THE ECONOMIC IMPACT OF
WORKFORCE DIVERSITY

EXECUTIVE SUMMARY

Workforce diversity has become an economic im-
perative. Despite high unemployment among mi-
norities, jobs are going unfilled in metropolitan
Milwaukee because the region has not yet figured
out how to match people who want to work with
the means for them to become productive.
Moreover, workforce diversity is an important
economic opportunity. Businesses -- indeed, en-
tire metro areas -- that embrace the new realities
of the workforce will gain competitive advantages
over those that miss out on the opportunity to
fully utilize the labor pool.

There is an economic impact of workforce diver-
sity, and it can be measured -- just asan econo-
mist can measure the economic impact of a new
sports stadium, manufacturing plant or conven-
tion center. This study documents that increasing
job diversity to reflect the population of metro-
politan Milwaukee would mean a minimum of
$300 million in economic benefit here annually
as of the year 2002.

There are two critical factors about the metro Mil-
waukee workforce of 2002 that will influence the
competitiveness of each business and of the econ-
omy in generd:

1. The Milwaukee metro areais becoming
more diverse. In 2002, white males will
represent 41% of the workforce compared
to 48% as recently as 1990. There will be
a corresponding increase in the percentage
of women and minorities available for
work.

2. The mgority of future jobs available are

those that do not require advanced educa-
tion or training but rather “soft skills”
such asinterpersonal communication and
reliability. Among the occupations with
the greatest projected growth: secretaries,
food and beverage service workers, retail
sales persons, cleaning and building serv-
ice workers, nursing aides, health techni-
cians and cosmetol ogists.

Why isn’t the workforce more diverse? Many
studies have used statistical methods to explain
much of the disparity between race and employ-
ment by accounting for differencesin age, educa-
tion and experience. But these studiestypically
have found that, even after accounting for demo-
graphic differences, aracial gap still remains.
This study focuses on this gap -- which research-
ersrefer to as the “unexplained residual” --
through a survey of local business ownersand a
review of other research that has been done on the
subject of workforce diversity. For the survey,
244 Metropolitan Milwaukee Association of
Commerce member firms responded to question-
naires that were mailed to them. In addition, 15
of the respondents participated in face-to-face in-
terviews. The survey focused on small and me-
dium-sized businesses (250 workers or less) for
two reasons. because new job openings of the fu-
ture are expected to be concentrated in smaller
businesses and because studies show that smaller
businesses tend to have the greatest difficulty di-
versifying their workforces. The survey found
that:

Soft skills and a high school diplomarank
as the most important among 12 factors
employerslook for in making hiring deci-
sions. College education is considerably
lower in importance to employers, pre-
sumably because most available jobs do
not require higher education.

Employers believe that women are under-
represented in management positions be-



cause they are lesslikely than their male
counterparts to have extensive work expe-
rience and/or needed technical skills.

Employers believe minorities are under-
represented in the workplace primarily be-
cause they are less likely than whites to
possess a high school education, work ex-
perience and soft skills.

Tofill jobs, employersrely on classified
adsin the largest local newspaper and per-
sonal connections (employees, friends,
business contacts and neighbors). Busi-
nesses are much less likely to advertisein
community newspapers or contact organi-
zations that are positioned to send them
minority candidates.

These findings, along with a search of the litera-
ture and interviews with Milwaukee area empl oy-
ers, led to an array of suggestions to promote
workforce diversity. These ideas focus on educa-
tion, soft skills, transportation, child care, job-
advertising, employee retention, company image,
management of diversity and the roles of other
institutions such as schools, local government and
the media.

Because education is primarily an issue of basic
computing and communication skills, businesses
may want to train employees in the skills neces-
sary to do the job as well as participate in public
school partnerships, internships and presentations
at local schools.

Because soft skills underlie the work ethic of a
capable employee and embody the hope of minor-
ity workersto get ahead, businesses may need to
change the way they think about skill develop-
ment and realize they are selling hope for hard
work. They may need to look at soft skillsfrom a
shared perspective, avoid generalizing about mi-
nority workers and adjust their incentives so they
help workers see the value, for instance, in show-

ing up for work every day.

Because transportation needs can be a critical
barrier that separates potential workers from jobs,
businesses may need to develop in-house trans-
portation or shuttle service in cooperation with
their corporate neighbors, and some businesses
may want to consider relocating closer to the
workforce.

Because child care matters to minorities and
women just as it does to white men, businesses
may need to consider subsidizing employees
child care, share costs of nearby child care facili-
ties and find ways to accommodate the scheduling
needs of parents -- such as flexible vacation, sick
leave and work schedules.

Because minorities can’'t apply for job openings
unless they know about them, businesses may
need to include a broader pool of candidates for
openings -- by advertising in media that reach mi-
norities and by making connections with commu-
nity groups and job-training programs.

Because the image of a business -- or the word on
the street -- will likely determine whether ami-
nority worker wants to be associated with it, busi-
nesses may need to make sure the phrase “women
and minorities encouraged to apply” issincere
and backed up by a plan to manage diversity with
sensitivity and respect.

Because job retention is a greater challenge
among minority workers than among others, busi-
nesses may need to make special effortsto keep
their workers on the job, through in-house
mentoring, employee assistance programs, hiring
more than token numbers of minorities and pro-
viding leadership inside the business.

And because the entire metropolitan area and its
future economic well-being depend on adiverse
and employed workforce, municipa govern-



ments, schools and the media have important
rolesto play to insure that it happens.

Overdl, this study concluded that three kinds of
events need to happen in order to take advantage
of the opportunity to diversify the workforce of
the Milwaukee area:

1. A concerted, community-wide effort to
keep minoritiesin high school and help
them learn the discipline and fundamen-
tals necessary to succeed in the long run;

2. An effective method to connect available
jobs with minoritieswilling and able to
fill them. This must address the cultural
aswell asthe physical distance between
jobs and workers.

3. A genuine realization by businesses that
their productivity islinked to tapping into
alabor pool that will continue to have
more women and minorities.

INTRODUCTION

The Workforce Development Institute of the Met-
ropolitan Milwaukee Association of Commerce,
The Milwaukee Urban League and the Private In-
dustry Council, in conjunction with the Public
Policy Forum, undertook a study beginning in
January 1998 to examine the economic impact of
adiverse workforce in the metro area. This study
examined the employment picture in the Milwau-
kee area, analyzed the likely impact on the econ-
omy of greater workforce diversity and consid-
ered ways of helping businesses more fully diver-
sify their workforces.

The ability to deal with competition will make or
break abusiness. The competition for workersis
currently very strong and islikely to intensify if
the regional economy remains strong. The com-
pany that does not remain competitive in the labor

market may face chronic job openings, serious
productivity problems and sharply rising labor
costs. Asthetotal labor pool changes, the share
of the workforce held by white males will shrink.
Companies will face adilemma: Either compete
for the ever smaller number of white males or ex-
pand the labor pool by recruiting women and mi-
norities.

One of the difficulties in conducting a study on
workforce diversity in 1998 is the limitationsin
data. Theinformation that is systematically col-
lected on this subject tends to be either compre-
hensive or current -- but not both. For example,
the most comprehensive data are from the 1990
census, which is now more than eight years old.
The most current data are from the Wisconsin De-
partment of Workforce Development, which does
not break down current employment statistics by
industry, occupation, race and gender. Therefore,
in order to accurately describe today’ s population
and workforce by race and gender for the Mil-
waukee metro area, data had to be assembled
from avariety of sources. Many of the numbers
used in the tables in this report are calcul ated esti-
mates based on 1990-1991 and 1996-1997 Af-
firmative Action Data produced by the Wisconsin
Department of Workforce Development, 1990
Census of Population and Housing data, 1990 and
1996 EEO-1 Census data and 1997 EEO-4 person-
nel data on public employment by the Ozaukee,
Washington, Waukesha and Milwaukee County
governments.

Combining these data sources made it possible to
estimate today’ s workforce population based on
changes in the workforce from 1990-1996, the
latest year for which data are available. Other
data used to calculate wages and job projections
include 1990 Census Public Use Microdata Sam-
ples, 1997 Wisconsin Wage Survey for the Mil-
waukee Metropolitan Statistical Area produced by
the Wisconsin Department of Workforce Devel-
opment and Wisconsin Labor Force Projections



1992-2005 also produced by the Wisconsin De-
partment of Workforce Development.

Fiveracia and ethnic categories are used in this
analysis. However, it isimportant to note that
within each of these categories there are several
racial and ethnic sub-categories. For this reason,
although these numbers are accurate in the aggre-
gate, the findings cannot be generalized to racid
or ethnic subgroups, much lessto individuals.
Occupation classifications were taken from the
job classification guide produced by the US Equal
Employment Opportunity Commission.” The
study also included a survey completed by the
owners (or their representatives) of 244 small and
medium sized businesses (over 4, but less than
250 employees) who are members of the Metro-
politan Milwaukee Association of Commerce.
Face-to-face interviews were also conducted with
15 employers in the Milwaukee metro area.

