
GAO 
L!nited States Generat Accounting Office 

Report to Congressional Requestors . 

October 1989 EQUALEMPLOYMENT 
OPPORTUNITY 
Women and Minority 
Aerospace Managers 
and Professionals, 
1979436 

. 





GAO United States 
General Accounting Office 
Washington, D.C. 20548 

Human Resources Division 

R-228734 

October 26. 1989 

The Honorable Augustus F. Hawkins, Chairman 
Committee on Education and Labor 
House of Representatives 

The Honorable Matthew G. Martinez, Chairman 
Subcommittee on Employment Opportunities 
Committee on Education and Labor 
House of Representatjvcs 

The Honorable Ronald 1’. I)ellums, Chairman 
Subcommittee on Military Installations and Facilities, 

Committee on Armed Services 
House of Representatives 

The Honorable Mervyn M. Dymally 
House of Representatives 

The Honorable Patricia Schroeder 
House of Representatives 

The Honorable Edward R. Roybal 
House of Represcntativt,s 

As requested in your let,t.er of January l&1988, we have examined 
national data on equal employment opportunity (EEO) among govern- 
ment contractors in the aerospace industry. Over time, the House Com- 
mittee on Education and Labor, which has oversight responsibility for 
enforcing KF:O laws, has received numerous complaints on EEO matters 
from aerospace industry clmployees. A 1988 report by the Committee’s 
majority staff,’ based on a study done by the Congressional Research 
Service, noted EEO problems in eight large Los Angeles-area aerospace 
companies. 

In addressing your request, we examined national EEO data on aerospace 
industry’ contractors, seeking to learn whether 

‘Iloasc Cnmmittw on Education and Labor. A Report on EEO and Affirmative Action in the Southern 
C;diforma Aerospace Indnstv. Trial ho 100-Y. 100th Congress, 2d Session (1988). 
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1. representation of minorities and women in the aerospace industry has 
changed over time and 

2. the representation of minorities and women in aerospace reflects their 
representation in the labor force. 

We also attempted to learn whether minorities and women in aerospace 
receive pay similar to that received by white men for similar work. 

In looking at trends in the employment status of women and minorities,” 
we focused on the 1979-86 period (1986 data were the latest available 
when we did our review). Our responses to your questions are limited, 
however, by the adequacy of the data available for the comparisons 
needed. 

Background The aerospace industry primarily produces aircraft, space vehicles, and 
missiles, and in 1986 it employed on average 1.27 million workers 
nationwide. About 62 percent of its products and services that year 
were purchased by the federal government, up from 49 percent in 1979.4 
Federal aerospace purchases totaled $6.4 billion in 1979, increasing to 
$27 billion in 1986 and $30.7 billion in 1987.5 

With respect to EEO, the industry is subject to title VII of the Civil Rights 
Act of 1964” and Executive Order 11246 of 1966.7 The former prohibits 
employment practices based on race, color, religion, sex, or national ori- 
gin; the latter specifies that every government contract must include 
provisions prohibiting preference in employment on the same bases. 

‘In this report, we discuss three minority groups: blacks, Hispanics, and Asians As the proportion of 
Native Americans in aerospace employment was too small to properly analyze (0.6 percent in 1979 
and 0.5 percent in 1986), we did not include this group in most discussions of minorities. 

‘Aerospace Industries Association, Aerospace. Facts and Figures, 1987-88. 

“Federal Procurement Data Centw, General Services Administration. Figures are not adjusted for 
inflation or other factors. 

I;42 1M.C. zoooe (1988, 

‘41 C.F.K section 60(1RSX) reprmted in 42 U.S.C. 2000e. 
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Written affirmative action plans are required of federal contractors and 
others with 50 or more employees and contracts of $50,000 or more.” 

Two government entities monitor and enforce civil rights legislation 
relating to aerospace companies with federal contracts. The entities are 
(1) the Equal Employment Opportunity Commission (EEOC), the lead 
agency, and (2) the Office of Federal Contract Compliance Programs 
(OFCCP) in the Department of Labor’s Employment Standards Adminis- 
tration Both investigate complaints and review compliance. IXOC inves- 
tigates individual complaints, while OFCCP investigates systemic or class 
allegations. They jointly collect legally required EKI information from 
employers and maintain a nationwide MO database (discussed below), 
which we used in this st,udy. 

Methodology For this report, we obtained data from the federal Joint Reporting Com- 
mittee,“’ the Department of Commerce’s Bureau of the Census, and the 
General Services Administration’s Federal Procurement Data Center. 

To determine the proportions of minorities and women employed in the 
aerospace industry in various job categories between 1979 and 19% 
[study question 1), we used the .Joint Reporting Committee’s national 
EEO database. It represents about one-third of the civilian labor force, 
which includes all individuals employed, plus those not employed but 
seeking work. The database contains information on only (1) private 
employers with 100 or more employees who are subject to title VII of 
the Civil Rights Act of 1964 (as amended) and (2) federal contractors 
with 50 or more employees that have government contracts amounting 
to $50,000 or more. Also, we selected from t.he database only aerospace 
companies with $1 million or more in federal contracts. (For details on 
our sources of data and methods of analyses, see app. I). 
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To learn whether the representation of minorities and women in aero- 
space reflected their representation in the labor force (study question 
2), we compared them with the remainder of the Joint Committee’s 
national EEO database other than the aerospace establishments we 
selected for this study.” This analysis may favor aerospace companies 
in that it compares them with similarly sized companies that may not 
have better EEO profiles, rather than with the full civilian labor force. 
We could not use the civilian labor force as a comparison group because 
the Census data on which it is based do not include each minority group, 
broken out by gender, for each year from 1979 to 1986. 

Although the national EEO database contains information on nine broad 
job categories (managers professionals, technicians, sales workers, 
office/clerical workers, craft workers, semiskilled workers, laborers, 
and service workers) it does not cover specific job titles, e.g., mechanical 
engineers or accountants. In examining such broad categories, there is a 
risk of comparing highly specialized “professionals” from the aerospace 
industry (which may have unusual requirements) with a broad mix of 
“professionals” in the national EEO database. The labor pools may be 
dissimilar. We lacked sufficient information on the relevant labor pools, 
such as engineers, from which aerospace companies draw their employ- 
ees. Industry representatives cited the scarcity of minorities and women 
in the hiring pools, particularly in technical fields as the main reason 
their represemation did not increase during the period. 

We made these broad comparisons, however, because (1) these were the 
categories available, (2) federal oversight agencies use these data in 
their enforcement of equal employment, opportunity, and (3) data were 
not available from the aerospace industry on the specific job titles, such 
as electrical engineer or accountant, covered by the broad job categories. 
While reviewing all nine aerospace job categories available in the EEO 

database, we focused on managers and professionalsl~ This was primar- 
ily because the Committee on Education and Labor had received the 
most complaints from employees in those categories and expressed the 
most interest in them. 
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For both of the first two issues you asked us to address, we used the 
Joint Committee’s EEO database to calculate descriptive statistics (num- 
bers and percentages) on minorities and women from 1979 to 1986 in 
various broad job categories. In addition to examining all aerospace 
establishments’:’ nationwide, we looked at small, medium. and large 
aerospace establishments nationwide, and establishments in the two 
largest local aerospace job markets-Los Angeles and Seattle. We then 
c*ompared the representation of minorities and women in aerospace jobs 
with their representation in the national EM database over time for the 
nation and for Los Angeles and Seattle. We analyzed the data by racial/ 
ethnic group (whites, blacks, Hispanics, and Asians), by gender, and (at 
the greatest level of detail available in the database), by racial/ethnic 
groups of women and men, such as black women and Hispanic men. 

Concerning the third study question, regarding pay similarities, we 
found no nationwide database with which to compare aerospace salaries 
rtMved by minorities and women and those received by white men for 
similar work. Consequently, we developed case studies of compensation 
equity and employment representation in four establishments of the 
largest aerospace companies, using data on managers and professionals 
provided by the companies for the period 19798’7. Two limitations of 
these data should be kept in mind when evaluating the results reported 
in tht, next section: 

1. The data are not representative of the 372 establishments that we 
identified as being in the aerospace industry. 

2. Even within the four cases, we could not draw conclusions because we 
were unable to account for employees’ education or years of experience, 
factors that frequently affect salary. 

Our results are summarized in this letter and presented in more detail in 
the appendixes. Because of t,ime limitations, we did not independently 
verify the data collected from the nationwide databases or the four 
establishments where we did case studies. Otherwise, our review, done 
b(%wccn April and Deccmbcr 1988, was carried out in accordance with 
gemrally accepted government auditing standards. 
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Results Considering the nine job categories in the EEO database as a whole, 
minority groups and women increased slightly in aerospace employment 
nationwide between 1979 and 1986 (see fig. 1). 

Figure 1: Total, Minority, and Female 
Employees in the Aerospace Industry 
Nationwide (1979.86) 700 Employee3 In Thousands 
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Most Racial/Ethnic Groups During the 1979% period, blacks, Hispanics, and Asians as groups 

Were Less Represented in across all job categories had less representation in the aerospace indus- 

Aerospace Industry When try than in the national MO database (see app. III for details). Asians 

Compared With the doubled in rcprcstntation (although remaining a small percentage), 

National EEO Database 
while the other minority groups progressed slightly. 

Our other findings on racial/ethnic groups in the aerospace work force 
during the 197986 pcariod include the following: 

. As of 1986, of the total aerospace employees nationwide, 83 percent 
were whites. about 8 percent blacks, about 5 percent Hispanics, about 
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3 percent Asians, and fewer than 1 percent Native Americans. These 
percentages had remained relatively the same since 1979. 

l Also in 1986, blacks comprised 3.2 percent of aerospace industry mana- 
gers, less than their representation in the national EEO database 
workforce-4.7 percent. Asians were more represented (1.9 percent in 
aerospace, 1.5 percent in the national EEO database), and Hispanics had 
the same representation-2.5 percent-in both. These proportions 
changed little over the period. 

l Among professionals, blacks, Hispanics, and Asians increased their rep- 
resentation in comparison with their national counterparts. But in 1986, 
blacks remained at a lower representation, 3.8 percent, than the 4.7 per- 
cent in the national EEO database, while Hispanics (3.1 and 2.1 percent) 
and Asians (5.4 and 4.3 percent) were more represented in aerospace 
than in the national Em database. (See fig. 2). 

Figure 2: Representation of Aerospace 
Minority Managers and Professionals 
Natfonwlde Compared With the National ParcmlDilfw*nw 
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l Size of establishment generally made little difference in EEO patterns for 
racial/ethnic minorities in management and professional jobs. 

l Of minority managers and professionals in our four case studies, Asians 
were best paid on average relative to white men, ranging from 88 to 96 
percent of white men’s salaries in 1987, followed by Hispanics (at 80-89 
percent) and blacks (74-87 percent). We were unable to account for edu- 
cation and years of experience. (For complete data on the percentage of 
the average white males’ salaries that minority groups earned, along 
with comments by the companies, see app. IV). 

Women Made Some Gains, While women in aerospace made some gains between 1979 and 1986, 

but Generally Lagged they were less represented as managers and professionals than in the 

Behind Men national EEO database and paid less on average than white men in our 
four case studies. Again, we were unable to account for education or 
years of experience. (For specifics on women’s EEO patterns, see app. V). 
In aerospace during the period examined: 

a Women increased from 2 1 to 25 percent of the aerospace work force 
between 1979 and 1986, although they were 45 percent of the workers 
in the national EEO database (40 percent in 1979). 

l Women predominated in office/clerical jobs, holding three-quarters of 
them in 1986. Women were least represented in managerial, profes- 
sional, and craft jobs. 

l While women’s share of managerial and professional jobs almost 
doubled, they were still a marked minority, achieving 7.3 percent of 
managerial and 16.3 percent of professional jobs by 1986. Women in the 
national EEO database achieved 18.7 percent of managerial and 38.1 per- 
cent of professional jobs by 1986. (See app. VI for detailed data on aero- 
space employment by job category, gender, and race/ethnicity). 

l All racial/ethnic groups of female aerospace managers and professionals 
were substantially less represented in relation to the national EEO data- 
base. Although women increased in managerial and professional aero- 
space jobs, white women accounted for most of the increase. The 
percentage of white women almost doubled from 3.4 to 6.2 percent of 
managers, while in the national EEO database the percentages were 16.3 
and 22.3. Black, Hispanic, and Asian female managers in the aerospace 
industry each remained at or below 0.6 percent. These groups were at 
1.9,0.8, and 0.5 percent in the national EEO database in 1986. From 1979 
to 1986, white females increased from 7.0 to 13.4 percent of profession- 
als in the aerospace industry, but from 32.5 to 39.6 percent of profes- 
sionals in the national EEO database. Black females increased from 0.5 to 
1.1 percent of aerospace professionals, Hispanic females from 0.3 to 0.6 
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percent, and Asian females from 0.3 to 1.1 percent. In the national EEO 
database as of 1986, black females were at 2.8 percent of professionals, 
Hispanic females at 0.9 percent, and Asian females at 1.9 percent. 

