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since the gUidelines were promulgated. I
have been told that OFCC is asking the
various Federal compliance agencies to
report on activities under 60-50. Mr.
President, I would very much be inter
ested in the results of this survey. I have
also made inquiries that suggest there is
some evidence to doubt the sincerity of
the Government in carrying out this
policy-a policy which, by the way, I
heartily endorse.

Evidence also is mounting that the rec
ord of America's business and industry
in sharing internally positions of power
with all groups is a sorry one. An ethnic
sponsored study recently documented
ethnic participation-or lack of it-in
some of Chicago's large corporations.
The study looked at the executive suites
of 106 of Chicago's largest corporations
to see how many Italians, Poles, blacks,
and Latins were members of the boards
of directors or corporation officers. These
4 groups represent nearly 34 percent
of the 7 million Greater Chicago Metro
politan area. Less than 3 percent-36
directors of a total of 1,341-and less
than 4 percent-52 officers of a total
of 1,355-were black, Latin, Polish or
Italian. Indeed, more than half-55-of
the corporations had no one from these
groups as directors or officers.

The stUdy was undertaken by the In
stitute of Urban Life, a Chicago firm
headed by Edward Marciniak. It was pre
pared for the National Center for Urban
Ethnic Affairs, a Washington-based non
profit organization founded and headed
by Msgr. Geno Baroni.

A journalist, Charles N. Conconi, heard
about the results and decided to take a
look behind the statistics. He interviewed
a number of people including Anthony
J. Fornelli, a well-known and successful
Chicago attorney, son of Italian immi
grant parents. Said Fornelli when he
saw the study results:

If we are such a large percentage of the
national popUlation, why do we have such a
small· percentage of the top jobS. Either we
are a minority in numbers or a minority in
thought. Either business 15 ignoring an un
tapped vast resource or there is a conscious
effort to exclude. The statistics say something
15 wrong. I think the decision is conscious. I
feel there is a consious effort to exclude at
hiring. Can you believe that the four groups
have been excluded without a conscious ef
fort? ...

Conconi looked behind the Italian rep
resentation figures, for they were the
greatest. He found that one Italian was
a member of nine boards, thus ske~ing

the figures. Also the Admiral Corp. is
owned by Italian Americans.

Conconi's article appeared in an excel
lent Italian-American newspaper, Fra
Noi, published in Chicago and edited by
Rev. Paul Asciolla, S.C.

Mr. President, I ask permission that
the executive suite study and the Con
coni article be printed in the RECORD at
the conclusion of my remarks.

The PRESIDING OFFICER. Without
objection, it is so ordered.

(See exhibits 1 and 2,)
Mr. MONDALE. Mr. President, gen

erally, this pattern of exclusion exists
and persists. But there are bright spots.
William Carmell, manager of equal em-

DISCRIMINATION IN THE MIDDLE
AND UPPER LEVELS OF MANAGE
MENT

Mr. MONDALE. Mr. President. More
than a year ago the Department of La
bor's Office of Federal Contract Compli
ance issued the following guidelines:

Members of various religious and ethnic
groups, primarily but not exclusively of Ea.~t

ern, Middle and Southern European ances
try, such as Jews, Catholics, Italians, Greeks,
and Slavic groups, continue to be excluded
from executive, middle-management, and
other job levels because of olscrlmlnatlon
based upon their religion and/or national
origin. These guidelines are Intended to
remedy such unfair treatment.

In this country today, there are preci
ous few women and minority group
members at the middle and upper levels
of management-the executive sUite--in
business and industry. Less obvious but
no less true, there are discouragingly
few representatives of these Southern
and Eastern European ethnic groups at
these same management levels.

Polish, Italian and other Slavic ethnic
groups are beginning to take a hard look
at their own participation in the Amer
ican dream. They are finding that they
are a long way from "having made it."
They are asking questions and looking
for data relating to their condition.

The Federal policy toward their con
dition consists only of the Department of
Labor guidelines. But the guidelines are
merely guidelines. They are not a regula
tion in the sense that ;;pecific require
ments are spelled out with sanctions for
violations. The guidelines exhort busi
ness and industry to look at their exec
utive suite personnel practices. They
apply to those doing business as con
tractors or subcontractors with the Fed
eral Government. No affirmative action
plans are required.

Issued more than a year ago (41 C.F.R.
part 60-50), the gUidelines require "af
firmative action" in areas dealing with
upgrading, layoff, termination training,
recruitment, transfer, and demotion of all
ethnic employees. Special attention is to
be given job opportunities at the middle
and executive management job levels.

I have not made a formal inquiry of
the Department of Labor to inquire what
progress its Office of Federal Contract
Compliance has made in implementing
the guidelines. Informally, I have learn
ed that OFCC has no statistical data for
evaluative purposes, notWithstanding the
faet that more than a ~'ear has passed

Casualty or theft losses______ 0
Miscellaneous deductions-

these Include entertainment
of constituents, office ex
penses, alimony paid, legal
fees, political contributions
and deJ'l'eciation of office
eqUipment $22,587.77

Kansas taxes paid, $1,767.67.
PROJECTED SOURCES OF INCOME FOR 1974

Senate salary. $42,500.
Lecture fees: Vary annually.
Retirement pay (disability retirement for

wounds received in World War II): $5,435.72
per year-not subject to tax.

Veterans' Administration insurance divi
dend: $148.00-not subject to tax.

$79,935.10
9,411. 73

11,453.15
57,045.22
20,044.91

$82,927,26
2,678.25

33,397.19
46,101. 82
18,526.09

$52,476.05
3,217.72
9,073.09

38,310.24
11,892.32

THE 1969 TAX SUMMARY

U.S. taxes--Continued
Interest expense (bome mort-gage) _
Contributions _

Casualty or theft losses _
Miscellaneous deductlons-

these include entertainment
of constituents, depreciation
of office equipment, dues and
office expenses______________ 2,374.60

Kansas taxes paid, $1,115.80.
THE 1970 TAX SUMMARY

U.S. taxes:
Total income _
Employee business expense _
Itemized deductions· _
Taxable income _
U.S. taxes pald _

·Itemlzed deductions:
Medical and dental expenses___ 150.00Taxes 2,714.73

Interest expense (bome mort-gage) _
Contributions _
Casualty or theft losses _
Mlscelleanous deductions-

these include entertainment
of constituents, depreciation
of office equipment, dues and
office expenses ~__________ 3,094.93

Kansas taxes paid $1,324.95.
THE 1971 TAx SUMMARY

U.S. taxes:Total Income _

Employee business expense _
Itemized deductions· _
Taxable incon1e _
U.S. taxes pald _

·Itemized deductions:
Medical and dental expenses__ 150.00
Taxes 3,337.45

Interest expense (home mort-gage) _
Contributions _
Casualty or theft losses _
Miscellaneous deductions-

these include entertainment
of constituents, dues and
subscriptions, office expenses
and depreciation of office
equipment 2,891.26

Kansas taxes paid, $2,652.70.
THE 1972 TAX SUMMARY

U.S. taxes:
Total income ~ _
Employee business expense _
Itemized deductions· _
Taxable Income _
U.S. taxes pald _

* Itemized deductions:
Medical and dental expenses__ 150.00
Taxes 4,637.56

Interest expense (home mort-gage) _
Contributions _
Casualty or theft losses _
Miscellaneous deductlons-

these include entertainment
of constituents, office ex
penses, alimony and insur
ance premiums paid and de
preciation of office equip-
ment 24,552.52

Kansas taxes paid, $1,386.
THE 1973 TAX SUMM.'RY

U.S. taxes:
Total income $88,713.58
Employee business expense____ 6,987.34
Itemized deductions· 30, 120.31
Taxable income_______________ 48; 855. 93
U.S. taxes pald 20,367.56

·Itemized deductions:
Medical and dental expenses__ 150.00Taxes 2,407.60

Interest expense (home mort-gage) 1,779.50
Contributions 3,195.44
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ployment opportunities programs for
Union Carbide Corp., has written a
magazine article on the executive suite.
Carmel!'s perception of the rising aspira
tions of ethnic groups is surely on target.
Writing in the \\inter issue of Business
and Society Review (No.8), he titles his
article "White Ethnics: Here Comes the
New Minority."

Carmell says ethnics have been satis
fied in the past at the lower echelons of
corporate management. Today, however,
they are insisting that the corporate
world must "recognize that ethnics too
have experienced some diflicult problems
in adjusting to life and business in the
United States," and the discrimination
they have suffered must also be rectified.
If they are ignored, ethnics will go on
believing-

That their past and present difficulties
have been totally neglected while the prob
lems of others have at least begun to be
addressed. This resentment and frustration
can well lead to the same kinds of con
frontations that minorities and women have
sometimes felt compelled to Initiate In order
to gain equal employment opporttlnlly.