The objectives of this study were to quantify an
important opportunity available to small and me-
dium-sized businesses and to suggest ways these
businesses and the metropolitan area as awhole
can take advantage of this opportunity. Thisre-
port is organized in five sections, as follows:

1. A snapshot of the current workforce in
the four-county Milwaukee metro area
(Milwaukee, Ozaukee, Washington
and Waukesha Counties).

2. Alook at what adiversified workforce
in the metro areawould look likein
economic terms.

3. Examination of changes that can be
expected in the makeup of the metro-
politan area workforce through the
year 2002.

4. Exploration of reasons the workforce
isnot more diverse.

5. Suggestions for businesses -- and for
the community at large -- to promote

diversity in the workplace.

I. A SNAPSHOT OF OUR WORKFORCE BY
RACE AND GENDER

A clear picture of today’ s metropolitan workforce
begins with a snapshot of the total population.
Table 1 gives ageneral look at the estimated
population of Milwaukee, Washington, Ozaukee
and Waukesha counties as of 1996. The metro
areais 78% white and 22% minority. Of this mi-
nority population, the largest group is African
American females (7.7% of the total), followed
by African American males (6.9%). Hispanics
total nearly 5%. Asian, American Indian and
other minorities together make up less than 3% of
the total.

The workforce population for the four county area
is presented in Table 2, which makes it evident
that the workforce distribution and population
distribution are not the same. For example, Afri-
can American males represent 6.9% of population
(Table 1) and only 5.3% of the workforce (Table
2). There are at least two explanations for this.
Oneisthat the age distribution of the population
isnot equal. The minority population is on aver-
age younger and therefore not a part of the
workforce. The major reason for thisis the dif-
ferentia in birthrates for white and minority
women. For example, in the United States the av-
erage white female is 33 years old and has (or

will have) 1.7 children. Corresponding figures
for African Americans are 28 and 2.4, and for
Hispanics, 26 and 2.9.2 Another reason that pro-
portionately fewer minorities are represented in
the workforce than in the general population may
be that measurement of the workforce underesti-
mates the number of individuals available for
work. The measure of the workforce only in-
cludes those individuals currently working or ac-
tively looking for work. It does not include indi-
viduals who are too discouraged to look for work
or who are involved in the underground economy.



Table 1. 1996: Four County Population by Race and Gender | gnq |aborer positions. African American
1996 Percent males hold more than 10% of the semi-
White male 555,550 37.9% skilled and unskilled positions. White fe-
African American male 101,699 6.9% males hold 64% of the administrative sup-
Hispanic male 33,002 2.2% port positions and more than 40% of pro-
American Indian male 4,715 0.3% fessional, technical, sales and service occu-
AS'?‘”/Other male 12,820 0.9% pations. African American females hold
White female 292,717 40.4% 11% of the service jobs, but only 2.3% of
African American female 112,806 7.7% . .. ' '
Hipsanic female 35168 2 4% t_he sklll_e_d positions and 2.5% of manage-
American Indian female 5,069 0.3% rial positions.
Asian/Other female 13,730 0.9%
Total 1,467,276 Table 5 depicts the same data from a differ-
Source: Affirmative Action Data for Wisconsin 1996. ent perspective. Whereas Table 4 breaks
Department of Workforce Development. down each job category by race and gender
Table 2. Labor Force 1996 (so that the total for each job category adds
1996 Percent to 100%), Table 5 breaks down each race
White male 349,169 44.4% and gender by job category (so that the total
African American male 41,477 5.3% for each race and gender adds to 100%).
Hispanic male 14,059 1.8% Thisillustrates the occupations in which
Asian/Other male 5,006 0.6% each ethnic subgroup are most likely to be
Am.erlcan Indian male 2,376 0.3% employed. For example, the largest number
White female 316,809 40.3% | of white males (19%) are employed in the
African American female 41,889 5.3% . S
Hispanic female 9,620 1.2% s_kllled trades -- suc_:h as precision produc-
Asian/Other female 4,457 0.6% tion, craft and repair occupations. The next
American Indian female 1,938 0.2% most common occupation for white males
Total 786,800 is semi-skilled occupations -- operators and
Source: Affirmative Action Data for Wisconsin 1996. fabricators (17%)’ followed by manager|a|
Department of Workforce Development. pog“ ons (14%)

Tables 3 through 5 present the distribution of oc-
cupations by race and gender. Thesetables are
computed from 1990 Census data along with
1990 and 1996 EEO-1 data.®> Asdepicted in Ta-
ble 3, the category with the most jobsis adminis-
trative support, 128,613, followed by professional
positions, 113,716, and semi-skilled positions,
105,048. Thetotal number of jobsin the four
county areais estimated at 765,780.

Table 4 depicts the percentage breakdown of each
job category by race and gender. White males
hold more than half of the managerial positions,
skilled trades positions, semi-skilled positions

The distribution of jobs for African American
malesis quite different. Thirty percent hold
semi-skilled jobs, 18% service occupations fol-
lowed by 13 % who hold unskilled, laborer posi-
tions. White females are most likely to be em-
ployed in administrative support positions, 28%
hold these jobs. The next most common occupa-
tions are professional jobs, 16%, followed by
15% who hold service jobs. Minority women are
also most likely to hold administrative service po-
sitions. The exception is Asian females who are
more commonly found in professional jobs. The
next most common position for minority females
IS in service occupations.



Table 3. 1996 Occupational Distribution Four

County Area.

Executive, Professional Technicians Sales Admin.  Service  Skilled Operators, Laborers Total
Administra- and Related Occupa- Support Occupa- Trades Fabricators  (Unskilled)
tive and Support tions tions (Skilled)  (Semiskilled)
Managerial Occupa-
tions
White male 47,193 51,061 11,616 36,716 24,444 24,937 64,122 57,777 19,348 337,214
African Ameri- 2,389 2,597 581 2,074 3,381 6,932 4,258 11,793 5,198 39,203
can male
Hispanic male 959 1,402 372 559 1,291 3,376 3,283 7,055 3,539 21,838
Asian/Other 417 2,258 467 548 596 743 708 1,395 491 7,623
male
American In- 131 111 62 179 528 358 428 347 281 2,425
dian male
White female 35,726 47,961 11,565 39,231 82,854 43,318 7,744 17,907 5,421 291,727
African Ameri- 2,257 5,486 1,157 5,409 11,003 10,531 1,931 5,659 1,469 44,903
can female
Hispanic fe- 554 1,431 190 1,425 2,965 2,747 402 2,118 1,224 13,055
male
Asian/Other 371 1,232 179 444 947 759 500 741 304 5,477
female
American In- 101 178 30 298 604 714 76 255 60 2,315
dian female
Total 90,098 113,716 26,217 86,883 128,613 94,416 83,452 105,048 37,335 765,780
Source: Public Policy Forum assembled data based on 1990 Census of Population and Housing
and 1990 and 1996 EEO-1 Data.
Table 4. The Distribution of Race and Gender in Nine Job Catego-
ries.
Executive, Profes- Technicians Sales Occu-  Admin.  Service Oc- Skilled  Operators, Fab-  Laborers
Administra- sional and Related pations Support  cupations Trades ricators (Unskilled)
tive and Support Occu- (Skilled) (Semiskilled)
Managerial pations
White male 52.38% 44.90% 44.31% 42.26% 19.01% 26.41% 76.84% 55.00% 51.82%
African 2.65% 2.28% 2.21% 2.39% 2.63% 7.34% 5.10% 11.23% 13.92%
American
male
Hispanic 1.06% 1.23% 1.42% 0.64% 1.00% 3.58% 3.93% 6.72% 9.48%
male
Asian/Other 0.46% 1.99% 1.78% 0.63% 0.46% 0.79% 0.85% 1.33% 1.31%
male
American 0.15% 0.10% 0.24% 0.21% 0.41% 0.38% 0.51% 0.33% 0.75%
Indian male
White female  39.65% 42.18% 44.11% 45.15% 64.42% 45.88% 9.28% 17.05% 14.52%
African 2.50% 4.82% 4.41% 6.23% 8.56% 11.15% 2.31% 5.39% 3.93%
American
female
Hispanic 0.61% 1.26% 0.72% 1.64% 2.31% 2.91% 0.48% 2.02% 3.28%
female
Asian/Other 0.41% 1.08% 0.68% 0.51% 0.74% 0.80% 0.60% 0.71% 0.81%
female
American 0.11% 0.16% 0.11% 0.34% 0.47% 0.76% 0.09% 0.24% 0.16%
Indian fe-
male
Total 100.00% 100.00% 100.00% 100.00% 100.00%  100.00% 100.00% 100.00% 100.00%
Source: Public Policy Forum assembled data based on 1990 Census of Population and Housing and 1990 and 1996 EEO-1
Data.