. The size of the aerospace firm or establishment made little difference in 
EEO patterns by gender, although women and white women who were 
managers fared somewhat better in small aerospace establishments. 

. Female managers and professionals earned less on average than white 
men at our four case study firms, although the gap narrowed from 1979 
to 1987. In 1987, among managers, females’ average salaries ranged 
from 72 to 83 percent of those for white males; among professionals, 
from 75 to 82 percent. When we examined average salaries for entry-, 
middle-, and upper-level managerial women in two establishments, we 
found that the disparity from white men was less at the entry and mid- 
dle levels than in the managerial category overall. In both establish- 
ments, there were too few upper-level women to make this comparison 
and too few minority women managers to make the comparison by 
minority group. 

Most Groups of Minority In 1986, white men comprised at least two-thirds of the employees in 

Men Increased in five of nine aerospace job categories nationwide (managers, craft work- 

Representation, but ers, professionals, salespeople, and technicians). (For specifics on the 

Proportions Remained Low EEO patterns of male racial/ethnic groups, see app. VII.) 

Examining racial/ethnic EEO patterns among men in aerospace for the 
1979-86 period, we found that: 

. Black, Hispanic, and Asian male managers increased their percentages 
slightly, but their proportions remained low. In 1986, blacks comprised 
2.7 percent of managers, Hispanics 2.2 percent, and Asians 1.7 percent. 
Compared with managers in the national EEO database, Asian, white? 
and Hispanic men in the aerospace industry had better representation, 
while black men were less represented. 

l Black and Hispanic males stayed nearly the same, about 2.4 percent of 
professionals, but the Asian males’ share increased by nearly half to 4.3 
percent in 1986. Compared with professionals in the national EEO data- 
base, all three groups in the aerospace industry were better represented. 

At the four aerospace establishments that gave us salary data, the aver- 
age salaries of male minority managers and professionals were less than 
those of white men from 1979 to 1987. Average salaries for black male 
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managers ranged from 75 to 86 percent of those for white male mana- 
gers in 1987, for Hispanic male managers from 81 to 88 percent, and for 
Asian male managers from 90 to 97 percent. 

Among aerospace professionals, the average salaries of black males 
ranged from 85 to 91 percent of those for white males in 1987. The 
range for Hispanic male professionals was 87-92 percent and for Asian 
male professionals, 95-100 percent. 

When we examined average salaries according to levels of managers for 
minority men in two establishments, we noted that the difference 
between white men at the entry and middle levels, and in one case at the 
upper level, was less than that for managers overall. Only one establish- 
ment had enough upper-level managers who were minority men to make 
this comparison. 

Local Aerospace In addition to calculating descriptive statistics for minorities and 

Employment: Los Angeles women, we analyzed employment patterns for aerospace managers and 

and Seattle professionals in Los Angeles and Seattle by comparing minority groups 
and women in these job categories with the Los Angeles and Seattle por- 
tions of the national EEO database. In discussing the results of these 
analyses, we highlight findings that differed from the results of our 
comparison of the nationwide aerospace industry with the national Em 
database. (See app. VIII for a discussion of these results.) Among our 
findings on the aerospace industry in these markets for this period were 
the following: 

l Los Angeles had higher percentages of minority managers and profes- 
sionals than the aerospace industry nationwide, but except for Asians 
Seattle had lower proportions. However, Los Angeles minority managers 
and professionals were less represented than in the Los Angeles portion 
of the EEO database. In Seattle, all groups but Hispanic and Asian profes- 
sionals were less represented than in the Seattle portion of the EEO data- 
base. In contrast, when comparing minorities nationwide with the 
national EEO database, only blacks were less represented as managers 
and professionals. 

l Women comprised a higher percentage of aerospace managers and pro- 
fessionals in Los Angeles than in the aerospace industry nationwide and 
their percentage had increased at a faster rate. Nevertheless, as we 
found for national aerospace women, in comparison to the national EEO 
database Los Angeles aerospace women were less represented relative to 
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the Los Angeles portion of the national EEO database. In Seattle, the pro- 
portion of women declined sharply in the early 1980s but has been grad- 
ually increasing since then. Women in Seattle aerospace were also less 
represented relative to the Seattle portion of the national EEO database. 

. In the Los Angeles aerospace industry, the representation of minority 
female managers and professionals was less than their representation in 
the national EEO database. These Los Angeles minority women were less 
represented in relation to their local area at about the same level as 
national minority women were less represented relative to the national 
EEO database. Very few minority female managers and professionals 
were employed in the Seattle aerospace industry in the early years of 
the period studied, although their numbers increased slightly by 1986. 
They were less represented than in the Seattle portion of the national 
EEO database. These Seattle minority women were substantially less rep- 
resented in relation to their local area than national minority women 
were in relation to the national EEO database. 

Unless you publicly announce its contents earlier, we plan no further 
distribution of this report until 30 days from its issue date. At that time, 
copies will be made available to the Chairman of the EEOC, the Director 
of the OPCCP, interested congressional committees, and others upon 
request. 

The major contributors to this report are listed in appendix IX. 

Sincerely yours, 

Linda G. Morra 
Director, Select Congressional Studies 
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GAO’s Sources of Data and Methods of Analysis 

To perform this study. we obtained and analyzed nationwide equal 
employment opportunity data from files maintained by the federal Joint 
Reporting Committee. This independent committee consists of represent- 
atives of the Equal Employment Opportunity Commission and the Office 
of Federal Contract Compliance Programs, both of which use the infor- 
mation to monitor EEO compliance. 

In addition, we used information from the Bureau of the Census in the 
Department of Commerce and the Federal Procurement Data Center of 
the General Services Administration. Our data on salaries were drawn 
from case studies we conducted of four large aerospace establishments. 

Companies in EEO 
Database Self- 
Classified 

Information in the Joint Reporting Committee’s national EEO database is 
obtained from (1) U.S. employers with 100 or more employees and (2) 
federal contractors with 50 or more employees and contracts of $50,000 
or more. Under title VII of the Civil Rights Act of 1964, as amended, 
employers must submit annual data on the sex, race, and ethnicity of 
their employees. Such data are required for nine job categories (mana- 
gers, professionals, technicians, sales personnel, laborers, and office and 
clerical, craft, semiskilled, and service workers). Also, employers must 
identify their type of business, using Department of Commerce standard 
industrial classific*ations. The Joint Committee’s national EEO database 
does not fully represent the civilian labor force, which includes all those 
employed plus those not employed but seeking work. On the basis of 
1980 data, the national E:EO database represents about one-third of the 
civilian labor f0rc.e and about one-half of private employers. 

To gather aerospace industry data from the national EEO database, we 
used a three-step process: 

1. We selected only company establishments that had identified them- 
selves in 1986 with either of two standard industrial classifications: air- 
craft and parts or guided missiles and space vehicles and parts. Because 
we had to rely on the primary self-classification of the companies, some 
that performed aerospace-related work but were classified under other 
categories (such as c’omputers or electronics) were not included in this 
study as aerospac3e companies. 

2. We then matched employer identification codes with those in the Fed- 
eral Procurement Data Center’s databases for 1986 to determine which 
establishments were part of companies that received federal contracts 
totaling at least I1 million. 
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3. By tracking the 372 company establishments thus selected (referred 
to in this report as aerospace establishments) from the Joint Reporting 
Committee’s database. we obtained their 1979-86 EEO data. 

For some analyses, we stratified the aerospace establishments by 
number of employees into small (50 to 999 employees), medium (1,000 
to 9,999). and large ( 10,000 or more). 

EEO Database Used 
for Labor Market 
Comparison 

~___ 
Although usually Bureau of the Census data are drawn upon in analyses 
of the “labor market”. such data were unavailable at the level of detail 
we required, that is, for men and women of various racial and ethnic 
groups in various job categories from 1979 to 1986. For our labor mar- 
ket comparison with the aerospace IXO data that we had identified, 
therefore, we used another source. This was the remainder of the Joint 
Reporting Committee’s national EEO database containing 33.6 million 
employees nationwide in 1979 and 3 1.9 million in 1986 (see app. II for 
specifics on both the .Joint Reporting Committee’s and Bureau of the 
Census’ work force data for 1980). In this report, we refer to these 
employees as the “national MO database.” We used the same national 
ISO database to make labor market comparisons in Los Angeles and 
Seattle. 

The .Joint Committee’s national EEO database includes information on 
nine broad job categories, such as managers and professionals, but not 
on specific job titles, such as mechanical engineers or accountants. Cau- 
tion must be used when examining comparisons of such broad catego- 
ries, particularly in the case of an industry such as aerospace, which 
may have unusual demands for highly specialized workers. For exam- 
ple. one risks comparing specialized “professionals” from aerospace to a 
broad mix of “professionals” in the national EEO database. In short, the 
relevant labor pools for aerospace “professionals” may not be the same 
as for “professionals” in I hta rest of the national E:EO database. 

Notwithstanding. we LISN~ these broad comparisons because (1) these 
were the categories available, (2) federal oversight agencies use these 
data in their wo enforcement activities, and (3) data were unavailable 
from the aerospace industry on specific job titles, such as electrical engi- 
neers or accountants, covered by the broad job categories, Although we 
obtained data on nim broad job categories, we focused on t,wo-mana- 
gers and professionals--because the House Committee on Education and 
Labor received the most complaints from employees in those categories 
and cxprcssed particular intcrrst in them. 
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Data on Percentage of We obtained data on the numbers of minorities and women among recent 

Engineers in 
Aerospace Lacking 

bachelor-level engineering graduates from the American Society of Engi- 
neering Councils. Such graduates may be viewed as constituting the pool 
of entry-level workers for scientific and technical positions in the indus- 
try, according to aerospace officials. However, aerospace industry rep- 
resentatives lack data on the proportion of professionals and managers 
who are engineers. Thus, we could not adjust for representation in the 
engineering graduate pool. 

Local Labor Markets 
Analyzed 

Case Studies on Salary 
Developed 

Analyses Presented 

To learn whether the representation of minorities and women in the 
aerospace industry reflected their representation in the local geographic 
areas of the national EEO database, we analyzed data for Los Angeles 
and Seattle (which had the largest concentrations of aerospace employ- 
ees) the same as we did for the national EEO database. We discuss the 
results in terms of our findings from similar nationwide analyses. To 
avoid repetition, however. we present graphic depictions in this report 
only when the local findings differed from the national results. 

No nationwide salary database exists for us to use in conjunction with 
EEO and employment classification data. Therefore, the House Commit- 
tee on Education and Labor asked that we examine compensation equity 
through case studies of four aerospace establishments located in a large 
metropolitan area. To do so, we reviewed company-provided compensa- 
tion and EEO data for all employment categories, but focused our report- 
ing on two categories-managers and professionals. 

Discussions with officials of the four companies and review of materials, 
such as parts of affirmative action plans and descriptions of special pro- 
grams to assist women and minorities, completed our case study work. 
Because these case studies were intended as illustrations of EEO issues 
and not as audits of these companies’ EEO compliance, we do not reveal 
the identity of the companies either directly or indirectly. (Conceivably, 
companies could be identified indirectly through certain data, such as 
the number of employees or their location; therefore, we have not pre- 
sented this information.) The results of these case studies cannot be con- 
strued as being representative of the entire aerospace industry. 

For both of the first two issues we addressed, we used the Joint Commit- 
tee’s EEO database to c,alculate descriptive statistics; that is, numbers 
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and percents of minorities and women from 1979 to 1986 in the aero- 
space industry in various broad job categories. We looked at (1) all 
establishments nationwide; (2) small, medium, and large aerospace 
establishments nationwide; and (3) establishments in the two largest 
local aerospace job markets-Los Angeles and Seattle. We then com- 
pared the representation of minorities and women in aerospace jobs 
with their representation in the remainder of the national EFB database 
over time, and for the Los Angeles and Seattle portions of the national 
EEO database. We analyzed the data by racial/ethnic groups (whites, 
blacks, Hispanics, and Asians), by gender, and (at the greatest level of 
detail available in the dat.abase) by racial/ethnic groups of women and 
men, such as black women and Hispanic men. 
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Distribution of Employees in the Nation: EEO 
Database and Census Data Compared by 
Gender, Raee/Ethnicity, and Job Category 

In comparing EEO data for a minority group or industry, one frequently 
used source of labor market information is Bureau of the Census labor 
data. However, we did not use Census information because it lacked the 
level of detail we required for the years covered in our review. Instead, 
we used the remainder of the Joint Reporting Committee’s national EEO 
database (described in app. I) after we had selected aerospace 
contractors. 