Carmel! wonders if the Federal Gov
ernment is really very serious about en
forcing its own guidelines. At the cor
porate end of Federal compliance, he
detects little emphasis on the guidelines
from Washington. But, then, he believes
that many corporate managers also do
not perceive the problem with regard to
ethnics. Some are hostile, determined to
accept no responsibility, particularly
equal opportunity managers. The irony,
he says, is that the success of programs
for women and minorities depends in
part on the cooperation of the ethnics
already on tIle work force of business
organizations. The article details some
positive actions that corporations can
pursue in making way for the upward
mobility of ethnics in their organizations.

Mr. President, I ask permission that
the article be printed at the conclusion of
my remarks.

The PRESIDlliG OFFICER. Without
objection. it is so ordered.

(See exhibit 3.)
Mr. MONDALE. Mr. President, there

are in America today more than 40 mil
lion people who identify themselves as
ethnic-people of southern, middle and
eastern European ancestry and cultural
heritage. They are integral to the fabric
of American life and culture. They are
good citizens. They are hard working,
frugal, patriotic, and the representatives
of rich and varied cultures and lifeways
that add so much to our pluralistic na
tionallife. But they have been long suf
fering too.

They are asking today with increasing
frequency and articulateness what their
stake in the American dream is. The
promise of equal opportunity for all is
the heart of the American dream. The
pursuit of equal justice for every Amer
ican-black, brown, Indian, or ethnic
is essential to the preservation of our
national character.

That is why I am intensely interested
in sharing the information I have gath
ered. I know that management positions
in this country are largely determined at
two points: recruitment or selection and

promotion. Who gets recruited? Who gets
promoted? Corporate America hopefully
will begin reviewing its practices in this
regard.

I intend to return again to this sub
ject, and to watch carefully Federal ef
forts in carrying out stated policies.
Perhaps, tougher regulations may be in
order.

I ask permission that the guidelines be
printed at the end of my remarks.

The PRESIDING OFFICER. Without
objection, it is so ordered.

(See exhibit 4.)
EXHIBIT 1

MINORITY REPORT: THE REPRESENTATION OF

POLES, ITALIANS, LATINS AND BLACKS IN THE

EXECUTIVE SUITES OF CHICAGO'S LARGEST
CORPORATIONS

The question "How many are there?" has
become one of the most provocative and un
settling questions being raised on all levels
of American society. It reflects the national
preoccupation with evaluating the success
or failure of various ethnic groups In gaining
their share In the American system for dis
tributing Income and power. Thus, In just a
matter of a few years questions regarding
a person's race or ethnic background, once
felt to have no public relevance and even
considered 1llegltlmate, now not only are
being asked but even require answers by law.
Companies with government contracts are
now required to file reports Indicating their
utilization rate of Blacks, Latins, American
Indians, Eskimos, and women. In January,
1973, the U.S. Department of Labor, Office
of Federal Contract Compliance. Issued new
guidelines to cover discrimination against
persons because of religion or ethnic origin.
These gUidelines said:

"Members of varous religious and ethnic
groups, primarily but not exclusively of East
ern, Middle, and Southern European ancestry,
such as Jews, Catholics, Italians, Greeks, and
Slavic groups continue to be excluded from
executive middle management, and other job
levels because of discrimination based upon
their religion and/or national origin. These
guidelines are intended to remedy such un
fair treatment.'

What the gUidelines In effect recognize Is
that, despite the powerful American rhetoric
which emphasizes Individual achievement,
power and all1uence In reality still fiow along
group lines, and that an Individual's reli
gious or ethnic affiliation may in fact still
be an obstacle to his advancement.

The purpose of this stUdy was to Investi
gate the extent to which members of the
Polish, Italian, Latin, and Black communi
ties have penetrated the centers of power and
Influence In Chicago-based corporations. This
was done by determining how many Poles,
Italians, Latins, and Blacks either serve on
the board of directors or occupy the highest
executive positions In Chicago's largest cor
porations.

In focusing on Poles, Italians, Latins. and
Blacks, this stUdy selected a combination of
minority groups which at this point In time
is hlstol'lcally slgnflcant. The 1960's saw the
rise of group consciousness ilmongBlacks
and Latins, and their relentless pursuit of
parity with other groups In the U.S. This
process released the latent consciousness of
other groups, such as Poles and Italians, who
are becoming increasingly aware that like
Blacks and Latins, they may not be sharing
equally In the aII1uence of American society.

Thus, although this stUdy originated at
the request of· leaders of the Polish Ameri
can Congress, Dllnois Division, and the Joint
Civic Committee of Italian-Americans In
Chicago, they were more than wUlIng to see
the stUdy expanded to Include Blacks and

Footnotes at end of article.

Latins. In the Chicago metropolitan area,
where nearly 35 percent of the seven mU
lion population Is either Polish, Italian,
Latin, or Black, such a perception of mutual
concerns could have a positive 1n1luence on
the future of group relations and thus on
the very shape and tone of life In the city
and suburbs.

The corporations reviewed In this study
were Identlfled by combining the Chicago
Daily News and Chicago Tribune lists of the
Chicago area's largest corporations In 1972.
Among the thousands of corporations based
In the Chicago area. 106 were Identified as
the largest Industrial firms, retaUers, utili
ties, transportation companies, banks, and
savings and loan Institutions. More than half
of them (66 per cent) were Included In For
tune magazlne's 1972 list of the largest 500
Industrial corporations or Fortune's lIsts of
the largest non-Industrial firms In the U.S.
These 106 corporations, therefore, comprise
the top layers of the economic and financial
power structure of Chicago and of the na
tion. It was the top management of these
corporate giants and their boards of direct
ors who were scrutinized In order to deter
mine the representation of Poles, Itallans,
Latins, and Blacks.

Information about directors and officers
was taken directly from the 1972 annual re
port of each corporation. The number of di
rectors of all 106 corporations totaled 1341;
the number of officers, 1355. For the pur~

poses of this stUdy, honorary board members
were not Included, nor were oll1cers of less
than Vice-presidential rank such as assistant
Vice-presidents, assistant secretaries, or as
sistant treasurers. Where a firm was con
trolled by a holding company, only the di
rectors and olIicers of the holding company
were counted. An oll1cer who a.lso was a mem
ber of the board of directors of the same firm
was counted twice, once as a director, again
as officer.

FINDINGS AND CONCLUSIONS

Thirty-six, or less than three per cent, of
the 1341 directors were Polish,' ltaHan, Latin.
or Black. Fifty-two, or less than four per
cent, of the 1355 oll1cers were Pollsh, Italla.n.
Latin, or Black. These four groups make up
apprOXimately 34 per cent of the metropoli
tan area's popUlation. When translated Into
IndividUal percentages, the findings Indicate
that 0.3 per cent of all directors were Pollsh,
1.9 per cent Italian,' 0.1 per cent Latin. and
0.4 per cent Black. Out of all officers, 0.1 per
cent were Polish, 2.9 per cent Italian, 0.1
per cent Latin, and 0.1 per cent Black. (See
Table I.)

TABLE I.-REPRESENTATION OF SELECT ETHNIC GROUPS
IN THE CHICAGO METROPOLITAN AREA I POPULATION
AND ON THE BOARDS OF DIRECTORS AND AMONG THE
OFFICERS OF THE 106 LARGEST CHICAGO AREA
CORPORATIONS.

Percent Directors Officers
of area
pOfl~~; Num- Per- Num- Per·

ber cent ber cenl

Poles __________ 6.9 4 0.3 10 0.7lIalians________ 4.8 26 1.9 39 2.9Lalins_________ 4.4 1 .1 2 .1Blacks'•• _____ 17.6 5 .4 1 .1All other_______ 66.3 1,305 97.3 1,303 96.2
TotaL __ 100.0 1.341 100. a 1.355 100.0

1 The "area population" refers to Ihe Chicago metropolitan
area: the 6 counties of Cook, Kane. Will, OuPage, Lake and
McHenry, whose population in 1970 was 6,979,000.

• The percentages of area poputation was prepared by Michael
E. SchUlz, director of Loyota University's Graduale Program in
Urban Studies. For Poles. lIalians. and Lalins, !he estimates
inctude 1st, 2d, and 3d generations, based on U.S. Bureau of
Census dala.

• The black population is based on 1970 data from !he U.S.
Census Bureau.

How does one make a Judgment about
such Information? How can It be used to
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bl~ct~ ~lt~~; ~~~i~~~~g;~t~~na~ ~;1c;~s.poles, Italians, latins, or

Other sIgnificant patterns emerge from the
data. Poles and Italians do better in their rep
resentation In executive positIons than they
do as board members. The opposite Is true
of Blacks, whose major source of representa
t1oncomes from appointments to boards of
directors rather then from holding top execu
tive positions. No Poles were located among
the pubUc utlllties and banks reviewed in
this study, either as directors or as officers.
As for Italians, 16 were associated with banks
or savings and loan institutions. However,
there were no Italians In the executive suites
of the utilities? On the other hand, three
out of the five corporations with Black di
rectors were public utilities. The number of
Latins was not large enough to yield any sig
nificant pattern.