This analysis highlights the distribution of occu-
pations in two ways:

(1) acomparison of the distribution of oc-
cupations with the distribution of the total
labor force by race and gender, and

(2) acomparison of private sector em-
ployment with public sector employment
by race and gender.

The first method employs a scenario in which the
distribution of jobs by occupation would mirror
the distribution of the workforce. If job distribu-
tion mirrored workforce distribution for the four
county area, 44% of all jobsin each occupational
category would be filled by white males, 5.1%

filled by African American malesand so on. This
would result in amgjor shift in occupations as de-
picted in Table 6. For example, 4,613 managerial
positions would be held by African American
males, instead of 2,389. In addition, there would
be 2,569 managerial positions for Hispanic males
instead of 959 and 39,675 manageria positions
for white males, a decrease of 7,518 from their
current number. This pattern would be repeated
for females. The most dramatic shifts would oc-
cur in moving male minorities from semi-skilled
and unskilled occupations to professional, mana-
gerial and skilled trades occupations. For females
the most dramatic shift would occur in moving
minority females from service and administrative
suprt positions to managerial and skilled trades

Table 5. The Distribution of Job Categories on the Basis of
Race and Gender

Executive, Profes-  Techni- Sales Occu- Admin. Service Oc- Skilled Operators, Laborers Total

Administra-  sional  cians and pations Support  cupations  Trades Fabricators  (Unskilled)

tive and Related (Skilled)  (Semiskilled)

Managerial Support

Occupa-
tions

White male 14.0% 15.1% 3.4% 10.9% 7.4% 19.0% 17.1% 5.7% 100.0%
African 6.1% 6.6% 1.5% 5.3% 17.7% 10.9% 30.1% 13.3% 100.0%
American
male
Hispanic 4.4% 6.4% 1.7% 2.6% 15.5% 15.0% 32.3% 16.2% 100.0%
male
Asian/Other 5.5% 29.6% 6.1% 7.2% 9.7% 9.3% 18.3% 6.4% 100.0%
male
American 5.4% 4.6% 2.6% 7.4% 21.8% 14.8% 17.7% 14.3% 11.6% 100.0%
Indian male
White fe- 12.2% 16.4% 4.0% 13.4% 28.4% 14.8% 2.7% 6.1% 1.9% 100.0%
male
African 5.0% 12.2% 2.6% 12.0% 24.5% 23.5% 4.3% 12.6% 3.3% 100.0%
American
female
Hispanic 4.2% 11.0% 1.5% 10.9% 22.7% 21.0% 3.1% 16.2% 9.4% 100.0%
female
Asian/Other 6.8% 22.5% 3.3% 8.1% 13.9% 9.1% 13.5% 5.5% 100.0%
female
American 4.4% 7.7% 1.3% 12.9% 26.1% 30.8% 3.3% 11.0% 2.6% 100.0%
Indian fe-
male

Source: Public Policy Forum assembled data based on 1990 Census of Population and Housing

and 1990 and 1996 EEO-1 Data.




Table 6. Change in Distribution of Occupations if Distribution Matched the Workforce
Population

Executive, Profes- Technicians and Sales Occu-  Admin. Service  Skilled Trades Operators, Fabri- Laborers
Administrative  sional  Related Support  pations Support Occupa- (Skilled) cators (Unskilled)
and Manage- Occupations tions (Semiskilled)

rial
White male -7518 -986 -71 1544 32191 16640 -27373 -11519 -2908
African 2224 3225 762 2374 3203 -2099 14 -6416 -3287
American
male
Hislpanic 1610 1841 375 1918 2376 -684 -904 -4059 -2475
male
Asian/ 479 -1126 -206 316 684 197 123 -349 -119
Other male
American 155 249 21 96 -121 -59 -164 -15 -163
Indian
male
Whlite fe- -1403 -4640 -1577 -6132 -33858 -7350 24047 22111 8802
male
African 3027 1182 380 -315 -3462 -4995 2962 501 720
American
female
Hispanic 982 508 257 56 -772 -1138 1021 -327 -587
female
Asian/ 273 -419 9 178 -27 -84 97 10 -37
Other fe-
male
American 171 166 50 -36 -215 -429 177 63 53
Indian fe-
male
Source: Public Policy Forum assembled data based on 1990 Census of Population and Housing and 1990 and 1996 EEO-1
Data.
Table 7. Public Employees, Milwaukee, Waukesha, Ozaukee and
Washington Counties
Officials Profes- Techni- Protective Para Pro- Administra- Skilled Service Total
and Ad-  sionals cians Services fessionals tive Services Craft and
ministrator Mainte-
S nance

White male 184 661 104 774 63 109 200 669 2764
African American 26 78 13 156 69 25 21 162 550
male
Hispanic male 4 33 0 38 9 8 9 32 133
Asian/Other 8 3 10 8 1 0 1 33
male
American Indian 2 0 1 13 2 2 2 10 32
male
White female 71 994 124 205 375 1220 6 158 3153
African American 15 234 30 119 265 368 0 92 1123
female
Hispanic female 5 29 2 13 32 60 0 8 149
American Indian 0 12 0 2 7 6 0 2 29
female
Asian/Other fe- 0 5 0 4 4 13 0 2 28
male
Total 309 2054 277 1334 834 1812 238 1136 7994

Source: 1997 County EEO-4 Report




positions.

A second way to look at the distribution of occu-
pations in the private sector iSsto compare private
sector and public sector employment. Table 7
presents the distribution of public employment for
county government in the four-county area. The
public sector employment totals 7,994. Thedis-
tribution of public sector employment may be
more representative of the population because
policies encouraging hiring of disadvantaged
groups have been prominent in public sector hir-
ing.

It appears that the county employment picture
generally reflects the workforce population. For
example, as depicted in Table 8, African Ameri-
can males, who represent 5.3% of the total
workforce (Table 2), hold 8.4% of managerial po-
sitions, 11.7% of protective service positions, 8%
of paraprofessional and skilled positions and 14%

of unskilled positions in the four county govern-
ments taken together. African American males
are under-represented in professional, technical
and administrative service positions. Hispanic
males represent 1.8% of the total workforce and
are well represented in the county protective serv-
ice, skilled positions and unskilled positions.
However, Hispanic males are not as well repre-
sented in the other county job categories.

African American females represent 5.3% of the
total workforce and are over-represented in all
county occupation groups with the exception of
managerial positions and skilled trades positions.
Hispanic females represent 1.2% of the workforce
and are equally represented in four fields includ-
ing managers, but under-represented in all other
occupational groups.

What would the workforce picture look like if
private sector employment matched the distribu-

Table 8. County Employment: Percent by Race and Gender in

Each Occupation.

Officials Profes- Techni- Protec- ParaPro- Adminis- Skilled Service Total
and Admin- sionals cians tive fessionals trative Craft and
istrators Services Services Mainte-
nance

White male 59.5% 32.2% 37.5% 58.0% 7.6% 6.0% 84.0% 58.9% 34.6%
African American 8.4% 3.8% 4.7% 11.7% 8.3% 1.4% 8.8% 14.3% 6.9%
male
Hispanic male 1.3% 1.6% 0.0% 2.8% 1.1% 0.4% 3.8% 2.8% 1.7%
Asian/Other male 0.6% 0.4% 1.1% 0.7% 1.0% 0.1% 0.0% 0.1% 0.4%
American Indian 0.6% 0.0% 0.4% 1.0% 0.2% 0.1% 0.8% 0.9% 0.4%
male
White female 23.0% 48.4% 44.8% 15.4% 45.0% 67.3% 2.5% 13.9% 39.4%
African American 4.9% 11.4% 10.8% 8.9% 31.8% 20.3% 0.0% 8.1% 14.0%
female
Hispanic female 1.6% 1.4% 0.7% 1.0% 3.8% 3.3% 0.0% 0.7% 1.9%
American Indian 0.0% 0.6% 0.0% 0.1% 0.8% 0.3% 0.0% 0.2% 0.4%
female
Asian/Other fe- 0.0% 0.2% 0.0% 0.3% 0.5% 0.7% 0.0% 0.2% 0.4%
male
Total 100.0% 100.0% 100.0% 100.0%  100.0% 100.0% 100.0% 100.0% 100.0%

Source: 1997 County EEO-4 Report




tion of employment of the public sector? Overall,
minorities make up alarger share of the public
employment (i.e., county government) workforce.
For thisreason, if the private sector employment
matched the distribution of occupationsin the
public sector, there would be dramatic shiftsin
professional and managerial occupations. The
largest gains, as shown in Table 9, would be
made by African American female professionals
and African American male managers. African
American female professional s would total
12,952 an increase of 7,469 over their current rep-
resentation as private sector professionals. Afri-
can American males would number 7,577 as pri-
vate sector managers instead of their current num-
ber of 2,389. The largest loss would occur with
white male professionals, (14,466) and white fe-
male managers, (15,024).

