltimore 

toward eliminating industry-wide and firm-wide discriminatory 

practices, particularly in defense industries and the 

construction trades. 

2. Tangible evidence of a Federal presence is needed 

in the metropolitan Baltimore area. An EEOC field office should 

be established in Baltimore. 

3. EEOC should give greater assistance to those 

communities where local commissions either do not exist or lack 

the authority, resources or will to achieve progress. In 

metropolitan Baltimore, as elsewhere, there are pressures on 

local commissions which can be avoided by a federal commission. 
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4. If EEOC is unable to obtain voluntary compliance 

from employers, unions or employment agencies within a 

reasonable specific time, legal assistance should be furnished 

to the aggrieved person. Otherwise, the aggrieved individual's 

rights will be forfeited since he will usually not be able to 

afford the expense of a court suit. EEOC and local commissions 

should make formal arrangements with government-financed and 

privately supported organizations to provide legal representa

tion to individuals and groups who have been victims of 

discrimination. Among the organizations that might participate 

are the Legal Aid Bureau, NAACP Legal Defense Fund, American 

Civil Liberties Union, and the Legal Services Program of the 

Federal Office of Economic Opportunity. 

5. EEOC must convince industry, unions, and the public 

at large that it means business by taking frequent and 

consistent legal action against offenders. When an industry

wide or firm-wide pattern of discrimination is seen by EEOC and 

conciliation with the employer does not succeed within a reason

able specific time, the case should be promptly referred to 

the Attorney General to bring civil action under Section 707 of 

Title VII. 
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6. Now that equal employment commissions are 

established as permanent agencies, like other regulatory 

agencies, they are in danger of becoming captives of the 

businesses they regulate. Measures must be taken to protect 

equal employment commissions from subtle and overt pressure 

from industry. Industry representation on equal employment 

commissions must be balanced by representation of a variety 

of other interests. Certainly, firms which serve on such 

commissions should not only be free of discriminatory practices, 

but they should be pioneers in equal employment programming. 

Some commissions have followed the very questionable practice 

of welcoming into their midst employers who are well known in 

the black community as violators of equal employment laws, 

hoping that these employers would reform their ways. Frequently 

this kind of reqard for a violator results in only token changes 

which reinforce the black community's cynicism about the 

possibility of meaningful change. 

7. Continued intensive publicity should be given to EEO 

data on discriminatory patterns, with the objective of pressuring 

entire industries or communities into rapid remedial action. 

The covert, behind-the-scene approach to the problem has been 

responsible for slow progress in many communities. Even with 
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the present confidentiality rules, there is room for the 

release of vast quantities of information which are available. 

8. A concentrated information attack should be mounted 

on the myth that all the doors are open and it only remains 

for black workers to qualify themselves for the jobs. It 

should be hammered home that race prejudice is still the leading 

cause of black unemployment and underemployment. 

B. Activities of Other Federal Agencies 

1. Obligation of Federal Contractors 

Establish as a principle of federal contracts that 

a contractor who reduced Negro job opportunities by any action, 

whether or not the purpose of the action was to reduce Negro 

opportunities, shall take positive remedial action to help 

Negroes obtain the jobs he has to offer. This principle applies 

particularly to employers who move to white-only suburbs or 

who contract with white-only unions. 

2. Housing and Negro Job Opportunities 

To make proximity of residence to available suburban 

jobs a real possibility for many inner city people, the Federal 

Government should subsidize suburban industries to build low 

cost housing on Federal and private land in the metropolitan area 

counties. Other federal subsidies for suburban development (e.g. 
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sewer and roads) should be made contigent upon opening the 

doors of these developments to colored Americans. 

Federal financial incentives, coupled with a 

decrease in red tape and urban renewal requirements which 

cannot be met in this area, should be directed toward making 

low-income housing available in the areas having the greatest 

potential for job opportunities. 

3. Transportation and Negro Job Opportunities 

Until a reasonably priced public transportation 

system unifies the entire metropolitan Baltimore area, employers 

in the suburbs should pool their resources and obtain government 

aid to make such transportation available immediately to inner 

city residents. 

4. Increasing Negro Job Opportunities in Baltimore 
City 

Since most jobs in Baltimore City will continue to 

be white collar jobs and most Negroes will continue to reside 

in Baltimore, all government agencies must concentrate on bring

ing vast numbers of Negroes into the office and retail 

establishments. 

The Small Business Administration should give priority 

to helping firms in the inner city that will guarantee to furnish 
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employment to inner city residents in all occupations top to 

bottom. These firms should be guaranteed sufficient government 

contracts to succeed. 

5. Union Discrimination and Job Opportunities 

Require federal contractors to hire non-union help 

if a union that provides workers for the contractor discriminates 

in employment. 

VII. THE POTENTIAL FOR PROGRESS IN THE PLANNED CITY OF COLUMBIA 

No master plan for employment integration in metropolitan 

Baltimore can fail to involve Columbia, a planned, residentially-

integrated city of 100,000 being developed by the Rouse Company 

in Howard County about midway between Baltimore and Washington. 

During the next decade, the building of this new city will 

probably generate more jobs than any other single foreseeable 

economic activity in the Baltimore area and Columbia will feel 

most keenly the shortage of qualified workers. A fair share 

of Columbia's jobs will go to Negroes only if the planners of 

Columbia plan it that way. 

When Columbia is completed in 1980, about 30,000 people will 

be employed in its industrial, commercial, retail, and service 

occupations. This is roughly equivalent to the number of 
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workers now employed by the largest industrial employer in 

Baltimore, Bethlehem Steel Corporation. By December 1967, 

nearly 1,300 jobs had been made available by business, 

industrial and construction activity in Columbia, positions 

ranging from sales clerk to scientist. In less than two years, 

this total is expected to double. 

Some 700 workers are now employed in the construction of 

the new city. Most of these people live within 10 miles of 

the site, and their work ranges from day labor to highly skilled 

craftmanship. Hittman Associates, Inc., a research and develop

ment firm which occupied its building in Columbia in 1967 

employs 130 people. Eastern Products Corporation, manufacturers 

of acoustical ceilings and drapery hardware moved into its 

plant on October 30, 1967. Its employment is expected to reach 

900 by the fall of 1968. Two thousand employees are projected 

for this company. The shopping center in the first Columbia 

village employs 100 people in its stores, and 120 more will work 

in its offices. 

Columbia's downtown shopping mall, to be under construction 

this summer, will add substantially to employment opportunities. 

In 1969, Columbia's first department store, Hochschild-Kohn, 

a branch of a downtown Baltimore firm, will employ 350 people 
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mostly in management and sales positions. The 60 other down

town Columbia stores will add an estimated 300 employees. 

Twelve firms in the first downtown building employ 150. Firms 

renting in a second office building in downtown Columbia, will 

need hundreds of maintenance, secretarial, technical, and 

executive people. Schools and a community college will need 

teachers and staff. Increasing construction work will demand 

more laborers, equipment operators, skilled tradesmen, and 

technical personnel. 

Although Columbia is offering some employment to Negroes, 

it is apparent that the institutions of the economy at large 

are working in general to keep Negroes "in their place" as 

cleaners, and janitors, not as carpenters and skilled mechanics; 

clerks and exhibit hostesses, not sales or rental agents or 

executives of Columbia's developer, the Rouse Company, checkers 

in the supermarket, not meatcutters or drugstore sales clerks 

or barbers or beauticians. 

Thus, in a city that boasts of its planning and is success

fully fulfilling its plans for residential integration, there 

is no evidence of planning for employment integration, either by 

the developer or the Howard County Human Relations Commission. 
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Action programs are available to bring more Negroes into the 

labor force and, at the same time, create a new source of 

qualified workers for Columbia but action programs by them

selves are not enough for a new city. If Columbia is to be 

true to its concept as a city which plans for its future, it 

must be helped to develop its own master plan for total employ

ment integration of the same scope and depth as that developed 

for any other element that is vital to the health and welfare 

of a new city. If Columbia can successfully pioneer new 

patterns of Negro participation in the workforce, it can serve 

as a model for the Nation. 

VIII. EMPLOYMENT DISCRIMINATION IN BALTIMORE AS ASSESSED BY THE 
BALTIMORE COMMUNITY RELATIONS COMMISSION 

In the spring of 1966, the Congress of Racial Equality 

selected Baltimore as its National Target City. C.O.R.E. staff 

and resources were brought to Baltimore to organize the Negro 

community for a broad attack on its social and economic problems. 

In response to this challenge, Mayor Theodore R. McKeldin 

appointed a blue ribbon Task Force on Equal Rights with a mandate 

to act to eliminate the problems which had attracted C.O.R.E. to 

Baltimore. 
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For the information of Task Force members, the Baltimore 

Community Relations Commission in June 1966 prepared a paper 

entitled "Problems, Solutions, and Gains," which offers a 

valuable and timely perspective on Baltimore's current civil 

rights status. In the section on employment, the paper points 

out that in Baltimore, as throughout the country, the rate of 

unemployment for Negroes continues to be twice that for whites. 

Many Negro males are chronically unemployed or partially 

employed at the same time as the number of jobs for the unskilled 

and the semiskilled remain constant or decrease. 

The CRC reports the continued existence of problem industries 

those in which Negroes are not represented in certain jobs in 

many companies or those in which there is a minimal degree of 

involvement of Negroes or those in which Negroes are found only 

in certain menial job classifications. Many employers hesitate 

to promote or hire Negroes for managerial and supervisory jobs. 

Part of the problem, the CRC believes, is attributable to 

the failure of school counselors to inform themselves of the 

extent of nondiscriminatory job opportunities now available. 

Other factors contributing to employment discrimination are 

the practice of the Baltimore Sunpapers of designating job 

opportunities by race in those situations not subject to 
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Baltimore City's fair employment practice law and the lack 

of honest efforts by some craft unions to recruit and accept 

qualified Negro apprentices and journeymen. 

Chief among the solutions to employment discrimination pro

posed by the CRC is that each employer emphasize affirmative 

programs to seek out Negro applicants and to promote deserving 

Negro employees. Whenever competing applicants are substantially 

equal in qualifications, CRC recommends that the employer give 

first consideration to the Negro applicant. 

Guidelines for full implementation of equal employment 

opportunity practices should be drawn up and distributed to all 

member firms of the Association of Commerce and the Junior 

Association of Commerce. 

As part of its affirmative action program, the CRC proposes 

to select the top ten local employers in terms of the number 

of employees and/or companies in certain "problem industries" — 

and review EEO-1 forms submitted by these companies. This 

review would be followed up by conferences to encourage increased 

participation of Negro employees. 

Retail Stores and Commercial Banks: 

Fair employment gains in the major retail stores and the 

commercial banks are cited by the CRC. 
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"Since reaching a settlement of differences with 
Baltimore CORE in Cardinal Sheehan's office during 
the summer of 1965, the commercial banks have hired 
Negro employees at the rate of 20 percent. Addi
tionally, the major retailer with the greatest 
involvement of Negro employees is the only one 
which has been subject to direct action demonstra
tions ." 

Negroes comprise 16.4 percent of the total employment of 

five major retail stores in Baltimore. Of the 1,427 jobs held 

by Negroes, 1,023 are in the sales, clerical and semiskilled, 

craft and managerial categories. Four of the five stores have 

some Negroes employed in the complement of officials and 

managers. 

In the commercial banks, the number of Negro "white collar" 

employees increased from 138 as of March 1965 to 283 as of 

March 31, 1966. •=/ There are two Negro administrative assistants 

and two Negro administrative trainees employed within all banks 

whereas there were none one year ago. Although initially 

prodded by Baltimore CORE, the commercial banks have demonstrated 

that substantial progress can be made as a result of industry

wide discussion and a concentration of effort. 

2/ As of the quarter ending 03-31-67 there were 353 Negro white 
collar workers, 5 Negro administrative assistants, and 2 Negro 
administrative trainees. 
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Trade Unions: 

As signs of progress within the trade union movement the 

CRC mentions the following: 

1. Twenty Negro youngsters are enrolled in formal 

apprenticeship programs, whereas two years ago there was only 

one Negro in a total of two thousand. 

2. The recent statement of "affirmation of intent" by the 

President of the Baltimore Building and Trades Council, AFL-CIO, 

to give fair treatment, regardless of race, to all prospective 

applicants for union membership or for apprenticeship programs. 

This statement was endorsed by the Joint Apprenticeship 

Committed, composed of representatives of labor and management 

who oversee apprentice programs in the building trades. 

3. The waiver of time requirements by the Electricians 

and Plumbers unions, and the acceptance of four and two Negro 

youngsters, respectively, for apprenticeship programs this fall. 

The Electricians Union and the Plumbers Union have agreed to 

take into membership Negro shops upon certification by their 

contractor. 

Civil Rights Legislation in Baltimore 

In 1956 Baltimore City Council enacted legislation which 

created the Baltimore Equal Employment Opportunity Commission. 
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The Commission found it difficult to cope with discrimination 

in employment because the law required it to rely on persuasion 

and the threat of exposure to secure compliance. Enforcement 

powers were acquired by the Commission in 1961. 

In 1963, the civil rights struggle intensified in Baltimore, 

as elsewhere. As a result, a comprehensive civil rights bill 

(Ordinance 103) was passed in 1964 covering the areas of 

employment, public accomodations, public and private education, 

and public and private health and welfare agencies and 

institutions. This Ordinance which created the present CRC, 

was perhaps the most sweeping package of civil rights legisla

tion enacted at one time by a major municipality. 

Of particular relevance for this study is Section 10 of 

Ordinance 103 which prohibits employers, labor organizations, 

and employment agencies from engaging in discrimination based 

on race, color, religion, national origin or ancestry, in any 

aspect of employment, including hire, tenure, promotion, train

ing, membership in organizations, conditions leading to employ

ment, and the opportunity to participate in employment related 

benefits. 

In addition to handling complaints of discrimination and 

following through with compliance procedures, the Community 

Relations Commission was authorized by Ordinance 103 to: 
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Formulate and carry out a comprehensive 

educational and action program designed 

to eliminate and prevent prejudice and dis

crimination in the City of Baltimore. 

Despite the efforts of CRC, the widespread existence of 

employment discrimination continues as documented in Section IX 

by 1966 data submitted to EEOC by employers of 100 or more in 

metropolitan Baltimore. 

IX. RACIAL COMPOSITION OF THE METROPOLITAN BALTIMORE WORKFORCE 

A. 1966 (EEOC Data) 

In the firms submitting 1966 employment data to the 

EEOC, Negro employees number 51,316 or 17 percent of the total 

295,360 employees. (Table 5). They are heavily overrepresented 

in the growing field of medical services and in primary metals, 

where they comprise 42 percent and 29 percent of the workforce, 

respectively (Tables 10 and 6). They are dramatically under-

represented in the growth industries of insurance (3 percent), 

communication (5 percent), and finance (6 percent) (Tables 9, 

13 and 8) . 

Whites have almost totally monopolized the desirable 

white collar jobs, which are growing in number at a more rapid 

rate than any other occupation and are expected to predominate 
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in future occupation growth. Of 124,530 such jobs, only 5,004 

(4 percent) are filled by Negroes; by contrast, 46,312 (27 per

cent) of the 170,830 blue collar jobs are occupied by Negroes. 

(Table 5) . 

Almost half of the Negro white collar group is found 

in the clerical classification, generally the lowest paying of 

the white collar categories. The next largest Negro white 

collar category is made up of technicians, over half of whom are 

employed in medical services. (Table 5) 

Whites have assumed near-total control of leadership 

positions in Baltimore industry and commerce, reserving for 

themselves 98.5 percent of the official, manager, and 

professional positions. (Table 5) 

The most unpleasant, most insecure, and generally least 

desirable jobs have become dumping grounds for Negroes. Half 

of all laborers and service workers are Negro. Only 6.6 percent 

of skilled craftsmen are Negroes, but this figure may increase 

due to the 12 percent enrollment of Negroes in apprenticeship 

and on-the-job training programs. (Table 5) 

In order to illustrate the differential employment of 

Negroes by industry and occupation, we selected for study five 

key industries, four of which are major growth industries with 



high concentrations of the desirable white collar jobs. They 

are retail trade, finance, insurance, medical services and 

primary metals manufacture. The latter group includes the 

largest single manufacturing firm in the Metropolitan area. 

Retail Trade; 

The retail trade data reflect some progress in equal 

employment resulting from close attention paid to the major 

department stores by the Baltimore Community Relations Commission 

and local civil rights organizations. A few years ago Negroes 

were banned from white collar employment in the retail stores. 

Today although white collar jobs have been opened to 871 Negroes, 

Negroes make up only 5.7 percent of the white collar workforce 

of 15,077. All but 77 of the white collar Negro employees are 

sales and clerical workers. The ranks of professional workers 

have not been penetrated by Negroes, and whites are still in 

almost exclusive control of official and manager jobs. 

It remains an open question as to why an industry which 

is supposed to be committed to equal opportunity in employment 

has achieved such poor results in an area whose central city 

population is over 40 percent Negro. (Table 7) 



- 52 -

Finance and Insurance; 

Finance and insurance, because they employ workers 

with substantially similar skills, provide an unusual 

opportunity for a partially controlled study of the effects 

of an affirmative equal employment program such as that under

taken by the commercial banks. In the summer of 1965 an 

agreement was reached between the Congress of Racial Equality 

and the commercial banks which employ over 4,000 white collar 

workers, to actively recruit Negroes into white collar jobs. 

At that time 3.5 percent of the commercial banks' white; collar 

employees were Negro. As a result of the affirmative action 

program, which focused primarily on clerical occupations, 

Negroes made up about 7 percent of the bank's white collar 

employees at the end of 1966. The EEO data, which include 4,000 

employees of banks and financial institutions other than 

commercial banks, show a Negro white collar representation of 

4.4 percent. 

In the insurance industry, which has not undertaken an 

affirmative program, the Negro white collar representation is 

only 2 percent. Among clerical workers, the largest white collar 

category in both finance and insurance, Negroes comprise 5.6 per

cent in finance but only 3 percent in insurance. 
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Neither the banks nor the insurance companies have 

yet admitted Negroes in any significant numbers into the ranks 

of Officials and Managers. Not one Negro serves on the Board 

of Directors of any "white" bank or insurance company. 

Sales workers are a major group in insurance but not in 

banking. Forty-three Negroes (1.6 percent) are counted among 

the 2,570 insurance salesmen, probably concentrated in Neg~o 

sales districts. No Negroes are numbered among the banks' 179 

sales workers. (Table 8 and 9) 

Medical Services: 

More than in any other field of non-governmental endeavor, 

W 
Negroes have made their mark in the burgeoning field of medical 

services. Their white collar representation of 14.4 percent 

is three and a half times as great as their white collar 

representation in all industries. Their clerical representation 

of 19 percent is over four times as great as its counterpart in 

all industries. Among technicians their representation of 

16.6 percent is more than twice that among technicians in all 

industries. 

Although Negroes have broken through some of the white 

collar barriers in medical services, they are at the same time 

filling more than their share of the disagreeable, low paid jobs 
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which abound in this field. Eight out of ten of the army of 

service workers and laborers are Negroes. 