But similarities exist in many categories of both databases, despite sev- 
eral methodological differences between them, as table II.1 shows. For 
example, the Census data are self-reported by employees working in 
companies of all sizes, while the Joint Reporting Committee data are 
employer-reported from companies with more than 100 employees (or 
50 employees if federal contractors). 
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Table 11.1: Distribution of Employees in the Nation: EEO Database and Census Data Compared by Gender, Race/Ethnicity, and 
Job Category (1980) 
All figures are percents -- 

Total Nonminority Black Hispanic Asian 
Census Census Census Census Census 

labor EEO labor EEO labor EEO labor EEO labor EEO 
force database force database force database force database force database - 

Total employed civilian labor force - ~~~ 
Totals 100.0 1000 82 2 81 .O 9.9 11 6 57 54 1.6 15 

Men 575 58.8 47.9 48.3 50 61 3.4 3.3 0.9 08 
___- Women 42.5 41 2 34 3 32.7 4.9 55 2.3 2.1 0.8 0.7 

Officials and managers (11.6%/l 1 .O% of total workforce) ___-__ ~~. 
Totals 100 0 100.0 91 .o 92 5 4.2 4.0 3.1 2.2 1.3 1 .o -__ -~ _- 

Men 75.0 a1 3 68.9 75.9 26 2.8 23 17 1 .o 0.7 
Women 25.0 18 7 22 1 16.7 15 13 08 05 0.4 0.2 

Professionals (l&4%/9.3%) 
Totals 1000 1000 a7 1 89.9 7.0 44 3.0 1.9 2.5 3.6 __--. -. 

Men 520 61 9 46.3 565 2.4 1.9 1.5 12 1.5 2.1 
Women 48 0 38 1 40 a 334 4.5 2.5 1.4 0.7 1 .o 1.4 

Technicians (2.9%/5.4%) --_-~ __- 
Totals 100.0 1000 a43 849 83 8.8 3.8 35 30 25 _--- - 

Men 57.3 595 49 7 51.9 3.1 3.7 23 21 18 15 
Women 42.7 405 345---x0- 5:2 51 1.5 14 1.2 1 .o 

Sales workers (6.6%/9.0%) 
Totals 1000 1000 88 7 87.8 53 7.1 4.2 3.8 1.4 1 .o 

Men 48.5 473 440 42.1 19 28 18 18 06 0.5 
Women 51.5 528 447 457 34 44 23 2.1 08 0.i 

Office and clerical workers (17.0%/15.9%) .__ .__~ ~ ~ ~~ ~~ ~~ 
Totals 1000 1000 830 a2 1 99 11.2 5.0 4.6 1.6 1.7 --_ 

Men 229 172 18.3 136 26 20 14 1 .o 0.5 0.4 
Women 77 1 a2 9 647 68.5 72 92 36 3.6 1 1 Ii -____ 

Craft workers (12.1%/12.3%) __- 
Totals 100.0 1000 a5 7 a5 1 68 84 5.9 5.2 0.9 0.8 

Men 93.5 90.4 805 77 a 61 7.1 5.4 4.5 0.8 06 -__-__ 
Women 65 96 52 73 07 14 05 0.7 0.1 0.2 

Semiskilled workers (15.2%/20.2%) 
Totals 100.0 1000 75 1 750 138 162 a9 7.1 14 12 

Men 67.4 670 52 1 51.2 a7 10.3 5.5 4.6 0.6 0.5 
Women 32.6 33.0 23.1 23 8 51 5.9 3.4 2.5 0.8 0.6 

(continued) 
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Total Nonminority Black Hispanic Asian 
Census Census Census Census Census 

labor EEO labor EEO labor EEO labor EEO labor EEO 
force database force database force database force database force database 

Laborers (5.9%/7.9%) 
Totals 1000 1000 72 7 66 7 144 194 108 12 2 12 12 

Men 85 4 65 9 62 0 43 6 123 129 93 84 10 06 

Women 14.6 34 1 107 23.. 21 65 15 38 02 05 

Service workers (13.1 o/./9.1%) 
Totals 1000 1000 72 8 67 4 174 22 4 71 79 19 18 

Men 41 1 449 29 8 29~0 65 10.1 3.5 4.7 0.9 -0 9 

Women 58.9 55.1 430 38 4 109 124 3.6 3.3 IO 09 

Note This table excludes olhei raclal/ethnlc mlnortties because they accounted for a very small Peru 
centage I” most w&gores dnd we could not perform our study’s analyses on them For this reasc~n and 
because the numbers in this table have been rounded some categories may not total 100 percent 

Sources (1) Bureau of the Cerisws data were obtained from EEOC. which had reconfigured the data 
lrom the 12 Census lob calegorles ~nlo the none Jomt Reporting Committee lob categories The Census 
database for 1980 comprises 103 7 millon employees (2) The data on all lndustrles other than the 
aerospace contractors we selected were drawn from the Joint Reporting Committee’s database for 
1980 which contans 33 7 rn~ll~on nonaerospace employees 
“First percentage I” parentheses IS according to Census the second according to the Joint Reporting 
CommIttee National EEO database 
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Some Progress Made by Most Minorities in 
Filling Aerospace Industry Jobs 

Aerospace Industry 
Nationwide: Little 
Progress for Blacks 
and Hispanics 

By most measures, the racial/ethnic minority groups we studied (blacks, 
Irispanics, and Asians) were less represented in the aerospace industry 
than in the national EE:O database in 1986. Each group comprised under 
10 percent of the aerospace work force. Except for Asians, there was 
little improvement in minorities’ percentages in that industry between 
1979 and 1986, according to our analysis of NO data from the federal 
Joint Reporting Committee. The shares accounted for by blacks and His- 
panics varied little, while whites’ share decreased slightly. Asians 
doubled in percentage, although it was still low-3.2 percent. During 
this period, total aerospace employment increased by 58 percent, from 
430,383 workers in 1979 to (i78,780 in 1986 (see fig. 111.1). Among our 
other findings: 

Racial/ethnic minorities comprised a small percentage of aerospace 
managers and professionals during the period studied. In 1986, about 8 
percent were blacks, about 5 percent Hispanics, and about 3 percent 
Asians. 
In aerospace management positions, when compared with the national 
EEO database, blacks were less represented, while Hispanics and Asians 
were better represented over the period. 
Among aerospace professionals, blacks and Asians increased representa- 
tion when compared with the national FXO database, although blacks 
remained less represented and Asians became fully represented. 
Size of establishment generally made little difference in UN patterns for 
racial/ethnic minorities in aerospace management, and professional jobs. 
Minority managers and professionals in our aerospace case studies in 
1987 were paid less than white men in the same .jobs. Asians were best 
paid on average, followed by IIispanics and blacks. In some instances, 
Asians earned more on average than white males in such jobs. 

In aerospace employment nationwide, the percentage of blacks (8 per- 
cent) and Hispanics (5 percent) remained about the same between 1979 
and 1986, but the proportion of Asians almost doubled, from 1.7 to 3.2 
percent (see figs. 111.2 and 111.3). Whites comprised 84.8 percent of all 
aerospace employees in 1979 and 83.0 percent in 1986. 

Most aerospace employees worked as either professionals or craft work- 
ers in 1986. Whites comprised at least 88 percent of salespeople, mana- 
gers. and professionals (see table III. 1). Minorities were employed in a 
higher percentage of service, semiskilled, and laborer positions than 
other positions. Thesr patterns have changed little since 1979, as the 

Page 25 GAO/HRDSO.lG EEO in Aerospace Industry 



Appendix III 
Some Pmgress Made by Most Minorities in 
Filling Aerospace Industry Jobs 

Figure 111.1: Total Minority Employment in 
Aerospace Companies Nationwide (1979. 
86) 700 Employen In Thotmands 
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table indicates. Asians showed the most dramatic increases, nearly 
doubling in representation. Nevertheless, their share of aerospace jobs 
was small, rising from 1.7 to 3.2 percent. Asians usually were fully rep- 
resented in comparison with the EEO database in both the nation and two 
local areas--Los Angeles and Seattle (see table 111.2). 

Table 111.1: Predominant Race/Ethnicity of Aerospace Employees Nationwide, by Job Category (1979 and 1986) 
Percent of all aerosoace 

employees ’ Predominant 
Job category 1979 1966 race/ethnicity 1979 
Manaqers 12 13 White 94 

1966 
92 -.--- 

Professionals 26 30 White 91 88 
Techrwans 7 8 White 87 84 -__-- 
Sales workers <I Cl White 94 94 

Offlce/clerlcal 13 12 White 83 79 
Craft workers 21 19 White 85 83 
Semiskilled workers 17 15 White 72 71 
Laborers 2 2 White 74 77 
Service workers 1 2 White 65 66 
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Figure 111.2: Racial/Ethnic Groups in 
Aerospace Employment Nationwide 
(197986) 10 Perconf of Total Employees 
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Table 111.2: Distribution of Racial/Ethnic Groups in the Nation and Aerospace Industry (1979 and 1986) 

Representation (percent) 
Nationa Aerospaceb 

Racial/ethnic PopulationC EEO database National Los Angeles 
grow 1979 1986 1979 1986 1979 1986 1979 1986 

Seattle 
1979 1986 

White 86 85 81 79 85 83 74 71 92 90 

Black 12 12 12 12 8 8 12 11 2 4 

HIspanIc 5 8 5 6 5 5 9 11 2 1 

Asian 2 3 1 2 2 3 4 7 3 4 

%urce Joint Reporting Committee (EEO data on employees rema~mng after we selected aerospace 
establishments) 

‘Source Jolnl Reporting Commtttee (EEO data on aerospace Industry employees) 

‘Source Bureau of the Census (Data are collected from households according to Census crtterta for 
nonmutually exclusive rawI and ethnic categories Data in the Joint Reporting Committee database are 
collected from employers I” mutually excluwe categories ) 

Minority managers and professionals comprised less than 13 percent of 
aerospace employees in each category in 1986 [see fig. 111.4) 
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Figure 111.3: Total Aerospace 
Employment Nationwide, by Racial/ 
Ethnic Group (1986) 

Asians 

Z&e Americans 
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Note Native Americans comprised less than 1 percent of aerospace employees and are not hIghlighted 
in our analyses 

While whites held over 90 percent of managerial positions during the 
1979-86 period, the three minority groups we examined each remained 
at from 1 to 3 percent (-see fig. III.5 for a breakout of the three groups). 
Hispanics in thesejobs increased by 18 percent (from 2.1 to 2.5 percent) 
and blacks by 18 percent (from 2.7 to 3.2 percent). But Asian managers, 
while they constituted the smallest percentage of the ethnic groups, 
showed the greatest change. They increased by 73 percent, from 1.1 to 
1.9 percent from 1979 to 1986. 

About 90 percent of aerospace professionals were white over the 1979- 
86 period, but their percentage decreased slightly. Blacks and Hispanics 
each increased slightly, from 2.9 to 3.8 percent for blacks, and from 2.5 
to over 3 percent for Hispanics. As with managers, Asian professionals 
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Figure 111.4: Minority Managers and 
Professionals in Aerospace Employment 
(1979-86) 14 Pwanl of Employws in Each Category 
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in aerospace experienced the most change relative to 1979, increasing by 
64 percent, from 3.3 to 5.4 percent. 

Blacks in Aerospace 
Industry Less 
Represented in 
Comparison With 
National EEO 

To determine whether aerospace EEO percentages reflected those in the 
national EEO database, we compared the representation of minorities in 
the aerospace industry and in all other industries remaining in the Joint 
Reporting Committee’s EEO database. To explain the comparison we per- 
formed and to introduce graphic depictions of the results, we present 
the following brief example, using data for blacks and Asians. 

Database In the national EEO database, Asian employees in 1979 comprised 1.4 
percent, increasing to 2.2 percent by 1986. In the aerospace industry, 
however, Asians were at 1.7 percent in 1979, increasing to 3.2 percent 
by 1986 (see fig. 111.6). On the other hand, blacks comprised 11.7 percent 
of the national EEO database in 1979 and 12.3 percent in 1986, but in 
aerospace jobs, their representation decreased from 8.2 to 7.9 percent. 
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Figure 111.5: Minority Managers and 
Professionals in Aerospace 
Employment, by Racial/Ethnic Group 6 Pwcml of Employess in Each Job Category 

(1979-86) 
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To view the relative difference between the aerospace industry and the 
national EEO database for these two groups, we calculated the percent- 
age differences between blacks and Asians in aerospace and the corre- 
sponding groups in the national EEO database. For example, if blacks 
comprised 5 percent. of aerospace employees, but 10 percent of the 
national EEO database, the relative difference would be 50 percent less 
representation in aerospace. 

Consistently, blacks in 1 he nine job categories overall in our example 
were less represented in the aerospace industry than in the national EEO 

database by about 33 percent between 1979 and 1986, as figure III.7 
shows. Asians, convc>rscQ. were better represented by up to 43 percent 
in this period. 

In the most recent year for which data were available, 1986, blacks in 
aerospace were less represented as both managers and professionals in 
relation to the national IXO database, but especially so as managers (see 
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Figure 111.6: Example: Black and Asian 
Employees in the Aerospace Industry 
Nationwide and in the National EEO 13 Percent of Total Employus 
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fig. 111.8). Asians were fully represented as both managers and profes- 
sionals As managers, Hispanics had the same representation as in the 
national EEO database. while as professionals they held a higher 
representation. 

In aerospace management jobs, 1979-86, whites were about equivalent 
to their national EEO database representation. Hispanics were close to 
equivalence, especially in 1979, 1982, and after 1984 (see fig. 111.9). 
Throughout the period, black managers were consistently less repre- 
sented in the aerospace industry than in the national EEO database, by 
about 33 percent. Asian managers in aerospace, however, were repre- 
sented at some 25 percent above their counterparts in the national EEO 

database. 