Overall, as seen from the tables in this section,
women and minorities make up 62% of the total

population, 56% of the total workforce, 56% of
the private sector employment and 65% of the
public sector employment as reflected in county
government jobs. That would seem to suggest
that the workforceiswell diversified. However,
when wages are linked with occupational distribu-
tion by race and gender, it becomes clear that not
al jobs are equal.

The mismatch between the workforce and the dis-
tribution of racial and gender groupings across oc-
cupations is reflected in wage disparities across
racial and gender groups. One method for calcu-
lating this disparity is to attach wages to the vari-
ous occupational categories. The wages presented
in Table 10 are computed by taking the average of
all of the wages for the specific job titles that
make up each particular occupation grouping.* It
should be noted that these average wages mask
the extreme highs and lows within each occupa-

Table 9. Change in Distribution of Occupations if Private Workforce Distribution Matched Four County Public Em-
ployment.
Officials and Ad- Professionals Technicians Administrative Service and Skilled Craft
ministrators Services Maintenance

White male 6,457 -14,466 -1,772 -16,708 30,665 6,006
African American male 5,192 1,722 650 -1,607 6,532 3,105
Hispanic male 207 425 -372 -724 =717 -128
Asian/Other male 166 -1,815 -183 -525 -659 -708
American Indian male 452 -111 33 -386 473 273
White female -15,024 7,070 171 3,740 -30,186 -5,641
African American fe- 2,117 7,469 1,682 15,117 -2,885 -1,931
male
Hispanic female 904 175 0 1,294 -2,082 -402
American Indian fe- -371 -568 -179 -521 -593 -500
male
Asian/Other female -101 99 -30 319 -548 -76

Source: Public Policy Forum assembled data based on 1990 Census of Population and Housing and 1990 and 1996 EEO-1 Data.

Public Data from Four County EEO-5 reports.
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tional grouping. In addition, the assumptionis
that the average wage across each occupational
category isthe same regardless of race or gender.
In some cases these wages appear to be much
lower than what may be anticipated. For exam-
ple, one may expect that most individualsin ex-
ecutive, administrative and managerial positions
would make more that $30,571 annually. How-
ever, it should be noted that the wage reported is
the average for these positions, not the average
for only CEQO’s, but all employeesin managerial
positions.

The salaries for managerial and professional posi-
tions are much higher than for positions as un-
skilled laborers, service workers and administra-
tive support. Because minorities and women are
more likely to be found in the latter positions, this
has consequences for the distribution of wages
across racial and gender groups. To illustrate this
point, a hypothetical redistribution of wagesis
presented using the scenario of equal representa
tion across occupational groups discussed earlier.
If jobs are shuffled so that all occupational cate-
gories were distributed based solely on the repre-

sentation by race and gender in the workforce, the
end result is aredistribution of wagesin a manner
that isreflected in Table 11.

For example, 48% of managerial positions are
held by women and minorities. However the hy-
pothetical redistribution of jobs would assign
56% of managerial positions to women and mi-
norities. That would result in a shift of $229 mil-
lion in wages to women and minorities from
white males who currently hold those positions.
The largest gain in the managerial occupations
would be made by African American females,
$92 million; followed by African American
males, $67 million.

Hypothetical redistribution of jobsin the profes-
sional occupations would result in somewhat dif-
ferent shifts. White females are over-represented
in professional occupations as a percent of their
total workforce population. Therefore, the
change in the distribution of employees would
mean a shift of $149 million from white females
to minority groups. Thelargest gain would be
made by African American males -- $103 million.

Table 10. Wage Data

Average Hourly Median Hourly

Annual Salary  Annual Salary Range

Wage Wage Based on Mean
Wage

Executive, Administrative and $20.38 $19.25 $30,571.12 ($21,203-%$39,940)
Managerial

Professional $21.45 $20.58 $32,181.58 ($12,426-$51,937)
Technicians and Related Support $14.69 $14.52 $22,035.67 ($17,037-$27,034)
Occupations

Sales Occupations $12.27 $11.07 $18,400.83 ($10,479-%$26,323)
Administrative Support $11.47 $11.15 $17,208.13 ($12,702-$21,715)
Service Occupations $10.46 $10.15 $15,683.77 ($7,427-$23,940)
Precision Production, Craft and Re- $15.63 $15.51 $23,438.14 ($17,584-$29,292)
pair (Skilled)

Operators, Fabricators $11.65 $11.69 $17,469.52 ($12,724-$22,215)
(Semiskilled)

Laborers (Unskilled) $10.08 $9.91 $15,125.16 ($11,395-$18,855)

Source: 1997 Wisconsin Wage Survey for Milwaukee Metropolitan Statistical Area: Department of Workforce Development
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It is easy to see the over-representation of females
in the administrative support occupations. In all
cases an equal representation by workforce popu-
lation would mean that both white and minority
females would shift wagesto males. This sce-
nario is amost completely reversed for skilled oc-
cupations. In this case one would see a shift of
$641 million from white males and a gain of $563
million by white females.

Thefina columnin Table 11 illustrates the re-
sults of the completion of this hypothetical redis-
tribution of all occupational groupings to make
each of them reflective of the workforce by both
race and gender. The end result would be the
transfer of $306 million in wages earned by white
males and $10 million earned by Hispanic males
to women and other minority groups. The largest
gains would be by African American males. $92
million.

The above exercise works as an analytical device
for understanding how the distribution of occupa-
tions affects the distribution of wages across the
gender and racial categories. One of the major
assumptions of thisanalysisisthat the average
wage across occupations is the same regardless of

race and gender. However, further analysis of
wage data indicates that this assumption is not re-
alistic.

On the 1990 census long form, individuals were
asked their occupation and their salary for the
previous year. Thelong form was completed by a
sample of residents of the Milwaukee metro area,
but it can be used as a representative sample of
wages and occupations for thisarea. Using the
same occupational groupings and the job titles
that make up the job categories used in the previ-
ous analysis, this study recreated the average sdla
ries and wages for individuals by race and gender.
The results presented in Table 12 indicate that the
average wages differ. For example, the reported
income for technicians ranges from a high of
$15.44 per hour for white males to alow of $6.08
for American Indian females. The average tech-
nician hourly wage is $10.13.

This does not mean that awoman or minority
working the same job as awhite male is being
paid less. What it does mean is that within the
same occupational grouping some jobs pay more
than others. Thus, for example, in sales occupa
tions some individuals may be working as cash-

Table 11. Difference in Total Wages if Percent in Occupation Equalled Workforce Distribution

(in Thousands)

Executive, Profes- Technicians  Sales Adminis- Service Oc- Precision Pro-  Operators, Laborers Total
Administra-  sional and Related  Occu- trative cupations  duction, Craft  Fabricators  (Unskilled)
tive and Support Occu- pations  Support and Repair  (Semiskilled)

Managerial pations (Skilled)
White male  -$229,830 -$31,709 -$1,557 $28,410 $553,845 $261,076 -$641,768 -$201,293 -$43,963 -$306,790
Black male $67,978 $103,762 $16,780 $43,688  $55,107 -$32,932 $325 -$112,114 -$49,694 $92,903
Hispanic $49,229 $59,224 $8,273 $35,307  $40,885 -$10,731 -$21,182 -$70,929 -$37,417 $52,657
male
Asian/Other $14,655 -$36,227 -$4,541 $5,824 $11,767 $3,096 $2,885 -$6,105 -$1,800 -$10,444
male
American $4,726 $8,023 $465 $1,774 -$2,075 -$928 -$3,843 -$257 -$2,463 $5,421
Indian male
\White fe- -$42,881 -$149,296 -$34,754 - -$582,524 -$115,318 $563,782 $386 $133,085 $45,618
male $112,863
Black fe- $92,521 $38,026 $8,379 -$5,789  -$59,560 -$78,370 $69,447 $8,750 $10,889 $84,294
male
Hispanic $30,017 $16,335 $5,670 $1,035  -$13,285 -$17,850 $23,941 -$6,105 -$8,882 $31,260
female
Asian/Other $8,358 -$13,483 $190 $3,268 -$460 -$1,315 $180 $180 -$555 -$1,547
female
American $5,223 $5,345 $1,093 -$657 -$3,699 -$6,724 $4,144 $1,099 $804 $6,628
Indian fe-
male