Like other industries, medical services draws the line 

against Negroes in official and managerial (2.3 percent) and 

professional (3.2 percent) positions. (Table 10) 

Although Negroes have been offered more opportunities 

in medical service than in other industries, they are never

theless largely confined to the lesser positions, as is borne 

out by a 1966 Baltimore Community Relations Commission study 

of hospitals in Baltimore City reported in the Commissions' 

1966 Annual Report. The Commission found that: 

"Generally, in all employment areas other than 
the unskilled and menial positions, there is little 
involvement of Negroes. The scarcity of Negro 
physicians, medical professionals, and paramedical 
and clerical personnel evidences that past discrimi
nation has made its impact on our local health 
community. 

"The problem of discrimination against Negroes in 
initial employment is no longer a major one. How
ever, the promotions of Negroes to positions more 
responsible than those held by persons of their 
race in the past still poses a major problem. 
Correspondingly, qualified Negro physicians in 
medicine and more especially in surgery still find 
themselves excluded from the staffs of some 
hospitals, despite their training and experience. 
In the clerical field the involvement of Negro 
office workers in Baltimore hospitals is small, 
except the offices of out-patient admissions in 
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the large hospitals and in the offices of 
Provident Hospital, a predominantly Negro 
institution. The involvement of Negroes in 
laboratory positions has improved. Approximately 
20 percent of all laboratory personnel are 
Negro. 

"One of the most disturbing aspects of the 
survey was the absence of Negro board members. 
Excepting Provident Hospital and Baltimore City 
Hospitals, the boards of Baltkmore hospitals with 
a combined membership of 418 persons do not in
clude a single Negro." 

Primary Metals Industries; 

A large portion of the employment in the primary metals 

industry is concentrated at the Sparrow's Point Plant of 

Bethlehem Steel Corporation. Therefore, the data may be taken 

to represent essentially the employment picture at Sparrow's 

Point. 

Since 1966 Sparrow's Point has been under pressure from 

the Congress of Racial Equality, the NAACP Legal Defense Fund, 

and an organization of Negro steel and shipyard workers to end 

racial discrimination in promotions and job assignments. 

Investigations by the Departments of Defense and Labor have 

confirmed the existence of racial discrimination throughout the 
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plant and resulted in suggestions for change. — 

The occupational distribution has not improved signifi

cantly since 1966. At that time Negro white collar representa

tion was significantly lower in the primary metals industry 

than for industry as a whole. Few, if any, Negroes were 

employed in professional and sales jobs and had only token 

representation as technicians. The blue collar representation 

is significantly higher than the all-industries figure reflecting 

higher concentrations of laborers and operatives. (Table 6) 

The Public and Private Faces of the Communications 
Media: 

Perhaps in no other industry is the gap between pretense 

and reality so disturbing as in the communications industry. 

How can the discerning Negro escape a feeling of cynicism and 

hopelessness, when he contrasts the "liberal" civil rights 

editorials of the local newspapers with their actual record of 

3/ On 05-23-68 the Bethlehem Steel Corporation was notified by 
the Department of Labor that all Federal contracts will be subject 
to cancellation because of the firms failure to eliminate dis
crimination at its Sparrows Point Plant. This would be the first 
time that the Labor Department has ever ordered contracts cancelled 
because of failure to comply with the Federal government's equal 
employment opportunity requirements. The Baltimore Sun - 05-25-68. 
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Negro exclusion? The extent to which Negroes participate in 

the workforce of this industry is discouragingly low — 

particularly for white collar and skilled craftsmen jobs. 

Even taking into consideration the fact that there is 

a "Negro" newspaper in Baltimore, the Afro-American, under 

these conditions of near-total exclusion, how can a Negro youth 

realistically aspire to a career in the mainstream of American 

journalism? How fairly or understandably can the news of the 

Negro community be reported? How much credence can Negro job 

seekers place in the help-wanted ads, even those with the 

"Equal Opportunity" legend? 

The other communications media show a somewhat better 

record than the newspapers, but they have little to be proud 

of in the area of fair employment. As with newspapers, few, if 

any, Negroes are employed in white collar or skilled blue collar 

occupations. 

Government Contractors with Poor Equal Employment 
Records: 

In the light of what has been accomplished by federal 

agencies in integrating their work forces in Baltimore, at 

least at the lower levels, it is dismaying to look at the record 

of private industry. Not only is the record poor in the 
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aggregate but individual firms that are contractually obligated 

to equal employment frequently show up no better or worse than 

firms which are openly indifferent or hostile to Negro advance

ment. 

Many government contractors have continued to sign 

equal employment clauses in their contracts with little to show 

in the way of results. 

Negro Employment in the Suburban Counties: 

Data for Baltimore County and Baltimore City were not 

separately available. Therefore, we are unable to define the 

employment profile of Baltimore County, the most populous of 

metropolitan Baltimore's sub-divisions and the area which has 

deliberately achieved the lowest percentage of Negro residents 

(3 percent) by means of rigid housing segregation (see Table 17). 

Data are also not available for Carroll County because of its 

small Negro population. Therefore the discussion below deals 

only with Anne Arundel and Howard Counties (see Tables 14 and 

15) . 

It is interesting to note that in both Anne Arundel 

and Howard counties the percentage of Negro workers in the EEO-
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surveyed industries approximates the percentage of Negroes 

in the population on a whole. Thus, if there are any significant 

numbers of Negroes who work outside their county of residence, 

it is balanced by a like number who live outside their county 

of employment. Whether this balance exists or whether the 

Negro residents of these counties generally work where they 

live, the Negro pattern diverges from the white pattern of 

living in the suburbs and frequently commuting to the city to 

work. 

In both Anne Arundel and Howard Counties, about half of 

the total jobs available are white collar jobs, but Negroes 

make up only 2.1 percent of white collar employment in Anne 

Arundel and 1.4 percent in Howard. None of Howard County's 

clerical and sales workers are Negro although these occupations 

provide jobs for 26.6 percent of the total work force. 

B. Negro Employment in the Unionized Building and 
Construction Trades - April 1967* 

Twenty unions affiliated with the Baltimore Construction 

Trades Council with a total membership of 10,213 have 617 

* Source: Department of Labor survey report of 05-08-67 entitled 
"Baltimore Apprentice Opportunities Project," prepared 
by Industrial Training Advisor, Johnson, for Regional 
Director, Archer. 



- 60 -

(5.9 percent) Negro members. (See Table 16). One union is 

the all-Negro Carpenters Local #544 with 100 members. Five 

other unions with a total membership of 2,835 account for 505 

Negro members. The remaining 14 unions with a total membership 

of 7,278 account for the remaining 12 Negroes. 

In four of the 20 unions, membership is determined by 

the contractor. For Negroes, this has proven beneficial in two 

unions. In Bricklayers Local #1, 70 to 80 of the 600 members 

are Negro; in the Painters and Paperhangers Local #1, 100 of 

the 450 members are Negro. However, the records of the Otis 

Elevator Company and Westinghouse Electric Corporation are such 

that Mr. Johnson, Industrial Training Advisor of the Department 

of Labor recommended that the Office of Federal Contract 

Compliance investigate their employment practices. The contractors 

who hire tile and terrazo workers have a "perfect" record — no 

Negro employees. 

To obtain membership in the 16 remaining unions, a worker 

must apply through the union hall. This has produced disastrous 

results for Baltimore's Negroes. In only three unions (Cement 

Mason Local #43, Operating Engineers Local #37, and Roofers 

Local #80) does the Negro have opportunity to be accepted on the 

basis of ability. 
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The Building and Construction Trades Council recently 

contracted with the Baltimore Urban League to train about 30 

Negroes for apprenticeship programs. However, because of the 

magnitude of the problem, even if each Urban League trainee is 

placed and then successfully completes an apprenticeship program, 

there will be no appreciable narrowing of the gap between white 

and Negro participation in the building trades unions. Nor 

does this prognosis change in the light of the vague promises 

of future token compliance made by the unions to Mr. Johnson 

during his survey of unions affiliated with the Baltimore 

Building and Construction Trades Council. (Table 16) 

C. Negro Employment in Federal Agencies in the Baltimore 
Metropolitan Area, 1966* 

The U.S. Civil Service Commission divides federal 

employees into four categories: 

1. Classified, made up of 18 grades of white collar 

employees; 

2. Wage Board, made up of four pay ranges of blue collar 

employees; 

* Source: U.S. Civil Service Commission, "Study of Minority 
Group Employment in the Federal Government." 1966 
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3. Postal Field Services, made up of post office 

employees; and 

4. Other pay plans, which constitute only a small 

fraction of total U.S. employees. 

We will focus on the classified and wage board categories 

since they are analogous to the white collar and blue collar 

categories found in private industry. 

Of 18,880 classified employees in the Baltimore area, 

3,591 (19 percent) are Negro. This is almost five times the 

white collar percentage found in the EEO-surveyed firms. Of 

the 5,666 wage board employees, 2,674 (47.2 percent) are Negro 

compared with 27.1 percent in the EEO-surveyed firms. In both 

white collar and blue collar classifications, Negro federal 

workers are concentrated in lower grades and pay scales, evidence 

that federal agencies have practiced racial discrimination in 

promotions. 

D. Racial Composition of the Metropolitan Baltimore Work 
Force in 1959 - (1960 Census Data) 

In 1959, 4.1 percent of metropolitan Baltimore's 

experienced white male civilian labor force and 9.5 percent of 

the Negro male labor force was unemployed. Thus, the unemploy

ment rate for Negro males was more than twice that of white 
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males. Negro females had a lower unemployment rate than white 

females. The Negro female unemployment rate was 7.5 percent 

compared with the white female rate of 9.2 percent. 

Although Negro males constituted 18.2 percent of the 

total male employees in 1959, they comprised 24.7 percent of 

the male blue collar workforce. Of the Negro blue collar 

workers, 14.4 percent were craftsmen and foremen, 35.6 percent 

were operatives, 32.0 percent were laborers, and 17.9 percent 

were service workers, as compared to 46.6 percent, 34.5, 8.8 

and 9.3 percent respectively for all workers. All of the 1,001 

reported apprenticeships were filled by whites. Thus, in the 

blue collar category, there was a direct correlation between 

job desirability and race. The better the job, in terms of 

income, status, and working conditions, the greater the percentage 

of whites and the smaller percentage of Negroes. (Table 2) 

The contrast between the races was even more striking 

among females. Fifty-three percent of all female wage earners 

were employed in the generally highly regarded white collar 

occupations, but OJ.ly 9.2 percent of Negro females held such 

jobs. Private household work, the occupation in which a large 

> 
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number of Negro females work, had relatively few white females. 

(Table 2) 

The median earnings of all Negro males were 30.9 percent 

less than those of all males, while the median earnings of all 

Negro females were 39.4 percent less than those of all females. 

(Table 3) 

Negro males were paid less than white males within every 

occupational group reported. In at least two occupations 

(Officials, Managers and Proprietors; and Sales Workers) the 

white male's median earnings were more than twice those of the 

Negro's. (Table 3) 

Negroes in the same occupation as whites worked fewer 

weeks in the year than whites. This was so in every occupation 

reported for males and in 6 of the 8 occupations reported for 

females. Of the Negro males, 54.8 percent worked at least 50 

weeks in 1959 as compared to 69.3 percent for all males. Of 

the Negro females, 50.6 percent worked at least 50 weeks a year 

as compared to 55.9 percent of all females. (Table 3) 
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X. CHANGES IN THE RACIAL COMPOSITION OF THE METROPOLITAN 
BALTIMORE WORKFORCE, 1959 to 1966 

The employment data in the 1960 census and the EEO Survey 

are not strictly comparable because the census data include 

government agencies and firms of all sizes, while the EEO data 

exclude government agencies and firms with less than 100 

employees. Furthermore, EEO-1 data are applicable to 1966 

while census data are applicable to 1960. With these limitations 

in mind, the following comparisons are offered. 

Among the firms reported to EEO for 1966, 17.3 percent of 

the metropolitan Baltimore workforce was Negro. According to 

the 1960 Census, 20 percent of the Metropolitan Baltimore's 

experienced civilian labor force was Negro in 1959. 

In 1966, 4 percent of the EEO surveyed white collar occupa

tions were held by Negroes as compared to 8 percent Negro white 

collar representation in the census figures for 1959. The 

percentage of Negroes in every white collar occupation was less 

in 1966 than in 1959. 

In 1966, 27.1 percent of the blue collar jobs were held by 

Negroes as compared to 26.2 percent Negro blue collar representa

tion in 1959. In the most desirable blue collar category, that 
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of craftsmen and foremen, Negroes filled 6.6 percent of the 

jobs in 1966 and 9.2 percent in 1959. In 1966, 51.2 percent 

of service workers were Negro, as compared to none in 1959. 

Medical services showed a substantial increase in Negro 

representation. From 1959 to 1966, the Negro percentage 

increased from 26.1 percent to 41.6 percent. 'The other 

industries showing an increase in Negro representation were 

finance (4.5 to 6.3 percent) and construction 19.5 to 21.5 per

cent) . 

XI. EMPLOYMENT TRENDS AND INCOME PROJECTIONS 

In order to delineate the dimensions of differential Negro 

exclusion from the most desirable jobs in the most vital 

industries, and to structure programs for Negro inclusion in 

the best that the job market has to offer, it is necessary to 

know, which industries and occupations have prospered in the 

past and which can be expected to prosper in the future. These 

data, as well as data on the geographic location of jobs are 

presented in the following sections. 
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A. Employment Trends in Metropolitan Baltimore, 1950-
1965 1/ 

Between 1950 and 1965 employment in Metropolitan 

Baltimore grew from 515,300 to 733,000,while unemployment de

clined from 33,900 to 29,500. 

During the Korean War and the post-war period a series 

of economic cycles brought about several sudden changes in the 

unemployment picture. A sharp rise in employment between 1950 

and 1951 was followed by several years of growth. A recession 

in 1954 preceded another three-year period of expansion. After 

another recession in 1958, the employment level rose, but un

employment remained high. The year 1961 proved another peak 

year. Since then, unemployment gradually declined and by 1965 

had reached the lowest level since 1957. 

Growth Industries: 

Government employment shows an accelerating long-term 

rise which is responsible for a large segment of the increase in 

employment between 1950 and 1965. The two other categories 

1/ Maryland Department of Employment Security, "The Story of 
the Labor Force," May, 1967. 



- 68 -

which share in the long term growth trend are service and 

trade. While government employment grew by almost 50,000, 

service showed an increase of close to 42,500, and wholesale 

and retail trade gained by a little over 36,000 during the 

fifteen years. Growth of the school systems is largely 

responsible for the continual rise in the government category. 

The finance, insurance and real estate category also shows a 

steady increase. 

Construction: 

The construction industry does not show a steady long 

term rise in employment. Between 1950 and 1965 the total 

employed in construction ranged from 30,000 to over 50,000, but 

the annual average did not exhibit a steady trend. The year 

1965 was busier than the seven preceeding years but employment 

was not equal to that of the period 1955-57. 

Manufacturing: 

The category which reflects most decidedly the periods 

of recession and prosperity is that of durable goods manufacturing, 

on which a large part of the Baltimore economy is dependent. 

Major industries in the category are metal manufacture, both 

primary and fabricated, transportation equipment and ordnance. 
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Since early 1960, there has been an irregular decline 

in durable goods manufacturing employment which reversed its 

course temporarily during the first half of 1963. Automation 

is undoubtedly a powerful force in the employment decline of 

recent years. 

During the 8-year period from 1957 to 1965, the durable 

goods total dropped by about 23,000 workers. The decline 

centered mainly in transportation equipment manufacture and 

secondarily in primary metals. While growth in the ordnance 

industry has offset a portion of this decrease, it was not 

enough to change the direction of the durable goods trend. The 

electrical manufacturing industry showed a gradual but steady 

rise between 1957 and 1963 after which employment in the industry 

receded temporarily, and then moved up during 1965. Since 1957 

there have been only moderate fluctuations in machinery (except 

electrical) employment. 

Nondurable goods maintained a fairly steady employment 

level until 1957 when it decreased, after which the general 

employment trend was stable. Three major categories which are 

responsible for the bulk of non-durable goods employment are 

food, apparel, and chemicals. Over the years there has been a 
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gradual employment decline in the food processing industry 

resulting in a 15-year loss of about 5,700 workers at the peak 

season. Apparel manufacture shared in the non-durable goods 

employment decline until 1957, when employment in this industry 

leveled off and remained steady thereafter. Meanwhile, the 

chemical manufacturing industry remained fairly stable. 

Research and Development: 

During the past ten years, there has been considerable 

growth in the number of enterprises concerned with technical 

and scientific research and development which employ a majority 

of highly paid technical and professional personnel. The growth 

of private firms engaged exclusively in research (without 

manufacturing) has been one factor in the increased employment 

in the service category. 

Research workers in private colleges, hospitals and 

universities are also included in the service category. A 

number of large manufacturing firms have research departments 

which have been growing during the ten-year span and are included 

in the manufacturing total for their industry. Other research 

teams operating under government auspices have bolstered govern

ment employment totals. 
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Employment and Unemployment: 

The durable goods industries have a powerful influence 

on the economy of the Baltimore Metropolitan area. Since the 

last big dip in durable goods employment, which took place in 

1958, unemployment has never returned to the low pre-recession 

level of the earlier 1950's. However, during 1961-1964, while 

durable goods employment receded, unemployment tapered off. 

Trade and services and government have combined to offset the 

declining manufacturing employment. Thus unemployment has been 

declining since early 1961. The average unemployment rate for 

1965 was 3.9 percent contrasted with 6.3 percent for 1961. The 

peak unemployment year for the entire 15-year period was 1958 

when the rate averaged 6.8 percent. 

Developments During 1966: 

Needs generated by the Vietnam conflict were partly 

responsible for unusual economic growth in the Baltimore.area. 

A high level of activity was evident throughout most of the 

labor force which expanded by about 30,000 during 1966. Employ

ment increased by nearly 38,000 and the jobless rate receded 

from a 3.9 percent average in 1965 to 2.9 percent in 1966. The 

three growth industries — government, trade, and service — 

showed more increase than in previous years. Employment in 
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durable goods industries spurted upward by 9,000 during 1966, 

an increase which was shared by ordnance, electrical equipment, 

and transportation. 

Government expansion was spread through federal and 

state and local jurisdictions. Medicare was responsible for a 

considerable portion of the federal government increase, while 

a growth of the school systems caused most of the local govern

ment rise. 

B. Employment and Income Projections for 1980 in 
Metropolitan Baltimore _2/ 

Baltimore City will furnish a declining percentage of 

employment in the Baltimore Region (includes Baltimore City, 

Anne Arundel, Baltimore, Carroll, Harford, Howard Counties). In 

1960 Baltimore City furnished 64 percent of the jobs. By 1980 

it will furnish only 55 percent, two-thirds of which will be 

office jobs. 

Over half of the additional employment predicted for the 

period 1964-1980 will be in service, retail trade, and govern

ment. 