As professionals, whites’ representation in aerospace jobs was equiva- 
lent to their representation in the national EEO database, while blacks 
were below and Asians and Hispanics above, as shown in figure 111.10. 
Black representation as professionals increased relative to the national 
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Figure 111.7: Example: Blacks and Asians 
in the Aerospace Industry Nationwide 
Compared With the National EEO 
Database (1979-86) 
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- Blacks 
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Note, On this chart, zero ind\cates the point at which an aerospace group would have the same repre 
sentaf~on as I” the national EEO database Plotted lines above and below zero indicate more or less 
representation I” the aerospace mdustry 

EEO database, from 29 percent below in 1979 to 20 percent below in 
1984, where it remained until 1986. Asian professionals showed the 
most dramatic increase, moving from 2 percent below the national EEO 
database level in 1979 t,o about 25 percent above in 1986. Hispanic pro- 
fessionals were the best represented ethnic group relative to the 
national EEO database, increasing from about 38 in 1979 to 45 percent 
above by 1986. 

Industry representatives said that the numbers of minority aerospace 
professionals and managers have not increased more because of their 
scarcity in the hiring pool. In particular, they believed minorities were in 
short supply in technical fields, such as engineering. In 1979,7.3 percent 
of engineering graduates with a bachelor’s degree were minorities, 
increasing to 11.7 percent by 1986 (3 percent black, 2 percent Hispanic, 
and 6 percent Asian in 1986), according to the American Society of Engi- 
neering Councils. Rut industry representatives were unable to supply 
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Figure 111.8: Minority Managers and 
Professionals in the Aerospace Industry 
Compared With the National EEO Percent Diffennca 
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information on the proportion of aerospace professionals and managers 
who were engineers. Thus, we could not account for this factor in exam- 
ining the proportion of minorities in aerospace relative to the national 
EEO database. 

If this information were available, we could determine the representa- 
tion of aerospace minority professionals relative to the engineering labor 
pool. For example, if in 1986, professionals consisted of 60 percent engi- 
neers and 40 percent nonengineers, and 3 percent of engineers were 
black and 12 percent, of nonengineers were black (the percent of blacks 
in the general population), we then could calculate the estimated rate of 
black professionals as follows. Representation of black professionals = 
(60 percent engineers x 3 percent blacks) + (40 percent nonengineers x 
12 percent blacks) = 6.6 percent blacks. (This example is simplified for 
discussion purposes and does not include all relevant factors.) 
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Figure 111.9: Racial/Ethnic Groups as 
Managers in the Aerospace Industry 
Compared With the National EEO 
Database (1979-86) 

so Pwcml Dilfarenca 

so 

7 white 
---- Black 
- Hispanic 
8.88 Asian 

Note On thfs chart, zero mdlcates the pomt which an aerospace group would have the same represen- 
tatjon as in the national EEO database Plotted lines above and below zero mdlcate the rmnonty group IS 
more or less represented ,n the aerospace Industry 

We then could compare this to the data for aerospace professionals, in 
this case 3.8 percent in 1986, and conclude that the proportion of blacks 
among aerospace professionals was lower than expected according to 
adjusted labor pool data. On the other hand, if technical fields, such as 
engineering, with a lower proportion of blacks comprised the vast 
majority of professionals or managers, 3.8 percent might have repre- 
sented a higher proportion than would be expected by comparison with 
adjusted labor pool data. 
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Figure 111.10: Racial/Ethnic Groups as 
Professionals in the Aerospace Industry 
Compared With the National EEO 60 Pomrm~I Differenca 

Database (1979-86) 60 
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sentatlon as I” the national EEO database Plotted hnes above and below zero induxte more or less 
representation I” the aerospace Industry 

EEO in Small, Medium, When we examined national EEO patterns for aerospace establishments 

and Large-Sized 
Companies 

by size-small (60-999 employees), medium (l,OOO-9,999), and large 
( 10,000 or more)-we found few differences in their EEO patterns for 
managers and professionals.’ This was true for all categories-the four 
racial/ethnic groups, as well as managers and professionals. The per- 
centages of representation of the racial groups were similar to those for 
the entire nation. Where there were differences based on size, the small 
and medium establishments differed from the large. Generally, the large 
establishments reflected the EEO pattern of the aerospace industry 
overall. 

Regardless of size of establishment, minority groups among managers 
fell into a range of about 1 to 3 percent. Greatest in order of managerial 

‘There ww 272 small estabhshnwnts wth a total uf 76,476 cmployws. 82 mrdiom establishments 
with 289.272 cmployws, and I8 tar@? (‘slablishments with 313,033 cmployecs. These three groups 
made up 1 1, 43. and 46 pwcenl reqxvtivcly, of the tSmployecs m the a~-wpace databaw 
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representation among both large-size firms and for the industry alto- 
gether were blacks, Hispanics, and Asians. In small and medium-size 
firms, the order was Hispanics, blacks, and Asians. All ethnic groups of 
managers increased over time in all sizes of firms, except for Hispanics 
in medium-size establishments, who experienced a slight decline. Asians 
in large establishments and blacks in small establishments increased 
most rapidly of all ethnic groups from 1979 to 1986. 

Minority groups among professionals in small, medium, and large estab- 
lishments did not vary much; they made up 5 percent or less of each 
group. Asian professionals in large and small establishments had the 
highest percentage. followed by blacks and Hispanics in large establish- 
ments. Hispanic professionals in medium-size establishments and black 
professionals in small establishments had the lowest percentage. All 
racial groups of professionals in the various size establishments 
increased from 1979 to 1986. 

Salary Patterns: 
Asians Closest to 
White Males 

Consistently across both managerial and professional job categories and 
for the entire 1979-87 period, Asians in our four case study establish- 
ments earned on average the salary closest to that of their white male 
counterparts. They were followed by Hispanics and blacks. In fact, in 
some cases Asians earned slightly more than the white male average sal- 
ary level (see table III.3 for comparisons of salaries for 1987, the most 
recent year for which data were available; table IV.1 provides these 
data for 19’79-87). Explanations provided by company officials for these 
differences are included in appendix IV. 

Table 111.3: Case Study Examples: Average Salaries of Racial/Ethnic Groups Compared With Average White Males’ Salaries (1987) 
Salaries as a percentage of white male salariesjaverages) 

Blacks Hispanics Asians 
Aerospace establishment Managers Professionals Managers Professionals Managers Professionals 
A 76 81 80 86 96 95 

- 0 77 83 81 --84 88 95 
84~ -- 82 88 85 C” -94 54 

D 74 87 85 89 95 95 

*As 1987 data were iirmva~lable 1986 data were prowded 

Asian managers earned average salaries ranging from 85 to 102 percent 
of those for white male managers in 1979, Hispanics earned between 78 
and 86 percent, and blacks earned from 71 to 84 percent. As of 1987 
(1986 in one case because of missing data for 1987), Asian managers 
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earned average salaries ranging from 88 to 96 percent of white males. 
During the period, these salaries decreased relative to white males’ aver- 
age salaries in two of the establishments and increased in the two other 
cases. Hispanic managers in 1987 (1986 for one case) earned a range of 
from 80 to 88 percent of the white males’ average salaries across the 
four cases, increasing relative to the white males’ average salaries in 
three cases and remaining the same in the other. Black managers’ aver- 
age salaries ranged from 74 to 84 percent of white males’ in 1987 (1986 
for one case), having decreased relative to white males in two cases, 
remained the same in one, and increased in one. 

Asian professionals earned on average 93 percent of white male profes- 
sionals’ salaries in 1979 in each of the four cases, increasing in each case 
to a range of 94 to 96 percent by 1987. Hispanic professionals earned 
between 82 and 88 percent of white males’ average salaries in 1979, 
increasing in three of the four establishments; the 1987 (1986 for one 
case) range was 84-89 percent. Black professionals earned a range of 
from 80 to 83 percent of white males’ average salaries in 1979, increas- 
ing to a range of from 81 to 87 percent in 1987. 
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Case Study Examples of Salaries of Women 
and Racial/Ethnic Minorities 
Compared With White Males’ Salaries 

We performed case studies in which we examined salary data at four 
establishments of four of the nation’s largest aerospace contractors. To 
preserve the identity of these companies, we do not provide information 
that could be unique to any particular establishment, such as the 
number of employees or location. For the years 1979-1987 at each estab- 
lishment, we present in tabular form the percentages of white males’ 
average salaries that each minority group earned (see tables IV.1 and 
IV.2). 

This appendix also includes summaries of the possible reasons proffered 
by aerospace company officials for the differences shown in the tables 
among women and minorities and of the special programs these compa- 
nies have initiated to improve employment opportunities for women and 
minorities. 

Comments From 
Companies Profiled 

The four aerospace firms on whose establishments we performed the 
case studies reviewed our preliminary findings and provided explana- 
tions for their EEO and salary profiles. As they did not perform studies 
of individuals’ salaries and there were too many variables that could 
have influenced the data, the companies were reluctant to draw conclu- 
sions. They did, howcvc>r, identify some major factors that may affect 
salary differences among minority groups: 

1. Dramatic changes in the work force population during the period of 
review; i.e., as the work force increases, average salaries decrease and 
vice versa: 

2. Women and minorities having less education and experience than 
white men; 

3. Occupation-related education and work experience at the time of hire; 

4. Employees’ time with the company and time in current pay grade; 

5. Employees’ performance level; and 

6. Limited availability of women, blacks, and Hispanics in technical 
fields before 1979. 
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Table IV.l: Case Study Examples of Salaries of Women and Racial/Ethnic Minorities Compared With White Males’ Salaries 
(Managers and Professionals, 1979~87) 

Salaries as a percentage of white males’ salaries (averaae) 
Women Blacks Hispanics Asians 

Establishment Year Mgr Prof Mw Prof Mgr Prof Wv Prof 
A 1979 72 73 77 80 79 84 a 93 

1980 74 74 78 80 81 86 a 94 
1981 74 76 80 82 82 86 a 94 ..__ 
1982 72 77 80 83 81 87 a 99 
1983 72 78 80 85 83 88 a 98 ___-~ --~-- ----~~~--- 
1984 73 76 78 84 82 87 a 9s 
1985 75 75 75 84 81 84 a 95 
1986 74 77 74 84 80 87 90 93 __-. 
1987 76 76 76 81 80 86 96 95 

0 1979 64 74 71 81 78 82 85 93 __- 
1980 66 74 72 81 77 82 85 94 
1981 66 75 73 80 78 --r 87 93 
1982 67 75 73 82 77 82 88 94 ~-- 
1983 69 77 73 85 80 85 86 95 -__ 
1984 68 78 73 84 80 84 86 94 

____- 1985 69 77 73 84 78 85 87 93 
__--__ 1986 71 78 74 83 80 84 87 94 

1987 72 79 77 83 81 84 88 95 
C 1979 78 76 84 83 86 86 102 93 

1980 - ,.~-~~------- h t: I? b b b b 

1981 77 75 80 81 82 84 99 90 
1982 78 77 82 83 82 85 -Tic 91 
1983 79 78 83 04 85 85 101 93 ~-~ --__ 
1984 81 76 83 83 87 85 97 94 
1985 81 75 83 81 87 85 93 94 __-- 
1986 83 75 84 82 88 85 94 94 --__~~ 
1987 /: b h b b h b b 

D 1979 77 80 82 82 85 88 95 93 
1980 75 80 82 82 a7 89 96 92 ~~___ ~~ __ _~ 
1981 76 81 81 83 a7 89 93 94 
1982 75 79 79 84 88 89 93 95 

__--~ 1983 73 80 78 84 87 89 91 94 
1984 73 79 78 84 85----- 89 89 94 __- 
1985 76 81 76 88 86 91 97 97 
1986 78 83 78 86 a7 91 98 96 
1987 77 82 74 a7 85 89 95 95 

‘The category had too few employees (fewer than 25) for a reliable slat~st~c 

“Salary data unawlable from the company 
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Table IV.2: Case Study Examples of Salaries of Men and Women, by Racial/Ethnic Group Compared With White Males’ Salaries 
(Managers and Professionals, 1979-87) 

Managers Professionals 
Women Men Women Men 

Establishment Year Wh BI Hisp As BI Hisp As Wh BI Hisp As BI Hisp As 
A 1979 73 a a a 77 80 a 74 68 72 d 83 86 95 

__~~-~ 
- -~ - - ~~- ~~ 

1980 75 a a a 79 82 a- 74 70 73 75 84 88 97 
1981 75 a a d 81 83 a 77 76 76 -78 85 88 97 
1982 73 a = d 82 83 a 77 76 77 76 86 90 101 
1983 73 a a a 82 84 a 78 78 78 80 87 90 100 
-----75~- 1984 a --87 a d = 79 83 77 77 76 76 90 100 

- 1985 76 a r3 a 76 a2 a 77 77 75 ~-77 88 90 99 
1986 76 a ri a 77 81 a -78 76 76 74 87 91 98 .~~ - .~ 
1987 77 ~1 '1 a 77 81 a 76 73 72 76 85 90 100 