Source: 1997 Wisconsin Wage Survey for Milwaukee Metropolitan Statistical Area: Department of Workforce Devel-

opment.
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Table 12. Reported Wages by Job Category 1996
Executive, Ad- Profes-  Technicians Sales Occu- Administra- Service  Precision Operators and Average
ministrative and  sional and Related pations tive Sup- Occupa- Production, Laborers Wage
Managerial Support Occu- port tions Craft and (Semi-Skilled
pations Repair andUnskilled)
(Skilled)
White male $22.26 $19.40 $15.44 $1556 $11.69 $8.18 $13.51 $11.01 $14.63
African Ameri- $11.83  $12.41  $11.92 $6.66 $8.33 $5.79  $8.43 $7.95 $9.17
can male
Hispanic male $17.48 $12.96 $8.89 $12.19 $8.81 $5.62 $12.87 $9.24 $11.01
Asian/Other $14.90 $21.67 $11.27 $14.30 $6.69 $6.25 $10.02 $6.86 $11.49
male
American Indian  $11.52 $6.85 $8.48 $2.94 $9.65 $8.28  $10.00 $7.19 $8.11
male
White female $12.01 $11.69 $11.64 $6.24 $8.09  $4.95 $8.94 $7.48 $8.88
African Ameri- $11.01 $13.65 $8.35 $4.17 $7.51  $3.98 $7.37 $5.97 $7.75
can female
Hispanic female $10.55 $13.23 $7.85 $4.21 $7.46  $5.05 $5.94 $5.44 $7.47
American Indian $7.56 $11.78 $6.08 $3.47 $6.47 $4.70  $7.93 $4.28 $6.53
female
Asian/Other fe- $14.43 $8.02 $11.39 $4.51 $7.07 $2.94  $13.98 $3.79 $8.27
male
Source: Census 1990 Public Use Microdata Samples

ierswhile other individuals work as sales repre-
sentatives for large companies. The differencein
average wages indicates that these specific jobs
are not held equally by all racial and gender
groupings. The result isthat the disparity high-
lighted in the previous analysis would be greater
if the analysis had taken into account the wage
differentials that exist across race and gender
groupings.

1. THE ECONOMIC IMPACT OF A DIVERSIFIED
WORKFORCE

The analysisin the previous section of disparity
in occupations and wages assumed a zero-sum
game in employment. In other words, the number
of jobs available in each occupational category
was assumed to be static as of 1996. The net re-
sult is ashifting of wages, but no real addition of
wages to the economy. This assumption does not
hold validity for the future because of the chang-
ing nature of the economy. Because the 1996
workforce is not areliable predictor of the

workforce of the future, a more useful exerciseis
to look as the workforce in terms of full and equal
employment; that is, after accounting for atoler-
able level of unemployment (below 4%), ajob for
everyone who wants to work regardless of race
and gender.

Can the impact of reducing the inequality among
women, minorities and white males in the
workforce be measured in economic terms? Eco-
nomic impact studies have accompanied almost
all large scale capital projects. Researchers have
developed sophisticated programs to analyze the
impact of the location of a new factory, the build-
ing of a new sports stadium or a new convention
center.”

By using this samelogic, it is possible to add to
this discussion the possibility of measuring the
economic impact to the Milwaukee metro com-
munity of hiring minority workers at the same
rate as non-minority workers. One possible
means for doing thisis to examine the economic
impact of full employment (that is, low unem-
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Table 13. 1996 Unemployment Rate by Race and Gender
Unemployed Labor Force Unemployment Rate
White male 8,840 349,169 2.5%
African American male 4,904 41,477 11.8%
Hispanic male 1,367 14,059 9.7%
Asian/Other male 253 5,006 5.1%
American Indian male 268 2,376 11.3%
White female 8,099 316,809 2.6%
African American female 3,822 41,889 9.1%
Hispanic female 977 8,620 11.3%
Asian/Other female 406 4,457 9.1%
American Indian female 124 1,938 6.4%
Total 29,060 785,800 7.9%
Source: 1996-1997 Affirmative Action Data Department of Workforce Development

ployment) for all groups. Thisis done by assum-
ing unemployment levels were the same across all
racial and gender groups. Table 13 illustrates the
unemployment levels for the Milwaukee metro-
politan areafor 1997.° It is clear that unemploy-
ment across the racial and gender groupings var-
ieswidely, from alow of 2.5% for white malesto
ahigh of 11.8% for African American males.

Initslatest survey of job openings conducted dur-
ing the week of October 20, 1997, the Employ-
ment and Training Institute of UW-Milwaukee
estimated that 31,874 full and part-time jobs were
open for immediate hire in the four-county Mil-
waukee metropolitan area.” With relatively low
unemployment, competition to fill these jobsis
quite high. Indeed if al individuals currently un-
employed, atotal of 29,060, were working, there
would still be alabor shortage in the Milwaukee
area. Seventy percent of those unemployed are
minorities and women. Unless these sectors of
the population are fully brought into the labor
pool, companies will be forced to bid up the
wages of the relatively smaller numbers of white
entrants into the workforce.

What additional income would be added into the
economy if those individuals actively seeking
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work were employed so that al racial and gender
groups had unemployment levels equal to that of
white males? Table 14 presents additional wages
that would have been earned in 1996 -- and pro-
jections of what would be earned in the year
2002 -- if the unemployment levelsfor al other
racial and gender groups were equal to 2.5%, the
unemployment levels of white males. For exam-
ple, if the unemployment level for white women
was the same as for white males, there would be
an additional 179 white women on the job in
1996 and an additional 192 in 2002.% In 1996,
there would have been an additional 3,867 Afri-
can American male employees, 1,015 Hispanic
male employees, 337 Asian and American Indian
male employees, 2,775 African American female
employees, 762 Hispanic female employees and
371 Asian and American Indian female employ-
ees. Intotal we would have added an additional
9,306 employeesin 1996 and 12,113 in 2002.

If these individuals worked at jobs that paid the
average wage for their racial and gender groups
computed from the 1990 census long form, the
total additional wages added in 1996 would have
equaled $122 million in 1996 dollars. Thiswould
increase to $194 million in 2002, assuming an in-
flation rate of 3% through that year.




Table 14. Added Income with Changes in Unemployment

1996: 1996: Increase in 1996: Increase 2002: 2002: Increase 2002: Increase
Unemploy- |Added Em- Wage if New in Wage if New | Added Em- in Wage if New in Wage if New
ment Rate | ployment if Workers Received = Workers Re- | ploymentif Workers Re- Workers Re-
all groups  Av. Hourly Wage ceived Av. all groups ceived Av. ceived Av.
had 2.5%  for White males Hourly Wage for | had 2.5% Hourly Wage for Hourly Wage for
Unemploy- Race and Gen- | Unemploy- White males  Race and Gen-
ment Rate der ment Rate der
White male 2.53%
African IAmeri- 11.82% 3,867 $84,861,315 $53,167,746| 5,600 $149,949,975 $93,940,058
can male
Hispanic male 9.70% 1,015 $22,274,175 $16,759,918, 1,074 $28,756,350 $21,635,650
ASilan/OIher 5.05% 128 $2,808,960 $2,206,764 270 $7,227,523 $5,677,613
male
Amle”Cﬁn Indian| 11.28% 209 $4,586,505 $2,543,288 313 $8,383,190 $4,648,245
male
White female 2.56% 179 $3,928,155 $2,383,793 192 $5,144,482 $3,121,674
Affinan A:nefi- 9.12% 2,775 $60,897,375 $32,264,318, 2,994 $80,170,188 $42,472,004
can female
Hispanic female | 11.33% 762 $16,722,090 $8,534,067| 1,085 $29,054,717 $14,826,821
fASiaf;/thEF 9.11% 295 $6,473,775 $2,890,548 497 $13,305,622 $5,940,510
emale
fAmEFIican Indian|  6.40% 76 $1,667,820 $942,288 87 $2,339,073 $1,321,430
emale
Total 9,306 $204,220,170 $121,692,730| 12,113 $324,331,120 $193,584,006

Samples.

African American males provide an example of
how this number is computed. Reducing the un-
employment rate for African American malesin
1996 from 11.8% to 2.5% would add an addi-
tional 3,867 African American male employees
into the economy. On average, African American
males report an hourly wage of $9.17. Each addi-
tional African American male worker employed
full time, the equivalent of 1,500 hours ayear,
would make an annual salary of $13,749, or an
aggregate total of $53 million.

The $53 million estimate is based on conservative
assumptions. It assumes no change in wage dis-
parity and less than a 30- hour work week. Table
14 also shows the results of amore liberal wage
estimate that would result from assuming that
these individuals worked at jobs that paid the av-
erage wage for the highest racial and gender
grouping. If they assumed the average wages of
white males, they would earn an average wage of
$14.63 an hour. In this scenario, the total wages
added in 1996 would have equaled $204 million -

Source: Public Policy Forum assembled data based on 1990 Census of Population and Housing and 1990 Census Public Use Microdata

- and project to new earnings of $324 millionin
2002, as reflected in Table 14.