2/ Chamber of Commerce of Metropolitan Baltimore: Baltimore 
1980: Projections for Planning in Employment and Income, V. II. 
July 1965. 
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By 1980 goods-producing industries (manufacturing, 

mining and construction) will provide only 29 percent of jobs, 

while distribution and service (including government and all 

other non-goods-producing industries) will provide 71 percent 

of the jobs. 

ADDITIONAL JOBS REQUIRED 1960 - 1980 

c 

Occupation 

Clerical 

Professional 

Skilled 

Service 

Sales 

Managers and 

Semi-Skilled 

Unskilled 

All Jobs 

and Technical 

Professionals 

Number 

75,000 

72,000 

47,000 

43,000 

31,000 

25,000 

19,000 

(-4,000) 

308,000 

Percent 
Increase 

68 

93 

48 

76 

62 

50 

16 

(-6) 

49 

Income: 

By 1980, the average family in the Baltimore region 

should have over $13,000 per year available for spending. 

Baltimore County average income is projected at over $16,000, but 

Baltimore City income will be only $10,200, the lowest of any of 

the regional subdivisions. 
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The median family income of the Negro population of 

the region will double by 1980, but will reach only $8,200. 

RELATIONSHIP OF NEGRO MEDIAN FAMILY INCOME 
TO TOTAL AREA MEDIAN FAMILY INCOME 

1959 1970 1980 

Total $6,199 $8,300 $11,700 

Negro 4,130 5,600 8,200 
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Table 1 

Employed by Sex and Color in All Industries - 1959 

Total Employees 643,482 

Total Negro Employees 128,711 (20%) 

Total Male Employees 426,693 (66.3% 

Total Negro Male Employees 77,734 (18. 

Total Female Employees 216,789 (33.7%) 

Total Negro Female Employees 50,977 (23.5%) 

SOURCE: 1960 Census, Department of Commerce, Vol. I, 
Characteristics of Population, Part 22, Maryland, 
Table 129. 



TABLE 2 

OCCUPATIONS BY SEX AND COLOR IN ALL INDUSTRIES - 1959 

Occupation 

White Collar 

Officials, Managers 
and Proprietors 

Professionals and 
Technicals 

# of 
Males 

156,660 

42,028 

% of 
Total 

36.7 

9.8 

# of 
Negro 
Males 

11,262 

1,495 

% of 
Total 

7.2 

3.0 

# of 
Females 

115,105 

5,619 

% of 
Total 

53.1 

2.6 

# of 
Negro 
Females 

10,687 

416 

% of 
Total 

9.2 

7.4 

47,026 11.0 2,675 5.7 24,637 11.3 3,943 11.9 

Clericals 
Sales Workers 

Blue Collar 

Craftsmen & Foremen 
Operatives 
Laborers 
Service Workers 
Apprentices 

Miscellaneous* 

38,939 
28,667 

248,263 

98,086 
66,465 
36,247 
26,464 
1,001 

21,770 

9.1 
6.7 

58.1 

22.5 
20.3 
8.5 
6.7 
.1 

5.2 

5,545 
1,547 

61,380 

6,839 
21,895 
19,656 
10,990 
Not Re
ported 

— 

14.2 
5.4 

24.7 

9.2 
25.3 
54.2 
38.6 

Not Re
ported 

--

67,419 
17,430 

62,743 

2,698 
32,116 
1,061 

26,868 
Not Re
ported 

38,941 

31.1 
8.0 

28.9 

1.2 
14.6 

.5 
12.4 

Not Re
ported 

17.9 

5,177 
1,151 

20,152 

317 
6,855 

549 
12,431 
Not Re
ported 

--

7.6 
6.6 

32.1 

11.7 
21.3 
51.7 
46.2 

Not Re
ported 

— 

* For males, this figure represents almost in its entirety occupations not reported. For females, 
this figure also includes 17,251 (7.9%) private household workers, of which 14,727 (85.3%) are Negro, 

SOURCE: 1960 Census, Department of Commerce, Vol. I, Characteristics of Population, Part 22, 
Maryland, Table 129. 
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TABLE 3 

EARNINGS AND WEEKS WORKED BY COLOR AND OCCUPATION - 1959 

All Males 

Occupation 

All Occupations 

White Collar 

% 
Worked 

Median 50-52 
Earnings Weeks 

Negro Males All Females Negro Females 
% % % 

Worked Worked Worked 
Median 50-52 Median 50-52 Median 50-52 
Earnings Weeks Earnings Weeks Earnings Weeks 

4,816 69.3 3,330 54.8 2,370 55.9 1,517 

Blue Collar 

50.6 

Officials, Mgrs. & 
Professionals and 
Technicians 

Clericals 
Sales Workers 

Prop. 7,118 

6,764 
4,802 
5,117 

88.4 

80.8 
77.8 
77.5 

3,713 

4,898 
3,919 
2,306 

71.2 

65.6 
70.6 
60.9 

3,779 

3,814 
3,112 
1,535 

77.3 

40.0 
68.9 
48.1 

2,292 

4,421 
2,717 
1,450 

63.0 

37.9 
64.2 
50.4 

Craftsmen & Foremen 
Operatives 
Laborers 

Service Workers 

Apprentices 

5,273 
4,364 
3,339 

3,520 

3,435 

67.1 
61.8 
43.9 

70.2 

49.1 

3,705 
3,562 
3,190 

2,605 

Not Re
ported 

52.5 
57.3 
41.4 

62.6 

Not Re
ported 

3,115 
2,481 
1,829 

1,522 

Not Re
ported 

61.6 
51.6 
41.7 

50.4 

Not Re
ported 

2,481 
1,916 
1,733 

1,515 

Not Re
ported 

48.9 
54.9 
35.2 

53.5 

Not Re 
ported 

* Median Earnings are in dollars. 

SOURCE: 1960 Census, Department of Commerce, V61. I, Characteristics of Population, Part 22, 
Maryland, Table 129. 
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TABLE 4 

INDUSTRY OF THE EMPLOYED BY RACE — 1959 

Industry 
Other Percent 

Total White Negro Races* Negro 

Construction 

Primary Iron and 
Steel Industry 

Transportation 

Retail Trade 

Medical Services 

Communication 

Insurance and Real 
Estate 

Finance 

36,552 29,361 7,147 

33,492 23,757 9,705 

9,334 

3,749 

6,783 

3,460 

2,397 

289 

44 

30 

30,880 24,313 6,563 4 

51,388 42,454 8,770 164 

154 

10,773 9,445 1,324 4 

4,603 4,382 208 13 

19.5 

29.0 

21.2 

17.1 

26,1 

7.7 

12.3 

4.5 

* The representation of "other races" in the SMSA is so small that for 
statistical and analytical purposes only white and Negro need £>e shown. 

SOURCE: 1960 Census, Department of Commerce, Vol. I, Characteristics 
of Population, Part 22, Maryland, Table 129. 



- 79 -

TABLE 5 

EMPLOYMENT PATTERNS BY INDUSTRY, OCCUPATION AND RACE 
IN 1966 (EEO Data) 

Total Employees 

Total Negro Employees 

Percent Negro Employees 

Occupation 

White Collar 

Officials & Managers 
Professionals 
Technicians 
Sales Workers 
Clerical 

Blue Collar 

Craftsmen 
Operatives 
Laborers 

ALL INDUSTRIES 

295,360 

51,316 

17.3 

All 
Employees 

124,530 

23,420 
17,944 
13,721 
19,068 
50,377 

170,830 

47,652 
72,792 
28,138 

% of All 
Employees 

42.1 

8.0 
6.0 
4.6 
6.4 

17.0 

57.8 

16.1 
24.6 
9.5 

Negroes 

5,004 

366 
273 

1,058 
840 

2,467 

46,312 

3,149 
18,033 
13,727 

Percent 
Negro 

4.0 

1.5 
1.5 
7.7 
4.4 
4.8 

27.1 

6.6 
24.7 
48.7 

Service Workers 22,248 7.5 11,403 51.2 

SOURCE: EEO Survey Data, 1966. 
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Table 6 

PRIMARY METAL INDUSTRIES 

Total Employees 33,496 

Total Negro Employees 9,597 

Percent Negro Employees 28.6 

Occupation Total Number Negro Percent Negro 

White Collar 7,070 115 1.6 

Officials & Managers 3,093 56 1.8 

Professionals 571 0 0 

Techicians 597 7 1.1 

Sales Workers 117 0 0 

Clerical 2,692 52 2.0 

Blue Collar 26,426 9,482 35.8 

Craftsmen 6,863 579 8.4 

Operatives 12,818 4,601 35.8 

Laborers 6,142 4,015 65.3 

Service Workers 603 287 47.5 

SOURCE: EEO Survey Data, 1966. 
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Table 7 

RETAIL TRADE 

Total Employees 

Total Negro Employees 

Percent Negro Employees 

Occupation 

White Collar 

Officials & Managers 

Professionals 

Technicians 

Sales Workers 

Clerical 

Blue Collar 

Craftsmen 

Operatives 

Laborers 

Service Workers 

Total 

15,077 

2,442 

214 

141 

8,098 

4,182 

10,899 

1,138 

1,934 

792 

7,035 

25,976 

4,131 

15.9 

Number Negro 

871 

56 

1 

20 

452 

342 

3,260 

149 

604 

350 

2,157 

Percent Negro 

5.7 

2.2 

.4 

14.1 

5.5 

8.1 

29.9 

13.0 

31.2 

44.1 

30.6 

SOURCE: EEO Survey Data, 1966. 
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Total Employees 

Table 8 

FINANCE 

Total Negro Employees 

Percent Negro Employees 

Occupation 

White Collar 

Officials & 
Managers 

Professionals 

Technicians 

Sales Workers 

Clerical 

Blue Collar 

Craftsmen 

Operatives 

Laborers 

Service Workers 

Total 

8,580 

1,537 

378 

140 

179 

6,346 

727 

16 

216 

6 

489 

9 ,307 

592 

6.3 

Number Negro 

378 

18 

1 

0 

0 

359 

214 

0 

35 

6 

173 

Percent Negro 

4.4 

1.1 

.2 

0 

0 

5.6 

29.4 

0 

16.2 

100.0 

35.3 

SOURCE: EEO Survey Data, 1966. 
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Table 9 

INSURANCE 

Total Employees 

Total Negro Employees 

Percent Negro Employees 

10,299 

336 

3.2 

Occupation Total Number Negroes Percent Negroes 

White Collar 

Officials & 
Managers 

Professionals 

Technicians 

Sales Workers 

Clerical 

Blue Collar 

Craftsmen 

Operatives 

Laborers 

Service Workers 

9,944 

1 

2 

4 

, 2 4 0 

996 

264 

, 6 7 0 

, 4 7 4 

355 

49 

45 

8 

253 

206 

9 

3 

4 

43 

147 

130 

0 

2 

0 

128 

2.0 

.7 

.3 

1.5 

1.6 

3.0 

36.6 

0 

4.4 

0 

.50.5 

SOURCE: EEO Survey Data, 1966. 
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Table 10 

MEDICAL SERVICES 

Total Employees 13,976 

Total Negro Employees 5,826 

Percent Negro Employees 41.6 

Occupation Total Number Negroes Percent Negr 

White Collar 

Officials & 
Managers 

Professionals 

Technicians 

Sales Workers 

Clerical 

Blue Collar 

Craftsmen 

Operatives 

Laborers 

Service Workers 

7,384 

418 

1,182 

3,489 

6 

2,289 

6,592 

297 

738 

205 

5,352 

1,064 

10 

38 

580 

0 

436 

4,762 

28 

399 

164 

4,171 

14.4 

2.3 

3.2 

16.6 

0 

19.0 

72.2 

9.4 

54.0 

80.0 

78.0 

SOURCE: EEO Survey Data, 1966. 
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Table 11 

CONTRACT CONSTRUCTION 

Total Employees 4,311 

Total Negro Employees 930 

Percent Negro Employees 21.5 

Occupation Total Number Negroes Percent Negroes 

White Collar 1,083 13 1.2 

Officials & 
Managers 438 9 2.0 

Professionals 94 1 1.0 

Technicians 179 1 .5 

Sales Workers 43 0 0 

Clerical 329 2 .6 

Blue Collar 3,228 917 28.4 

Craftsmen 1,305 85 6.5 

Operatives 1,025 219 21.3 

Laborers 842 593 70.4 

Service Workers 56 20 35.7 

SOURCE: EEO Survey Data, 1966. 
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Table 12 

TRANSPORTATION 

Total Employees 28,430 

Total Negro Employees 5,478 

Percent Negro Employees 19.2 

Occupation Total Number Negroes Percent Negroes 

White Collar 7,384 99 1.3 

Officials & 
Managers 1,461 41 2.8 

Professionals 405 0 0 

Technicians 354 3 .8 

Sales Workers 607 8 1.3 

Clerical 4,557 47 1.0 

Blue Collar 21,046 5,379 25.5 

Craftsmen 5,931 256 4.3 

Operatives 8,783 2,103 24.0 

Laborers 5,618 2,730 48.5 

Service Workers 714 290 40.6 

SOURCE: EEO Survey Data, 1966. 
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Table 13 

COMMUNICATION 

Total Employees 12,229 

Total Negro Employees 659 

Percent Negro Employees 5.3 

Occupation Total Number Negroes Percent Negro 

White Collar 

Officials & 
Managers 

Professionals 

Technicians 

Sales Workers 

Clerical 

Blue Collar 

Craftsmen 

Operatives 

Laborers 

Service Workers 

8,399 

1,481 

894 

413 

145 

5,466 

3,830 

3,414 

230 

0 

186 

297 

12 

11 

2 

0 

272 

362 

58 

142 

0 

162 

3.5 

.8 

1.2 

.4 

0 

5.0 

9.4 

1.6 

61.7 

0 

87.0 

SOURCE: EEO Survey Data, 1966. 
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Table 14 

ANNE ARUNDEL COUNTY EMPLOYMENT BY OCCUPATION 
AND RACE IN 1966 (EEO DATA) 

All Industries 

Total Industries 21 
Number of Establishments 63 
Total Employees 7,184 
Total Negro Employees 1,006 
Percent Negro Employees 14.0 

Occupation Total % of Total # Negro % Negro 

White Collar 

Officials & Managers 

Professionals 

Technicians 

Sales Workers 

Clerical 

Blue Collar 

Craftsmen 

Operatives 

Laborers 

Service Workers 

3,633 

740 

722 

449 

598 

1,124 

3,551 

776 

1,595 

227 

953 

50.5 

10.3 

10.0 

6.2 

8.3 

15.6 

49.4 

10.8 

22.2 

3.1 

13.2 

77 

9 

7 

16 

15 

30 

929 

35 

266 

115 

513 

2.1 

1.2 

1.0 

3.5 

2.5 

2.6 

26.1 

4.5 

16.6 

50.6 

53.8 
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Table 15 

HOWARD COUNTY EMPLOYMENT BY OCCUPATION AND 
RACE IN 1966 (EEO DATA) 

All Industries 

Total Industries 
Number of Establishments 
Total Employees 
Total Negro Employees 
Percent Negro Employees 

9 
19 

1,743 
187 

10.7 

Occupation Total % of Total # Negro % Negro 

White Collar 

Officials & Managers 

Professionals 

Technicians 

Sales Workers 

Clerical 

Blue Collar 

Craftsmen 

Operatives 

Laborers 

Service Workers 

846 

160 

172 

225 

68 

222 

897 

255 

440 

126 

76 

48.5 

9.1 

9.2 

12.8 

3.9 

12.7 

51.4 

14.6 

25.2 

7.2 

4.3 

11 
2 

r-l 

9 

0 

0 

175 

8 

73 

72 

22 

1.4 

1.2 

.5 

4.0 

0 

0 

19.5 

3.1 

16.5 

57.1 

29.0 
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Table 16 

WORKFORCE OF UNIONS AFFILIATED WITH THE BALTIMORE 
BUILDING AND CONSTRUCTION TRADES' COUNCIL 

HAVING APPRENTICESHIP PROGRAMS - APRIL 1967 

Union Total # Negro % Negro 

Asbestos Workers Local #1 

Boilermakers Local 193 

Bricklayers Local 1 

Carpenters Local 101 

Carpenters Local 544 

Cement Mason Local 43 

Electrical Workers L.B.E.W. 
Local 24 

Elevators Constructors Local 7 

Operating Engineers Local 37 

Iron Workers Local 16 

Painters & Paperhangers Local 1 

Plasterers Local 155 

Plumbers Local 48 

Roofers Local 80 

Sheet Metal Workers Local 122 

Sprinkler Fitters Local 536 

Steam Fitters Local 438 

Tile and Terrazo Workers 4 

Lead Burners Local 546 

Wood Fire and Metal Lathers 75 

TOTAL 

240 

320 

600 

2,400 

100 

200 

1,300 

150 

1,400 

500 

450 

80 

550 

185 

600 

65 

900 

70 

23 

80 

10,213 

0 

0 

70 to 

0 

100 

100 

8 

2 

100 

0 

100 

0 

0 

125 

0 

1 

1 

0 

0 

0 

607 to 

80 

617 

0 

0 

11.7 to 13.3 

0 

100 

50.0 

.6 

1.3 

7.1 

0 

22.2 

0 

0 

67.5 

0 

1.5 

.1 

0 

0 

0 

5.9 
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Table 17 

METROPOLITAN BALTIMORE POPULATION - 1965 

Total # Negro % Negro 

Howard 

Anne Arundel 

Baltimore County 1/ 

Baltimore City 2/ 

Maryland 

47,710 

256,180 

561,690 

930,000 

3,521,000 

4,640 

33,430 

17,350 

378,000 

598,000 

9.7 

13.0 

3.1 

41.0 

17.0 

1/ Maryland State Department of Health, Division of Bio-
Statistics - 08-19-66. 

2/ "Negro Population 1965 Estimates, 1970 Projections," 
Center for Research in Marketing, RFD #3, Peekskill, 
New York - 02/66. 
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PREFACE 

This is a study of racial discrimination in employment. 

It was not undertaken, primarily, to ascertain the facts of 

racial discrimination in employment in the Baltimore area. 

Many more facts are available than the commitment of Baltimore, 

as a community to act on them. The Equal Employment Opportunity 

Survey data that we have processed and analyzed in this study 

are a net addition to a long list of sources that illuminate 

the problem. We have sought to provide a blueprint for con

certed and effective action to substantially reduce now and to 

eliminate in the near future discrimination in employment and 

related problems that plague the Baltimore community. 

As a background to our study of discrimination in employ

ment in the Baltimore area the facts presented below are offered, 

so that the body of the study can be devoted to p'roposed 

affirmative action. Figures do not depict the entire severity 

of the problem; they merely indicate broad dimensions and 

general trends. 
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Total Population 
White 
Nonwhite 

Civilian Labor Force 

Unemployed 

Unemployment Rate 

Baltimore 
SMSA 

1,727,023 
1,344,200 
382,823 

679,844 

35,978 

5.3 

Baltimore 
City 
(1960) 

939,024 
610,608 
328,416 

387,365 

24,982 

6.5 

The Inner 
City* 

270,551 
89,862 
180,689 

108,897 

12,688 

11.7 

* 53 census tracts in the central city in which the unemploy
ment rate was at least 6.0 percent and as high as 23.5 percent. 