HopefUlly, thIs stUdy of four ethnic groups
In the corporate structure of metropolitan
Chicago will be extended to inclUde their
repreJlCntatlon in majorc1vic groups such as
public boards and commissions, influential

evaluate the extent to which Poles, Italians,
Latins, and Blacks have entered the execu
tive suites of Chicago's major corporations?
Are Poles, Italians, Latins and Blacks equi
tably represented there?

To answer such questions the executive
SUite data was compared to the population
of each of the four groups in the ChIcago
metropolitanarea. This comparison provides
a rough but fair guide for determinIng
whether each group has achlevet: parIty or
whether It is underrepresented.'

If one compares (Table 1) the percentage
of officers and directors whose backgrounds
are Polish, Italian, Latin, or Black to the
percentage distribution of these four groups
in the popUlation, it becomes clear that all
four groups were grossly underrepresented on
the boards of dIrectors and In the executive
positions of Chicago's major corporations.
ThUS, although Poles make up 6.9 per cent
of the metropolitan popUlation, only 0.3 per
cent of the directors are Polish. Italians make
up 4.8 per cent of the popUlation, but only
1.9 percent of the directors are Italian.
Blacks comprise 17.6 per cent of the popUla
tIon yet only 0.4 per cent of the dIrectors are
Black. Latins are 4.4 per cent of the popUla
tion yet only 0.1 per cent of the directors are
Latin. The same general pattern holds if one
compares the percentages of officers who are
Polish, ItaHan, Latin, or Black to the per
centage distribution of these four groups
in the population.

As a matter of fact, Poles, Latins, and
Blacks were virtually absent from the upper
echelons of ChIcago's largest corporatIons.
102 out of the 106 corporations had no di
rectors who were Polish; 97 had no officers
who were Polish. Only one corporation had a
Black officer and only two had LatIn officers.
Whlle the Italians were more numerous In
the executive suIte than the other three
groups, 84 corporations out of 106 still had no
directors who were ItaUan and 75 had no of
ficers who were Italian. FInally, 55 out of
the 106 corporations had no Poles, Italians,
Latins, or Blacks, either as directors or as
officers. (See Table II).

TABLE n.-NUMBER OF CORPORATIONS, OF THE 106
EXAMINED, WHICH HAD NO DIRECTORS OR OFFICERS WHO
WERE POLES, ITALIANS, lATINS, OR BLACKS I

---------- ---~-
Poles _ __ .. __ .. __ .
ltalians__ •. . •. .
latins.. . .. ' .
Blacks . ..

Number 01
corporations

without
director

102
84

105
101

Number 01
corporati ons

without
officer

97
75

104
105

private agencies and associations, founda
tions, and soetal clubs. SlmUar studies of
other ethnic groups such as Czechs, GreekS,
Lithuanians, etc, should be conducted I-n the
Chicago area. Given the lack of adequate re
search on American ethnic groups, similar
surveys should be undertaken in other large
cities.

As such studies accumUlate, the re:mlt may
be a national profile for each of AmerIca's
ethnic groups showing precisely the extent
to which each of them share In the power
and affluence of the nation. In the process
the nation wl1l learn to what extent the
American corporation is a "truly pUblic In
stitution bound to the same criteria of selec
tion that today affect government service
freedom from bIas, and the requIrement at
the same time to represent and refiect all
parts of the AmerIcan popUlation." 0

ANOTE ON METHOD
Trying to determine ethnic orIgin is a

hazardous enterprise. In order to make this
study as accurate as possIble, knOWledge
able leaders from the Polish, Italian, and Lat
in communities were asked to identify eth
nic names by studyIng the lists of directors
and officers In each annual report. In cases
of doubtful ethnic origin the Individual's
offiee was contacted directly. Each corpora
tion havIng no apparent representation from
any of the four ethnic communities was in
formally contacted to double check the pre
liminary findings. In regard to Blacks, all
avaUable studies were utlllzed and persons
famlllar with the Black oommunity were
consulted. Also helpful were several lawyers
and business leaders Who were generally
knOWledgeable about many O'f the corpora
tions studied. It there are any errors in the
final tally for each group, the margin of error
would not be sufficiently great to Invalidate
the findings of this study.

A manual describing in full the method
used is being prepared by the author and
will be distributed through the National
Center for Urban Ethnic Affairs In Washing
ton and the Institute of Urban Life in Chi
cago.

FOOTNOTES

160-50.1 of Cllapter 60, Title 41, Code of
Federal Regulations.

• In referring to Poles, Italians, Latins, or
Blacks, the author means Americans who are
of Polish, Itallan, Latin (Spanish-speaking
background), or Black ancestry.

"One person of Italian background serves
on nIne different boards. If he were to be
counted only once, the percentage of direc
tors who are ItaHan would be reduced from
1.9 per cent to 1.3 per cent.

'What should serve as an eqUitable norm,
and how to apply it, is, of course, open to
discussion. One can anticipate increasing
public discussion of the matter as more
groups pursue group gains.

o An Italian, however, does serve as an of
ficer of the two subsidiaries of one of the
utilities.

6 Nathan Glazer and Daniel P. Moynihan,
Eeyond. the Melting Pot, 1963, p. 208.

THE 106 CHICAGO-BASED CORPORATIONS
Abbott Laboratories, Admiral, Allied Mills,

Allied Van Lines, AmerIcan Bakeries Ameri
can Hospital Supply, American Natio{,al, Am
sted Industries, Baxter Laboratories, Beatrice
Foods, Bell Federal, Bell & Howell.

Borg-Warner, Brunswick, Bunker Ramo,
Carson PirIe Scott, CECO, CEN'CO, Central
National Bank, CFS Contir:ental, Chemetron,
Citizens Bank Park Ridge, Chicago Bridge
and Iron, ChicagO-Milwaukee.

Clllcago and North We3tern, Chicago, Rock'
Island and PacIfic, Combined Insurance,
Commonwealth Edison, Consolidated Foods,
Continental Il11noIs Corporation, CNA FInan
cial, De Soto; Donnelley (R.R.) & Sons, Drov
_ers National Bank, Exchange National Bank.

First Chicago, First Federal, F1\lC, General
American Transportation, Goldblatt Brothers,
GOUld, Harris Bankcorp, Hart, Schaffner &
Marx, Heller (Walter E.) International, Hil
ton HoteIs.

Home Federal, Household Finance, Illinois
Bell Telephone, Ill1nol.~ Central Industries,
Illinois Tool Works, Ihterlake, Inland Steel,
InternatIonal Harvester, International MIn
erals & Chemical, Jewel, Kemperco.

Kraftco, LakevIew Trust, Lasalle NatIonal
Bank, Libby, McNeill and Libby, MarcoI',
Maremont, Marleman, l\Iarshall Field, Mason
ite, McDonald's, McGraw-Edison, Morton
Norwich Products, Motorola, Nalco Chemical.

National Boulevard Bank, National Can,
National Tea, Northern Illinois Gas, Northern
Indiana Public Service, Nortrust, Northwest
Industries, Northwestern National Bank,
Outboard Marine, People's Gas.

Pioneer Trust, Pullman, Quaker Oats, St.
Paul Federal, Santa Fe Industries, Searle (G.
D.), Sears Bank & Trust, Sears, Roebuck, Sig
node, Spector Industries, Square D, Stand
ard Oll (Indiana).

Sunbeam, SWift, Talman Federal, TraES
Union, UAL, U.S. Gypsum, UNICOA, Uni
versalOii ProdUCts, Walgreen, Ward Focd2,
Washington N:ltlonal, Wieboldt Stor02,
Wrigley (William) Jr., Zenith Radio.

EXHIBIT 2
[From Fra Noi, January 1974]

ErHNIc MINORITIES STILL HAVEN'T MADE IT!
(By C. N. ConconI)

Little did the black mllitants of the 1960s
realize that their calls for "Black Power" and
"Black Is BeautifUl" would awaken the more
established ethnic groups into wistful
thoughts of "Itallan Power" or "Pollsh Is
Beautiful."

But no one but campaigning pollticians
patd much attention to the white urban
ethnic minorities and only then to call up
fears about "crime In the streets" or "bus
ing."

When Mr,rtin Luther King Jr. brought the
Civil Rights Movement to always-volatile
Chicago In 1966 to march for open housing,
he walked into a white ethnic wall of rage
that staggered his previously steady momen
tum.

Blacks faced an unexpected new enemy. It
wasn't the racist "Mississippi Rednlck" or the
"Georgia Cracker."

It was, Instead, the Northern Urban Ethnic
who couldn't understand why they weren't
leaVing him and hIs neighborhoods atone.

WhlIe the Chicago ethnIcs sounded the
first angry protest, their frustration and rage
was soon echoed in other northern cities.
Real or imagined, it was the urban white
ethnic who was feellng the brunt of social
change-it was his neIghborhoods that were
being threate"ed and his children who were
being bussed.

"It was these urban ethnics," argued Msgr.
Geno Baroni, president of the National Cen
ter for Urban Ethnic Affairs in Washington,
"who became the whipping boys. The ethnics
objected and were unfairly labeled the
enemy, the racist."