Economic impact reports often begin with the
premise that some goods generate unintended
costs or benefits that spill over and affect those
who are not direct consumers. For example, in-
vestments in sports facilities have the potential
for generating local spending on shopping, gas,
hotels, food and drink. In asimilar way, eco-
nomic benefits of afully employed workforce
have spillover benefits. One can anticipate that
not only is there the direct impact of $121 million
in new wages but, as these wages trickle through
the economy, there are indirect benefits.

The wages paid to these employees directly and
indirectly contribute to the Milwaukee metro
economy. Employees pay taxes to support public
services as well as spend their wages on food,
housing, clothing and entertainment. These
wages now represent revenue to these local busi-
nesses and the government. The measure of the
extent to which an initial direct expenditure -
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Chart 1. Workforce Diversity: An Example of the Economic Impact of Reducing the Unemployment L evel of

Minorities and Women, 1996

Employee spends The local business the The Metro busi-
Salaries and 90% in employee patronizes nesses in turn spend
5&53 spend 20% of the revenue =$1,548
$1,000
$900 $540 108

wages -produces additional rounds of spending is
called amultiplier effect. The magnitude of the
multiplier effect for the Milwaukee metro econ-
omy is contingent on how much is spent in this
area versus how much is spent outside the region.

For example, an employee receiving a paycheck
of $1,000 may hypothetically spend his or her
money in the following manner, asillustrated in
Chart 1. The employee spends $900 in the metro
areaon housing, utilities, food, clothing, miscel-
laneous items and taxes. The remainder is spent
outside of the metro area. Thelocal businesses
the employee patronizes spend 60% in the metro
area, and those local businesses and governments,
in turn, spend 20% of these funds in the metro
area. The multiplier in this scenario isfound by
dividing the total economic impact of $1,548 by
the original wage of $1,000, or 1.55.

Thus the total annual economic impact of afully
diversified workforce -- depending on the average
wage used in the calculations -- would range from
$189 million to $316 million as of 1996. This
would increase to between $300 million and $502
million in 2002 on an annual basis. This eco-
nomic impact datais based on the hypothetical
spending patterns of workers and the businesses
they patronize. While thisanaysisisagood rep-
resentation of how spending occurs in the metro
area, it isonly an estimate of the economic impact
that would be gained by taking advantage of the
opportunity to fully diversify the workforce of the
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metropolitan Milwaukee area.

Economic impact studies of structures and institu-
tions often cite intangible benefits along with the
tangible economic impacts. For example, eco-
nomic impact studies on new sports arenas typi-
cally cite such factors as civic pride, reputation
and image of being amajor league city. These
reasons often are seen as warranting the invest-
ment of public resourcesin order to keep or at-
tract professional sports teams.

In the same fashion, there are intangible benefits
of having afully diversified workforce. Thesein-
clude the self-esteem, pride and increased quality
of liferesulting in alower crime rate, decreased
drug use, reduced vandalism and alcoholism for
individuals moving from the ranks of the unem-
ployed to the employed. Businesses benefit by
fully tapping into the available workforce and im-
proving their ability to meet production demands.
Just as a community may be improved from hav-
ing a professional, high-profile sports team, the
metro Milwaukee community can be improved by
having a diverse workforce in which al ethnic
groups and both genders are fully employed after
allowing for aminimal level of unemployment.

1. THE FUTURE WORKFORCE
The Milwaukee metro areais becoming more di-

verse. Table 15 highlights the changing distribu-
tion in population between 1990 and 2002. The




Table 15. Four County Population by Race and Gender

1990 Percent 1996 Percent 2002 Percent
White male 549,599 38.8% 555,550 37.9% 561,565 36.8%
Black male 93,389 6.6% 101,699 6.9% 110,748 7.3%
Hispanic male 25,339 1.8% 33,002 2.2% 42,982 2.8%
American Indian male 3,576 0.3% 4,715 0.3% 6,217 0.4%
Asian/Other male 9,698 0.7% 12,820 0.9% 16,947 1.1%
White female 588,539 41.6% 592,717 40.4% 596,925 39.1%
Black female 103,371 7.3% 112,806 7.7% 123,102 8.1%
Hipsanic female 27,668 2.0% 35,168 2.4% 44,701 2.9%
American Indian female 3,918 0.3% 5,069 0.3% 6,558 0.4%
Asian/Other female 10,584 0.7% 13,730 0.9% 17,811 1.2%
Total 1,415,681 1,467,276 1,527,557

Source: Public Policy Forum assembled data based on 1990 -1991 and 1996-1997 Affirmative Action Data.

projected non-white population increaseis 4.5
percentage points from 19.7% to 24.2% of the to-
tal population. Asillustrated in Table 16, by the
year 2002 white males will represent 41% of the
workforce. Thisisadecrease of nearly seven per-
centage points since 1990. There will be a corre-
sponding increase in the percentage of minorities.
During the decade of the 1980s the largest addi-
tions to the workforce were women and minori-
ties. Thistrend isanticipated to continue in the
Milwaukee metro area and nationally. Between
1996 and the year 2000, 85% of the net additions
to the US workforce are projected to be women
and non-white men.®

Because the majority of new entrants into the

workforce will be women and minorities, a busi-
ness that unintentionally limits its search for em-
ployees will be at a competitive disadvantage.
Many businesses are aware of this. A 1992 sur-
vey showed that only 5% of 1,405 companies
thought they were doing a very good job of man-
aging the diversity of their workforces.® Small
firms are experiencing less success than large
firms at hiring minorities. Thisis noteworthy be-
cause most of the job growth will be occurring in
small and medium-sized businesses.™* A study
examining the hiring of African Americansin At-
lanta, Boston, Detroit and Los Angeles found that
the smallest businesses hire considerably smaller
percentages of blacks than found in the popula-

Table 16. Labor Force 1990-2002

1990 Percent 1996 Percent 2002 Percent
White male 353,920 47.5% 349,169 44.4% 344,482 40.9%
Black male 28,640 3.8% 41,477 5.3% 60,068 7.1%
Hispanic male 13,239 1.8% 14,059 1.8% 14,930 1.8%
Asian/Other male 2,371 0.3% 5,006 0.6% 10,569 1.3%
American Indian male 1,583 0.2% 2,376 0.3% 3,566 0.4%
White female 294,776 39.6% 316,809 40.3% 340,489 40.5%
Black female 38,819 5.2% 41,889 5.3% 45,202 5.4%
Hispanic female 7,534 1.0% 9,620 1.2% 12,284 1.5%
Asian/Other female 2,642 0.4% 4,457 0.6% 7,519 0.9%
American Indian female 1,676 0.2% 1,938 0.2% 2,241 0.3%
Total 745,200 786,800 841,349

Source: Public Policy Forum assembled data based on 1990 -1991 and 1996-1997 Affirmative Action Data.
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tion of these four metropolitan areas, while the
largest firms hire somewhat more.*?

In this study’ s survey of medium and small com-
panies in the Milwaukee metro area, 72% re-
ported that they were not satisfied with the num-
ber and quality of minority applicants (See Sec-
tion 1V). From an employers perspective, these
findings suggest that unless minorities develop
the qualifications sought by employers, they will
continue to be under-represented in the work-
place. But from aworker’s perspective, these
findings aso indicate that unless smaller compa-
nies successfully deal with workforce diversity,
they will be struggling to compete for employees.
This struggleislikely to have a negative impact
on productivity and therefore could have an ad-
verse impact on the economy of the metropolitan
areaasawhole.

Table 17 lists the 15 occupations with the greatest
growth projected by the Department of
Workforce Development through 2005. To-
gether, the 15 categories account for nearly two-
thirds of al openings anticipated in metropolitan

Milwaukee. The majority of those occupations --
12,906 secretarial and general office positions,
9,117 food and beverage service workers, 7,687
retail sales persons, 5,545 cleaning and building
service jobs aswell as many positions for nursing
aides, health technicians and cosmetol ogists -- do
not require training beyond a high school di-

ploma.

As the percentage of white males entering the la-
bor pool continues to shrink, businesses will in-
creasingly turn to women and minorities to fill the
gap. What a company does today to recruit mi-
norities and women will affect its competitive-
ness tomorrow. The projections suggest that it
will become increasingly evident to the business
community in the metropolitan Milwaukee area
that the economy will benefit from a workforce
working at its full potential (allowing for a mod-
est unemployment rate) and will suffer otherwise.