Source: Bureau of the Census. Census of Population and 
Housing. 

The nonwhite population increase in the Baltimore SMSA was 

over 50 thousand in the 1960-66 period. Almost all of the non-

white population increase for the entire metropolitan area can 

be accounted for in the central city. 

NONWHITE POPULATION, ALL AGES, JULY 1, 1966 

Location of Residence 

Baltimore SMSA 

Baltimore City 

Anne Arunde1 

Baltimore County 
Carroll 
Howard 

Number of Persons 

436,340 

376,490 

35,210 

17,490 
2,480 
4,670 

Source: Maryland State Department of Health, 
Division of Biostatistics, Aug 30, 1967 
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The annual average of live nonwhite births in Baltimore 

city during the last 15 years was approximately 10,000. The 

overall labor force participation rate is about 50 percent. 

Hence almost 5,000 surviving nonwhite workers born in Baltimore 

city, enter the labor force annually. However, this is not 

the total picture. Net in-migration of nonwhites for Baltimore 

has been estimated by the Baltimore City Health Department at an 

annual average level of 600 since 1960. Meantime, the net out-

migration for whites in Baltimore since 1960 has taken place 

at an annual average level of 16,100 persons. 

Whites have abandoned the city as a place of residence in 

large numbers, and have systematically excluded Negroes from 

the suburbs, but have retained the bulk of the better jobs in 

the city. Meantime, whites effectively occupy most of the 

growing number of jobs in the suburbs. The results are that 

the unemployment rate among nonwhite workers in the central 

city is three times the unemployment rate of white central city 

residents, and unemployment among suburban residents is almost 

non-existent. Under-employment among nonwhites in Baltimore 

is indicated by token representation of Negroes in managerial, 

technical and professional jobs; even in clerical, sales and 
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skilled jobs and a concentration of black workers in the low-

paying menial jobs. 

Despite all the manpower and employment programs that we 

have heard about in this decade, all combined have hardly made 

a dent on the problem. For example, in 1961, the President's 

Committee on Equal Employment Opportunity and a little later 

the Office of Federal Contract Compliance were established to 

assure equal employment opportunity in firms performing 

government contracts. Between 1963 and 1964 the employment of 

Negroes in white collar occupations by 48 such companies in 

the Baltimore area increased by only .2 percent, from 2.0 per

cent to 2.2 percent. Moreover, 23 of the 48 companies did not 

employ Negroes in white collar occupations at all and four did 

not employ Negroes in any occupation. At this rate, it would 

take these companies over 150 years to bring the proportion of 

Negroes in white collar jobs in these companies up to the 

proportion of whites (33 percent) holding white collar jobs now 

in these same companies. 

The record of the so-called Plans for Progress companies is 

worse than the OFCC companies. These are the companies that 

claim to be in the forefront of the equal opportunity in employ 
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ment movement. The proportion of white collar employees in 

these companies vho were Negro increased by only .1 percent 

between 1963 and 1964 from .7 percent to .8 percent. At this 

rate, it would take over 400 years to bring the proportion of 

Negro white collar employees in these 31 companies up to the 

proportion of white collar jobs held by white workers. 

Presently, at the local level, we have read about the Job 

Bank and the National Alliance of Business (NAB) employment 

programs. Through NAB, it was announced that employers in the 

Baltimore area set a goal to employ 1,500 hard core unemployed 

permanently, and about 1,300 temporarily for the summer. This 

is about 10 percent of the number of jobs needed to reduce the 

unemployment rate among black workers in the central city to the 

average unemployment rate for the area. Actually, a total of 

1500 firm commitments (offers) were obtained from employers 

participating in NAB to hire disadvantaged workers, and only 

800 of these workers were actually placed on jobs. Recent 

figures released by the Department of Labor revealed that 16,000 

of the 21,000 unemployed persons in the central city of Baltimore 

are nonwhite and the unemployment rate among nonwhite central 

city workers is over 9 percent. It is clear that not enough is 

being done to curtail and reverse the trend of discrimination 

and unemployment. 



In summary, about 5,600 jobs are needed annually to absorb 

nonwhite workers emanating from past natural population increase 

and continuing in-migration. Whites are abandoning the city 

as a place of residence, taking much of the employment base 

and the tax base with them to the suburbs. But whites retain 

the better jobs in the city and effectively exclude Negroes 

from residential and job opportunities in the suburbs. 

In 1967 
January - September Averages 

Baltimore Central City 

Total White Nonwhite 

Civilian Labor Force 
(In Thousands) 350 200 150 

Unemployed Persons 
(In Thousands) 21 5 16 

Unemployment Rates 5.7 3.4 9.1 

Source: U.S. Department of Labor, Bureau of Labor 
Statistics. 

At least 10,000 jobs are needed for unemployed nonwhite 

workers in Baltimore city in order to reduce their unemployment 

rate to the current level of the unemployment rate among white 

residents of the city. This means that at least 15,600 job 
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opportunities are needed now to absorb new labor force 

entrants and in-migrants, and to reduce unemployment among non-

whites to a reasonably satisfactory level. 

The urgency of a massive affirmative action in Baltimore 

is underscored by the apparent failure or ineffectiveness of 

existing equal opportunity programs. Such programs have not 

been able to keep up with the problem of discrimination in 

employment and increasing concentration of unemployment among 

nonwhite workers in the central city. Programs like Plans for 

Progress, the office of Federal Contract Compliance, Fair 

Employment Proclamations by the Governor's office, and various 

locally administered programs have made dents in the problem. 

However, the combined force of these programs, have not reversed 

the tide. 

The Equal Employment Opportunity Commission has sponsored 

this study in trying to achieve a break-through. Dr. Phyllis A. 

Wallace at EEOC spearheaded the effort to bring resources 

together from Morgan State College, Mainstream Associates, Inc., 

and the city of Baltimore, acting through the Community Relations 

Commission, to make a coordinated attack on discrimination in 

employment in Baltimore. Mr. Joseph Kovaleski and his staff 

at the Towson State College computer center provided invaluable 
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help in solving some of the data problems. We owe thanks 

to many others. Much more help is needed, however, in the 

implementation of the affirmative action plan. 

Cleveland A. Chandler 
May 30, 1968 
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I. INTRODUCTION 

This Spring, the black rebellion reached the streets of 

Baltimore. It was caused by white racism here just as surely 

as it was in all the other embittered and indifferent 

metropolises of our Nation. Baltimore is not exempt from the 

national sickness that was so tellingly diagnosed by the 

President's Commission on Civil Disorders or from the economic 

inequalities that were found by the Commission to be among 

the major contributors to violence. 

Despite legislation, government programs, pressures brought 

by civil rights organizations, efforts by community leaders and 

other national and local efforts designed to achieve economic 

equality for Negro Americans, the unemployment rate for Negroes 

is more than twice the average for whites, both in metropolitan 

Baltimore and in the Nation. - The Negro rate of underemploy

ment here, manifested chiefly in the relegation of Negroes to 

1/ The Negro unemployment rate in Baltimore is more than three 
times that of whites. The State Employment Service estimates 
that one out of every ten Negro males are out of work; for those 
under 20 the rate is substantially higher. Even these may be 
conservative figures. A recent Labor Department survey concluded 
that "unemployment or sub-employment in the city slums is so much 
worse than it is in the country as a whole that national measure
ments of unemployment are irrelevant." The Baltimore Sun -
October 7, 1967. 
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the lowest rungs of the occupational ladder, is also of disaster 

proportions. 

It is not the purpose of this report to show the precise 

degree to which racial discrimination has contributed to the 

unemployment and underemployment of Baltimore's Negro workers. 

Other studies have established beyond question that discrimina

tion is a major causative factor, whether it is manifested 

through a deliberate rejection of Negroes solely because of 

their color, a preference for whites that has hardened into 

custom at the personnel office, an obliviousness to the 

availability of qualified Negro workers, or simply an inertia 

and a desire to avoid disruption of established employment 

patterns. Regardless of their motivation, all these manifesta

tions of discrimination have had the same result — economic 

disaster for Baltimore's Negro workers. 

This report is written not by "objective observers," but by 

civil rights activists who are personally committed to total 

equality for black people in Baltimore and in the Nation. We 

undertook this assignment not as a means of documenting the 

obvious discrimination that pervades the Baltimore economy but 

as a prelude to total and immediate integration of black workers 
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into the mainstream of the Baltimore economy. We offer here 

a master plan for total economic integration which is realistic 

and specific and which incorporates the goals and timetables 

essential to achieving results in any serious undertaking. It 

is also flexible enough to take into account the unique 

characteristics of any participating firm or industry. This 

kind of plan has been adopted by a few Baltimore firms and 

industries. Their experience shows that a lack of management 

and community committment, rather than a lack of qualified 

Negroes, accounts for the pitifully small percentage of Negroes 

in the better jobs in the Baltimore economy and that, when a 

company's management commits itself to achieving measurable 

results in numbers of Negroes hired and promoted and harnesses 

this commitment to specific programs, there is little doubt 

about the outcome. 

II. COMMITTING THE BALTIMORE COMMUNITY TO A MASTER PLAN FOR 
TOTAL ECONOMIC INTEGRATION 

It is well recognized that the crucial step in implementing 

a plan for employment integration is committing people and 

organizations to accept their role in the plan. To begin with, 

we propose an approach which combines moral suasion and 

administrative action and which has already met with some degree 

of success in Baltimore. 
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But of more importance, the plan offers obvious advantages 

to employers, as well as workers and potential workers; is in 

keeping with America's promise of equality; and is consistent 

with other community wide plans in which business plays a 

crucial role. 

Employer and community acceptance of quantitative goals and 

timetables is essential to the success of the master plan. Since 

the annual Community Chest drive is also dependent on the 

acceptance of goals and timetables, the Community Chest experience 

could be used as a model. 

In the Community Chest drive, a democratic consensus of 

organizations is reached concerning the total amount of money 

needed to support community services. Employers then pledge 

specific amounts to be contributed from their corporate funds 

and by their employees. Usually the amounts pledged are propor

tional to the size of the company and its wealth — its overall 

ability to raise the necessary funds. 

Employers who participate in the Community Chest are motivated 

not only by charitable impulses but also by a realization that 

well-financed community services are part of a good business 

climate. Most employers now recognize also that a community 

that does not provide adequate tax support for its vital public 

services is not a good place in which to do business or to li 
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The concept of a community-wide master plan for employment 

integration must reflect the democratic ideals of our society. 

Occupationally, this means representative employment. The 

practical advantages to the business community that would 

result from representative employment far outweigh the costs. 

Since occupational attainments demonstrate the values, standards, 

and opportunities of the general community, through representa

tive employment business' involvement would lead to the general 

transfer of the theory of equality into a fact. Then too the 

sharing of economic responsibility brings to members of all 

segments of society a broader social view than they would other

wise have had, and reinforces the role of business in the 

general well being of the community. In these explosive times, 

it should also be remembered that a group supports and 

identifies with a system insofar as it has a stake in it. 

Another important advantage that business would gain from 

a program of representative employment is the efficient realiza

tion of manpower requirements. The largest supply of new workers 

to meet manpower needs is in the Negro community. Increasingly, 

employers with a need for large numbers of employees turn to 

Negroes for reasons of economy and efficiency. A major appeal 

in recruitment is desirability of working conditions; thus 
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meaningful equal employment opportunity is a necessity for 

large scale Negro recruitment and certainly an administrative 

efficiency, which has dollars and cents advantages. 

Just as employers fulfill their voluntary Community Chest 

obligations and their compulsory tax obligations so they should 

be asked to fulfill their equal employment obligations. Their 

seriousness about equal employment can be measured in the 

number of Negro workers hired and promoted, just as their 

seriousness about community chest obligations is measured in 

the amount of pledged money that is actually contributed. 

But employers have traditionally resisted the projection 

of equal employment opportunity into a specific number of jobs. 

When numbers are mentioned as the only practical criterion of 

equal employment, they cry out against "quotas." We hear no 

such cries of alarm about Community Chest goals, and of course, 

employers insist upon goals in every phase of production, sales, 

and marketing. 

Why, then, apart from deep-seated prejudice and fear, are 

so many employers so bitterly resistant to accepting a goal for 

Negro workers? Many believe that Negro employees will be 

economically burdensome rather than productive. This is largely 
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a myth, but let us assume it is true. It is also true that 

Community Chest contributions and taxes are economically 

burdensome, yet employers accept them in the form of goals. 

One difference is that these goals are democratically assessed, 

with each employer undertaking his reasonable and fair share. 

Equal employment obligations, on the other hand, are not 

allocated in a reasonable fair-share way, and so even employers 

of good will simply accept the minimum amount of Negro employ

ment that is thrust upon them. 

If Negro employment goals were based on objective criteria 

such as those described previously, made subject to periodic 

revision, and fairly allocated, we believe that they would be 

accepted by Baltimore's employers and by the black community. 

The logical agency to negotiate such agreements with the business 

community would be the Baltimore Community Relations Commission 

together with the suburban human relations commissions in the 

metropolitan area. Of course, they would need the whole-hearted 

support of the leaders in the political and economic power 

structure, and the support and assistance of EEOC. 
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No attempt is made here to impose quotas or to demand 

preferential treatment for Negro workers as such. Rather, 

the writers are advocating the establishment of community 

guidelines and goals for preventing discrimination in 

employment based on race, and for achieving equal employment 

opportunity for all workers. The case for establishing equal 

opportunity guidelines and goals for local area like Baltimore 

is based on four main considerations. 

First, employers, employees, and the general public are 

adversely affected by discriminating employment practices whose 

economic and social consequences are well known. Deliberate 

and/or inadvertent systematic exclusion of Negro workers from 

the work forces of some employers in a community imposes 

unnecessary pressures on other employers to exercise extra 

social responsibility. The exclusion of Negro workers by some 

employers causes distorted concentrations of workers in occupa

tions, industries, and geographic locations, resulting in 

misallocation of talents, underutilization of skills, in

efficiency, unnecessary costs of worker transportation, and 

higher costs and prices of goods and services. Thus, em

ployers who desire to move faster toward the goal of 
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widespread equal opportunity have initial interests in the 

sharing of this goal equitably. 

The second consideration for establishing guidelines 

and goals for equal opportunity in employment stems from 

the nature of policies, programs, and program planning 

from the standpoint of local, state, and federal agencies 

charged with the responsibility of implementing public laws 

and policies. Fair employment practice agencies at the local, 

state, and federal levels are plagued with an enormous 

credibility gap as a result of a wide discrepancy between 

promise and expectations of laws and policies, and performance 

in implementing and upholding laws and policies. Without 

community equal employment opportunity goals and the means 

of measuring progress toward these goals, Fair employment 

practice agencies have no way of determining whether or not 

the credibility gap is being closed, or whether or not their 

mission is being accomplished. Furthermore, one of the 

foremost prerequisites of program planning is the establishment 

of targets (goals) and target populations. Would anyone 

suggest that the imperatives and the priorities of equal 

opportunity in employment are such that they do not warrant 

the benefits of program planning?, Or that equal opportunity 

programs are not conducive to program planning? 
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The third consideration for establishing guidelines and 

goals for equal opportunity in employment rests on the fact 

that Fair Employment Agencies and Commissions at all levels 

usually operate with skeleton, grossly insufficient staffs 

and budgets. Efficient utilization of meager resources 

available to such agencies and commissions is more necessary, 

indeed urgent, than in ordinary instances. Economical alloca

tion and use of monetary and human resources of Fair Employment 

Agencies can hardly be realized, except in a system of program 

planning. In such a system regular determinations would be 

made as to what points of contact and program application are 

likely to produce the "biggest bang for the buck." Moreover 

these points of program application would be properly coordinated 

and related at all times to predetermined goals and targets. 

Otherwise they may conflict, or even be counter productive. 

Finally, nothing recommended in this study is deemed to be 

in conflict with the letter and the spirit of Title VII of the 

Civil Rights Act of 1964, or comparable provisions of the laws 

of the State of Maryland and the city of Baltimore. Section 

703 (j) of Title VII of the civil Rights Act of 1964 states 

that "nothing contained in this title shall be interpreted to 

require any employer...to grant preferential treatment to any 
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individual or to any group because of race...of such 

individual or group an account of an imbalance which may 

exist with respect to the total number or percentage of 

persons of any race...employed by any employer..., in 

comparison with the total number or percentage of persons 

of such race...in any community..., or in the available 

work force in any community..." The master plan recommended 

in this study would not require employers to grant prefer

ential treatment to Negro workers; it would ask them to 

make quantifiable commitments, on a voluntary basis, to the 

achievement of community goals of equal opportunity in 

employment. It would not even ask employers to grant pre

ferential treatment to Negro workers; it would ask them to 

review their past and current recruiting, employment, and 

personnel policies and practices and to consider the possi

bility of systematic exclusion of Negroes from their work 

forces and/or the systematic exclusion of Negro workers from 

certain occupations and jobs within their work forces. Upon 

review, should they find elements and implications of discrimi

nation, they would be asked under the sanction of the law, 

we hope, to institute policies and programs, in coordination 

» 
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with other employers, to correct these conditions and to 

prevent their reoccurrence. Only in this context are 

goals, targets, and timetabJ.es, not quotas, advocated in 

this study. 

timetabJ.es
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III. A MASTER PLAN FOR TOTAL INTEGRATION OF NEGROES INTO THE 
METROPOLITAN BALTIMORE LABOR FORCE 

No metropolitan area in the United States has ever formulated 

a master plan for total integration of employment, let alone 

mechanisms for effectuating such a plan. The absence of 

community master plans is yet another index of the white 

community's indifference to the economic damage it has inflicted 

on the black community. Until such a master plan is designed 

and implemented for every community in the Nation, the American 

pledge of equal opportunity will remain largely unredeemed. 

Since Baltimore has a larger percentage of Negroes than any 

other city of its population rank and since the Baltimore 

economy is diversified and thriving, Baltimore is a logical 

place for pioneering the concept of community-wide master planning 

for employment integration. 

Baltimore also has other advantages for such an undertaking. 

Mayor D'Alesandro's administration and an increasing number of 

the City's business and religious leaders have demonstrated an 

awareness that the future of Baltimore is linked inexorably to 

the future of Negro Baltimoreans. Their words and actions 

indicate they recognize that unless inequality, injustice and 

poverty are replaced with the essentials necessary to achieve 
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a decent, dignified life Baltimore, as is our nation as a 

whole, is doomed - doomed to travel an irreversibly destructive 

course toward racial warfare, and economic, social and political 

disaster. 