Baroni said the "ethnics were objecting
that 'you liberals are beating up 011 us,
but your kid isn·t in a lousy school like
our" Is. You help the blacks and call us
raci"ts, but we need help too!' "

With a!l the program" for social change in
the 196015, Baroni points out, there wasn't one
program for urban ethnics, who "are still a
significant percentage of the cities. They !lve
the problems of the city every day and are
still there and don't go home to the suburbs
when the demonstration.s are over:'

The answer to depolarization, Baroni said,
is not asking the white ethnlc:

"What's wrong With you, you dumb racist
hard hat?" but in the convergent issues and
common concerns that all minorities share.
:Many ethnics believe that blacks are being
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moved ahead at their expense. The truth Is
that neither are in the power structure."

While neither Baroni nor any of the Chi
cago white urban leaders would ever argue
tJ1at the ethnics are worse off than blacks,
the PoUsh and ItaUan groups in Chicago have
presented evidence that they beUeve will
shatter the myth that they have made it.

An alliance of Poles and Italians, two large
Chicago ethnic minorities. financed a study
of the executive suites of 106 of the major
corporations headquartered in the city and
found, in essence, that any black or ethnic
one meets in the executive suite is probably
there as part of the clerical or cleaning crews.

What he Isn't likely to he is a member of
the Board of Directors or a corporate officer.
The executive suite Is clearly still the domain
of the WASP.

In Chicago, where the political parties
often ethnically balance the election slates,
the Impact of the Executive Suite Study
conducted by a Mundelein College of Chicago
professor for the Institute of Urban Life
is expected to fall on corporate desks with a
menacing thud.

The study, conducted by Dr. Russell Barta,
looked into the executive snites of 106 of Chi
cago's largest corporations to see how many
Italians, Poles, Blacks and Latins were mem
bers of the boards of directors or corporation
officers.

More than half of the firms, or 66 per cent,
had been InclUded In Fortune MagaZine's
1972 list of the 500 largest firms in the United
States.

Although the study was financed by a
Polish Italian coaUtlon and was designed for
only those groups, Barta requested that
Latins and Blacks be Included.

"If this country Is going to bold together
it is because of some understanding between
black and ethnic groups that make up the
bulk of the city's popUlation," Barta ex
plained. "It Is more necessary now than ever
before to bring blacks and ethnics together.
There was no argnment when I suggested in
clUding Blacks and Spanish."

An intense, concerned man who talks With
the carefulness of a professor accustomed to
lecturing to note-taldng stUdents, Barta said
the results of his study were far worse than
he expected.

Barta found that while the four groups
studied represented nearly 34 per cent of the
seven million Greater Chicago Metropolitan
Area popUlation, only 36 directors-less than
three per cent of the total of 1,341 direc
tors-and 52 officers-less than 4 per cent of
the total of 1,355 officers-were Polish, ital
ian, Black, or Latin.

A more dramatic fact was that 55 of the
106 corporations had no Poles, Italians, Lat
ins or Blacks as either directors or officers.

In fact, Poles, Latins, and Blacks were vir
tually absent from the \lpper echelons of
Chicago's largest corporations-102 of the
106 firms had no Polish director and 97 had
no Polish officers. Only one corporation had
a black officer and two had Latin officers.

While Italians had better representation In
the executive suite, 84 corporations had no
directors and 75 had no officers. The Italian
statistics were misleading because the Ad
miral Corporation, one of the firms stUdied,
is Italian American owned and operated; and
because of Dr. John Rettaliata, the former
president of the Illinois Institute of Technol
ogy, who Is a member of 9 of the 103 boards.

Barta pointed out that if Rettaliata were
to be counted once, the percentage of Italian
directors would be reduced from 1.9 per cent
to 1.3 per cent.

"On the average, of course," Barta adds,
"ethnics are better off than blacks, but they
st111 haven't made it. These figures are hard
to accept. The top layers of society are still
closed:'

A careful man, Barta frets over the prob
abilities. He explains how he double checked

firms with no representation by calling di
rectly to ask.

He Is aware that he may have missed a few
ethnics hiding behind Innocuous Anglo
Saxon names, but feels they wouldn't change
the percentages enough to make any differ
ence.

The question of whst is an ethnic and how
many generations are required before an
ethnic Is no longer a hyphenated American
bothers some of the people IUvolved with the
stUdy and some corporate executives. The
question also Is raised about the ethnic Ital
ian or Pole who does 110t consider himself
an ethnic.

Barta realizes those questions will cause
some controversy, but counters:

"We are tracing the mobility of groups. It
makes no difference if they are third or
fourth generation or have given up their
ethnic identity. The measure of the progress
they have made is still valid.

"What we have is a de facto class system
where young people perceive that the top Is
closed to them and don't go into industry
looking to go to the top."

Barta argues that it is good to be aware of
imbalances and that ethnics, like blacks,
have to go through the counting stage and
ask: "How cOlne?"

He believes the Executive Suite Study will
raise hell because it emphasizes that "white"
is a false, misleading category. "Who are the
whites? Where in the hell are the Poles?"
Barta asks. "We know more about tribes In
Nigeria than we know about American
ethnic groups and their economic patterns."

Why the ethnics are not better represented
at the top brings responses that range from
conscious discrimination to company tradi
tion and the clubbishness of the executive
suite where, boards especially, look for peo
ple with the same backgrounds.

It is generally agreed that Latins are too
recent immigrants to have any impact yet
and quietly admitted that some boards simply
are not ready for blacks. When asked about
the Poles and the Italians, the answers are
more confused.

Barta's study went after the executive
suite because it was felt the results would be
significant, and for the obvious reason that
it is easier to get such information since
it is pUblished in annual reports.

The tougher questions about hiring and
promotion practices or learning how many
blacks and ethnics are on the second manage
ment levels haven't been attempted be
cause-while it Is felt the key to the problem
is there-no corporation is expected to co
operate with such an investigation.

That minority groups tend to go into the
professions rather than into the corporate
structure has been generally documented and
even offered as an excuse as to Why more
blacks and ethnics are not seen at higher
levels.

David Roth, Midwest director of the Amer
ican Jewish Committee, said the Executive
Suite StUdy didn't surprise him at all. The
Jews in Chicago have conducted earlier
studies with results showing that Jews are
also not in the executive SUite.

"The Poles and the Italians are groups
that attempted to homogenize into the
'society," Roth said, "but the second and
third generations are discovering that it takes
more than time to become part of the
mainstream."

Roth explained that the studies of the
American Jewish Committee were prototypes
for the Executive Suite Study and welcomed
the decision of the ethnic minorities to pub
licly begin recognizing their ethnicity and
demanding their share.

"Any pressure on the corporate structure
to open up new jobs for ethnics, which may
not be new jobs for seventh generation
Presbyterians, helps everyone," Roth added.

"Jews and Blacks complaining are not

enough alone. It is hard for government and
the corporations to resist if a lot of groups
are yelling for the jobs we have to have to
survive--we are In the process of bUilding a
big enough umbrella that Is tolerant of dif
ferences so no one has to change his name
or join the same club."

Roth's arguments were echoed by Anthony
J. Fornelli and Mitchell P. Kobelinskl, the
leaders of Chicago Polish Italian Conference
Who, after conducting studies of their own,
decided to work together and finance an in
dependent stUdy that would have a broader
impact.

Fornelli, a successful Chicago lawyer and
the son of Italian immigrants, talks rapidly
and in the style of .a man who likes speech
rhetoric:

"If we are such a large pe~centage of the
national population, why do we have such a
small percentage of the top jobs? Either we
are a minority in numbers or a minority in
thought. Either business is ignoring an un
tapped vast resource or there is a conscious
effort to exclude. The statistics say something
is wrong. I thinlc the decision is conscious. I
feel there is a conscious effort to exclude at
hiring. Can you believe the four groups have
been excluded without a conscious effort?"

Fornelli argues Italians need representa
tion in the executive suites as examples for
younger ethnics. "I am on my own because
of a deep-l'ooted feeUng I'd never make it
In one of the corporations," he added.

The same problem, he said, continues over
to politics. "With more than one million
Italians in Illinois, Italians have never held
a state executive elected position, never even
had a candidate nominated by a major polit
ical party. With more than 600,000 Italians
In the Chicago area, an Italian has never
been elected to a county-wide office and never
mayor.

"Chicago Democratic Congressman Frank
Annunzio," he pointed out, "is the only
Italian congressman between the Appalach
ians and the Rockies."

Mitchell P. Kobelinskl, who had been pI'esi
dent of the Illinois Polish National Alliance
before President Nixon recently appointed
him to become one of the three directors of
the Export-Import Bank in Washington,
added the dimension of religious prejudice to
the problems facing Poles and Italians.

Kobelinski, in his subcabinet post, has the
highest job any Polish American holds In
this Administration.

A vice chairman and a president of a
Chicago community bank he helped organize
Kobelinski, also the son of immigrants, is
aware he received his present appointment
because he is an ethnic.

