








managers their chances of achieving high-paying jobs have become much more favorable. One caveat isthat Black
male managers are under-represented in private sector employment and over-represented in government jobs. |If
government jobs decline as much as expected, their share of high-paying jobs may be jeopardized.

The position of women managersis quite different. Although there has been some improvement in the
prospects for white women moving into high-paying jobs, for minority women the gain was much smaller. Both
groups are badly under-represented at the top. It is possible that the rapid increase in the number of womenin
managerial occupations has increased the ranks of those in entry-level positions disproportionately and that more
progress will be seen in the future. However, the situation deserves continuing attention and for minority women

especialy isa cause for concern.

CONCLUSIONSAND POLICY IMPLICATIONS

Restructuring that is occurring in industries and companies appears to present both problems and
opportunities for minorities and women in management. On the plus side, the long-term shift of employment from
manufacturing to services may open up new managerial jobs for minorities and women, who tend to be better
represented at the managerial level in services than in manufacturing. To the extent that restructuring occurs
through encouraging early retirement, middle and upper level positions will tend to be most affected, and some
higher level positions may become available. Competition for these positions may be strong, however, and it is not
certain how well minorities and women will fare. There has also been speculation that new ways of managing in a
more participative workplace might favor women who would be more comfortable than men with this new style.
We conclude, however, that any such advantage is as yet unproven.

On the negative side, many problems for minorities and women may arise out of restructuring. These
include:

W the loss of supervisory and low-level managerial positions that were formerly routes into management;

W career ladders that are less well-defined and may require impressing upper management with one's " star
status," which may be particularly difficult for minorities and women;

B use of independent contractors instead of permanent staff;

B high pressures on managers who remain after downsizing or are subject to intense entrepreneurial
expectations, which make combining career with family life difficult; and
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W increased emphasis on geographical mobility, including foreign experience for operating in the global
marketplace.

In spite of these possible disadvantages, minorities and women made considerable progress duing the
1980s. Women's share of managerial positions increased substantially, but the increase was smaller for minority
men, and Black and Hispanics of both sexes continued to be seriously under-represented in management. Once they
do become managers, however, minority men are only dightly under-represented in the top 20 percent of salaried
managers, in terms of annual earnings. This represents a substantial improvement from 1982. Women made
progress at thislevel also, but only 6 percent of white women and 3 percent of minority women had earningsin the
top 20 percent of full-time salaried managers.

From what we learned in our review, we would suggest the following actions to be taken by policy makers:

(1) Continue to improve enforcement of equal opportunities legislation and regulation. Available studies

show that stronger enforcement brings gains (Reskin and Hartmann, 1986; Bielby and Baron, 1987).

Adequate funding to hire sufficient staff for enforcing the Civil Rights Act of 1991 and the executive order

affecting federal contractorsis essential. Effects of layoffs might be monitored by requiring reports on sex

and race/ethnicity of managers and professionals (as well as other workers) who are laid off.

(2) Improve access to higher education for disadvantaged Americans. If credentials, rather than firm

experience, are becoming increasingly necessary for entering management, better preparation for entering

college and better funding for those who could not otherwise afford to go to college are both important.

Better preparation should include attention to encouraging women, Blacks, and Hispanics to acquire the

mathematics and science backgrounds that will broaden the range of choices available to them later.

Returning to school for retraining should also be encouraged at later stagesin the life cycle.

(3) Monitor the use of independent contractors. Contractors working for a single employer are especially

likely to be actual employees under legal definitions. Better data on the extent and circumstances of

independent contractors and other temporary workers would be useful.

(4) Consider new ways to encourage corporations to take a long-term perspective rather than to focus too

narrowly on short-term profits. Although restructuring has been partly due to new technologies and

changes in the global economy, some restructuring appears to have resulted from specul ative takeovers and

pressures for short-term profits. Expected gains from mergers and downsizing have not always been
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realized (Cascio, 1993), and the costs in insecurity to employees, including managers, have been
unjustified. Possible policies might include examination and reduction of the incentives that have
encouraged speculative takeovers, and consideration of a requirement that large companies include persons
representing the public interest and the interests of employees on boards of directors asis common in
European countries.

(5) Adopt new "family friendly" workplace policies, including elimination of the clause in the Family and
Medical Leave Act of 1993 that allows employers to exclude the top 10 percent of their employees (based
on earnings) from the requirements of the Act. Exempting high-earning employees reinforces the view that
managers and professionals should not take time out for family needs and that only women (who are less

likely to be exempt) have such concerns.
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Figure 1:
Total Employment on Nonfarm Payrolls
1979, 1983, 1988, and 1992
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Figure 3:
Distribution of Engineers by Race/Ethnicity and Sex
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Figure 4:
Distribution of Managers by Race/Ethnicity and Sex
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Figure 5:
Managers as a Percentage of the Labor Force by

Race/ E_thni«.:i’tyr and Sex
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TABLE 1
Percentage of Managers with Earnings in the
Top Decile and Quintile by Race/Ethnicity and Sex

TOP DECILE TOP QUINTILE
1982 1992 1982 1992
WOMEN
White 14 2.4 3.2 6.3
Minority Total (a) (b) (b) B o 3.6
MEN
White 14.4 156.7 28.4 30.5
Minority Total 4.8 10.1 11.0 212
Black (b) 9.8 8.2 18.4
Hispanic (b) 8.0 9.8 16.3
Other (b) 12,6 16.7 30.1

(a) = Number of minority women in specific racial and ethnic groups too small to
tabulate separately.
(b) = Numbers too small to provide reliable information.

Source: IWPR calculations based on unpublished data from the March 1983 and
March 1993 Current Population Surveys.
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