A. Goals 

The master plan for total employment integration goes 

one step beyond the affirmative or remedial action programs of 

the past which have consisted of sets of techniques for 

employers to use in increasing the level and quantity of Negro 

representation in the workforce. In addition to specifying the 

techniques, the master plan tells employers for the first time what 

the goals of these techniques should be and sets reasonable time

tables. It states the community's commitment to these goals 

and timetables and requires that employers undertake definite 

commitments to achieve their share of the goals. Both goals 

and timetables are subject to revision. The plan builds in 

incentives for attaining the goals and timetables, such as 

government contracts, insurance, and subsidies, and provides 

penalties for failure to attain the goals, such as decrease or 

withdrawal of government contracts. 
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Before proceeding any further, it should be emphasized 

that the mechanisms for achieving these goals do not involve the 

displacement of white employees by Negroes. Rather, through 

normal attrition, such as retirement, turnover, promotion and 

growth, new openings will be created. The majority of these 

openings must be filled by Negroes until the goals of fair, 

employment are achieved. Since the conventional methods of 

recruitment have failed to attract potential Negro employees, 

new methods must be used — methods which achieve results. 

When we specify total integration as a goal, we do not 

necessarily mean that Negroes must always be represented in 

exact proportion to their population in each occupation, industry, 

firm, and geographical location. Like other workers, Negroes 

must have the right of an unfettered choice of career. If by 

such voluntary election they become concentrated in any sectors 

of the labor force, such concentration would not be objectionable. 

Unfortunately, the concentrations seen in the study data are 

not the result of choice but primarily of past and present dis

criminatory assignment of Negro workers. 

B. White Collar 

How would Negro workers be distributed if they had a truly 

free choice of occupation? While no precise response can, in 
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the nature of the case, be made to this question, the data 

are available for arriving at an approximate answer. These 

are data on federal employment in the Baltimore metropolitan 

area. Relative to private industry employment, federal employ

ment has been non-discriminatory, although in absolute terms 

many phases of federal employment have been characterized by 

racial discrimination. 

Over 30,000 Negroes work for federal government agencies 

in metropolitan Baltimore, mostly in white collar jobs. The gap 

between the occupational attainments of these black federal 

workers and those of black workers in private industry may be 

used as a fair minimum measure of the degree of discrimination 

in the private sector. Thus, the immediate goal of the master 

plan is to bring Negro participation in white collar jobs in 

private industry at least up to the level of Negro participation 

in white collar jobs in federal agencies. This means a goal of 

one in five white collar jobs filled by Negroes. 

C. Blue Collar 

While the painfully small white collar Negro representa

tion is the result of nearly complete and systematic exclusion, 

this is usually not the case in blue collar employment, where 
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Negroes have 27.1 percent of the jobs. Here, however, Negroes 

are relegated to the hardest and lowest paying jobs. Thus any 

solution to solve the problem in the blue collar employment, 

must be directed at the under-utilization of Negro skills and 

abilities. 

Most of the blue collar occupations in our economy are 

learned on-the-job. For whites, promotion is based on demonstrated 

ability to do the job. If the same rules were followed for 

Negroes their representation for every blue collar occupation 

would be about equal to their overall representation in the blue 

collar workforce. The goal for Negro representation in all blue 

collar occupations should be 25 percent — 1 out of 4 jobs in 

every blue collar occupation should be held by a Negro. 

D. Test for Determining the Presence of Equal Employment 

The immediate white collar and blue collar goals stated 

in B and C above must be recognized as only a transitional step 

for although they are derived from the better practices in the 

economy, they are nevertheless products of an economy that is 

shot through with racial discrimination. In the intermediate 

range, Negro population in an area should serve as the criterion 

for fair Negro representation in the labor force. Goals based 
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on population can be more or less sophisticated, more or less 

complex. There is much to be said for the simple proposition 

that, if Negroes had a fair chance at the entire labor market, 

they would be represented roughly in proportion to their 

population of working age residing in the commuting area. Such 

a formula could be adjusted to take into account any preferences 

of Negro individuals or groups for certain occupations, the 

lower educational qualifications of some Negroes, or other 

factors unrelated to job discrimination. The adjustment could 

be computer-processed with an input of all conceivable variables. 

On the other hand, and in the absence of a sophisticated formula 

we believe a simple rule of thumb will suffice: equal employment 

is not present in any industry or occupation unless Negro 

representation equals at least half of the Negro proportion of 

the working population. This rule rests on the assumption which 

we believe to be valid, that whatever educational differences may 

exist between Negroes and whites in Baltimore are fast dis

appearing and are well below a magnitude that would cause Negroes 

to be three times as unlikely as whites to be employed. As 

these educational differences diminish further, the goal must be 

gradually raised to full representation in accord with the 

working population. 
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While all industries and firms offering blue collar 

employment should be master plan participants, those industries 

and firms with the greatest growth and job potential and reliance 

on government contracts should be leaders. Those industries 

and firms can be readily identified. 

E. Master Plan Participants 

Participants in the master plan should be selected based 

on the projected growth rates as well as number of jobs available 

in local industries, occupations, and job locations. The growth 

sectors will obviously be in a better position to bring in and 

promote Negro workers than the stable of declining sectors. More 

importantly, from the standpoint of the Negro worker, the growth 

sectors will typically offer more income, opportunity, and 

security and should be expected to be the first to welcome Negroe 

into a full compensatory share of that growth. 

F. Examples of How The Master Plan Would Work 

To make any program involving organizations and people 

work, specific timetables, with incentives and penalties must 

be included as part of the master plan. History shows that the 

mere mouthing of socially, economically, and morally desirable 

goals, by itself, is not enough. In formulating a master plan 
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for the metropolitan Baltimore area, factors such as economics, 

social goals, and organizational resistance to change should 

be reflected in the goals established for each occupation. To 

effectively implement the master plan, factors such as mor^l 

persuasion, legal force, organizational incentive for change, 

and specific dates in time to measure progress, must be 

considered and, where appropriate, used. To illustrate: 

1) The A.B.Z. Company, a government contractor and Plans 

for Progress employer, is told that its goal is an increase in 

Negro white collar representation of 6 percent and an increase 

in Negro blue collar occupations of 8 percent by 09-30-68. In 

October, it is determined that little, if any, progress has 

been made. Meetings with top management to determine why the 

goals have not been met are unproductive. Within 30 days steps 

are taken to cancel existing government contracts and not to 

award future contracts until the firm is in compliance. (If 

the Company had met its 09-30-68 goals, new goals based on 

turnover, new openings because of growth, etc. would be 

established for the quarter ending 12-31-68.) 

2) The Community Savings Bank is told that its goal is an 

increase in white collar representation of 8 percent by 09-30-68 

In October, it is determined that little, if any, progress has 
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been made. Meetings with top management to determine why the 

goals have not been met are unproductive. Within 30 days, 

steps are taken to cancel federal insurance on the bank's deposits. 

3) The X Construction Company is awarded a contract to build 

a school. None of the plumbers or electricians are Negro. 

Meetings with the Company show that the contractor uses union 

help and the union has no Negro plumbers or electricians. The 

contractor is then ordered to use non-union Negro plumbers and 

electricians to complete the school. 

4) The Loyal Insurance and Bonding Company, which is 

negotiating to buy a parcel of land to build a new headquarters 

building in an urban renewal area, is told that its goal is an 

increase in Negro white collar representation of 9 percent by 

09-30-68. In October, it is found that little, if any, progress 

has been made. Meetings with top management are unproductive. 

At that point, the Company is no longer eligible to obtain land 

subsidized by the government. 

As can be seen from the above, realistic short-term goals 

must be set for each industry and company based on expected turn

over and growth. In addition, the entire range of government 

services at all levels must be mobilized and coordinated to insure 
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compliance within a specific period of time. Anything less 

results in failure and a mockery of this nation's pledge to 

make equality a reality for all Americans. 

IV. UTILIZING THE PRESENT SKILLS OF UNDERUTILIZED WORKERS — 
A PROPOSED MODEL PROJECT FOR MEETING MASTER PLAN 
COMMITMENTS 

To assist firms in meeting their goal commitment to the 

master plan, the following model project has been developed. 

It creates job openings by upgrading underutilized workers. Its 

techniques are a blend of the techniques of equal employment 

and manpower development specialists. The model project can be 

used as a prototype in various industrial and commercial settings. 

The purpose of the project is to make full use in the 

Baltimore economy of present skills and abilities possessed by 

unemployed and underutilized Negro workers, as contrasted with 

retraining them in new skills and occupations. Retraining does 

not get at the problem of employment discrimination, but rather 

addresses itself to the related but separate problem of educational 

discrimination. Moreover, retraining programs are often used 

by prejudiced employers to perpetuate the myth that black workers 

are essentially unqualified. There is a large reservoir of un

tapped abilities among unemployed and underemployed Negro workers 
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in metropolitan Baltimore, and it is clear that normal 

personnel practices have failed to reach these minority group 

workers, with resultant enormous social and economic costs to 

employers and the community. 

No present manpower programs in Baltimore are directed at 

seeking out and utilizing the abilities of the underutilized 

worker. He is the forgotten man of current programs. The need 

is for programs to bring together workers and jobs in large 

numbers so that advancement becomes quickly available to many 

workers, the economic advantages to the community are almost 

immediately manifested, and racial tensions are markedly reduced. 

To succeed the program must employ ingenuity and imagination to 

manpower acquisition and utilization. It must have the support 

and cooperation of the Baltimore business community and its 

Negro community. 

Civil rights organizations in Baltimore have developed effec

tive techniques for advancing large groups of minority workers 

into better jobs. Industrial engineers, psychologists, and 

personnel administrators have developed new job-related selection 

and promotion criteria, including job redesign allowing less 

skilled workers to assume sub-professional and semi-skilled tasks 
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so that professionals and skilled workers spend less time on 

tasks that do not utilize their specialized'training and talents 

These are examples of the techniques that would be used in the 

project, in combination with other proven methods. The project 

will educate and assist employers in applying these techniques 

and will establish new and more effective lines of communication 

between employers and minority group workers. 

A. Who Will Benefit From the Project 

Underutilization and its resulting frustrations is found 

among workers at all economic levels but is most disastrous in 

its effects on workers and potential workers at the bottom rungs 

of the economic ladder, those least capable of marketing their 

services and protecting their interests in the labor market. 

The project would concentrate on these people, aiming to raise 

their economic level by at least one step. The goal for a 

welfare recipient would be a self-sustaining job; for the school 

dropout, on-the-job training with decent pay and potential for 

growth; for the domestic doing day-work, steady employment at 

higher wages in industry; for the low-level clerk, middle-level 

position; for the seasonal worker, year-round employment; for 

the blue collar worker locked into a dead end job, a new avenue 

for advancement. 
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Poverty and racial tension in Baltimore will be sub

stantially reduced by the project in three major ways; first, 

workers earning low wages will increase their income. Second, 

unemployed workers will enter into the entrance level jobs 

vacated by the workers in the first group who have moved up the 

ladder. Third, firms now located in metropolitan area will 

remain and new firms will come in when they see that their man

power needs can be met by this area's large and substantially 

untapped reservoir of unemployed and underutilized workers. 

Workers with underutilized abilities will be identified 

by cooperating government agencies and private employers, using 

well-defined criteria. Immediately attainable vocational goals 

will be set for each client in consultation with a trained 

counselor. Goals will also be set in consultation with each 

cooperating organization, e.g., each will furnish a designated 

number of advancement opportunities per calendar quarter. Quick 

assistance to large numbers of workers will be stressed rather 

than intensive work with a few. Project clients may sometimes 

move from one cooperating organization to another, but normally 

they will remain within one organization. 

c 
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B. Obstacles That Will Be Overcome 

The project will locate and overcome artificial 

obstacles to the full utilization of the existing abilities of 

minority group employees. Among the typical obstacles to be 

expected are: 

1. The absence of affirmative programs to seek, hire, 

and promote Negroes in such a manner as to eliminate discrimina

tion. Firms are often not informed about the success of 

affirmative and remedial programs, in many industries. Where 

top management decides to utilize fully the skills of all worker 

the implementation of the decision is sabotaged, often un

consciously, by the attitudes and actions of employees down the 

line. 

2. Negro workers are not given the friendly support and 

personalized services furnished by most progressive firms to 

majority group employees in order to make them more productive. 

Such support and services are especially lacking in the areas 

of transportation, housing, and child care. 

3. Tests and other criteria that are not job-related 

are used to screen out qualified or readily qualifiable Negroes 

from consideration for jobs and promotions. 
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4. Personnel departments and employment services, both 

public and private, do not refer Negroes for jobs other than 

those traditionally assigned to them. Whole categories of jobs 

are reserved for the majority group, especially those with 

social or political ties with whites already holding the jobs 

themselves or the necessary power to fill them. Negroes have 

been conditioned to expect and accept such insidious categoriza

tion and to underestimate their capacities for non-traditional 

employment categories. 

5. Misunderstanding and distrust characterize the 

relations between the essentially white business and political 

leadership and the essentially Negro lower-income working group. 

Communication between the white and Negro community, and within 

the Negro community is grossly underdeveloped. 

6. Confusion exists both in the business community and 

the general community concerning the types of manpower services 

and financial aids available from public and private agencies. 

C. How The Project Would Operate 

The Project would begin with ten business and industrial 

firms in good economic health with substantial numbers of 

vacancies occurring at the beginning and intermediate levels of 
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employment and requiring a variety of skills and abilities 

that are usually learned on the job. These firms would be 

selected with the aid of the Metropolitan Baltimore Chamber 

of Commerce, the Baltimore Community Relations Commission, 

manpower agencies, and labor unions. They will be asked to 

enter into agreements to use project techniques to upgrade and 

place initially a mutually agreed upon number of minority and 

disadvantaged workers each quarter. The final placement decision 

will be the employer's within the context of what other 

employers agree to. Wherever possible, the employer will be 

reimbursed for the cost of on-the-job training through funds 

available under the Manpower Development and Training Act and 

other federal programs. 

Project techniques involve taking a completely fresh 

look at stereotypes within a company that bar both the company 

and its Negro workers from thinking creatively about job advance

ment. They require a restructuring of personnel practices 

which hinder minority advancement. They involve communication 

with the minority community to demonstrate with tangible gains 

that the employer's good faith is beyond question. They result 

in recognition by employers that the systematic inclusion of all 

segments of the worker population is good business. 
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o 
Before the project gets underway, the Chamber of 

Commerce, unions, minority group and church leaders, and man

power agencies should be contacted to get their support for 

the project, to solicit their membership on a Project Advisory 

Board, and to establish effective liaison. Initial contacts 

might well be made by the prestigious economic and political 

leaders in the Baltimore Urban Coalition. Ten cooperating 

employers will then be selected and their representatives will 

be asked to help identify workers who are most ready for up

grading and to work out a schedule of action. 
The Baltimore Community Relations Commission will then 

c 
work with each company to develop more refined worker-selection 

criteria, to interview workers with advancement potential, to 

instill motivation to advance, and to funnel in new workers. 

At the same time that cooperating employers are moving 

workers upward, a list of unemployed and underemployed people 

who desire to apply for entrance level jobs with the cooperating 

employers will be developed. The list will be developed on 

the basis of a well-planned, highly-selective community relations 

campaign using ads in minority group media, press releases, 
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contacts with civil rights organizations, and contacts by 

indigenous personnel with their peers in the poverty area 

served by the Baltimore Community Action Agency. 

Potential workers will be screened at Neighborhood 

Centers operated by the Community Action Agency. Trips to 

the company will be arranged to introduce the potential workers 

to the company in an informal and unforbidding way, keeping 

in mind that the routines of the large corporation are often 

frightening to the individual who has been confined to the 

inner city ghetto. 

Concurrently with employer liaison and poverty area 

contacts, a program would go forward to establish procedures 

for referrals to and from local agencies with manpower 

responsibilities. Among such agencies will be the Maryland 

State Employment Service, Maryland State Unemployment Insurance 

Agency, Maryland Department of Public Welfare, the Urban League 

private employment agencies and various anti-poverty, manpowei 

training, and youth programs. 

In developing the list of potential workers for 

cooperating employers, care will be taken to keep its size in 

reasonable relationship to the number of expected vacancies. 
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Nevertheless, it is possible that the reservoir of potential 

workers will prove much greater than anticipated. The project 

will then be compelled to turn its attention to the expansion 

of opportunities among cooperating employers. In fact, the 

success of the project may perhaps best be gauged by the 

extent to which it can stimulate and meet the demands of suitable 

workers for jobs and the demands of employers for workers who 

can fill a growing number of job openings. 

Resident Participation; 

Minority group participation of residents living in 

the poverty area will be built into every aspect of the project. 

The Advisory Board will include poverty area residents who are 

unemployed, welfare recipients, and domestic day workers. Every 

level of project staff will have substantial minority group 

representation since this is essential for developing confidence 

in the project in the Negro community. Neighborhood leaders 

and residents will help seek out hard-to-reach youth who are 

unemployed. 

Evaluation and Feedback; 

Monthly reports of upgrading and initial placements will 

be prepared. Each upgrading and placement will be followed up 

as often as necessary to determine whether it is working out, 
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and if not, how it can be salvaged. Early successes and 

useful techniques will be well-publicized as a means of 

encouraging more employers and minority group members to 

participate. ^t the conclusion of the demonstration phase of 

the project the cost per person placed or upgraded will be 

calculated. Also, a calculation will be made of the savings 

to the community in terms of additional taxes paid by workers 

served. 

The evaluation will show how the companies in the 

demonstration project have developed the capability for carrying 

on the project activities with only occasional need for the 

services of the project. Ultimately, the project will be needed 

only to get a company started in the program, and company staff 

will carry on by itself. In this manner, project influence 

will extend broadly into the entire business community and 

project cost per person placed or upgraded will be progressively 

reduced. 

Need for Employer And Community Commitment: 

Vital to the success of the project is the employer's 

advance agreement to provide a specified number of upgrading 

opportunities for the unemployed and underutilized and to take 
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all necessary and reasonable steps toward that goal. This 

agreement virtually guarantees the result, assuming the company 

remains economically viable and the expected number of upgrading 

opportunities materialize. Thus, almost regardless of the 

technical skills that are devoted to the project, its success 

will ultimately depend on the commitment of the community's 

political and economic leaders to move minority group workers 

and other disadvantaged workers into the economic mainstream 

by utilizing fully and imaginatively their existing abilities, 

and the recognition by minority group members that the doors 

to economic freedom are open and that they are welcome to enter 

these doors. 

V. COMMUNITY PLANNING AND BUDGETING FOR EQUAL EMPLOYMENT 

A community which has committed itself to a master plan 

for employment integration must be continually alert for 

opportunities for progress which open as a result of-seemingly 

unrelated activities and programs which confer benefits upon 

private groups. These opportunities are particularly plentiful 

in connections with urban renewal, model cities, and highway 

construction, all of which offer an abundance of jobs and 

benefits which are typically siphoned off by the white majority. 
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An effective way to prevent this siphoning off is to plan 

and budget for jobs and benefits for Negroes, even as the 

community plans and budgets for other public action to which 

it is committed and for the distribution of economic benefits 

accruing from public decisions. 

Under this kind of planning and budgeting, the community 

would, for example, ask how many good jobs for Negroes an 

employer will provide in exchange for permission to locate on 

valuable urban renewal land. <\s part of this inquiry, the 

employer would be required to state how many Negroes he currently 

employs and in what capacities; how many Negroes serve on his 

Board of Directors; how many Negroes will be employed in 

constructing his planned building; and to what extent he serves, 

benefits, or disadvantages the Negro community as customers or 

clients. 