Sitting in his spacious government-issue
furnished office across Lafayette Square from
the White House, Kobelinski pointed out
that if someone has an Italian or Polish name
it is obvious that he "is one of those Roman
collar boys."

He said that religious prejudices against
Catholics are more deeply seated than most
people realize. "If I were a Presbyterian or
Baptist or a Shriner With the same name it
wouldn't bother them (corporate executives)
nearly as much."

Poles are also very heavy in the profeSSions,
Kobelinski added, because there hasn't been
much reason to go into the corporations.
"Young Poles who don't change their names
know that the name makes them somehow
not quite American," he said.

Although Kobelinski believes the old prej
udices are breaking down, he feels that a
Polish American working In the corporate
structure is in an unfair competitve position.

"Before he can get a break, he must not
be just better, he must be outstanding," he
said.

Kobelinski said the Executive Suite Study
speaks for itself and shifts the burden of
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proof to the corporations. With the existing
population percentages of the four minority
groups represented in the study, he added,
"It couldn't be coincidence. It must be de
sign. You (corporations) prove to us you
ha,'en't been discriminating."

He believes his children will have the op
portunity to· reach the executive suite, but
feels they are already aware that It won't be
as easy for them as for someone with a non_
ethnic name.

Most corporation executives, while sur
prised that the figures for Poles and Italians
are so low, contend that situation is more
the result of tradition rather than discrim
ination.

They point to firms like the Johnson Wax
Corporation in Racine, Wisconsin, which at
one time was made up primarily of Yale
University alumni, or the Gillette Corpora
tion, Which was known in the 1950s as a
corporation where most officers and board
members were Shriners.

John M. Coulter, an official with the Chi
cago Associat!<m of Commerce and Industry,
said that the boards and executives of Chi
cago-based corporations represent a signifi
cant number of members who are from
outside the area, the bulk from the East.

Quite often, he added, they come from Ivy
League and other Eastern schools.

Coulter, who is director of Merit Employ
ment, Manpower and Development Training
and Commercial Development for the Asso
ciation, with a 5,000 firm membership, mak
ing it the largest Chamber of Commerce in
the country and second largest in the world,
said he doesn't believe there has been any
conscious decision to keep ethnic minorities
olf any of the corporate boards in the city.

The Chicago Association of Commerce and
Industry, ironically, with an 85 man board,
has four blacks and no Poles, ItalIans or
Latins; of the 16 officers, none are from the
four groups.

"Most major corporations had some fairly
rigid and strict identification in the past
a lodge, university, specific denomination,
possibly an ethnic group," he said. "Boards
tend to seek out people with like back
grounds even while trying to find the best
men they can."

John Rettaliata, the successful exception,
who is most frequently cited as an example
of an ethnic who has made it, is one such
man who gets around. The former president
of the Illinois Institute of Technology is a
member of 16 boards of directors, 9 of which
were in the Executive Suite Study.

A third generation Itallan from Baltimore
with degrees from Johns Hopkins University,
the 62-year-old Rettaliata was appointed to
the flrst board in 1952.

"I have been on more boards than most
people and longer than most people," Rettal
lata argued. "1 have never heard any dis
cussions that 'we don't want him. because
of his ethnic background.' There is also no
conscious effort to place minorities. We sim
ply try to get the best man we can. There
is no reason to get any other kind."

Sitting in his ultra-modern Banco di Roma
office, Where every item is decorator designed,
purchased and positioned. Rettaliata said
he was appointed to the boards on which
he sits because he was qualified--ethnicity
had nothing to do with it.

"I am an American. I don't look at myself
as an American with an Italian name. My
mother was Irish," Rettaliata explained. "It
just happens that I carry my father's name."

Although Rettaliata reluctantly admitted
that he found the number of ethnics on
boards and as officers surprisingly low, he
believes that anyone who is qualified "and is
no crusader who will embarrass the company
can become an oificer or a board member.
There is no reason why an ethnic can't go
as far as anyone else:'

On the Far South Side of the City of Chi
cago, Ml1lard Robbins, a black owner of an
insurance and mortgage business and the
flrst and only black board member of Peo
ple's Gas, poinw out that all the utillties
now have a black board member.

"I was appointed to that board because
they needed a black face somewhere," he
explained. "I was fourth or fifth choice for
the board job. They were scrambling looking
for a black. I was fortunate to be standing
in the right place when the others weren't
available:'

Expressing surprise that "Nixon's silent
maJority"-the Poles and Italians weren't
better represented, Robbins said that every
one else's problem is stl1l a little different
from the black who has had zero quota.

"Poles or Italians can change their names
and assimilate," he added.

Like most other ethnics, Robbins believes
that the absence of ethnics in the executive
suite discourages young people who don't
believe they can make it to tl,e top because
they don't see anyone there.

Walter H. Clark, the only black officer in
the 106 corporations studied, is a vice presi
dent of the First Federal Savings and Loan
Association of Chicago and is the first mem
ber of his race ever to advance so high in the
firm. In fact, he was the first black hired
in 1955.

Clark believes he earned his vice preSidency
even though he Is aware being black may
have helped. He does believe that being black
held him back.

"There was never any complaint about my
work here, but it was 10 years before I ever
became an officer," he explained. "I am sure
I was held back because of race. We had a
change in top management in 1!J62 or 1!J63
that de·veloped a dllferent viewpoint. The new
president was looking for people who could
do the job and r",ce didn't matter."

The results of the Executive Suite Study,
Clark said, show that minority groups haven't
been given the opportunity to advance. "It
doesn't surprise me," he added. "We. are see
ing the results of years of discrimination."

Talking about his son, Clark said that be
cause of his success at the bank his 15-year
old son doesn't have the attitude that he
won't go to the top. "For the average blacle
kid," he added, "the statistics don't show
any bright spots."

In the expensive western suburb of Oak
Brook, where many of the major corpora
tions are bUilding offices, Frank C. Casillas, a
Mexican immigrant who COUldn't speak Eng
lish when his family moved to Gary, Indi
ana, is a vice president of the Bunker Ramo
Corporation-with ambitions to someday be
come the president of a major firm.

He doesn't believe his ethnic background
worked against him and feels that his engi
neering and computer programming and ana
lyst skl1ls and the successes he had with such
major corporations as Standard all of Indi
ana, the Rand Corporation and General Elec
tric prove that he earned his vice presidency,

The 47-year-old Caslllas, whose mother
couldn't speak English and whose father was
a railroad laborer, won a scholarship to Pur
due University and became a citizen: during
the Korean War, when he served as an Army
Corps of Engineers Officer.

Everyone of his six children, he explains,
will go to college because that is the atmos
phere that has been established in his home.
Other young Latins. he fears, believe it is not
possible to get to the top and are not trying.
He feels the alternative is for young Latins
to become successful in their own businesses.

As "ice chairman of the executive com
mittee. of the President's Advisory Council
for :Minorlty business and through his work
with the National Economic De,'elopment
Corporation, Casillas works to help get mi
nority members started in small businesses.

At the other end of the success picture is
the hidden ethnic with the Americanized
name.

Thirty-year-old Anthony Winfield Sum
mers, whose Italian great grandfather
changed the name from Summa upon coming
to this country, believes that ethnicity is
amusing but useful at times.

"I am a very practical guy," he explained.
"I like to live well and make a good living. I
see no reason to consider mvself Italian. I
never use it except for effect. If I am dealing
with someone Italian like a clerk of court
or some businessman and it is useful to me,
I tell them I am Italian."

As a lawyer with the Chicago, Milwaukee
Company, Summers believes that a name like
Summers is helpfUl in front of a jury who
can't guess what he is. "It's better not stick
ing out in front of a jury. It Is the same as I
never wear a vest, a flashy ring or watch
when going before a jury. I like an innocuous
name for the same reason."

Summers reflects an attitUde that most
ethnics oppose. They argue there should be
no reason to either exploit or hide a foreign
name.

The Executive Suite Study, which prom
ises to spread to other cities and to take in
other groups, is expected to offer blacks and
other ethnic minorities a converging issue
that wil1 break the key economic barriers in
an ethnic power movement that respects dif
ferences while recognizing mutual probiems
and goalS.

EXHIBIT 3
[From the Business and Society Review/

Innovation, Winter 1973-74]
WHITE ETHNICS: HERE COMES THE NEW

MINORITY
(By William A. Carmell, Jr.)

(NOTE.-Wllliam Carmell is the Manager,
Equal Employment Opportunity Programs
for Union Carbide Corporation. He is a form
er staff associate of the late Robert Kennedy
and is presently on the Advisory Committee
of the New York Center for Ethnic Affairs.)

Much has been written in the last few
years regarding equal employment opportu
nity as it pertains to minority groups and
women. Federal statutes and regUlations, par
ticularly Title VII of the Civil Rights Act and
Revised Order No. 4 issued by the Office of
Federal Contract Compliance, Department
of Labor, have done much to bring this is
sue to the forefront in the corporate com
munity by enabling the government to both
intervene in and monitor employment ac
tivities.