V. Why the WorkforceisNot More
Diverse

Table 17. Occupations With the Most Future Openings

Percent of Total Openings

64%

64%

65%

1992 2005 Total Percent Change

Secretarial & General Office 80,326 93,232 12,906 16.07%
Teachers & Instructors 26,525 36,353 9,828 37.05%
Food & Beverage Service 52,505 61,622 9,117 17.36%
Retail Sales Workers 72,717 80,404 7,687 10.57%
Cleaning & Building Service Workers 24,755 30,300 5,545 22.40%
Operators, Fabricators & Laborers 140,779 146,306 5,527 3.93%
Other Managers & Administrators 33,521 38,504 4,983 14.87%
Registered Nurses 13,567 17,193 3,626 26.73%
Nursing Aides and Orderlies 12,143 15,004 2,861 23.56%
Protective Service Occupations 11,811 14,249 2,438 20.64%
Health Technicians & Technologists 8,502 10,828 2,326 27.36%
Sales Occupations, Service 10,264 12,187 1,923 18.74%
Line & Middle Management 11,175 13,085 1,910 17.09%
Hairdressers And Cosmotologists 8,066 9,819 1,753 21.73%
Adminstrative Specialty Managers 16,104 17,848 1,744 10.83%
Total 524,752 598,939 74,174

Data from Department of Workforce Development
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In order to understand what needs to happen for
metropolitan Milwaukee to fully utilize its
workforce, it isimportant to know why today’s
women and minorities remain underemployed.
The answer to the question -- Why isn’t the
workforce more diverse? -- comes from a survey
and interviews with Metropolitan Milwaukee As-
sociation of Commerce members (Please see Ap-
pendix A for the survey questionnaire and Appen-
dix B for the interview questionnaire®®). An ex-
amination of the literature on workforce diversity
was also undertaken.

For the survey, questionnaires were mailed in
February, 1998 to 1,045 MMAC member firmsin
the four-county Milwaukee area with more than 4
and fewer than 250 employees. Asof the return
deadline late in March, 244 completed survey
forms had been returned (a response rate of 23%).
Follow-up, face-to-face interviews were a so con-
ducted with 15 of the respondents.

The survey found that:

Women Applicants -- The mgority of
small business employers are satisfied
with the number and quality of women
who apply for positions at their firms.
However, employers believe that women
are underrepresented in management posi-
tions because they are less likely than their
male counterparts to have extensive work
experience and/or needed technical skills
(Table 18).

Minority Applicants -- The vast majority
are not satisfied with the number and
quality of minority applicants. Employers
believe that minorities are underrepre-
sented in the workplace not because of
high level educational or technical defi-
ciencies but instead because they are less
likely than whites to possess the high
school education, work experience and

soft skills deemed to be critical in today’s
workplaces such as reliability and com-
munication skills (Table 18).

Qualifications most valued -- Soft skills
and a high school diplomarank asthe
most important among 12 factors employ-
erslook for in making hiring decisions.
Also considered important: communica
tion/language skills, appearance, previous
work experience and technical skills. Em-
ployers were much lesslikely to rate col-
lege education highly, presumably be-
cause there are far more openingsin jobs
that do not require higher education
(Table 19).

Hiring M ethods -- The most common
methods of finding job applicants are ad-
vertising in the Milwaukee Journal Senti-
nel and use of connections with existing
employees. Friends, business contacts,
local colleges and temporary help services
also are widely used. Much less common:
advertisements in community newspapers,
contact with community organizations and
radio ads (Table 20).

Amplifying on these findings, other studies on
workforce diversity offer several reasons why dis-
parity may exist in employment. Much of thein-
quiry has focused on statistical estimation of re-
gression equations in which wages, earnings or
occupations have been treated as the dependent
variable and various workforce characteristics
(such as education, experience and age) have
been used as the independent variables.** Statisti-
cal models make it possible to measure how
much of the racial and gender disparity in the
workforce is due to these factors.™

The consistent finding with US data has been
that, after accounting for such factors as age,
education and experience, a significant differen-
tial remains between races. Studiesrefer to this
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Table 18. Relative Importance of Various Factors in Hiring Decisions.

Mean score (1=notat  Percent rating
all important/ factor extremely
6=extremely impor- important (5 or 6)
tant)

Soft Skills (reliability, attitude) 5.57 95%
High School Diploma 5.35 83%
Communication/Language Skills 5.06 75%
Previous Work Experience 4,75 64%
Appearance (grooming, dress) 4.60 54%
Previous Work References 4.59 59%
Technical Skills 4.41 50%
Wage/Salary Expectations 412 30%
Personal Recommendations 3.92 35%
Transportation Issues 3.66 29%
College Education 3.29 27%
Affirmative Action Compliance 3.22 20%

Source: Public Policy Forum survey of 244 MMAC members, 1998,

Table 19. Perceived Reasons Women, Minorities are Under-represented
in Jobs

Percent Citing Percent Citing
Factor With Re-  Factor With Re-
spect to Minorities spect to Women

Educational Background 80% 23%
Technical Skills 74% 44%
Lack of Work Experience 65% 50%
Reliability 64% 18%
Language Skills 62% 7%
Transportation Concerns 47% 13%
Lack of Awareness of Job Availability 43% 34%

Source: Public Policy Forum survey of 244 MMAC members, 1998, N=244

Table 20. Use of Various Methods to Identify Job Applicants

Percent Who Use the Method...

Always Sometimes Never
Journal Sentinel Classified Ad 36% 56% 8%
Employee Connections 28% 63% 4%
Business Contacts 19% 68% 9%
Friends 18% 62% 13%
Temporary Help Services 13% 63% 20%
Local Colleges 10% 66% 17%
Other Newspapers 7% 61% 26%
Community Organizations 7% 49% 33%
Radio Ads 1% 8% 80%

Source: Public Policy Forum survey of 244 MMAC members, 1998 N=244
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differential asthe unexplained re-
sidual.’® As one author stated,

“ Although technically elegant,
these analyses are intellectually
unsatisfying because they fail to
come to grips with the ultimately
important questions, such aswhy
should economic outcomes for
minorities deviate so much from
those in the mainstream, after in-
dividual-level characteristics are
controlled for” (Portes 1986, 730-
731).

For example, one of the com-
monly cited reasons for disparity
in the workforce is the difference
in educational qualifications of
women, minorities and white
males. Asindicated in Chart 2, the
educational attainment by racein
the Milwaukee metro areais quite
varied.'” For example the percent
of the population that has less than
a high school degree variesfrom a
low of 17.5% of whitesto ahigh
of 48.3% for Hispanics.

The result of this educationa gap
isthat the pool of minority and fe-
mal e employees with the neces-
sary skillsin certain jobsis too
small. Thisresultsin disparity for
smaller companies especialy be-
cause these companies tend to re-
ceive proportionately fewer mi-
nority applicants than do large
businesses.® Several of the repre-
sentatives of the companies inter-
viewed for this study cited the
lack of minority and women appli-
cants for their positions. Asone
president of a small communica-
tion’s technology company lo-



Chart 2. Educational Attainment by Race
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cated in Milwaukee stated, “We recently had an
opening and did not receive any applications from
minorities or women.” Thisindividual went on
to comment, “Historically women and minorities
have not been directed to the computer technol-
ogy field.”

Nonethel ess, education accounts for only some of
the disparity. In hisanalysis of 1990 census data
for the Milwaukee metro area, John Pawasarat
found that minorities with the same educational
attainment as whites were more likely to be un-
employed. For example, of white males who
completed high school, 91% were employed,
compared to 63% of African American male high
school graduates and 74% of Hispanic male
graduates. The employment rate for white female
high school graduates was 80%, compared to a
47% rate for African American female graduates
and 58% for Hispanic female graduates.™

In other work, researchers have found that mi-
norities are not able to fully utilize their qualifica-
tions. In some cases, minorities with college
degrees cannot find suitable jobs. The 1990 cen-
sus data shows that this relationship existsin Mil-
waukee, where minority college graduates were
more likely than white college graduatesto bein
jobs not requiring a college degree.*

In any case, higher education isnot at issuein fill-
ing job openings in metro Milwaukee. Projections
by the Wisconsin State Department for
Workforce Development indicate that the basic
skillsindividuals can obtain with a high school
education are in high demand. Thisis apparent in
Table 17, which shows that the magjority of the 15
occupations in the Milwaukee metro area with the
largest number of future openings do not require
education beyond high school. This observation
is strongly supported by employers surveyed in
metropolitan Milwaukee, who ranked soft skills
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and a high school diploma as the most important
among 12 factors employers look for in making
hiring decisions. The greatest competition for
employees will be for individual s possessing
strong basic skills and those individual s possess-
ing certification, licensing or an associate' s de-
gree. The current job demand in metropolitan
Milwaukee for individuals with afour-year col-
lege degree is below 2,000. Jobs requiring ahigh
school degree or lesstotal 6,000. The highest de-
mand is for individuals with some education,
training or occupation-specific experience beyond
high school; this demand totals 10,578.%

Because age, experience and education account
for only a portion of the variation in the
workforce, severa authors conclude that the un-
explained variance is due to discrimination in the
workplace (Bergmann, 1996). This explanation
does little to help businesses address the concerns
about workforce diversity. For that reason, itis
important to highlight other important reasons for
disparity in employment. These were identified
in the survey and interviews conducted for this
study.