B 1979 66 58 d d 76 81 86 74 69 ,' 76 87 85 96 
1980 69 59 a d 77 80 87 75 70 = 7% 86 86 -98 
1981 69 61 
1982 71 61 
1983 71 62 

a a- -78 82 
./ d 79 81 

c 78 83 

75 72 LT 90 80 ~86 85 
90 -76 72 72 80 88 SE 
89 -~ 77 -73 76 81 91 88 

97 .~ 
97 
98 

1984 71 62 ,i d 79 84 88 78 74 74 82 90 -~ 88 98 
1985 72 63 ,I d 79 83 88 79 74 73 -83 -31~~ 89 98 
1986 74 63 d a 81 85 89 79 75 72 84 91 89 98 -~ 1987 76 64 a 74 84 84 96 79 74 75 84- ~-g,~ ~7 ~g8 

1979 78 d d a 84 87 105 77 73 73 74 85 88 96 
T ~~ ,lb 1 ggo 2 n T, - i, ,, hJ b L, I> h , 11 

~- 1981 79 a = ‘I Sl 84 102 -77 74 72 75 8% 87-- 93 
1982 81 a ' ri 83 84 105 78 76 75 76 86 89 95 
1983 81 d i d 84 87 -104- --79-- ~78 77 74 87 88 96 -- -- 
1984 83 d i a 84 88 ~100~ 78 77 73 .-79 67 90- 96 

rim -~ 1985 84 a d 84 88 97 76 74 73 77 ~-86 90 97 
36 90-- 97 1986 85 li i a 85 89 i 76 74 72 78 1 

1987 87 ,' a = 86 88 97 - /6 73 70 77 86 30 95 
D 1979 77 d * B 82 86 a 80 75 1 Y 84 a9 94 

79 -80 1980 75 ' ' a 82 87 98 al 77 83 91-c 94 
1981 76 J = d 82 88 95 --a1 75 81 82 85 90-- 96 

-~ 1982 75 a a d 80 9' r/ 79 74 79 79 ~87 90 96 
1983 73 a * a 78 89 1 80 75 81 77 88 -91 97 
1984 74 a d a 79 87 91~ 80 75 79 77 87 -91- 96 
1985 77 a a d 77 88 loo 81 76 80 83 92 93. 99 
1986 79 a a a 80 88 100 83 80 82 84 88 93- $7 
1987 78 a a a 75 87 96 82 77 79 82 91 92- 97 

"The category had too few emi~loyees (tewer than 25) for a r&de statlstlc 
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EEO Programs 
Established by 
Companies 

The four case study companies expressed concern about the availability 
for hire of individuals with the requisite skills for aerospace industry 
employment. In their attempt to bolster the pool of qualified candidates, 
the companies established various training and outreach programs. 
These involved: company employees voluntarily teaching high school 
students technical and computer skills; companies selecting top high 
school students for 4-year college scholarships; and students earning 
college credits for working at the companies. 

One company established specific programs, such as company-sponsored 
self-support and networking organizations, to encourage and promote 
minorities and women. Company officials set aside a specific number of 
positions for black and Hispanic participants in management education 
and development programs and specified that certain vacancies should 
be targeted for black and Ilispanic applicants. 
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- Women’s Employment in Aerospace Industry 
Shows Little Change 

Over the 1979-86 period, men predominated in the aerospace industry. 
While aerospace women made some gains, they were less represented in 
most job categories than in the national EEO database and as managers 
and professionals on average paid less than men. For example: 

l Women comprised 25 percent of the aerospace work force in 1986 (up 
from 21 percent in 1979). Women were 45 percent of workers in the 
remainder of the national EEO database (40 percent in 1979). 

l Only in aerospace office/clerical jobs did women predominate, holding 
three-quarters of such jobs in 1986. Women held the lowest representa- 
tion in managerial, professional, and craft jobs. 

l Although women’s share of managerial and professional jobs in aero- 
space almost doubled between 1979 and 1986, they were still a marked 
minority, achieving 7.3 percent of managerial jobs and 16.3 percent of 
professional jobs. 

l The size of the aerospace establishment made little difference in EEO pat- 
terns by gender, although white female managers fared somewhat bet- 
ter in small aerospace establishments than in medium or large 
establishments. 

. At the four aerospace establishments providing salary data, women 
managers and professionals earned less on average than their white 
male counterparts, even though women’s salaries improved over the 
1979-86 period studied. 

Overview of 
Aerospace Job 
Categories 

The total number of female employees in the aerospace industry 
increased slightly over the 1979-86 period (see fig. V.1). In 1979, women 
held 21 percent of aerospace industry jobs but were 40 percent of the 
overall national EEO database. Although women constituted 25 percent 
of aerospace employees in 1986, they were 45 percent of the national 
EEO database (see fig. V.2). 
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Figure V.l: Total Employment and 
Female Employment in the Aerospace 
Industry Nationwide (1979-86) 700 Employaes In Thousands 
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YOWS 

- Total Employees 
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Figure V.2: Total Aerospace Employment 
Nationwide, by Gender (1986) 

Females 

Males 
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Women’s Employment in Aerospace Industry 
Shows Little Change 

Looking at all aerospace jobs in 1986, only in office/clerical jobs did 
women predominate, holding three-fourths of such jobs (see tables V. 1 
and V.2). Women held the lowest percentages in managerial, profes- 
sional, and craft jobs (7.3, 16.3, and 9.9 percent respectively). (For a 
more detailed breakdown by nine major job categories for 1979 and 
1986, see app. VI). 

Table V.l: Predominant Gender of 
Aerospace Employees Nationwide, by 
Job Category (1979 and 1986) 

Job category 
Managers 
Professionals 
Te&lcla”s 
Sales workers 
Offlce/clerlcal workers 
Craft workers 
S&sk;lled%orkers 
Laborers 
Service workers 

- 
Table V.2: Female Employment in 
Aerospace (1979 and 1986) 

Job category 
/ifi 
Managers 
Professlonaii 
Technuans 
Sales workers 
office/cleric% workers 
Craft workers 
S~mls~~lled workers 
Laborers 
S&c; workers 

Women Managers Few in 
Aerospace 

Percent of all 
aerosoace 
empldyees Predominant Percent 
1979 1986 gender 1979 1966 

12 13 Male 96 93 
26 30 Male 92 84 

7 8 Male 83 77 
<l 11 Male 80 71 

li ~- 12 Female 71 76 
21 19 Male 93 90 
17 15 Male 70 66 

2 2 Male 60 57 
1 2 Male 83 78 

Percent of all aerospace Difference 
employees Percent 
1979 1966 1979-86 increase 
21 0 

20 3 

39 

70.6 

a.2 
17 1 

25 0 

29 2 

40 

ss ~- 

19 

-44 

73 

761 

34 

~~ 

a7 

55 

163 

8 

-~ 81 99 
22 8 57 33 

71 99 2.8 39 
30 5 33 9 34 11 
40.5 43.0 25 6 
16.7 21 9 52 31 

Women’s share of management and professional jobs in the aerospace 
industry almost doubled between 1979 and 1986. Still, they were a 
marked minority, increasing from 3.9 to 7.3 percent of managers and 
from 8.2 to 16.3 percent, of professionals over the period (see fig. V.3). 
The percentages of female managers and professionals were small in 
contrast with thost> for men in 1986, as seen in figure V.4. 
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Figure V.3: Female Managers and 
Professionals in the Aerospace Industry 
(1979-86) 1s Percent Employees in Each Category 
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Figure V.4: Managers and Professionals 
in the Aerospace Industry, by Gender 
(1986) 100 Pmml of Employeea In Each Job Category 

M&S 

Gender 

Females 

u Manager3 
Professionals 

Between 1979 and 1986, men consistently occupied over 90 percent of 
managerial positions in the aerospace industry nationwide, decreasing 
slightly over the period, while women’s share of managerial jobs 
increased from 3.9 to 7.3 percent, as table V.2 shows. This increase was 
due primarily to an increase in white women in such jobs. Among female 
aerospace managers, white representation increased from 3.4 percent in 
1979 to 6.2 percent in 1986. All minority women had collectively 
achieved about 1 percent by 1986. Black, Hispanic, and Asian females 
each held less than 0.5 percent of managerial jobs during that time (see 
fig. V.5). 
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Figure V.5 Female Managers in the 
Aerospace Industry, by Racial/Ethnic 
Group (1979-86) 
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Ymr 

- White 
---- Black 
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maam Asian 

Somewhat More Women Female professionals almost doubled their proportion in the aerospace 

Employed as Professionals industry between 1979 and 1986, from 8.2 to 16.3 percent. The propor- 

in Aerospace tions of white, black, and Hispanic females in professional jobs in 1986 
each doubled, although the percentages remained small. White women 
reached 13.4 percent,, black and Asian women achieved about 1 percent 
each, as figure V.6 shows, while Hispanics remained below 1 percent. 
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Figure V.6: Female Professionals in the 
Aerospace Industry, by Racial/Ethnic 
Group (1979-86) 15 Percent of Total Professionals 
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Comparison With 
National EEO 
Database 

Compared with the national EEO database, women as a whole were less 
represented in the aerospace industry, while men as a whole were better 
represented. These differences, which remained stable from 1979 to 
1986, were similar for managerial and professional jobs. 

Among managers, women were considerably less represented in 1979 
than in the national EMI database, but their proportion increased slightly 
by 1986. Women wcrc considerably less represented among aerospace 
professionals in 1979, but moved somewhat closer to the nationwide EEO 
database share by 1986. Although industry representatives asserted 
that there are relatively fewer women professionals and managers in 
aerospace because of their scarcity in the hiring pool, we could not, ver- 
ify this Data on the pcrccntage of women engineers were available, but 
information on the proportion of engineers among aerospace managers 
and professionals was not. 
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Aerospace Women Lag In the national EEO database, the ratio of male to female employees in 
National EEO Database by 1979 was 60:40; it sloped steadily toward 50:50 by 1986. In the aero- 

About Half space industry, however, the balance between male and female employ- 
ees began at about 80:20 and appeared to be changing at a much slower 
pace, reaching 75:25 in 1986 (see fig. V.7). 

Figure V.7: Example: The Aerospace 
industry Nationwide and the National 
EEO Database, by Gender (1979-86) 100 Petcent of Total Employees 

To view the relative difference between the aerospace industry and all 
other women and men in the nation, we calculated the percentage of 
difference between the aerospace industry and the corresponding 
groups in the national MO database. For example, if women comprised 5 
percent of the aerospaccb industry, but 10 percent of the national I~:I~:o 
database, the relative difference would be less representation by 50 
percent. 

Consistently, women in the nine job categories were less represented in 
the aerospace indust r’y than in the national EEO database by about 
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50 percent between 1979 and 1986, as figure V.8 shows with the same 
data as in fig. V.7. 

Figure V.8: Male and Female 
Representation in the Aerospace 
Industry Compared With the National 90 Pwcent Dmonnca 

EEO Database (1979-66) 
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In Aerospace Management, Over the period 1979-86, the aerospace industry employed female mana- 
Women’s Share Improved gers to a lesser degree and male managers to a greater degree than they 

were employed in the national EEO database. Over that time, female rep- 
resentation among aerospace managers relative to managers nationally 
improved from 78 percent below to 71 percent below. (Fig. V.9 provides 
the relative representation of male and female managers and profession- 
als for 1979 to 1986.) 
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Figure V.9: Male and Female Managers 
in the Aerospace Industry Compared 
With the National EEO Database 30 Parcmt Dlfbnnce 
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Representation of all racial/ethnic groups of female aerospace managers 
was far below national EEO database levels, ranging from 60 to 80 per- 
cent below over the 1979-86 period. Asian women made the greatest 
gains in representation relative to the national EEO database, moving 
from about 79 percent. below in 1979 to about 55 below in 1986. His- 
panic female managers in aerospace were close to this, but remained sta- 
ble over time at about 65 percent below. The representation of white 
and black females in management was similar, both improving slightly 
from about 79 percent. below the national EEO database in 1979 to about 
72 percent below in 1986 (see fig. V.10). 

Page 61 GAO/HRD90-16 EEO in Aerospace Industry 



Appendix V 
Women’s Employment in Awwpacc industry 
Shows Little Change 

Figure V.10: Female Managers in the 
Aerospace Industry Compared With the 
National EEO Database, by Racial/Ethnic 20 Percent Difference 

Group (1979-86) 
0 

-20 

- White 
---- Black 
m Hispanic 
maea Asian 

Nate On the. chart. zero mdlcates the pant at which an aerospace group would have the same rqxe 
sentatlon as I” the national EFO database Plotted lines less than zero mdwte less representation I” 
the aerospace Industry 

For Female Professionals, Female professionals in the aerospace industry increased their represen- 
Some Recent Improvement tation when compared with the national IXO database to a greater 

in Relative Status degree than did female managers over the period studied. In 1979, 
female professionals were less represented by about 78 percent in rela- 
tion to the national wo database; in 1986, by 64 percent. 