All of this information would be required as part of the 

competitive bidding process so that each firm competing for 

urban renewal land or other public benefits can be quantitatively 

compared with other bidders. A bidder's rating on the resulting 

equal opportunity index would be a major factor in deciding 

whether his location on urban renewal land is desirable or 

whether other contracts would be awarded to him. 
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VI. ACTIONS THAT SHOULD BE TAKEN NOW BY THE EQUAL EMPLOYMENT 
OPPORTUNITY COMMISSION AND OTHER FEDERAL AGENCIES 

Federal presence and actions are needed in Baltimore so 

that the corporate and other private sectors of the economy 

are convinced that there is a real and immediate government 

commitment to carry out the mandate and spirit of the equal 

employment and other laws already on the books. The following 

recommendations are made to achieve this objective: 

A. EEOC Operations 

1. EEOC should direct more of its efforts in Baltimore 

toward eliminating industry-wide and firm-wide discriminatory 

practices, particularly in defense industries and the 

construction trades. 

2. Tangible evidence of a Federal presence is needed 

in the metropolitan Baltimore area. An EEOC field office should 

be established in Baltimore. 

3. EEOC should give greater assistance to those 

communities where local commissions either do not exist or lack 

the authority, resources or will to achieve progress. In 

metropolitan Baltimore, as elsewhere, there are pressures on 

local commissions which can be avoided by a federal commission. 
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4. If EEOC is unable to obtain voluntary compliance 

from employers, unions or employment agencies within a 

reasonable specific time, legal assistance should be furnished 

to the aggrieved person. Otherwise, the aggrieved individual's 

rights will be forfeited since he will usually not be able to 

afford the expense of a court suit. EEOC and local commissions 

should make formal arrangements with government-financed and 

privately supported organizations to provide legal representa

tion to individuals and groups who have been victims of 

discrimination. Among the organizations that might participate 

are the Legal Aid Bureau, NAACP Legal Defense Fund, American 

Civil Liberties Union, and the Legal Services Program of the 

Federal Office of Economic Opportunity. 

5. EEOC must convince industry, unions, and the public 

at large that it means business by taking frequent and 

consistent legal action against offenders. When an industry

wide or firm-wide pattern of discrimination is seen by EEOC and 

conciliation with the employer does not succeed within a reason

able specific time, the case should be promptly referred to 

the Attorney General to bring civil action under Section 707 of 

Title VII. 
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6. Now that equal employment commissions are 

established as permanent agencies, like other regulatory 

agencies, they are in danger of becoming captives of the 

businesses they regulate. Measures must be taken to protect 

equal employment commissions from subtle and overt pressure 

from industry. Industry representation on equal employment 

commissions must be balanced by representation of a variety 

of other interests. Certainly, firms which serve on such 

commissions should not only be free of discriminatory practices, 

but they should be pioneers in equal employment programming. 

Some commissions have followed the very questionable practice 

of welcoming into their midst employers who are well known in 

the black community as violators of equal employment laws, 

hoping that these employers would reform their ways. Frequently 

this kind of reqard for a violator results in only token changes 

which reinforce the black community's cynicism about the 

possibility of meaningful change. 

7. Continued intensive publicity should be given to EEO 

data on discriminatory patterns, with the objective of pressuring 

entire industries or communities into rapid remedial action. 

The covert, behind-the-scene approach to the problem has been 

responsible for slow progress in many communities. Even with 
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the present confidentiality rules, there is room for the 

release of vast quantities of information which are available. 

8. A concentrated information attack should be mounted 

on the myth that all the doors are open and it only remains 

for black workers to qualify themselves for the jobs. It 

should be hammered home that race prejudice is still the leading 

cause of black unemployment and underemployment. 

B. Activities of Other Federal Agencies 

1. Obligation of Federal Contractors 

Establish as a principle of federal contracts that 

a contractor who reduced Negro job opportunities by any action, 

whether or not the purpose of the action was to reduce Negro 

opportunities, shall take positive remedial action to help 

Negroes obtain the jobs he has to offer. This principle applies 

particularly to employers who move to white-only suburbs or 

who contract with white-only unions. 

2. Housing and Negro Job Opportunities 

To make proximity of residence to available suburban 

jobs a real possibility for many inner city people, the Federal 

Government should subsidize suburban industries to build low 

cost housing on Federal and private land in the metropolitan area 

counties. Other federal subsidies for suburban development (e.g. 
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sewer and roads) should be made contigent upon opening the 

doors of these developments to colored Americans. 

Federal financial incentives, coupled with a 

decrease in red tape and urban renewal requirements which 

cannot be met in this area, should be directed toward making 

low-income housing available in the areas having the greatest 

potential for job opportunities. 

3. Transportation and Negro Job Opportunities 

Until a reasonably priced public transportation 

system unifies the entire metropolitan Baltimore area, employers 

in the suburbs should pool their resources and obtain government 

aid to make such transportation available immediately to inner 

city residents. 

4. Increasing Negro Job Opportunities in Baltimore 
City 

Since most jobs in Baltimore City will continue to 

be white collar jobs and most Negroes will continue to reside 

in Baltimore, all government agencies must concentrate on bring

ing vast numbers of Negroes into the office and retail 

establishments. 

The Small Business Administration should give priority 

to helping firms in the inner city that will guarantee to furnish 
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employment to inner city residents in all occupations top to 

bottom. These firms should be guaranteed sufficient government 

contracts to succeed. 

5. Union Discrimination and Job Opportunities 

Require federal contractors to hire non-union help 

if a union that provides workers for the contractor discriminates 

in employment. 

VII. THE POTENTIAL FOR PROGRESS IN THE PLANNED CITY OF COLUMBIA 

No master plan for employment integration in metropolitan 

Baltimore can fail to involve Columbia, a planned, residentially-

integrated city of 100,000 being developed by the Rouse Company 

in Howard County about midway between Baltimore and Washington. 

During the next decade, the building of this new city will 

probably generate more jobs than any other single foreseeable 

economic activity in the Baltimore area and Columbia will feel 

most keenly the shortage of qualified workers. A fair share 

of Columbia's jobs will go to Negroes only if the planners of 

Columbia plan it that way. 

When Columbia is completed in 1980, about 30,000 people will 

be employed in its industrial, commercial, retail, and service 

occupations. This is roughly equivalent to the number of 
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workers now employed by the largest industrial employer in 

Baltimore, Bethlehem Steel Corporation. By December 1967, 

nearly 1,300 jobs had been made available by business, 

industrial and construction activity in Columbia, positions 

ranging from sales clerk to scientist. In less than two years, 

this total is expected to double. 

Some 700 workers are now employed in the construction of 

the new city. Most of these people live within 10 miles of 

the site, and their work ranges from day labor to highly skilled 

craftmanship. Hittman Associates, Inc., a research and develop

ment firm which occupied its building in Columbia in 1967 

employs 130 people. Eastern Products Corporation, manufacturers 

of acoustical ceilings and drapery hardware moved into its 

plant on October 30, 1967. Its employment is expected to reach 

900 by the fall of 1968. Two thousand employees are projected 

for this company. The shopping center in the first Columbia 

village employs 100 people in its stores, and 120 more will work 

in its offices. 

Columbia's downtown shopping mall, to be under construction 

this summer, will add substantially to employment opportunities. 

In 1969, Columbia's first department store, Hochschild-Kohn, 

a branch of a downtown Baltimore firm, will employ 350 people 
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mostly in management and sales positions. The 60 other down

town Columbia stores will add an estimated 300 employees. 

Twelve firms in the first downtown building employ 150. Firms 

renting in a second office building in downtown Columbia, will 

need hundreds of maintenance, secretarial, technical, and 

executive people. Schools and a community college will need 

teachers and staff. Increasing construction work will demand 

more laborers, equipment operators, skilled tradesmen, and 

technical personnel. 

Although Columbia is offering some employment to Negroes, 

it is apparent that the institutions of the economy at large 

are working in general to keep Negroes "in their place" as 

cleaners, and janitors, not as carpenters and skilled mechanics; 

clerks and exhibit hostesses, not sales or rental agents or 

executives of Columbia's developer, the Rouse Company, checkers 

in the supermarket, not meatcutters or drugstore sales clerks 

or barbers or beauticians. 

Thus, in a city that boasts of its planning and is success

fully fulfilling its plans for residential integration, there 

is no evidence of planning for employment integration, either by 

the developer or the Howard County Human Relations Commission. 
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Action programs are available to bring more Negroes into the 

labor force and, at the same time, create a new source of 

qualified workers for Columbia but action programs by them

selves are not enough for a new city. If Columbia is to be 

true to its concept as a city which plans for its future, it 

must be helped to develop its own master plan for total employ

ment integration of the same scope and depth as that developed 

for any other element that is vital to the health and welfare 

of a new city. If Columbia can successfully pioneer new 

patterns of Negro participation in the workforce, it can serve 

as a model for the Nation. 

VIII. EMPLOYMENT DISCRIMINATION IN BALTIMORE AS ASSESSED BY THE 
BALTIMORE COMMUNITY RELATIONS COMMISSION 

In the spring of 1966, the Congress of Racial Equality 

selected Baltimore as its National Target City. C.O.R.E. staff 

and resources were brought to Baltimore to organize the Negro 

community for a broad attack on its social and economic problems. 

In response to this challenge, Mayor Theodore R. McKeldin 

appointed a blue ribbon Task Force on Equal Rights with a mandate 

to act to eliminate the problems which had attracted C.O.R.E. to 

Baltimore. 
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For the information of Task Force members, the Baltimore 

Community Relations Commission in June 1966 prepared a paper 

entitled "Problems, Solutions, and Gains," which offers a 

valuable and timely perspective on Baltimore's current civil 

rights status. In the section on employment, the paper points 

out that in Baltimore, as throughout the country, the rate of 

unemployment for Negroes continues to be twice that for whites. 

Many Negro males are chronically unemployed or partially 

employed at the same time as the number of jobs for the unskilled 

and the semiskilled remain constant or decrease. 

The CRC reports the continued existence of problem industries 

those in which Negroes are not represented in certain jobs in 

many companies or those in which there is a minimal degree of 

involvement of Negroes or those in which Negroes are found only 

in certain menial job classifications. Many employers hesitate 

to promote or hire Negroes for managerial and supervisory jobs. 

Part of the problem, the CRC believes, is attributable to 

the failure of school counselors to inform themselves of the 

extent of nondiscriminatory job opportunities now available. 

Other factors contributing to employment discrimination are 

the practice of the Baltimore Sunpapers of designating job 

opportunities by race in those situations not subject to 
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Baltimore City's fair employment practice law and the lack 

of honest efforts by some craft unions to recruit and accept 

qualified Negro apprentices and journeymen. 

Chief among the solutions to employment discrimination pro

posed by the CRC is that each employer emphasize affirmative 

programs to seek out Negro applicants and to promote deserving 

Negro employees. Whenever competing applicants are substantially 

equal in qualifications, CRC recommends that the employer give 

first consideration to the Negro applicant. 

Guidelines for full implementation of equal employment 

opportunity practices should be drawn up and distributed to all 

member firms of the Association of Commerce and the Junior 

Association of Commerce. 

As part of its affirmative action program, the CRC proposes 

to select the top ten local employers in terms of the number 

of employees and/or companies in certain "problem industries" — 

and review EEC—1 forms submitted by these companies. This 

review would be followed up by conferences to encourage increased 

participation of Negro employees. 

Retail Stores and Commercial Banks: 

Fair employment gains in the major retail stores and the 

commercial banks are cited by the CRC. 

— — 



- 46 -

"Since reaching a settlement of differences with 
Baltimore CORE in Cardinal Sheehan's office during 
the summer of 1965, the commercial banks have hired 
Negro employees at the rate of 20 percent. Addi
tionally, the major retailer with the greatest 
involvement of Negro employees is the only one 
which has been subject to direct action demonstra
tions ." 

Negroes comprise 16.4 percent of the total employment of 

five major retail stores in Baltimore. Of the 1,427 jobs held 

by Negroes, 1,023 are in the sales, clerical and semiskilled, 

craft and managerial categories. Four of the five stores have 

some Negroes employed in the complement of officials and 

managers. 

In the commercial banks, the number of Negro "white collar" 

employees increased from 138 as of March 1965 to 283 as of 

March 31, 1966. 
2/ 

There are two Negro administrative assistants 

and two Negro administrative trainees employed within all banks 

whereas there were none one year ago. Although initially 

prt>dded by Baltimore CORE, the commercial banks have demonstrated 

that substantial progress can be made as a result of industry

wide discussion and a concentration of effort. 

2/ As of the quarter ending 03-31-67 there were 353 Negro white 
collar workers, 5 Negro administrative assistants, and 2 Negro 
administrative trainees. 
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Trade Unions: 

As signs of progress within the trade union movement the 

CRC mentions the following: 

1. Twenty Negro youngsters are enrolled in formal 

apprenticeship programs, whereas two years ago there was only 

one Negro in a total of two thousand. 

2. The recent statement of "affirmation of intent" by the 

President of the Baltimore Building and Trades Council, AFL-CIO, 

to give fair treatment, regardless of race, to all prospective 

applicants for union membership or for apprenticeship programs. 

This statement was endorsed by the Joint Apprenticeship 

Committed, composed of representatives of labor and management 

who oversee apprentice programs in the building trades. 

3. The waiver of time requirements by the Electricians 

and Plumbers unions, and the acceptance of four and two Negro 

youngsters, respectively, for apprenticeship programs this fall. 

The Electricians Union and the Plumbers Union have agreed to 

take into membership Negro shops upon certification by their 

contractor. 

Civil Rights Legislation in Baltimore 

In 1956 Baltimore City Council enacted legislation which 

created the Baltimore Equal Employment Opportunity Commission. 
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The Commission found it difficult to cope with discrimination 

in employment because the law required it to rely on persuasion 

and the threat of exposure to secure compliance. Enforcement 

powers were acquired by the Commission in 1961. 

In 1963, the civil rights struggle intensified in Baltimore, 

as elsewhere. As a result, a comprehensive civil rights bill 

(Ordinance 103) was passed in 1964 covering the areas of 

employment, public accomodations, public and private education, 

and public and private health and welfare agencies and 

institutions. This Ordinance which created the present CRC, 

was perhaps the most sweeping package of civil rights legisla

tion enacted at one time by a major municipality. 

Of particular relevance for this study is Section 10 of 

Ordinance 103 which prohibits employers, labor organizations, 

and employment agencies from engaging in discrimination based 

on race, color, religion, national origin or ancestry, in any 

aspect of employment, including hire, tenure, promotion, train

ing, membership in organizations, conditions leading to employ

ment, and the opportunity to participate in employment related 

benefits. 

In addition to handling complaints of discrimination and 

following through with compliance procedures, the Community 

Relations Commission was authorized by Ordinance 103 to: 
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Formulate and carry out a comprehensive 

educational and action program designed 

to eliminate and prevent prejudice and dis

crimination in the City of Baltimore. 

Despite the efforts of CRC, the widespread existence of 

employment discrimination continues as documented in Section IX 

by 1966 data submitted to EEOC by employers of 100 or more in 

metropolitan Baltimore. 

IX. RACIAL COMPOSITION OF THE METROPOLITAN BALTIMORE WORKFORCE 

A. 1966 (EEOC Data) 

In the firms submitting 1966 employment data to the 

EEOC, Negro employees number 51,316 or 17 percent of the total 

295,360 employees. (Table 5). They are heavily overrepresented 

in the growing field of medical services and in primary metals, 

where they comprise 42 percent and 29 percent of the workforce, 

respectively (Tables 10 and 6). They are dramatically under-

represented in the growth industries of insurance (3 percent), 

communication (5 percent), and finance (6 percent) (Tables 9, 

13 and 8). 

Whites have almost totally monopolized the desirable 

white collar jobs, which are growing in number at a more rapid 

rate than any other occupation and are expected to predominate 
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in future occupation growth. Of 124,530 such jobs, only 5,004 

(4 percent) are filled by Negroes; by contrast, 46,312 (27 per

cent) of the 170,830 blue collar jobs are occupied by Negroes. 

(Table 5) . 

Almost half of the Negro white collar group is found 

in the clerical classification, generally the lowest paying of 

the white collar categories. The next largest Negro white 

collar category is made up of technicians, over half of whom are 

employed in medical services. (Table 5) 

Whites have assumed near-total control of leadership 

positions in Baltimore industry and commerce, reserving for 

themselves 98.5 percent of the official, manager, and 

professional positions. (Table 5) 

The most unpleasant, most insecure, and generally least 

desirable jobs have become dumping grounds for Negroes. Half 

of all laborers and service workers are Negro. Only 6.6 percent 

of skilled craftsmen are Negroes, but this figure may increase 

due to the 12 percent enrollment of Negroes in apprenticeship 

and on-the-job training programs. (Table 5) 

In order to illustrate the differential employment of 

Negroes by industry and occupation, we selected for study five 

key industries, four of which are major growth industries with 



high concentrations of the desirable white collar jobs. They 

are retail trade, finance, insurance, medical services and 

primary metals manufacture. The latter group includes the 

largest single manufacturing firm in the Metropolitan area. 

Retail Trade: 

The retail trade data reflect some progress in equal 

employment resulting from close attention paid to the major 

department stores by the Baltimore Community Relations Commission 

and local civil rights organizations. A few years ago Negroes 

were banned from white collar employment in the retail stores. 

Today although white collar jobs have been opened to 871 Negroes, 

Negroes make up only 5.7 percent of the white collar workforce 

of 15,077. All but 77 of the white collar Negro employees are 

sales and clerical workers. The ranks of professional workers 

have not been penetrated by Negroes, and whites are still in 

almost exclusive control of official and manager jobs. 

It remains an open question as to why an industry which 

is supposed to be committed to equal opportunity in employment 

has achieved such poor results in an area whose central city 

population is over 40 percent Negro. (Table 7) 
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Finance and Insurance: 

Finance and insurance, because they employ workers 

with substantially similar skills, provide an unusual 

opportunity for a partially controlled study of the effects 

of an affirmative equal employment program such as that under

taken by the commercial banks. In the summer of 1965 an 

agreement was reached between the Congress of Racial Equality 

and the commercial banks which employ over 4,000 white collar 

workers, to actively recruit Negroes into white collar jobs. 

At that time 3.5 percent of the commercial banks' white collar 

employees were Negro. As a result of the affirmative action 

program, which focused primarily on clerical occupations, 

Negroes made up about 7 percent of the bank's white collar 

employees at the end of 1966. The EEO data, which include 4,000 

employees of banks and financial institutions other than 

commercial banks, show a Negro white collar representation of 

4.4 percent. 