However, there is another side to this is
sue which has been llttle understood and
gone relatively unnoticed whlie conscientious
efforts on behalf of minority groups and
women have been made. That is, equai em
ployment opportunity (EEO) for ethnics has
remained untll now largely quiescent. It is
Unlikely that this wlII continue. Based en
past experience with minority groups and
women, it can be expected that during the
1970s this Whole question wl1l gain in im
portance as the result of pressure brought
to bear by ethnics themselves on both govern
ment and business.

Seme rumblings ha\'e already begun. The
Office of Federal Contract Compliance
(OFCC) has issued a new regUlation effecth'e
Febntary 20, 1973 entitled "Guidelines on
Discrimination Because of Religion or Na
tional Origin." (Part 60-50, Title 41, Code of
Federal RegUlations.) These guidelines are
applicable to government contractors and
SUbcontractors and to contractors and sub
contractors performing under federally as
sisted construction contracts. .As a practical
matter, most major corporations are affected,
since almost all do business in one form or
another with the federal government.
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The guidelines cover "men1bers of various

religious and ethnic groups, primarily bl.lt
not exclusively of Eastern, Middle and
Southern European ancestry, such as Jews,
Catholics, Italians, Greeks, and Slavik
groups." In this article, the term "ethnics"
refers to all of these groups.

To analyze the potential impact of these
particular guidelines, it is important to study
them In terms of what is l'equired and what
is not required. They do require that em
ployers take affirmative aotion to inslU'e that
applicants are employed and that existing
employees are treated without regard to re
ligion or national origin. This affirmative ac
tion encompasses all aspects of the employ
ment relationship inoluding upgrading, de
motion, transfer, recruitment, layoff or ter
mination, compensation, and seleotlon for
training.

Further, employers mnst review their em
ployment practices to determine whether
n1embers of various ethnic groups are re
ceiving fair consideration for job opportuni
ties. Special attention must be paid to ex
ecutive and middle management jobs,
although all job levels are within the scope
of the guidelines. Based upon the findings of
these employment practice reviews, em
ployers also required to undertake some posi
tive steps to remedy deficiencies. Finally, an
employer must allow for the religious ob
servances and practices of an employee or
prospective employce unless the employer
oanshow that It is unable to "reasonably
accommodate" without "undue hardship in
the conduct of the employer's business."

Those employers who do not comply with
these requirements could be precluded from
bidding on future government contracts and
could have their present government con
tracts terminated or cancelled. This, then, is
the first overt step by the federal govern
ment to potentially affect the profits of a
corporation which discriminates on the basis
of rellglon or national origin.

However, It Is noteworthy tllat these gulde
llnes omit cel·taln features contained in
earlier EEO regulations. Unllke Revised
Order No. 4 covering minority groups and
women, these guidelines do not require that
ethnics be mentioned In current affirmative
action plans. More Importantly, they do not
require the establishment of goals and time
tables to remedy any underutillzatlon of
ethnics. The use of such goals with regard
to minority people and women Is, of course,
a key requisite of Revised Order No.4 and
it has been this goal system which has gotten
results.

There Is then some confnslon. On the one
hand, the federal government appears finally
to have recognized the problem of ethnics
In employment, but on the other, It raises
some doubts about the seriousness With
which It Intends to enforce Its guldellnes. At
present, enforcement Is occurring only within
the context of Individual complaints brought
before the courts or with the Equal Employ
ment Opportunity Commission. Although it
is still early to make a definitive jUdgment,
the OFCC, through the various federal com
pliance agencies, does not yet seem to be
placing any great emphasis on the gUidelines.
That situation, of course, can change.

It should be mentioned In passIng that
enforcement of state and municipal statutes
banning discrimination on the basis of re
ligion or national origin also appears to be
negligible outside the context of individual
complaints. Nonetheless, the New York State
Division of Human Rights has privately and
Informa.lly expressed some greater interest
in the problem of the ethnic and equal e~
ployment opportunity. As of this writing,
however, nothing formal has yet crystallized.

.~N ETHNIO REVOLT?

While the mere pUblication of these new
guidelines has begun to stir some interest
Inside the corporations, this llas been and
will likely oontinue to be a slow process for
several reasons.

First, corporate managements generally do
not perceive that there is a problem. In fact,
they seem to feel that ethnics clearly have
been given job opportunities in this country
and that their overall success Is evidence of
America's greatness and the fulfillment of her
promise.

Unfortunately, some corporate urban af
fairs and EEO officers are themselves eithcr
oblivious to the problems of ethnics or hos
tile to the Idea of Incl uding these groups as
part of their job responsibility. While this is
understandable in some cases, It retards the
opening up of EEO to ethnics, since It de
prives ethnics of a spokesman who can sen
sitize management to their plight.

Also, it is Ironic because the success of
"traditional" EEO programs on behalf of mi
norities and women depends In part on the
cooperation of ethnics already In the work
force. In many instances, these ethnics are
able to advance or hinder this traditional EEO
effort. The chances of their supporting It will
obviously increase if they feel their own needs
are being simultaneously recognized. ThUS,
these two separate but related EEO efforts
become intertwined. Success on behalf of
minorities and women wlll be greater and
will occur more qUickly where ethnics are
also afforded an equal opportunity.

Having said this, the issue then becomes
deciding what the emerging ethnic wants.
I am limiting this article to a strictly busi
ness context. Whlle not presuming to be a
spokesman for ethnic people, my conversa
tions with ethnic leaders over the last two
years have given me a good idea of their
position,

When they Immigrated Into the United
States, many ethnics did not understand
the language, customs, laws, 01' mores of
their new country. Frequently, there was no
one to help them. While they generally were
able to find jobs, and through hard work
could earn a respectable livelihood, they did
not easlly rise above the lower echelons of
corporate management. Of those who did,
many changed their names and/or life
styles In order to accomplish this objective.

Generally, most ethnics acoepted this
situation, and haVing heard of or experi
enced worse situations in the "old country,"
were Initially qUite satisfied with their lot.
The recent social "revolution" initiated by
minority groups and subsequently joined by
women began to change this acceptance.
This revolution created and then accelerated
an emerging awareness in the ethnic com
munities of their own plight and their own
need to develop an identity and to gain ac
ceptance from other Americans on that
basis.

With regard to business, ethnics are be
ginning to ralsc two major issues. First, the
corporate world must recognize that ethnics
too have experienced some difficult prob
lems in adjusting to life and business in the
United States. Second, ethnics too have suf
fered discrimination, though perhaps In
more subtle and mllder ways than minori
ties and women, and this must be rectified.

If no action is forthcoming, ethnics will
continue to believe that their past and
present difficulties have been totally ne
glected while the problems of others have at
least begun to be addressed. This resent
ment and frustration can well lead to the
same kinds of confrontations that minori
ties and women have sometimes felt com_
pelled to initiate in order to gain equal em
ployment opportunity.

Because of the new OFCC· guidelines, be
cause discrimination on the basis of religion
and national origin may produce the kind of
frustration which will result in confronta
tion, and because ethnic support is impor
tant for Implementing a positive EEO pro
gram for minorities and women (something
which Is a "now" problem for companies \,
the business commuUity is well advised to
take some EEO a{ltion soon on behalf of
ethnics.

LEARNING FaoM PAST MISTAKES

There are a number of actions which cor
porations can undertake to ameliorate the
frustra::lons of ethnics and help insure that
they receive an equal opportunity in both
employment and upward mobillty.

First, corporations should identify and de
velop contacts with national ethnic leaders.
In this way, a dialogue can begin whicl1 can
hopefUlly lead to a better understanding be
tween these two groups. It is important, of
course, for corporations to learn firsthand cf
the everyday difficulties which stl1l afflict
ethnic communities. However, It is equally
important that the ethnic communities un
derstand some of the very real prOblems
confronting the business community which
affect Its ablllty to act. Without this kind of
understanding, unrealistic expectations can
develop in terms of what business can ac
complish and how qUickly. This has been a
pervasive problem where· minorities ancl
women have been Involved.

I hasten to add that the identification of
responsible national ethnic leadership Is not
a simple task. The ethnic movement is just
becoming organized and is less developed
than that of most minority groups and wom
en's organizations.

The next step is the identlfication and
development of contacts with local ethnic
leaders in commuUities where the corpora
tion has a business facility and where thel'e
are Significant numbeI,'s of ethnics. In some
cases national ethnic leadership may pro
vide gUidance in. t·his regard. However, be
cause the ethnic movement Is in an early
stage., this may not be satisfactory. In that
case, community leaders, local clergymen, or
ethnic employees themselves may identify
those With whom to begin a dialogue. It is
best to contact both national and local
leadership whenever possible and to work on
both levels. National ethnic leadership will
be helpful in providing an overall view, while
local ethnic leadership wl1l have a better
understanding of specific problems, aspira
tions, and frustrations of particular local
ethnic communities, all of which might vary
according to geography.