The representation of racial/ethnic groups of women among aerospace 
professionals for 1979-86 was far below that of corresponding groups in 
the national EEO database. All female racial/ethnic groups of profession- 
als, however, moved closflr to their representation among female profes- 
sionals nationally sinc,e 1980. 

In order of magnitudtb of their differences from the national EEO data- 
base and their change, over time, the groups of female professionals 
were: Hispanics, who moved from about 59 percent below to about 
32 percent below: Asians, who went from about 75 percent below to 
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46 percent below; and blacks and whites, who both moved from about 
76 percent below to about 61 and 66 percent below, respectively (see fig. 
V.11). 

Figure V.ll: Female Professionals in the 
Aerospace Industry Compared With the 
National EEO Database, by Racial/Ethnic 10 Pement Differmce 

Group (1979~86) 0 

-10 

-20 

- whw 
-I-- Black 
- Hispanic 
n n n n Asian 

Note On this chart, zero mdfcales Ihe pmt at which an aerospace c~roup would have the same repre 
entat~on as m the national EEO database Plotted 11~s above and below zero mdlcale more or less 
represeniation I” the aerospace mdustr~/ 

One factor unique to the> aot‘ospace industry that could provide insight 
into the percentages of women among professionals is the availability of 
women in technical fields. such as engineering. But without an accurate 
c5timatc of the proporticm of engineers among the professionals in our 
data. no definitive comparison could be madr,. 

Industry represental i\xss asserted that there have been fewer female 
professionals and managers because of their scarcity in the hiring pool. 
In particular. women arc3 believed to be scat-c<’ in technical fields, such as 
cnginecring. In 1979. !I pc’rc,cW of engineering graduates with a bache- 
lor’s dcgrcc were WOIWII. in(,rcasing to 14 percent by 1986, according to 
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the American Society of Engineering Councils. But industry representa- 
tives were unable to provide data on the percentage of engineers among 
aerospace professionals and managers. Thus, we could not account for 
this factor in examining the proportion of women in the aerospace 
industry relative to their availability in the labor market. Without such 
information, we could not determine how aerospace female profession- 
als are represented relative to the engineering pool. 

Women in Small, 
Medium, and Large 
Aerospace Companies 

Whether an aerospace company establishment was small (50-999 
employees), medium (1 ,OOO-9,999), or large (10,000 or more) made little 
difference in its patterns of employing women. Nor did any of these 
groups differ greatly from the profile for the aerospace industry overall. 

When compared with the profiles of the entire aerospace industry and 
of medium and large establishments, the percentage of white female 
managers in small establishments (see fig. V. 12) was higher in both 1979 
(about 5.0 percent versus 3.4 percent) and 1986 (about 9 percent versus 
about 6 percent). The percentage of minority women was generally 
lower in small establishments. The percentage of white female managers 
in medium-size establishments was similar to that in large firms and the 
industry overall. Medium-size establishments had a somewhat lower 
proportion of minority women in management (see fig. V. 13). All estab- 
lishments, however, no matter the size. had fewer than 1 percent of each 
racial/ethnic group of minority women. 
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Figure V.12: Female Managers in Small 
Aerospace Establishments, by Racial/ 
Ethnic Group (1979-86) 9 Perad of Total Managm 
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Figure V.13: Female Managers in 
Medium-Size Aerospace 
Establishments, by Racial/Ethnic Group 
(1979-86) 

- white 
--mm Black 
- Hispanic 
mmme Asian 

Note Medium-we establlshrnenls are those employing l,OOO-9,999 people 

In professional jobs, the pattern for female racial/ethnic groups was 
similar across the different size aerospace firms and to the pattern for 
the overall industry. The only exceptions were that (1) the percentages 
of minority female professionals in medium-size establishments were 
extremely low from 1979 to 1982 and (2) the pattern for white female 
professionals in small establishments (see figs. V.14 and V.15) varied 
more over time than in the other size establishments or overall, 
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Figure V.14: Female Professionals in 
Small Aerospace Establishments, by 
Racial/Ethnic Group (1979-86) 15 Percon of Tolal Proftassionals 
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Figure V.15: Female Professionals in 
Medium-Size Aerospace 
Establishments, by Racial/Ethnic Group 
(1979-86) 

Average Pay Less for 
Female Managers and 
Professionals, Case 
Studies Suggest 
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Note Medum-we establtshments are those employtng 1,000.9,999 people 

Limited case study data showed that female aerospace managers and 
professionals were paid considerably less on average than their white 
male counterparts (see table V.3). In our four case study establishments, 
female managers received 64-78 percent of the average white male sal- 
ary in 1979, increasing to 72-83 percent in 1987 (see table IV.1). 
Women’s average pay relative to white male average salaries increased 
in three of the four cases over the period, remaining the same in the 
fourth. Representatives of these four establishments provided explana- 
tions for these differences in salary, which appear in appendix IV. 
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Table V.3: Case Study Examples of Average Salaries of Female Aerospace Managers and Professionals Compared With Average 
White Males’ Salaries, by Racial Ethnic Group (1987) 

Female salaries as percentage of white male salaries (averaqes) 
Managers Professionals 

All All 
Establishment females White Black Hispanic Asian females White Black Hispanic 
A 76 77 a a 76 76 73 72 
B 72 76 64 a 74 79 79 74 75 
Cb 83b 87 a a 75b 76 73 70 

---__ -- n 77 78 a a 82 82 77 79 

Asian 
76 
a4 
77 
82 

aA category had less than 25 employees, too small to be statistically reliable 

“1986 data 

We were unable to account for education and experience but did obtain 
more detailed information on the managerial category from two of the 
companies. When we examined the average managerial salaries by 
entry, middle-, and upper-levels (categories supplied by the companies), 
we found that the disparity from white men was less at the entry and 
middle levels than in the managerial category overall. In neither of the 
two case studies were there enough upper-level female managers to per- 
form a reliable analysis. The establishments had too few (fewer than 25) 
minority female upper-level managers to discuss each group separately 
or even as all minority women. 

Professional salaries for women in all four establishments in 1979 were 
about 75 percent of the average white male professionals’ salaries. Over 
the period, there was a slight improvement. By 1987, women’s percent- 
age of white males’ average salaries ranged from 75 to 82 percent. At 
one establishment, female professionals’ salaries increased by 12 per- 
cent. Female professionals’ salaries had improved relatively little in two 
cases, while decreasing in one. 

Black professional women in 1979 earned a range of 68 to 75 percent of 
the average white male professionals’ salaries. Over the period, this 
improved slightly to a range of 73 to 77 percent. There were too few 
Hispanic women in two establishments in 1979 to calculate a statisti- 
cally reliable percent, but in the two remaining establishments, they 
earned 72 to 73 percent of the average white male professionals’ sala- 
ries. This range changed to 70 to 79 percent for the four establishments 
by 1987. Of the two establishments in 1979 with enough Asian female 
professionals, the range was 74 to 76 percent of the average white 
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males’ salaries. By 1987, all four establishments had a range of 76 to 84 
percent of the average white male professionals’ salaries. 
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Aerospace Employment by Job Category, 
Gender, and Race/Ethnicity (1979 and 1986) 

Job category 

Distribution of workers (percent) 
Male Female 

Alla White Black Hispanic Asian AIP White Black Hispanic Asian 
1979 
Managers 96 1 901 24 
Professionals 91 8 838 24 
Technuans 82.9 725 46 
sales workers 79.7 764 D 
Offlce/clerlcal workers 29 5 243 30 
&aft workers 929 799 72 
SemIskilled workers 69 5 51 5 112 
Laborers 59 5 427 94 
Service workers 83 3 5i 3 20 3 
1986 
Managers 
Professionals 
Technlclans 

92 7 857 27 
837~ 74 1 26 
77 2 661 42 

Sales workers 70 8 676 20 
Off~ce/clencal workers 23 9 184 30 
Craft workers 90 1 755 74 
Semlskllled workers 66 1 49 1 92 
Laborers 57 0 433 80 
Service workers 78 1 52 8 163 7.6 11 21 9 130 63 22 4 

IF 1 .o 39 34 3 2 k’ 
22 30 82 70 5 .3 3 
37 17 17 1 142 16 .9 4 

b D 20.3 176 b b b 

17 3 70 6 588 64 37 11 
48 6 71 55 12 .3 <I 
58 .7 30 5 202 66 30 5 
68 4 40 5 312 54 33 5 
63 10 167 97 57 12 n 

22 1.7 7.3 62 5 3 2 
24 4.3 163 134 1 1 6 1 1 
39 27 22 8 183 20 15 9 

h n 29.2 266 ‘> II hl 

18 6 76 1 611 77 51 18 
54 14 99 74 17 6 1 
57 16 33 9 21 9 6.3 40 1.3 

-~ 44 9 43 0 33 9 5 0 29 10 

“Includes Native Americans although they are not dlsplayed in this table 

“Category had less than 25 employees too few to be statIstically reliable 
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In 1986, white men comprised at least two-thirds of the employees in 
five of nine aerospace ,job categories nationwide. In order of magnitude, 
these were: managers, craft workers, professionals, sales workers, and 
technicians (see table VII.l). In a sixth category, service workers, white 
males were in a slight majority. In comparison with their share of the 
national E:ECI database, all groups of men generally were better repre- 
sented in aerospace jobs. 

Table VII.1: Predominant Gender and 
Race/Ethnicity for the Aerospace 
Industry Nationwide (1979 and 1986) 

Job category 
Managers 
Professionals 
Technuans 
Sales workers 
Off~ce/clencal workers 
Craft workers 
Semlskllled workers 
Laborers 
Se&e workers 

Percent of all 
aerospace 
employees 
1979 1986 

12 13 
-~ 26 30 

7~ a 
c 1 c 1 

13. 12 
21 -19 
17- 1 
2 ~2 
1 2 

Percent of job 
Predominant gender category 
and race/ethnicity 1979 1986 
White males 90 86 
White males 04 74 
White males 73 66 
White males 76 68 
White females 59 61 
White males 00 76 
White males 51 49 
White males 43 43 
White males 55 53 

Examining racial,‘tThnic I:EO patterns among men in aerospace for the 
1979-86 period, WC’ also found that: 

. Among managers, black. Hispanic, and Asian men increased their per- 
centages slightly. but their numbers remained small. 

. Among professionals. black and Hispanic men stayed about the same. 
Asian men’s percentage increased by nearly half, but their numbers 
remained small. 

. Compared with managers in the national EEO database, Asian, white, 
and Hispanic men had higher levels of representation as managers; 
black men were less represented. 

l The average salaries of minority male managers and professionals were 
generally lower than the average salaries of white men in these posi- 
tions during the 1979 to 1987 period. 

l Representation of llispanic, Asian and black male professionals in the 
national EEO database increased. But as aerospace professionals, the rep- 
resentation of thclsr groups increased at a greater rate. 

. Only among prof~~ssionals in small aerospace establishments did the size 
of the establishment seem to be related to EEO variations. In comparison 
with large est,ablishment,s and the aerospace industry overall, all male 
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minorities remained a lower percentage than the national EEO database, 
but the percentage of Hispanic men increased. 

Overview of 
Aerospace Job 
Categories 

Among male managers in aerospace, the proportion of whites decreased 
from 90.1 percent in 1979 to 85.7 percent in 1986. Blacks, Hispanics, 
and Asians each remained below 3 percent of managers, yet their per- 
centages increased slightly over the period (each less than 1 percent), as 
fig. VII.1 shows. When viewed relative to 1979, Asians experienced the 
most change, a 66-percent increase. Hispanics increased 15.5 percent 
and blacks 10 percent, while whites decreased 4.9 percent. For male pro- 
fessionals in aerospace, the proportion of whites decreased from 83.8 to 
74.1 percent from 1979 to 1986; blacks and Hispanics remained rela- 
tively unchanged at about 2.5 percent (see fig. VII.2). Asians increased 
by 43 percent relative to 1979, from 3 to 4.3 percent. 

Figure VII.1: Minority Male Managers in 
the Aerospace Industry, by Racial/Ethnic 
Group (1979-86) 3.0 Pwwnt of Total EmpI- 
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Figure Vll.2: Minority Male Professionals 
in the Aerospace Industry, by Racial/ 
Ethnic Group (1979-86) 4.5 Pwcem of Total Employees 
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Comparison With 
National EEO 
Database 

Between 1979 and 1986, men consistently held a higher representation 
in aerospace employment by about 40 percent, compared with the 
national EEO database. Among managers, men were more highly repre- 
sented relative to the national EEO database and became more so over 
time. Black men were somewhat less represented in managerial jobs, but 
became less so. Asian, white, and Hispanic men were better represented 
as managers in the aerospace industry when compared with the national 
EEO database. 

Male professionals were better represented in the aerospace industry in 
1979 than in the national EEO database and increasingly so by 1986. All 
male professional groups were better represented relative to the 
national EEO database-Hispanics having the highest relative percent- 
age, followed by Asians. whites, and blacks. 
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In Aerospace Managemel 
Males’ Share of Jobs 
Increasingly Exceeded 
National Pattern 

16 Men were employed as managers in the aerospace industry to a greater 
degree than in the national EEO database over the 1979-86 period. Male 
representation in aerospace management compared with the national 
EEO database increased over that time, moving from about 18 to about 
25 percent above the national EEO database. 