In the insurance industry, which has not undertaken an 

affirmative program, the Negro white collar representation is 

only 2 percent. Among clerical workers, the largest white collar 

category in both finance and insurance, Negroes comprise 5.6 per

cent in finance but only 3 percent in insurance. 
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C 
Neither the banks nor the insurance companies have 

yet admitted Negroes in any significant numbers into the ranks 

of Officials and Managers. Not one Negro serves on the Board 

of Directors of any "white" bank or insurance company. 

Sales workers are a major group in insurance but not in 

banking. Forty-three Negroes (1.6 percent) are counted among 

the 2,570 insurance salesmen, probably concentrated in Neg~o 

sales districts. No Negroes are numbered among the banks' 179 

sales workers. (Table 8 and 9) 

Medical Services: 

More than in any other field of non-governmental endeavor, 

c 
Negroes have made their mark in the burgeoning field of medical 

services. Their white collar representation of 14.4 percent 

is three and a half times as great as their white collar 

representation in all industries. Their clerical representation 

of 19 percent is over four times as great as its counterpart in 

all industries. Among technicians their representation of 

16.6 percent is more than twice that among technicians in all 

industries. 

Although Negroes have broken through some of the white 

collar barriers in medical services, they are at the same time 

filling more than their share of the disagreeable, low paid jobs 



- 54 -

which abound in this field. Eight out of ten of the army of 

service workers and laborers are Negroes. 

Like other industries, medical services draws the line 

against Negroes in official and managerial (2.3 percent) and 

professional (3.2 percent) positions. (Table 10) 

Although Negroes have been offered more opportunities 

in medical service than in other industries, they are never

theless largely confined to the lesser positions, as is borne 

out by a 1966 Baltimore Community Relations Commission study 

of hospitals in Baltimore City reported in the Commissions' 

1966 Annual Report. The Commission found that: 

"Generally, in all employment areas other than 
the unskilled and menial positions, there is little 
involvement of Negroes. The scarcity of Negro 
physicians, medical professionals, and paramedical 
and clerical personnel evidences that past discrimi
nation has made its impact on our local health 
community. 

"The problem of discrimination against Negroes in 
initial employment is no longer a major one. How
ever, the promotions of Negroes to positions more 
responsible than those held by persons of their 
race in the past still poses a major problem. 
Correspondingly, qualified Negro physicians in 
medicine and more especially in surgery still find 
themselves excluded from the staffs of some 
hospitals, despite their training and experience. 
In the clerical field the involvement of Negro 
office workers in Baltimore hospitals is small, 
except the offices of out-patient admissions in 
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the large hospitals and in the offices of 
Provident Hospital, a predominantly Negro 
institution. The involvement of Negroes in 
laboratory positions has improved. Approximately 
20 percent of all laboratory personnel are 
Negro. 

"One of the most disturbing aspects of the 
survey was the absence of Negro board members. 
Excepting Provident Hospital and Baltimore City 
Hospitals, the boards of Baltkmore hospitals with 
a combined membership of 418 persons do not in
clude a single Negro." 

Primary Metals Industries; 

A large portion of the employment in the primary metals 

industry is concentrated at the Sparrow's Point Plant of 

Bethlehem Steel Corporation. Therefore, the data may be taken 

to represent essentially the employment picture at Sparrow's 

Point. 

Since 1966 Sparrow's Point has been under pressure from 

the Congress of Racial Equality, the NAACP Legal Defense Fund, 

and an organization of Negro steel and shipyard workers to end 

racial discrimination in promotions and job assignments. 

Investigations by the Departments of Defense and Labor have 

confirmed the existence of racial discrimination throughout the 
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plant and resulted in suggestions for change. — 

The occupational distribution has not improved signifi

cantly since 1966. At that time Negro white collar representa

tion was significantly lower in the primary metals industry 

than for industry as a whole. Few, if any, Negroes were 

employed in professional and sales jobs and had only token 

representation as technicians. The blue collar representation 

is significantly higher than the all-industries figure reflecting 

higher concentrations of laborers and operatives. (Table 6) 

The Public and Private Faces of the Communications 
Media; 

Perhaps in no other industry is the gap between pretense 

and reality so disturbing as in the communications industry. 

How can the discerning Negro escape a feeling of cynicism and 

hopelessness when he contrasts the "liberal" civil rights 

editorials of the local newspapers with their actual record of 

3/ On 05-23-68 the Bethlehem Steel Corporation was notified by 
the Department of Labor that all Federal contracts will be subject 
to cancellation because of the firms failure to eliminate dis
crimination at its Sparrows Point Plant. This would be the first 
time that the Labor Department has ever ordered contracts cancelled 
because of failure to comply with the Federal government's equal 
employment opportunity requirements. The Baltimore Sun - 05-25-68. 
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Negro exclusion? The extent to which Negroes participate in 

the workforce of this industry is discouragingly low — 

particularly for white collar and skilled craftsmen jobs. 

Even taking into consideration the fact that there is 

a "Negro" newspaper in Baltimore, the A.fro-American, under 

these conditions of near-total exclusion, how can a Negro youth 

realistically aspire to a career in the mainstream of American 

journalism? How fairly or understandably can the news of the 

Negro community be reported? How much credence can Negro job 

seekers place in the help-wanted ads, even those with the 

"Equal Opportunity" legend? 

The other communications media show a somewhat better 

record than the newspapers, but they have little to be proud 

of in the area of fair employment. As with newspapers, few, if 

any, Negroes are employed in white collar or skilled blue collar 

occupations. 

Government Contractors with Poor Equal Employment 
Records; 

In the light of what has been accomplished by federal 

agencies in integrating their work forces in Baltimore, at 

least at the lower levels, it is dismaying to look at the record 

of private industry. Not only is the record poor in the 
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aggregate but individual firms that are contractually obligated 

to equal employment frequently show up no better or worse than 

firms which are openly indifferent or hostile to Negro advance

ment. 

Many government contractors have continued to sign 

equal employment clauses in their contracts with little to show 

in the way of results. 

Negro Employment in the Suburban Counties: 

Data for Baltimore County and Baltimore City were not 

separately available. Therefore, we are unable to define the 

employment profile of Baltimore County, the most populous of 

metropolitan Baltimore's sub-divisions and the area which has 

deliberately achieved the lowest percentage of Negro residents 

(3 percent) by means of rigid housing segregation (see Table 17) 

Data are also not available for Carroll County because of its 

small Negro population. Therefore the discussion below deals 

only with Anne Arundel and Howard Counties (see Tables 14 and 

15) . 

It is interesting to note that in both Anne Arundel 

and Howard counties the percentage of Negro workers in the EEO-



surveyed industries approximates the percentage of Negroes 

in the population on a whole. Thus, if there are any significant 

numbers of Negroes who work outside their county of residence, 

it is balanced by a like number who live outside their county 

of employment. Whether this balance exists or whether the 

Negro residents of these counties generally work where they 

live, the Negro pattern diverges from the white pattern of 

living in the suburbs and frequently commuting to the city to 

work. 

In both Anne Arundel and Howard Counties, about half of 

the total jobs available are white collar jobs, but Negroes 

make up only 2.1 percent of white collar employment in Anne 

Arundel and 1.4 percent in Howard. None of Howard County's 

clerical and sales workers are Negro although these occupations 

provide jobs for 26.6 percent of the total work force. 

B. Negro Employment in the Unionized Building and 
Construction Trades - April 1967* 

Twenty unions affiliated with the Baltimore Construction 

Trades Council with a total membership of 10,213 have 617 

* Source: Department of Labor survey report of 05-08-67 entitled 
"Baltimore Apprentice Opportunities Project," prepared 
by Industrial Training Advisor, Johnson, for Regional 
Director, Archer. 
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(5.9 percent) Negro members. (See Table 16). One union is 

the all-Negro Carpenters Local #544 with 100 members. Five 

other unions with a total membership of 2,835 account for 505 

Negro members. The remaining 14 unions with a total membership 

of 7,278 account for the remaining 12 Negroes. 

In four of the 20 unions, membership is determined by 

the contractor. For Negroes, this has proven beneficial in two 

unions. In Bricklayers Local #1, 70 to 80 of the 600 members 

are Negro> in the Painters and Paperhangers Local #1, 100 of 

the 450 members are Negro. However, the records of the Otis 

Elevator Company and Westinghouse Electric Corporation are such 

that Mr. Johnson, Industrial Training Advisor of the Department 

of Labor recommended that the Office of Federal Contract 

Compliance investigate their employment practices. The contractors 

who hire tile and terrazo workers have a "perfect" record — no 

Negro employees. 

To obtain membership in the 16 remaining unions, a worker 

must apply through the union hall. This has produced disastrous 

results for Baltimore's Negroes. In only three unions (Cement 

Mason Local #43, Operating Engineers Local #37, and Roofers 

Local #80) does the Negro have opportunity to be accepted on the 

basis of ability. 
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The Building and Construction Trades Council recently-

contracted with the Baltimore Urban League to train about 30 

Negroes for apprenticeship programs. However, because of the 

magnitude of the problem, even if each Urban League trainee is 

placed and then successfully completes an apprenticeship program, 

there will be no appreciable narrowing of the gap between white 

and Negro participation in the building trades unions. Nor 

does this prognosis change in the light of the vague promises 

of future token compliance made by the unions to Mr. Johnson 

during his survey of unions affiliated with the Baltimore 

Building and Construction Trades Council. (Table 16) 

C. Negro Employment in Federal Agencies in the Baltimore 
Metropolitan Area, 1966* 

The U.S. Civil Service Commission divides federal 

employees into four categories: 

1. Classified, made up of 18 grades of white collar 

employees; 

2. Wage Board, made up of four pay ranges of blue collar 

employees; 

* Source: U.S. Civil Service Commission, "Study of Minority 
Group Employment in the Federal Government." 1966 
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3. Postal Field Services, made up of post office 

employees; and 

4. Other pay plans, which constitute only a small 

fraction of total U.S. employees. 

We will focus on the classified and wage board categories 

since they are analogous to the white collar and blue collar 

categories found in private industry. 

Of 18,880 classified employees in the Baltimore area, 

3,591 (19 percent) are Negro. This is almost five times the 

white collar percentage found in the EEO-surveyed firms. Of 

the 5,666 wage board employees, 2,674 (47.2 percent) are Negro 

compared with 27.1 percent in the EEO-surveyed firms. In both 

white collar and blue collar classifications, Negro federal 

workers are concentrated in lower grades and pay scales, evidence 

that federal agencies have practiced racial discrimination in 

promotions. 

D. Racial Composition of the Metropolitan Baltimore Work 
Force in 1959 - (1960 Census Data) 

In 1959, 4.1 percent of metropolitan Baltimore's 

experienced white male civilian labor force and 9.5 percent of 

the Negro male labor force was unemployed. Thus, the unemploy

ment rate for Negro males was more than twice that of white 



- 6a -

males. Negro females had a lower unemployment rate than white 

females. The Negro female unemployment rate was 7.5 percent 

compared with the white female rate of 9.2 percent. 

Although Negro males constituted 18.2 percent of the 

total male employees in 1959, they comprised 24.7 percent of 

the male blue collar workforce. Of the Negro blue collar 

workers, 14.4 percent were craftsmen and foremen, 35.6 percent 

were operatives, 32.0 percent were laborers, and 17.9 percent 

were service workers, as compared to 46.6 percent, 34.5, 8.8 

and 9.3 percent respectively for all workers. All of the 1,001 

reported apprenticeships were filled by whites. Thus, in the 

blue collar category, there was a direct correlation between 

job desirability and race. The better the job, in terms of 

income, status, and working conditions, the greater the percentage 

of whites and the smaller percentage of Negroes. (Table 2) 

The contrast between the races was even more striking 

among females. Fifty-three percent of all female wage earners 

were employed in the generally highly regarded white collar 

occupations, but o»ly 9.2 percent of Negro females held such 

jobs. Private household work, the occupation in which a large 



- 64 -

number of Negro females work, had relatively few white females. 

(Table 2) 

The median earnings of all Negro males were 30.9 percent 

less than those of all males, while the median earnings of all 

Negro females were 39.4 percent less than those of all females. 

(Table 3) 

Negro males were paid less than white males within every 

occupational group reported. In at least two occupations 

(Officials, Managers and Proprietors; and Sales Workers) the 

white male's median earnings were more than twice those of the 

Negro's. (Table 3) 

Negroes in the same occupation as whites worked fewer 

weeks in the year than whites. This was so in every occupation 

reported for males and in 6 of the 8 occupations reported for 

females. Of the Negro males, 54.8 percent worked at least 50 

weeks in 1959 as compared to 69.3 percent for all males. Of 

the Negro females, 50.6 percent worked at least 50 weeks a year 

as compared to 55.9 percent of all females. (Table 3) 



- 65 -

X. CHANGES IN THE RACIAL COMPOSITION OF THE METROPOLITAN 
BALTIMORE WORKFORCE. 1959 to 1966 

The employment data in the 1960 census and the EEO Survey 

are not strictly comparable because the census data include 

government agencies and firms of all sizes, while the EEO data 

exclude government agencies and firms with less than 100 

employees. Furthermore, EEO-1 data are applicable to 1966 

while census data are applicable to 1960. With these limitations 

in mind, the following comparisons are offered. 

Among the firms reported to EEO for 1966, 17.3 percent of 

the metropolitan Baltimore workforce was Negro. According to 

the 1960 Census, 20 percent of the Metropolitan Baltimore's 

experienced civilian labor force was Negro in 1959. 

In 1966, 4 percent of the EEO surveyed white collar occupa

tions were held by Negroes as compared to 8 percent Negro white 

collar representation in the census figures for 1959. The 

percentage of Negroes in every white collar occupation was less 

in 1966 than in 1959. 

In 1966, 27.1 percent of the blue collar jobs were held by 

Negroes as compared to 26.2 percent Negro blue collar representa

tion in 1959. In the most desirable blue collar category, that 
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of craftsmen and foremen, Negroes filled 6.6 percent of the 

jobs in 1966 and 9.2 percent in 1959. In 1966, 51.2 percent 

of service workers were Negro, as compared to none in 1959. 

Medical services showed a substantial increase in Negro 

representation. From 1959 to 1966, the Negro percentage 

increased from 26.1 percent to 41.6 percent. The other 

industries showing an increase in Negro representation were 

finance (4.5 to 6.3 percent) and construction 19.5 to 21.5 per

cent) . 

XI. EMPLOYMENT TRENDS AND INCOME PROJECTIONS 

In order to delineate the dimensions of differential Negro 

exclusion from the most desirable jobs in the most vital 

industries, and to structure programs for Negro inclusion in 

the best that the job market has to offer, it is necessary to 

know, which industries and occupations have prospered in the 

past and which can be expected to prosper in the future. These 

data, as well as data on the geographic location of jobs are 

presented in the following sections. 
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A. Employment Trends in Metropolitan Baltimore, 1950-
1965 1/ 

Between 1950 and 1965 employment in Metropolitan 

Baltimore grew from 515,300 to 733,000,while unemployment de

clined from 33,900 to 29,500. 

During the Korean War and the post-war period a series 

of economic cycles brought about several sudden changes in the 

unemployment picture. A sharp rise in employment between 1950 

and 1951 was followed by several years of growth. A recession 

in 1954 preceded another three-year period of expansion. After 

another recession in 1958, the employment level rose, but un

employment remained high. The year 1961 proved another peak 

year. Since then, unemployment gradually declined and by 1965 

had reached the lowest level since 1957. 

Growth Industries; 

Government employment shows an accelerating long-term 

rise which is responsible for a large segment of the increase in 

employment between 1950 and 1965. The two other categories 

1/ Maryland Department of Employment Security, "The Story of 
the Labor Force," May, 1967. 
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which share in the long term growth trend are service and 

trade. While government employment grew by almost 50,000, 

service showed an increase of close to 42,500, and wholesale 

and retail trade gained by a little over 36,000 during the 

fifteen years. Growth of the school systems is largely 

responsible for the continual rise in the government category. 

The finance, insurance and real estate category also shows a 

steady increase. 

Construction: 

The construction industry does not show a steady long 

term rise in employment. Between 1950 and 1965 the total 

employed in construction ranged from 30,000 to over 50,000, but 

the annual average did not exhibit a steady trend. The year 

1965 was busier than the seven preceeding years but employment 

was not equal to that of the period 1955-57. 

Manufacturing: 

The category which reflects most decidedly the periods 

of recession and prosperity is that of durable goods manufacturing, 

on which a large part of the Baltimore economy is dependent. 

Major industries in the category are metal manufacture, both 

primary and fabricated, transportation equipment and ordnance. 
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Since early 1960, there has been an irregular decline 

in durable goods manufacturing employment which reversed its 

course temporarily during the first half of 1963. Automation 

is undoubtedly a powerful force in the employment decline of 

recent years. 

During the 8-year period from 1957 to 1965, the durable 

goods total dropped by about 23,000 workers. The decline 

centered mainly in transportation equipment manufacture and 

secondarily in primary metals. While growth in the ordnance 

industry has offset a portion of this decrease, it was not 

enough to change the direction of the durable goods trend. The 

electrical manufacturing industry showed a gradual but steady 

rise between 1957 and 1963 after which employment in the industry 

receded temporarily, and then moved up during 1965. Since 1957 

there have been only moderate fluctuations in machinery (except 

electrical) employment. 

Nondurable goods maintained a fairly steady employment 

level until 1957 when it decreased, after which the general 

employment trend was stable. Three major categories which are 

responsible for the bulk of non-durable goods employment are 

food, apparel, and chemicals. Over the years there has been a 
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gradual employment decline in the food processing industry 

resulting in a 15-year loss of about 5,700 workers at the peak 

season. Apparel manufacture shared in the non-durable goods 

employment decline until 1957, when employment in this industry 

leveled off and remained steady thereafter. Meanwhile, the 

chemical manufacturing industry remained fairly stable. 

Research and Development: 

During the past ten years, there has been considerable 

growth in the number of enterprises concerned with technical 

and scientific research and development which employ a majority 

of highly paid technical and professional personnel. The growth 

of private firms engaged exclusively in research (without 

manufacturing) has been one factor in the increased employment 

in the service category. 

Research workers in private colleges, hospitals and 

universities are also included in the service category. A 

number of large manufacturing firms have research departments 

which have been growing during the ten-year span and are included 

in the manufacturing total for their industry. Other research 

teams operating under government auspices have bolstered govern

ment employment totals. 
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Employment and Unemployment: 

The durable goods industries have a powerful influence 

on the economy of the Baltimore Metropolitan area. Since the 

last big dip in durable goods employment, which took place in 

1958, unemployment has never returned to the low pre-recession 

level of the earlier 1950's. However, during 1961-1964, while 

durable goods employment receded, unemployment tapered off. 

Trade and services and government have combined to offset the 

declining manufacturing employment. Thus unemployment has been 

declining since early 1961. The average unemployment rate for 

1965 was 3.9 percent contrasted with 6.3 percent for 1961. The 

peak unemployment year for the entire 15-year period was 1958 

when the rate averaged 6.8 percent. 

Developments During 1966: 

Needs generated by the Vietnam conflict were partly 

responsible for unusual economic growth in the Baltimore.area. 