In order to facilitate equal employment
opportunity for ethnics, corporations should
develop and implement a formal program
aimed at raising management awareness of
the problems and frustrations existing In
ethnic communities generally. This approach
l1as been successful for OEO programs design
ed to aid minorities and women. Minorities
and women, however, have often drawn at
tention to their problems through demon
strations and similar tactics-ethnics have
not. ThUS, the need to heighten management
awareness, in terms of ethnic problems,
makes a formal awareness program even more
vital.

The budget for furthering equal employ
ment opportunity for minorities and women
must at least remain constant, if not be in
creased, at the same time that funding for
ethnic programs OCCl1rs. The ethnic .EEO
program must be financed separately and not
at the expense of other EEO programs. Cor
porate management must not inadvertently
cause a confrontation between these groups
over available corporate funds. In most in
stances, the discrimination problems of
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ployers are prohibited from discriminating
against employees or applicants for employ
ment because of religion or national origin,
and must take affirmative action to insure
that applicants are employed, and that em
ployees are treated during employment, with
out regard to their religion or national origin.
Such action Includes, but Is not limited to
the following: Employment, upgrading, de
motion, or transfer: recruitment or recruit
ment advertising; layoff or termination;
rates of payor other forms of compensation;
and selection for training. including appren
ticeShip.

(b) Outreach and positive recruitment.
Employers shall review their employment
practices to determine whether members of
the various religious and/or ethnic groups are
receiving fall' consideration for job opportu
nities. Special attention shall be directed to
ward executive and middle-management lev
els, where employment problems relating to
religion and national origin are most likely
to occur. Based upon the findings of such re
views, employers shall undertake appropriate
outreach and positive recrUitment activities.
such as those listed below, in order to rem
edy existing deficiencies. It Is not contem
plated that employers necessarily w111 under
take all of the listed activities. The scope of
the employer's efforts shall depend upon all
the circumstances, inclUding the nature and
extent of the employer's deficiencies and the
employer's size and resources.

(1) Internal communication of the em
ployer's obligation to provide equal employ
ment opportunity without regard to reIlglon

. or national origin In such a manner as to fos-
ter understanding, acceptance, and support
among the employer's executive, manage
ment, superVisory, and all other employees
and to encourage such persons to take the
necessary action to aid the employer In meet
ing this obligation.

(2) Development of reasonable internal
procedures to Insure that the employer's ob
ligation to provide equal employment op
portunity without regard to religion or na
tional origin Is being fUlly implemented.

(3) Periodically informing all employees of
the employer's commitment to equal employ
ment opportunity for all persons, without re
gard to religion or national origin.

(4) Enlisting the assistance and support of
all recruitment sources (including employ
ment agencies, college placement directors,
and business associates) for the employer's
commitment to provide equal employment
opportunity Without regard to religion or na
tional origin.

(5) RevieWing employment records to de
termine the availability of promotable and
transferable members of various religious and
ethnic groups.

(6) Establishment of meaningfUl contacts
with religious and ethnic organizations and
leaders for such purposes as advice, educa
tion, technical assistance, and referral of po
tential employees.

(7) Engaging in significant recruitment ac
tivities at educational Institutions with sub
stantial enrollments of students from various
religiOUS and ethnic groups.

(8) Use of the religious and ethnic media
for institutional and employment advertis
ing.
§ 60-50.3 Accommodations to religious ob

servance and practice.
An employer must accommodate to the

religious observances and practices of an em
ployee or prospective employee unless the
employer demonstrates that It Is unable to
reasonably accommodate to an employee's or
prospective employee's religious observance
or practice without undue hardship on the
conduct of the employer's business. As part
of this obligation, an employer must make

Purpose and scope.
Equal employment policy.
Accommodations to religious ob-

servance and practice.
60-50.4 Enforcement.
60--50.5 Nondiscrimination.

AUTHORITY: Sec. 201, E.O. 11246, 30 FR
12319. and E.O. 11375, 32 FR 14303.
§ 60--50.1 Purpose and scope.

(a) The purpose of the provisions In this
part is to set forth the Interpretations and
gUidelines of the Office of Federal Contract
Compliance regarding the implementation of
Executive Order 11246, as amended, for pro
moting and Insuring equal employment op
portunities for all persons employed or seek
ing employment with Government contrac
tors and subcontractors or with contractors
and subcontractors performing under
federally assisted construction contracts,
without regard to religion or national origin.

(b) Members of various religiOUS and eth
nic groups, primarily but not exclusively of
Eastern, Middle, and Southern European an
cestry, such as Jews, Catholics, Italians,
Greeks, and Slavic groups, continue to be
excluded from executive, middle-manage
ment, and other job levels because of dis
crimination based upon their religion and/or
national origin. These guidelines are in
tended to remedy such unfair treatment.

(c) These guidelines are also intended to
clarify the obligations of employers with re
spect to accommodating to the religious ob
servances and practices of employees and
prospective employees.

(d) The employment problems of blacks,
Spanish-surnamed Americans, orientals, and
American Indians are treated under Part 60-2
of this chapter and under other regulations
and procedures implementing the reqUire
ments of Executive Order 11246, as amended.
Accordingly, the remedial prol'islons of § 60
50.2(b) shall not be applicable to the em
ployment problems of these groups.
§ 6Q--50.2 Equal employment policy.

(a) General reqUirements. Under the equal
opportunity clause contained In section 202
of Executive Order 11246, as amended, em-

[From the Federal Register, Jan. 19, 1973)
U.S. DEPARTMENT OF LABOR, OFFICE OF FEDERAL'

CONTRACT COMPLIANCE, WASHINGTON, D.C.
(CHAPTER 60, OFFICE OF FEDERAL CONTRACT
COMPLIANCE, EQUAL EMPLOYMENT OPPOR
TUNITY, DEPARTMENT OF LABOR)

PART GO-SO-GUIDELINES ON DISCRIMINATION
BECAUSE OF RELIGION OR NATIONAL ORIGIN
On December 29, 1971, notice of proposed

rule making was published In the FEDERAL
REGISTEa (36 FR 25165) with regard to
amending Chapter 60 of Title 41 of the Code
of Federal RegUlations by adding a new Part
60-30, estabI1shlng guidelines and Interpre
tations of the Office of Federal Contract
Compliance as to the reqUirements of Ex
ecutive Order 11246, as amended, for pro
moting and insuring equal employment op
portunity for members of various religious
and ethnic groups who continue to en
counter employment discrimination because
of their religion and/or national origin. In
terested persons were given 30 days in which
to submit written comments regarding the
proposal.

After consideration of all comments re
ceived, Chapter 60 of Title 41 of the Code of
Federal RegUlations Is amended by adding
a new Part 60-50, set forth below. The final
version of the Office of Federal Contract
Compliance's guidelines regarding religious
and national origin discrimination Is now
Issued as 41 CFR Part 60-50, rather than as
41 CFR Part 60--30, as formerly proposed,
since the latter part has been reserved for
other regUlations.
Sec.
60--50.1
60--50.2
60--50.3

minorities and women have been greater
than those of ethnics. This must be taken
into account when corporations allocate
funds to the various EEO programs.

A thorough analysis should be made of
both the workforce of each corporate plant
and the surrounding area In terms of ethnic
mix. This is necessary to determine whether
a reasonable proportion of the plant work
force Is In fact made up of ethnics. Further,
such an analysis should be made at all job
levels. If there is a disproportionately small
number of ethnics at mlddle- and upper
management levels, the company should
identify those who are either presently pro
motable or who have the potential for
promotion when openings do occur. Those
who have the potential for promotion should
be counselled and trained accordingly.

This presents the business community with
a difficult problem: No records are kept about
the ethnlclty of an employee. Frequently,
names have been changed, and direct InqUiry
to an employee about his or her ethnic back
ground might be misunderstood and result In
serious employee relations problems. Still, the
use of names as Indicators Is the only prac
tical, If Incomplete, way to Identify ethnics.
As ethnics themselves see the advantages of
an accurate survey, it is conceivable that they
may make such Information avallable them
selves.

Special In-house training programs for
Engl1sh, especially business EngIlsh, should
be developed and Introduced In plants lo
cated In heavlly ethnic communities. This
may help some of those already employed
whose job progress has been llmlted by their
inab1Iity to read or communicate effectively
as well as potential employees.

Finally, the corporation should clearly
communicate Its EEO goals to all employees.
It should be emphasized that the EEO effort
on behalf of ethnics Is not going to be at
the expense of EEO programs for minorities
and women. Corporate priorities should be
indicated, and the serious problem of dis
crimination against minorities and women
reacknowledged. The ethnic EEO program
should be characterized as an edition, not a
change in direction, to the overall corporate
EEO effort.

EXHIBIT 4
CUEANJ-CENTEa FOR UaBAN ETHNIC AFFAffiS

OF NEW JEaSEY
NWECC-NoRTH WARD EDUCATIONAL AND

CULTURAL CENTER, INC.
Did you hear the latest joke about the

ethnic worker who was denied a job?
The Government did ... and It's not

laughing.
Federal guidelines for equal employment

opportunity now apply to white ethnics:
Italians, Poles, Greeks, Slavic groups.