Except for blacks, all racial/ethnic groups of men in aerospace manage- 
ment were better represented than in the national EEO database (see fig. 
VII.3). Asians were highest at about 63 percent over for the 1979-86 
period, while whites and Hispanics were similar, moving from about 18 
to about 26 percent above. Black males’ share of aerospace management 
jobs moved closer to their share of such jobs in the national EEO data- 
base, increasing from about 12 percent below in 1979 to about 5 percent 
below in 1986. 

Among Male Aerospace 
Professionals, Racial/ 
Ethnic Differences Even 
More Marked Than 
Nationally 

Aerospace employed 45 percent more male professionals in 1979 than 
did the industries in the national EEO database, increasing to 53 percent 
above in 1986. Among professionals, all male racial/ethnic groups were 
better represented in aerospace than in the national EEO database, and 
all t,he groups except whites increased in this difference substantially 
between 1979 and 1986 (see fig. VII.4). 
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Figure Vll.3: Male Managers in the 
Aerospace Industry Compared With the 
National EEO Database, by Racial/Ethnic 80 P@rcmtMthnnce 
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Figure Vll.4: Male Professionals in the 
Aerospace Industry Compared With the 
National EEO Database, by Racial/Ethnic 
Group (1979-86) 
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Asian male professionals were represented about 45 percent more in 
aerospace than in the national F:EO database in 1979; by 1986, the differ- 
ence had widened to 83 percent. Blacks, whose aerospace representation 
was closest of the, male groups to their representation in the national EEO 
database, widened that difference from about 27 percent above in 1979 
to 42 percent above in 1986. Hispanics, the most highly represented of 
the male groups whc>n compared with the national EEO database, 
increased their difference from about 94 percent above in 19’79 to about 
107 percent abovt> in 1086. 

EEO in Small, Medium, In both small and medium-size aerospace establishments, the percent- 

and Large Companies ages of minority malr professionals differed from the profile for the 
industry overall. and the profile for large firms, which was similar to 
the overall profik~. The pattern for minority men in small establishments 
(see fig. VII.5) diff(~rctl as follows: 
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0 The percentages of all male minority professionals were lower than in 
the overall industry or large establishments. 

l Blacks and Hispanics were similar in proportion until 1983, when the 
percentage of Hispanics increased. 

. The percentages of male Asian and Hispanic professionals in small 
establishments were more variable over time than in the large compa- 
nies or the aerospace industry overall. 

Figure VII.5 Male Professionals in Small 
Aerospace Establishments, by Racial/ 
Ethnic Group (1979-86) 5.0 Percent of Total Pmfedonab 
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In medium-size companies, the percentages of all minority groups among 
male professionals (see fig. VII.6) were similar, but lower than the pat- 
tern for the industry overall. Toward the end of the 1979-86 period, 
however, Asian malt professionals, who were below their black male 
counterparts in representation, began to increase, as they did in large 
and small companies and the industry overall. 
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Figure Vll.6: Male Proferstonala in 
Medium-Size Aeroapaca 
Establishments, by Racial/Ethnic Group 5.0 Pwwnt ot Told Prohniona* 
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Salary Patterns Male minorities in managerial and professional positions in the four case 
studies generally earned less on average than white male managers and 
professionals. Blacks were paid least, on average, followed by Hispanics 
in both job categories. Consistently, across both job categories and for 
the entire time, Asians earned the average salaries closest to those of 
the white men. (Data for 1987 appear in table VII.2; a complete breakout 
by racial/ethnic group, gender, job category, and year is provided in 
appendix IV). 

Table Vil.2: Caae Study Examples of 
Average Salaries of Mafa Managers and 
Professionals Comparad Wftf~ White 
Male Salarias, by Rackl/Ethnlc Group 
(1987) 

__ Salary as percentage of white male salary ( averactes) 
Managers Professionals 

Establishment Black Hispanic Asian Black Hispanic Asian 
A 77 81 a 85 90 100 
6 84 84 90 91 87 98 
C 86 88 97 86 90 95 
D 75 a7 96 91 92 97 

‘This category had fewer than 25 employees, which made It too small to be statistwxlly reliable 
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For managers, average salaries for black men ranged from 76 to 84 per- 
cent of those for white men in 1979, and from 75 to 86 percent in 1987. 
The range for Hispanic male managers in 1979 was from 80 to 87 per- 
cent of the average salaries of white male managers, rising slightly to a 
range of from 81 to 88 percent in 1987. Asian male managers in two 
establishments earned average salaries in 1979 ranging from 86 to 105 
percent of the average salaries of white male managers; as of 1987 in 
three establishments the range was from 90 to 97 percent. 

The average salaries of black male professionals ranged from 83 to 87 
percent of the average salaries of white men in 1979, increasing to a 
range of from 85 to 91 percent in 1987. The range in 1979 for Hispanic 
male professionals was 85 to 89 percent, rising to a range of from 87 to 
92 percent in 1987. Asian male professionals in 1979 earned, on aver- 
age, from 94 to 96 percent of the white men’s average salaries, increas- 
ing to a range of from 95 to 100 percent in 1987. When we examined 
average salaries according to levels of minority male managers in two 
establishments, in one case the difference from white men at the entry 
and middle levels and upper level was less than that for managers over- 
all. In fact, the average salaries for some groups exceeded those of white 
men. Only one establishment had enough upper-level managers who 
were minority men to make this comparison. 
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Although some aerospace positions are recruited nationally, most hiring 
takes place in local labor markets. We examined employment of mana- 
gers and professionals in Los Angeles and Seattle (areas with the two 
largest numbers of aerospace employees in the national EEO database) in 
some detail. For these job categories, we discuss Los Angeles and Seattle 
data in two ways: (1) descriptions of the EEO profiles of local aerospace 
industries and (2) comparisons with respective local portions of the 
national EEO database. In this appendix, our discussions focus on the 
results of those analyses in which Los Angeles and Seattle differed from 
the patterns for the national EEO database. 

Los Angeles had 114,248 aerospace employees in 1979 and 162,563 in 
1986; Seattle had 1,599 aerospace employees in 1979 and 65,002 in 
1986. In both areas, the industry experienced considerable growth in the 
time period covered, 42 percent in Los Angeles and nearly 4,000 percent 
in Seattle. Nationwide, aerospace employment increased by 58 percent 
during this time. Among our main findings were the following: 

. Minority groups of managers and professionals held higher percentages 
of jobs in the Los Angeles aerospace industry than in the aerospace 
industry nationwide. Minority managers and professionals, except 
Asians, held lower percentages of jobs in the Seattle aerospace industry 
than their counterparts in the aerospace industry nationwide. 

l Female managers and professionals in the Los Angeles aerospace indus- 
try held higher percentages than their counterparts in the aerospace 
industry nationwide and increased over the period at a faster rate. The 
percentages of female managers and professionals in the Seattle aero- 
space industry declined sharply in the early years, before improving in 
the later years. 

q Black male managers in Los Angeles aerospace, compared with the Los 
Angeles portion of the EEO database, were better represented than black 
aerospace managers compared with the national EEO database. In con- 
trast, Asians and Hispanics were less represented in Los Angeles than 
nationally. Male minority professionals’ representation was similar to 
the same group in the nation. 

l Asian managers and Hispanic and black managers and professionals 
also were less represented in relation to the Seattle portion of the EEO 
database than in the nationwide comparison. 
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- 

In Aerospace Industry, 
Minorities a Higher 
Percentage in Los 
Angeles Than in 
Seattle or the Nation 

In Los Angeles Aerospace 
Industry, Ethnic Managers 
and Professionals 
Gradually Increased 
Representation 

Compared with employment patterns in the aerospace industry nation- 
ally, Los Angeles and Seattle presented a few differences in EEO profiles. 
Minority groups comprised a higher percentage in the Los Angeles aero- 
space industry than aerospace nationwide, but increased their share of 
jobs at a slower rate over the 1979-86 period. Asians and Hispanics in 
that area held about twice as high a percentage of positions in the local 
aerospace industry than in the nationwide aerospace industry. 

Blacks and Hispanics in the Seattle aerospace industry comprised a 
smaller percentage than in the aerospace industry nationwide. Of minor- 
ities, Asians held the highest percentage in Seattle and increased the 
most among managers and professionals. The percentage of Hispanic 
managers and professionals in Seattle’s aerospace industry decreased 
from 1979 to 1986. 

In Los Angeles aerospace as in the aerospace industry nationally, the 
percentages of racial and ethnic groups in management jobs increased 
from 1979 to 1986. Although all three minority groups held higher per- 
centages locally in Los Angeles than nationally, their share increased 
less rapidly over time. Asian and Hispanic managers consistently held 
about twice as high a percentage in Los Angeles aerospace as in the 
aerospace industry nationwide, with Asians showing the largest relative 
increase (see figs. VIII. I and 111.5). Only blacks, however, consistently 
exceeded 5 percent of Los Angeles aerospace managers. 

Among aerospace professionals, all racial and ethnic groups also held 
higher percentages in Los Angeles than in the industry nationwide (see 
figs. VIII.1 and III.5 ). Black and Hispanic professionals reversed their 
nationwide standing, with Hispanics holding a slightly higher percent- 
age than blacks in Los Angeles. Both sets of professionals increased at 
about the same rate between 1979 and 1986 in both the Los Angeles 
aerospace industry and the industry nationwide. Asians held the highest 
percentage of the minority groups in both managerial and professional 
positions, but they increased more rapidly in the nationwide aerospace 
industry than in Los Angeles’ aerospace industry. 
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Figure Vlll.1: Racial/Ethnic Managers 
and Professionals in the Los Angeles 
Aerospace Industry (1986) 
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A quite different picture was revealed when the Los Angeles aerospace 
industry was compared with the Los Angeles portion of the national EEO 
database for 197986. Among aerospace managers, in Los Angeles, the 
least represented group relative to the local EEO data was Hispanics, fol- 
lowed by Asians, blacks, and whites (see fig. VIII.2). In the aerospace 
industry nationwide, when aerospace managers were compared with the 
national EEO database (XT fig 111.9) the order was blacks, both whites 
and Hispanics, then Asians. In addition, although Los Angeles aerospace 
black managers were closer to their local EEO data representation than 
were aerospace blacks nationwide to the national EEO database, Los 
Angeles blacks, Asians, and Ihspanics were less represented. 

Racial and ethnic professionals in the Los Angeles aerospace industry 
were less represented in relation to the local portion of the EEO database 
(see fig. VIlI.3) than their counterparts in the aerospace industry nation- 
wide (see fig. 111.10). 
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Figure Vlll.2: Racial/Ethnic Groups as 
Managers in the Los Angeles Aerospace 
Industry Compared With the Los Angeles 20 PoP2wlt Dirnnna 
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Figure Vlll.3: Racial/Ethnic Groups as 
Professionals in the Los Angeles 
Aerospace Industry Compared With the 10 Percent Difference 
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In Seattle Aerospace 
Industry, Few Ethnic 
Minority Managers and 
Professionals 

EEO patterns for racial/ethnic groups among Seattle aerospace managers 
for our study period were somewhat similar to the profiles already dis- 
cussed for the aerospace industry generally and the national EEO data- 
base. The percentage of all minorities was small. There were, however, 
some differences. Blacks and Hispanics held lower percentages in the 
Seattle aerospace industry than in the industry nationwide. Among 
Seattle aerospace industry managers, professionals, and all job catego- 
ries combined, Asians held the highest percentages. Although there were 
no Asian managers in the Seattle aerospace industry in 1979, they com- 
prised 2.2 percent of that industry’s managers in 1986. Asian managers 
started at 1.1 in the aerospace industry nationwide, reaching 1.9 percent 
by 1986 isee figs. VIII.4 and 111.5). 
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Managers and Profkssionals in the 
Seattle Aerospace Industry (1986) Percent Mlnorfty In Each Job Category 
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Asian professionals held an even higher percentage than managers in 
the Seattle aerospace industry, starting in 1979 at 4.4 percent and end- 
ing at 7.2 percent in 1986, while they were 3.3 and 5.4 percent in the 
nationwide aerospace industry at these times (see figs. VIII.4 and 111.5). 