A high level of activity was evident throughout most of the 

labor force which expanded by about 30,000 during 1966. Employ

ment increased by nearly 38,000 and the jobless rate receded 

from a 3.9 percent average in 1965 to 2.9 percent in 1966. The 

three growth industries — government, trade, and service — 

showed more increase than in previous years. Employment in 
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durable goods industries spurted upward by 9,000 during 1966, 

an increase which was shared by ordnance, electrical equipment, 

and transportation. 

Government expansion was spread through federal and 

state and local jurisdictions. Medicare was responsible for a 

considerable portion of the federal government increase, while 

a growth of the school systems caused most of the local govern

ment rise. 

B. Employment and Income Projections for 1980 in 
Metropolitan Baltimore 2/ 

Baltimore City will furnish a declining percentage of 

employment in the Baltimore Region (includes Baltimore City, 

Anne Arundel, Baltimore, Carroll, Harford, Howard Counties). In 

1960 Baltimore City furnished 64 percent of the jobs. By 1980 

it will furnish only 55 percent, two-thirds of which will be 

office jobs. 

Over half of the additional employment predicted for the 

period 1964-1980 will be in service, retail trade, and govern

ment. 

2/ Chamber of Commerce of Metropolitan Baltimore: Baltimore 
1980: Projections for Planning in Employment and Income, V. II. 
July 1965. 
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By 1980 goods-producing industries (manufacturing, 

mining and construction) will provide only 29 percent of jobs, 

while distribution and service (including government and all 

other non-goods-producing industries) will provide 71 percent 

of the jobs. 

ADDITIONAL JOBS REQUIRED 1960 - 1980 

^̂ .-

Occupation 

Clerical 

Professional 

Skilled 

Service 

Sales 

Managers and 

Semi-Skilled 

Unskilled 

All Jobs 

and Technical 

Professionals 

Number 

75,000 

72,000 

47,000 

43,000 

31,000 

25,000 

19,000 

(-4,000) 

308,000 

Percent 
Increase 

68 

93 

48 

7.6 
62 

50 

16 

(-6) 

49 

Income: 

By 1980, the average family in the Baltimore region 

should have over $13,000 per year available for spending. 

Baltimore County average income is projected at over $16,000, but 

Baltimore City income will be only $10,200, the lowest of any of 

the regional subdivisions. 
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The median family income of the Negro population of 

the region will double by 1980, but will reach only $8,200. 

RELATIONSHIP OF NEGRO MEDIAN FAMILY INCOME 
TO TOTAL AREA MEDIAN FAMILY INCOME 

1959 1970 1980 

Total $6,199 $8,300 $11,700 

Negro 4,130 5,600 8,200 
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Table 1 

Employed by Sex and Color in All Industries - 1959 

Total Employees 643,482 

Total Negro Employees 128,711 (20%) 

Total Male Employees 426,693 (66.3% 

Total Negro Male Employees 77,734 (18.2% 

Total Female Employees 216,789 (33.7% 

Total Negro Female Employees 50,977 (23.5% 

SOURCE: 1960 Census, Department of Commerce, Vol. I, 
Characteristics of Population, Part 22, Maryland, 
Table 129. 



TABLE 2 

OCCUPATIONS BY SEX AND COLOR IN ALL INDUSTRIES - 1959 

Occupation 

White Collar 

Officials, Managers 
and Proprietors 

Professionals and 
Technicals 

Clericals 
Sales Workers 

Blue Collar 

Craftsmen & Foremen 
Operatives 
Laborers 
Service Workers 
Apprentices 

Miscellaneous* 

# of 
Males 

156,660 

42,028 

47,026 

38,939 
28,667 

248,263 

98,086 
66,465 
36,247 
26,464 
1,001 

21,770 

% of 
Total 

36.7 

9.8 

11.0 

9.1 
6.7 

58.1 

22.5 
20.3 
8.5 
6.7 
.1 

5.2 

# of 
Negro 
Males 

11,262 

1,495 

2,675 

5,545 
1,547 

61,380 

6,839 
21,895 
19,656 
10,990 
Not Re
ported 

~ 

% of 
Total 

7.2 

3.0 

5.7 

14.2 
5.4 

24.7 

9.2 
25.3 
54.2 
38.6 

Not Re
ported 

" 

# of 
Females 

115,105 

5,619 

24,637 

67,419 
17,430 

62,743 

2,698 
32,116 
1,061 

26,868 
Not Re
ported 

38,941 

% of 
Total 

53.1 

2.6 

11.3 

31.1 
8.0 

28.9 

1.2 
14.6 

.5 
12.4 

Not Re
ported 

17.9 

# of 
Negro 
Females 

10,687 

416 

3,943 

5,177 
1,151 

20,152 

317 
6,855 

549 
12,431 
Not Re
ported 

% of 
Total 

9.2 

7.4 

11.9 

7.6 
6.6 

32.1 

11.7 
21.3 
51.7 
46.2 

Not Re
ported 

" 

* For males, this figure represents almost in its entirety occupations not reported. For females, 
this figure also includes 17,251 (7.9%) private household workers, of which 14,727 (85.3%) are Negro. 

SOURCE: 1960 Census, Department of Commerce, Vol. I, Characteristics of Population, Part 22, 
Maryland, Table 129. 

- 76. -



6 
TABLE 3 

EARNINGS AND WEEKS WORKED BY COLOR AND OCCUPATION - 1959 

All Males Necrro Males 

Occupation 

All Occupations 

White Collar 

% 
Worked 

Median 50-52 
Earnings Weeks 

All Females Negro Females 
% % % 

Worked Worked Worked 
Median 50-52 Median 50-52 Median 50-52 

Earnings Weeks Earnings Weeks Earnings Weeks 

4,816 69.3 3,330 54.8 2,370 55.9 1,517 

Blue Collar 

50.6 

Officials, Mgrs. & 
Professionals and 
Technicians 

Clericals 
Sales Workers 

Prop. 7,118 

6,764 
4,802 
5,117 

88.4 

80.8 
77.8 
77.5 

3,713 

4,898 
3,919 
2,306 

71.2 

65.6 
70.6 
60.9 

3,779 

3,814 
3,112 
1,535 

77.3 

40.0 
68.9 
48.1 

2,292 

4,421 
2,717 
1,450 

63.0 

37.9 
64.2 
50.4 

Craftsmen & Foremen 
Operatives 
Laborers 

Service Workers 

Apprentices 

5,273 
4,364 
3,339 

3,520 

3,435 

67.1 
61.8 
43.9 

70.2 

49.1 

3,705 
3,562 
3,190 

2,605 

Not Re
ported 

52.5 
57.3 
41.4 

62.6 

Not Re
ported 

3,115 
2,481 
1,829 

1,522 

Not Re
ported 

61.6 
51.6 
41.7 

50.4 

Not Re
ported 

2,481 
1,916 
1,733 

1,515 

Not Re
ported 

48.9 
54.9 
35.2 

53.5 

Not Re 
ported 

* Median Earnings are in dollars. 

SOURCE: 1960 Census, Department of Commerce, V61. I, Characteristics of Population, Part 22, 
Maryland, Table 129. 
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TABLE 4 

INDUSTRY OF THE EMPLOYED BY RACE — 1959 

Industry 
Other Percent 

Total White Negro Races* Negro 

Construction 

Primary Iron and 
Steel Industry 

Transportation 

Retail Trade 

Medical Services 

Communication 

Insurance and Real 
Estate 

Finance 

36,552 29,361 7,147 

33,492 23,757 9,705 

3,749 3,460 289 

10,773 9,445 1,324 

44 

30 

30,880 24,313 6,563 4 

51,388 42,454 8,770 164 

9,334 6,783 2,397 154 

0 

4,603 4,382 208 13 

19.5 

29.0 

21.2 

17.1 

26,1 

7.7 

12.3 

4.5 

* The representation of "other races" in the SMSA is so small that for 
statistical and analytical purposes only white and Negro need be shown. 

SOURCE: 1960 Census, Department of Commerce, Vol. I, Characteristics 
of Population, Part 22, Maryland, Table 129. 
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TABLE 5 

EMPLOYMENT PATTERNS BY INDUSTRY, OCCUPATION AND RACE 
IN 1966 (EEO Data) 

ALL INDUSTRIES 

ff J 

£ 

Total Employees 

Total Negro Employees 

Percent Negro Employees 

Occupation 

White Collar 

Officials & Managers 
Professionals 
Technicians 
Sales Workers 
Clerical 

Blue Collar 

Craftsmen 
Operatives 
Laborers 

Service Workers 

SOURCE: EEO Survey Data, 

295,360 

51,316 

17.3 

All 
Employees 

124,530 

23,420 
17,944 
13,721 
19,068 
50,377 

170,830 

47,652 
72,792 
28,138 

22,248 

1966. 

% of All 
Employees 

42.1 

8.0 
6.0 
4.6 
6.4 

17.0 

57.8 

16.1 
24.6 
9.5 

7.5 

Negroes 

5,004 

366 
273 

1,058 
840 

2,467 

46,312 

3,149 
18,033 
13,727 

11,403 

Percent 
Negro 

4.0 

1.5 
1.5 
7.7 
4.4 
4.8 

27.1 

6.6 
24.7 
48.7 

51.2 
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Table 

PRIMARY METAL 

Total Employees 

Total Negro Employees 

Percent Negro Employees 

Occupation 

White Collar 

Officials & Managers 

Professionals 

Techicians 

Sales Workers 

Clerical 

Blue Collar 

Craftsmen 

Operatives 

Laborers 

Service Workers 

"™ 

6 

INDUSTRIES 

33,496 

Total 

7,070 

3,093 

571 

597 

117 

2,692 

26,426 

6,863 

12,818 

6,142 

603 

9,597 

28.6 

Number Negro 

115 

56 

0 

7 

0 

52 

9,482 

579 

4,601 

4,015 

287 

Percent Negro 

1.6 

1.8 

0 

1.1 

0 

2.0 

35.8 

8.4 

35.8 

65.3 

47.5 

SOURCE: EEO Survey Data, 1966. 
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Table 7 

RETAIL TRADE 

Total Employees 25,976 

Total Negro Employees 4,131 

Percent Negro Employees 15.9 

Occupation Total Number Negro Percent Negro 

White Collar 15,077 871 5.7 

Officials & Managers 2,442 56 2.2 

Professionals 214 1 .4 

Technicians 141 20 14.1 

Sales Workers 8,098 452 5.5 

Clerical 4,182 342 8.1 

Blue Collar 10,899 3,260 29.9 

Craftsmen 1,138 149 13.0 

Operatives 1,934 604 31.2 

Laborers 792 350 44.1 

Service Workers 7,035 2,157 30.6 

SOURCE: EEO Survey Data, 1966. 
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Total Employees 

Total Negro Employe 

Table 8 

FINANCE 

es 

Percent Negro Employees 

Occupation 

White Collar 

Officials & 
Managers 

Professionals 

Technicians 

Sales Workers 

Clerical 

Blue Collar 

Craftsmen 

Operatives 

Laborers 

Service Workers 

Total 

8,580 

1,537 

378 

140 

179 

6,346 

727 

16 

216 

6 

489 

9,307 

592 

6.3 

Number Negro 

378 

18 

1 

0 

0 

359 

214 

0 

35 

6 

173 

Percent Negro 

4.4 

1.1 

.2 

0 

0 

5.6 

29.4 

0 

16.2 

100.0 

35.3 

SOURCE: EEO Survey Data, 1966. 
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Table 9 

INSURANCE 

Total Employees 

Total Negro Employees 

Percent Negro Employees 

10,299 

336 

3.2 

Occupation Total Number Negroes Percent Negroes 

White Collar 

Officials & 
Managers 

Professionals 

Technicians 

Sales Workers 

Clerical 

Blue Collar 

Craftsmen 

Operatives 

Laborers 

Service Workers 

9,944 

1 

2 

4 

, 2 4 0 

996 

264 

, 6 7 0 

, 4 7 4 

355 

49 

45 

8 

253 

206 

9 

3 

4 

43 

147 

130 

0 

2 

0 

128 

2.0 

.7 

.3 

1.5 

1.6 

3.0 

36.6 

0 

4.4 

0 

.50.5 

SOURCE: EEO Survey Data, 1966. 
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Table 10 

MEDICAL SERVICES 

Total Employees 13,97 6 

Total Negro Employees 5,826 

Percent Negro Employees 41.6 

Occupation Total Number Negroes Percent Negroes 

White Collar 7,384 1,064 14.4 

Officials & 
Managers 418 10 2.3 

Professionals 1,182 38 3.2 

Technicians 3,489 580 16.6 

Sales Workers 6 0 0 

Clerical 2,289 436 19.0 

Blue Collar 6,592 4,762 72.2 

Craftsmen 297 28 9.4 

Operatives 738 399 54.0 

Laborers 205 164 80.0 

Service Workers 5,352 4,171 78.0 

SOURCE: EEO Survey Data, 1966. 
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Table 11 

CONTRACT CONSTRUCTION 

Total Employees 4,311 

Total Negro Employees 930 

Percent Negro Employees 21.5 

Occupation Total Number Negroes Percent Negroes 

White Collar 1,083 13 1.2 

Officials & 
Managers 438 9 2.0 

Professionals 94 1 1.0 

Technicians 179 1 .5 

Sales Workers 43 0 0 

Clerical 329 2 .6 

Blue Collar 3,228 917 28.4 

Craftsmen 1,305 85 6.5 

Operatives 1,025 219 21.3 

Laborers 842 593 70.4 

Service Workers 56 20 35.7 

SOURCE: EEO Survey Data, 1966. 
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Table 12 

TRANSPORTATION 

Total Employees 28,430 

Total Negro Employees 5,478 

Percent Negro Employees 19.2 

Occupation Total Number Negroes Percent Negroes 

White Collar 7,384 99 1.3 

Officials & 
Managers 1,461 41 2.8 

Professionals 405 0 0 

Technicians 354 3 .8 

Sales Workers 607 8 1.3 

Clerical 4,557 47 1.0 

Blue Collar 21,046 5,379 25.5 

Craftsmen 5,931 256 4.3 

Operatives 8,783 2,103 24.0 

Laborers 5,618 2,730 48.5 

Service Workers 714 290 40.6 

SOURCE: EEO Survey Data, 1966. 
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Table 13 

COMMUNICATION 

Total Employees 12,229 

Total Negro Employees 659 

Percent Negro Employees 5.3 

Occupation Total Number Negroes Percent Negro 

White Collar 

Officials & 
Managers 

Professionals 

Technicians 

Sales Workers 

Clerical 

Blue Collar 

Craftsmen 

Operatives 

Laborers 

Service Workers 

8,399 

1,481 

894 

413 

145 

5,466 

3,830 

3,414 

230 

0 

186 

297 

12 

11 

2 

0 

272 

362 

58 

142 

0 

162 

3.5 

.8 

1.2 

.4 

0 

5.0 

9.4 

1.6 

61.7 

0 

87.0 

SOURCE: EEO Survey Data, 1966. 
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Table 14 

ANNE ARUNDEL COUNTY EMPLOYMENT BY OCCUPATION 
AND RACE IN 1966 (EEO DATA) 

All Industries 

Total Industries 21 
Number of Establishments 63 
Total Employees 7,184 
Total Negro Employees 1,006 
Percent Negro Employees 14.0 

Occupation Total % of Total # Negro % Negro 

White Collar 

Officials & Managers 

Professionals 

Technicians 

Sales Workers 

Clerical 

Blue Collar 

Craftsmen 

Operatives 

Laborers 

Service Workers 

3,633 

740 

722 

449 

598 

1,124 

3,551 

776 

1,595 

227 

953 

50.5 

10.3 

10.0 

6.2 

8.3 

15.6 

49.4 

10.8 

22.2 

3.1 

13.2 

77 

9 

7 

16 

15 

30 

929 

35 

266 

115 

513 

2.1 

1.2 

1.0 

3.5 

2.5 

2.6 

26.1 

4.5 

16.6 

50.6 

53.8 
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Table 15 

HOWARD COUNTY EMPLOYMENT BY OCCUPATION AND 
RACE IN 1966 (EEO DATA) 

All Industries 

Total Industries 
Number of Establishments 
Total Employees 
Total Negro Employees 
Percent Negro Employees 

9 
19 

1,743 
187 

10.7 

Occupation Total % of Total # Negro % Negro 

White Collar 

Officials & Managers 

Professionals 

Technicians 

Sales Workers 

Clerical 

Blue Collar 

Craftsmen 

Operatives 

Laborers 

Service Workers 

846 

160 

172 

225 

68 

222 

897 

255 

440 

126 

76 

48.5 

9.1 

9.2 

12.8 

3.9 

12.7 

51.4 

14.6 

25.2 

7.2 

4.3 

11 
2 

1 

9 

0 

0 

175 

8 

73 

72 

22 

1.4 

1.2 

.5 

4.0 

0 

0 

19.5 

3.1 

16.5 

57.1 

29.0 
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Table 16 

WORKFORCE OF UNIONS AFFILIATED WITH THE BALTIMORE 
BUILDING AND CONSTRUCTION TRADES' COUNCIL 

HAVING APPRENTICESHIP PROGRAMS - APRIL 1967 

Union Total # Negro % Negro 

Asbestos Workers Local #1 

Boilermakers Local 193 

Bricklayers Local 1 

Carpenters Local 101 

Carpenters Local 544 

Cement Mason Local 43 

Electrical Workers L.B.E.W. 
Local 24 

Elevators Constructors Local 7 

Operating Engineers Local 37 

Iron Workers Local 16 

Painters & Paperhangers Local 1 

Plasterers Local 155 

Plumbers Local 48 

Roofers Local 80 

Sheet Metal Workers Local 122 

Sprinkler Fitters Local 536 

Steam Fitters Local 438 

Tile and Terrazo Workers 4 

Lead Burners Local 546 

Wood Fire and Metal Lathers 75 

TOTAL 

240 

3 20 

600 

2,400 

100 

200 

1,300 

150 

1,400 

500 

450 

80 

550 

185 

600 

65 

900 

70 

23 

80 

0,213 

0 

0 

70 to 

0 

100 

100 

8 

2 

100 

0 

100 

0 

0 

125 

0 

1 

1 

0 

0 

0 

607 to 

80 

617 

0 

0 

11.7 to 13.3 

0 

100 

50.0 

.6 

1.3 

7.1 

0 

22.2 

0 

0 

67.5 

0 

1.5 

.1 

0 

0 

0 

5.9 
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Table 17 

METROPOLITAN BALTIMORE POPULATION - 1965 

Howard 

Anne Arundel 

Baltimore County 1/ 

Baltimore City 2/ 

Maryland 

Total 

47,710 

256,180 

561,690 

930,000 

3,521,000 

# Neqro 

4,640 

33,430 

17,350 

378,000 

598,000 

% Neqro 

9.7 

13.0 

3.1 

41.0 

17.0 

\J Maryland State Department of Health, Division of Bio-
Statistics - 08-19-66. 

_2/ "Negro Population 1965 Estimates, 1970 Projections," 
Center for Research in Marketing, RFD #3, Peekskill, 
New York - 02/66. 

GSA DC 69-4819 