Discrimination against white ethnic mi
norities In recrUitment, hiring, training, and
promotion Is no laughing matter; I~s illegal.
To comply with EEO affirmative action
guidelines, an employer must:

Analyze the ethnic composition of em
ployee groups In all areas and at all levels
of the company to determine the degree of
white ethnic underutlIizatlon;

Design and Implement specific and result
oriented goals, timetables, and affirmative
action commitments to remedy any iden
tifiable deficiencies in the company's equal
employment opportunity objectives;

Communicate and make avallable to all
employees and applicants the company's
written affirmative action program; and

Comply In good faith with affirmative ac
tion requirements by applying every effort
to recruit, hire, train, and promote qualified

. white ethnic and other minority group mem-
bers.
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reasonable accommodations to the religious
observances and practices of an employee or
prospective employee who regularly observes
Fdday evening and Saturday. or some other
day of the week, as his Sabbath and/or who
observes certain religious holldays during the
year and who is conscientiously opposed to
performing work or engaging in similar ac
tivity on such days, when such accommoda
tions can be made without undue hardshIp
on the conduct of the employer's busIness.
In determining the extent of an employer's
obligations under this section, at least the
following factors shall be considered: (a)
Business necessity, (b) financial costs and
expenses, and (C) resulting personnel prob
lems.
§ 60-50.4 Enforcement.

The provisions of this part are SUbject to
the general enforcement, compllance review.
and complaint procedures set forth In Sub
part B of Part 60-1 of thIs chapter.
§ 60-50.5 NondIscrimInation.

The provisions of this part are not intend
ed and shall not be used to discriminate
p.gainst any quallfied employee or appllcant
for employment because of race, color, re
ligIon, sex, or national origin.

Effective date. This part shall become ef
fective on February 20.1973.

Signed at Washington, D.C., this 17th day
of January 1973.

J. D. HODGSON,
Secretary 01 Labor.

R. J. GRUNEWALD.
Assistant Secretary

lor Employment Stamdal'ds.
PHILIP J. DAVIS.

Acting Director, Office 01
Federal Contract Compliance.

[FR Doc.73-1288 Flied 1-18-73;8:45 am]

UNANIMOUS-CONSENT AGREEMENT
Mr. ROBERT C. BYRD. Mr. Presi

dent, I am authorized by the distin
guished majority leader to propound
the following unanimous-consent re
quest:

I ask unanimous consent that when
the Senate completes its business today.
it stand in adjournment until the hour
of 9 o'clock a.m. on Monday;

That a vote occur on the final pas
sage of the education bill at 6 o'clock
p.m. on Monday, with paragraph 3 of
rule XII being waived; that there be a
time limitation of 2 hours for debate on
the education bill on Monday. to be
equally divided between the distin
guished majority and minority leaders
or their designees; that the House sub
stitute not be in order; that no so-called
busing amendments be in order; that
immediatelY after the two leaders or
their designees have been recognized
under the standing order on Monday,
the Senate resume the consideration of
the unfinished business, and that at that
time the Senator from Maryland (Mr.
MATHIAS) be recognized to call up his
amendment with a time limitation
thereon of 1% hours; that upon the
running of the time. the distinguished
Senators KENNEDY, JAVITS, BROOKE, and
HART be recognized to call up their
amendment, and that there be a time
limitation thereon of 1~2 hours. with 1
hour under the control of the Senator
from Arkansas (Mr. MCCLELLAN); that
the Senator from New Mexico (Mr.
DOl'olENICI) then be recognized to call up

his amendment on which there be a time
limitation of 15 minutes; that the Sena
tor from minois (Mr. PERCY) be recog
nized to call up his amendment on which
there be a time limitation of 20 min
utes; that the Senator from Virginia
(Mr. WILLIAM L. SCOTT) be recognized
at that time to call up his amendment
on which there be a time limitation of
1 hour; that the Senator from Con
necticut (Mr. WEICKER) then be recog
nized to call up his amendment on
which' there be a time limitation of 1
hour; that the Senator from North Car
olina (Mr. HELMS) then be recognized
to call up three amendments on which
there be a total time limitation of 1
hour, to be utilized as Senator HELMS
would seek to utilize his time; that the
Senator from Florida (Mr. CHILES) then
be recognized to call up his amendment
on which there be a 30-minute time
limitation; that at some point following
the hour of 3:30 p.m.. the Senator from
Texas (Mr. BENTSEN) be recognized to
call UP his amendment with a time lim
itation on it of 20 minutes; that time
on any other amendment, debatable
motion, or appeal be limited to 20 min
utes; that the remainder of the agree
ment be in the usual form with respect
to germaneness and the control of the
division of time; provided further that
no rollcall votes occur before the hour
of 4:15 p.m.; provided further that at
the hour of 6 p.m.• unless pending ac
cumulated amendments are awaiting
rollcall votes and with no debate
thereon. the Senate bill be advanced to
third reading, the House bill automat
ically be called up and the Senate bill
substituted in lieu of the text of the
House bill; and that a vote then occur
on the House bill as amended by the
Senate bill.

Mr. JAVITS. Mr. President--
The PRESIDING OFFICER (Mr. BUR

DICK). The Chair would inquire. is that
without further amendments being in
order at that point?

Mr. JAVITS. Mr. President. this time
on S. 1539-when the text is substituted
for H.R. 69-within H.R. 69-there will
be no further amendments; is that not
correct?

The PRESIDING OFFICER. That is
what the Chair is asking.

Mr. ROBERT C. BYRD. That is cor
rect, with this further understanding,
and I am sure the Senator from New
York will agree. that even though the
accumulation of the rollcall votes will
begin at 4: 15 p.m. ltnd the votes on that
accumulation of amendments has not
been completed at 6 p.m.. the Senate
would complete the rollcall votes which
had accumulated at that point, even
though such votes went beyond 6 o·clock.

Mr. JAVITS. The Chair was asking
about one matter. that is, when we came
to third reading and the text of the sub
stitute that at that point there would be
no further amendments.

Mr. ROBERT C. BYRD. Exactly.
The PRESIDING OFFICER. To H.R.

69.
Mr. ROBERT C. BYRD. Precisely.
:r.fr. JAVITS. I just want to clarify one

other pOint. because at one pOint the
Senator from West Virginia might not
have mentioned it specifically, and I
apologize if I am wrong. but the Senator
mentioned how the various times were to
be divided except in the case of the Ken
nedy-Brooke-Javits-Hart amendment
where the Senator set an hour and a half
and 1 hour to Senator MCCLELLAN.

I gather it is understood that on all the
other amendments the time will be di
vided.

Mr. ROBERT C. BYRD. Yes. in ac
cordance with the usual form.

Mr. JAVITS. Right. I understand also
there is provisio for other amendments
of 20 minutes, and provision for amend
ments to amendments?

Mr. ROBERT C. BYRD. Yes. on other
amendments in the first and second de
grees. Other Senators may have amend
ments. that have not been specified here
and we do not want them to be shut out,
simply because they were not specified.

Mr. JAVITS. That is very sensible.
Lastly. as to the germaneness l'ule. that
applies. as the other one did. that is,
to either the bill or the amendment
pending. Finally, there is no waiver of
the right to table except as to the final
vote on the bill.

Mr. ROBERT C. BYRD. As the agree
ment was presented. the right to table
would be in order with the exception of
the final vote on the bill. as the Senator
has stated.

Mr. JAVITS. One other thing, which
I am sure the Senator has in mind. We
had 20 hours on the bill and I do not
think that has been used but that Is, I
gather. displaced by the new provisions.

Mr. ROBERT C. BYRD. It is displaced.
yes.

Mr. BAYH. Mr. President, reserving
the right to object, I want to express my
gratitude to the distinguished Senator
from West Virginia for his patience and
his perseverance in pursuing this unani
mous-consent request.

For the purposes of clarification. I
would like to ask. as to the total impact
of the amendments, so far as the time
of action is concerned. no votes shall start
prior to 4:15 p.m., but that at 4:15 all
business but voting will be disposed of
and we will start voting at 4 :15 at 10
minute intervals. and we will dispose of
all business until we are through.

Mr. ROBERT C. BYRD. I am glad the
Senator reminded me of that. I ask
unanimous consent that time on all roll
call votes on Monday next be limited to
10 minutes. or less, with the walning
bells to be sounded after the first 2Y2
minutes.

The PRESIDING 0FFICER. Is this
part of the unanimous-consent request?

Mr. ROBERT C. BYRD. Yes.
Mr. PELL. Mr. President, I have been

doing a little arithmetic. and its does not
work out if we divide the 10 minutes into
that period of time. I wonder could not
the rollcall votes be 5-minute votes?

Mr. ROBERT C. BYRD. No. I have
checked with the desk. and I am told that
if Senators stay In their seats after the
first vote, it is possible to call the roll per
haps in 7 or 8 minutes. So that is why I
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