Comparison With Local 
Seattle Labor Market: 
Minorities Less 

Even though Asians in the Seattle aerospace industry held a high per- 
centage of positions in relation to other minorities, Asian managers were 
less represented in relation to the local portion of the EEO database than 

Represented in Seattle were Asians in the aerospace industry nationwide in comparison with 

Aerospace Industry Than 
the national EEO database (see figs. VIII.5 and 111.9). In contrast to Asian 
managers, Asian professionals in the Seattle aerospace industry held a 

in the Nation higher representation relative to the Seattle portion of the national EEO 
database, just as national aerospace Asians did relative to the national 
EEO database. Hispanic and black professionals in Seattle were less rep- 
resented when this comparison was made than their national aerospace 
counterparts were in relation to the national EEO database (see figs. 
VIII.6 and 111.10). 
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Figure Vlll.5: Racial/Ethnic Groups as 
Managers in the Seattle Aerospace 
Industry Compared With the Seattle 10 Percent mronce 
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Figure Vlll.6: Racial/Ethnic Groups as 
Professionals in the Seattle Aerospace 
Industry Compared With the Seattle 60 Pwcsnt Ditirence 
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Los Angeles Women 
Outpace Those 
Nationally, Seattle 

When we examined the employment of women in aerospace jobs in Los 
Angeles and Seattle and also compared them with women in both the 
national aerospace industry and the local portion of the EEO database for 
the 1979-86 period, WC found the following: 

Women Lag 
l In the Los Angeles aerospace industry, women held a somewhat higher 

percentage of jobs and increased at a faster rate relative to the industry 
nationwide. The percentage of female professionals was slightly higher 
and increased more rapidly than the aerospace industry nationwide. 
Female managers and professionals were closer to their representation 
in the Los Angeles portion of the EEO database than women in the aero- 
space industry nationwide were to the national EEO database. 

. In the Seattle aerospace industry, the percentage of female managers 
declined (primarily from 1981 to 1982), while in the aerospace industry 
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nationwide the percentage gradually increased. From 1981 to 1982, the 
percentages of white female managers and all female professionals 
decreased by about a quarter, while in the aerospace industry nation- 
wide these groups doubled. In the early part of the period studied, very 
few minority female managers and professionals were employed in the 
Seattle aerospace industry. In relation to the local portion of the 
national EEO database, the Seattle aerospace industry differed from the 
industry nationwide in that Hispanic and Asian managers and Hispanic 
professionals were less represented. Overall, women were less repre- 
sented in the Seattle aerospace industry than they were in the industry 
nationwide. 

Los Angeles Aerospace: 
Proportion of Female 
Managers and 
Professionals Changed 
Slightly Since 1979 

Although the proportion of female aerospace managers increased in 
both Los Angeles (see fig. VI11.7) and the nationwide aerospace industry 
(see fig. V.3) between 1979 and 1986, in Los Angeles this group consist- 
ently showed a slightly higher percentage and more rapid rise. Women 
increased from about 6 percent of the Los Angeles aerospace industry in 
1979 to about 11 percent in 1986, compared with an increase of from 4 
to 7 percent in the nationwide aerospace industry. 

Among aerospace professionals in Los Angeles, the female profile was 
similar to that for female professionals in aerospace nationwide (see 
figs. VIII.7 and V.3). The percentage of Los Angeles female professionals 
was slightly higher, however, and increased a little more rapidly over 
time. The pattern for racial/ethnic women among Los Angeles aerospace 
professionals did not differ from that for these groups in the aerospace 
industry nationwide. 

Los Angeles Aerospace 
Compared With the Los 
Angeles Portion of the 
EEO Database 

In management jobs, the pattern of gender differences between the Los 
Angeles aerospace industry and the Los Angeles portion of the EEO data- 
base was similar to the pattern for the nationwide comparison (aero- 
space industry nationwide compared with national EEO database). 
Female aerospace managers in Los Angeles, however, were slightly 
closer to their local EEo database representation (about 75 percent below 
in 1979,66 percent below in 1986) than were female managers in the 
nationwide group (about 79 percent below in 1979, 72 percent below in 
1986). 

Employment of racial/ethnic groups of women in Los Angeles aerospace 
management when compared to the local portion of the EEO database 
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Figure Vlll.7: Female Managers and 
Professionals in the Los Angeles 
Aerospace Industry (1979-66) 
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(see fig. VIII.8) was similar to the pattern seen for the nationwide aero- 
space industry (see fig. V.lO), in that all aerospace groups were between 
60 and 90 percent below their representation in the EEO database. The 
order in which the groups were less represented in the aerospace indus- 
try varied between Los Angeles and the nation. In Los Angeles in both 
1979 and 1986, Asian women were least represented, followed by His- 
panics, whites and blacks. In the aerospace industry nationwide, Asians, 
whites, and blacks were all similarly less represented in 1979, with His- 
panics being slightly less represented. In 1986, whites and blacks were 
the least represented, followed by Hispanics and Asians. 

Female professionals in the Los Angeles aerospace industry were 
slightly better represented relative to the Los Angeles portion of the EEO 
database (71 percent below in 1979,53 percent below in 1986) than in 
the similar nationwide comparison. In the latter, their nationwide aero- 
space industry share was 78 percent below their national EEO database 
share in 1979, and 64 percent below in 1986). Compared to the national 
pattern, the Los Angeles women moved more quickly toward full 
representation. 
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Figure Vlll.8: Female Managers in the 
Los Angeles Aerospace Industry 
Compared With the Los Angeles Portion 11 Pw*nt oifhrw~~~ 
of the EEO Database, by Racial/Ethnic 
Group (1979-66) 0 
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Although all racial and ethnic groups among female professionals were 
substantially less represented in both the Los Angeles (see fig. VIII.9) 
and nationwide aerospace industries (see fig. V.ll), the patterns varied. 
In order, from least to best. representation for Los Angeles were Asians, 
Hispanics and blacks, and whites; for the nation, the order was whites, 
blacks, Asians, and Hispanics. White and black female professionals 
were somewhat better represented in the Los Angeles aerospace indus- 
try than in the similar nationwide comparison (aerospace industry 
nationwide compared with national EEO database), while Hispanics and 
Asians were less represented. 
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Figure Vlll.9: Female Professionals in the 
Los Angeles Aerospace Industry 
Compared With the Los Angeles Portion 0 P@rcant mftannca 

of the EEO Database, by Racial/Ethnic 
Group (1979-66) 
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bers were too small (fewer than 25) to calculate reliable statlstlcs 

Seattle Female Aerospace In the Seattle aerospace industry, women as both managers and profes- 

Managers and sionals declined in percentage between 1979 and 1986, even as their 

Professionals: Percentages counterparts increased nationally. This phenomenon may be related to 

Lower Than in National the rapid increase in the Seattle aerospace labor force by about 4,000 

Aerospace Industry 
percent over the period. Of the 63,403 employees added to the aerospace 
industry from 1979 to 1986,49,030 were men (37 percent of the 
increase). 

In both Seattle and the nation, women remained under 10 percent of 
managers in the aerospace industry. Female managers in Seattle aero- 
space declined from 8.4 to 5.3 percent; this represented a 37 percent 
relative difference between 1979 and 1986. In contrast. in the national 
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aerospace industry female managers increased from 3.9 to 7.3 percent, 
an 87 percent increase (see figs. VIII.10 and V.3). 

Figure V111.10: Female Managers and 
Professionals in the Seattle Aerospace 
Industry (1979-66) Percent Employees In Each Category 
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Note Data for female managers are nut provided for 1979~81 because the numbers were too small 
(fewer than 25) to calculate reliable statistics 

White women held about 9 percent of aerospace management jobs in 
Seattle in 1979, only to drop by more than half to 4 percent in 1982. 
Nationally, white women held about 3 percent of such jobs in 1979 (see 
fig. V.5) and doubled, increasing to about 6 percent by 1986. No minor- 
ity female managers were employed in Seattle until 1982, and although 
they increased, no minority group reached one-third of 1 percent by 
1986. Nationwide, the representation of minority women increased more 
rapidly, especially for Asians. 

Among aerospace professionals in Seattle, women experienced a relative 
decline of 20 percent over the time studied (from 10 to 8 percent), while 
nationally they increased steadily, essentially doubling from 8 to 16 per- 
cent (see fig. V.3). As with female managers, the greatest decline in the 
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percentage of female professionals in Seattle occurred between 1981 and 
1982, when they decreased from 10.6 to 5.5 percent. 

Female members of racial and ethnic groups among professionals in the 
Seattle aerospace industry also differed from the national industry pat- 
terns. White female professionals peaked in 1980 at almost 12 percent, 
but declined rapidly by 60 percent to 4.8 percent in 1982. White female 
professionals in aerospace nationwide steadily increased, nearly doub- 
ling between 1979 and 1986 from about 7 to 13 percent (see fig. V.6). As 
in the manager category, female minority professionals in Seattle were 
nonexistent until 1981, when the first blacks and Asians were employed; 
the first Hispanics were employed in 1982. But no minority group in 
Seattle reached 1 percent of aerospace professionals during the 1979-86 
period. Asians increased the most, to 0.8 percent, while the others 
reached about 0.1 percent. Nationwide, blacks and Asians in aerospace 
each reached 1 percent. 

Comparisons With Local 
Seattle Portion 
of the EEO Database 

Female racial/ethnic managers and professionals in Seattle differed 
more from the Seattle portion of the EEO database than their percentage 
in the nationwide aerospace industry differed from the national EEO 
database. Few female racial/ethnic aerospace managers were employed 
in Seattle from 1979 to 1981, and they were less represented in compari- 
son with the Seattle portion of the EEO database. All minority groups 
were less represented by about 90 percent in 1981 and 1983. White 
female managers, comprising the vast majority of female managers in 
the Seattle aerospace industry, were 52 percent below the Seattle por- 
tion of the local portion of the EEO database in 1980. By 1984, the per- 
centage was 87 percent below; by 1986 the percentage improved 
slightly. (See figs. VIII.1 1 and V.10.) 

In the early part of the period, female racial/ethnic professionals 
showed a pattern similar to female racial/ethnic managers. Minorities 
generally were underrepresented by 80 to 90 percent. White women 
were about 57 percent below in 1980, declining rapidly to a low of 88 
percent below in 1982, with some recovery by 1986. Asians were the 
best represented minority group among female professionals in 1986, 
followed by blacks. Hispanics, and whites. 
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Figure VIII.ll: Female Managers in the 
Seattle Aerospace Industry Compared 
With the Seattle Portion of the EEO 
Database, by Racial/Ethnic Group 
(1979-86) 
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Local EEO Patterns 
for Men Generally 
Reflect Those 
Nationally 

Minority male managers in Los Angeles differed from the corresponding 
groups at the national level (see fig. VII.1) in several ways. Although all 
racial and ethnic groups among male managers held higher percentages 
in the Los Angeles aerospace industry, they increased less rapidly 
between 1979 and 198G than in the aerospace industry nationwide. 
Asian and IIispanic men c*omprised about twice the percentage as mana- 
gers in the Los Angc4es industry and in the nationwide aerospace indus- 
try. Asians showed the‘ largest relative increase, but no group reached 5 
percent. 

Local Labor Market 
Comparison 

Compared with the local portion of the EEO database, the percentage of 
minority male managers in Los Angeles aerospace differed from that of 
the national aeros1xic.c’ industry in that blacks and whites had a higher 
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Figure Vlll.12: Male Managers in the Los 
Angeles Aerospace Industry Compared 
With the Los Angeles Portion of the EEO S9 Pemsnt Diffennce 

Database, by Racial/Ethnic Group 50 
(1979~86) 
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representation and Asians and Hispanics had a lower representation. 
(See fig. VII.3 for the, nation.) 

Among minority mean in professional jobs, the Los Angeles aerospace 
industry pattern was similar to that of the aerospace industry nation- 
wide, except, thcrcs were fewer whites and slightly more Asians in Los 
Angeles than nationwide. Male professionals in both t,he Los Angeles 
aerospace industry and t hc national aerospace industry held a higher 
representation than in, respectively, the Los Angeles and nationwide 
portions of the IX) database. Both were about 46 percent above the EW 

database, with vcr>’ lit t I(’ change over the 197986 period. 

In Los Angeles, whiter and black managers in the aerospace industry 
were highly reprcscln t ed in relation to the local portion of the EEL data- 
base and similar in their percentage differences. The remaining two 
groups were less rcprc~sc~ntcd, Asians only slightly and Hispanics more 
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so, except for 1980. Compared with the Los Angeles portion of the EEO 
database, blacks and whites held a higher representation and Asians 
and Hispanics, a lower representation than did these same groups 
nationally when compared with the national EEO database (see fig. 
VIII.12). 

Page 87 GAO/HRD-90-16 EEO in Aerospace Industry 



Appendix IX 

Major Contributors to This Report 

Human Resources Linda G. Morra, Director, Select Congressional Studies, (202) 275-1655 

Division, Washington, 
Albert B. Jojokian, Assistant Director 
Larry Horinko, Assistant Director 

D.C. Cheryl J. Oros, Project Manager 
Andrea L. Rozner, Evaluator 
Veronica Scott, Evaluator 
Virginia T. Douglas, Reports Analyst 

Los Angeles Regional Darryl W. Dutton, Assignment Manager 

Office 
.Jill F. Norwood, Sitca Senior 

(118239) Page 88 GAO/HRD-90.16 EEO in Aerospace Industry 





Requests for copies of GAO reports should be sent to: - 

U.S. General Accounting Office 
Post Office Box 6015 
Gaithersburg, Maryland 20877 

Telephone 202-275-6241 

The first five copies of each report are free. Additional copies are 
$2.00 each. 

There is a 25% discount on orders for 100 or more copies mailed to a 
single address. 

Orders must be prepaid by cash or by check or money order made 
out to the Superintendent of Documents. 