One reason for the disparity isthe physical isola-
tion of minorities. Essentialy, many jobs are lo-
cated in the suburbs, and minoritieslive in the
central city. Companies that are not situated on
public transit routes typically need employees
who possess cars. The interviews indicated that
companies located in the suburbs were much
more likely to indicate that transportation con-
cerns were an issue in employing minorities. The
president of a mid-sized company stated that,
“We never had trouble in downtown Milwaukee
hiring minorities. Thereis no bus route that
servesthisindustrial park (in Waukesha county),
and we have only a handful of minority employ-

Another reason for lack of workforce diversity is
directed toward the standard procedures compa-
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nies use to hire employees. Individualsreceive
employment primarily through networks that in-
clude fellow employees, friends, neighbors and
contacts made through church and community or-
ganizations.”® Essentially, who people know and
who they meet have alot to do with their employ-
ment prospects. The survey found that the num-
ber one method for finding job applicants was to
use business contacts -- 87% employed this
method. The result isthat a business will pre-
dominantly employ people who are in the social
or business network of their current employees.
The survey findings indicated that smaller compa-
nies, those employing less than 100 individuals,
were more likely than larger ones to use employee
connections, friends or business contacts. This
may account for some of the difficulty smaller
businesses have in hiring minorities. Indeed, a
comprehensive study of hiring in the US manu-
facturing sector found that managers and their
subordinates tend to be of the same sex.* One
manager of asmall communications company in
Waukesha County believed this factor limited his
company’s ability to hire minorities. He com-
mented that he recently hired a minority manager
of human relationsto see if they could find alter-
native ways to recruit minorities.

These findings suggest that -- even though some
of the workforce disparity can be explained away
by accounting for differencesin age, experience
and education -- two critical events are necessary
to improve workforce diversity among small busi-
nesses:

1. A concerted, community-wide effort
to keep minorities in high school and
help them learn the soft skills, disci-
pline and education fundamentals nec-
essary to succeed at work and in aca-
reer in thelong run;

2. An effective connection between
available jobs and minorities willing
and able to fill them that addresses the



physical distance between jobs and
workers as well as broadens the meth-
ods of advertising job openings that
would expand the pool of qualified ap-
plicants for each job.

V. How to Make aMore Diverse Workplace

What needs to happen for businesses to employ
and promote more women and minorities? Mate-
rial gathered for this research through face-to-face
interviews and from other studies points to many
suggestions for small and medium-sized busi-
nesses tackling thisissue and for the metropolitan
community asawhole. Theseideasfall under the
headings of education, soft skills, transportation,
child care, advertising of jobs, employee reten-
tion, company image, diversity management and
the roles of other institutions such as schools, l1o0-
cal government and the media.

Education, basic skills, reading, writing and
computing

The survey for this study found that 25% of em-
ployers were satisfied with the number and qual-
ity of minority applicants. Two of the major fac-
tors cited for the low satisfaction rate with minor-
ity applicants were lack of work skills, such as
reliability, and the lack of simple math, reading
and communication skills. How can businesses
combat the skills gap between what they need
from applicants and what they are getting?

The most effective -- though costly -- method of
preparing workersisto train employeesin the
skills necessary to do ajob. Many large compa-
nies have been training workers for specific du-
ties, and this training has expanded to cover basic
reading and math. The cost of these efforts often
means that they are only an option for the biggest
companies; however, there are solutions for
smaller companies. Asthe president of a small
staffing company in the metro area stated, “If the

applicants are not qualified, we will send them to
a.community organization that can help train
them.” By using this method, the company does
not have to provide in-house training. The com-
pany can work with local community organiza-
tions that are already established to train and edu-
cate workers.

Public school partnerships are another way to in-
fluence the training of potential workers. If the
schools are not producing workers with the skills
needed by local employers, the businesses may
need to lend ahand. As one human resources di-
rector of a Milwaukee manufacturing firm said,
“We started awelding school in collaboration
with alocal high school. We set this program up
two month ago and are hoping that it will grow
welders for our company.” He also hopes that by
working with the high school, the company can
encourage more teachers to introduce these tech-
nical skillsto their students. “Students need to
know that these job possibilities are there.”

Making presentations at colleges and establishing
internships are two other ways to influence the
training of workers. A President of a small com-
puter technology company told an interviewer for
this project, “People will say | would liketo hirea
minority or woman, but there are none who are
qualified. What | say to them is that they must
stop complaining and start doing something about
it, by encouraging training for people of color and
women in these (technology) fields. | visit
schools and colleges and encourage people to go
into thisfield and hire on interns.” Another em-
ployer noted that the firm goes into schools to
groom possible applicants. She works with the
departments in her company to help supervisors
understand that they need to take on interns and
train them. Still another employer had set up a
training program at alocal college. “We are
working with a college to train workers for the
future,” this employer said. “Once an individua
has been accepted to the program, he or she
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works half time for the company and half time at
school.”

Still another suggestion for increasing the skill
level of employeesisto offer tuition reimburse-
ment for job training courses. This can include
both technical and college level courses. Asone
employer at alarger company commented, “We
offer 100% tuition reimbursement to help work-
ers advance within the company.” Thismay be
difficult for small companies, but may work for
companies trying to build on the skill base of
their current employees. In asuccessful tuition
reimbursement program, the positive results of
having a better trained or educated employee out-
weigh the costs.

Soft Skills

The term “ soft skills” means different things to
different people. From an employer’s perspec-
tive, soft skills can be the primary tools of a capa-
ble worker. From aworker’s perspective, soft
skills can be the embodiment of hope, adesire to
work hard and get ahead. In some cases, “soft
skills” can be a cop out, an excuse for avoiding
cultural differences -- and thus maintaining a ho-
mogeneous workforce or avoiding undesirable
work. A common statement made by employers
interviewed for this study was that even if anin-
dividual had technical skills, they would not suc-
ceed on the job unless they had soft skills. Some
said soft skills are the only critical factor in hiring
workers; employers with that view tended to be-
lieve that anybody could be trained to be a good
worker who possessed basic life skills.

What do employers mean by soft skills? They in-
dicated that soft skillsinclude: the ability to show
up for work every day, interpersonal skills, punc-
tuality, hygiene, loyalty and work ethic. For ex-
ample one employer noted, “My major concern
with the workforce, and it is probably an overused
term, isthe lack of work ethic. If employees are
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late for work, they need to understand that the
employer is not aways able to excuse this. A
worker must understand that there are rules and
regulations that need to be followed.” For exam-
ple, the president of a Milwaukee area manufac-
turing company commented, “| have one minority
worker who has been here for four months. In
this time he has not shown up for work four times
and has not called in. | needed to explain to the
employee that he hasto call, what ever the reason,
when he will not be coming in.”

A company may need to change the way it thinks
about skill development. Asone human re-
sources director stated, “I am not an urban psy-
chologist, but | believe that if you never see
someone get up and go to work every day, how
do you know that you have to do this?’ A differ-
ent employer summed it up this way, “ Soft skills
are areflection of how you feel about yourself,
how you see yourself. Many minorities have low
self-esteem and don’t see themselvesin a healthy
light.”

What can be done? First, employers must avoid
generalizing about the skill levels of minorities.
Many employers tend to view al minorities with
abroad brush stroke. Asone employer stated, “1f
aminority in the past hasn’t shown up to work,
the employer may get fed up and not want to hire
anymore minorities. Of course, the one minority
not showing up is not reflective of the entire ap-
plicant pool, but they get fed up.”

Second, employers need to look at the develop-
ment of soft skills from a shared perspective. As
one employer commented, “It’s a combination of
things that involve shared responsibilities for em-
ployees and employersaswell.” Put differently
by another employer, “ Companies may need to
change the way they think. They need to have a
tolerance level that is more open. This does not
mean they lower their expectations, but they may
need to work on their own management style.”



One employer gave the example of her experience
with hiring a minority, W2 participant. “We had
some problemsin the beginning. At first, | put
most of the blame on the employee. Then | took
some of the blame myself. | needed to rethink

our methods for training. After working on this
from both a management and an employee per-
spective, we have worked it out and the employee
isdoing very well.”

Employers also may need to look at their incen-
tive package from the perspective of whether the
incentives they offer can help workersto see the
value in showing up to work every day. Thisis
not easy. Asone employer commented, “I have a
minority worker who | told that as soon as he
worked for six months without missing aday he
would be promoted. | am still waiting.” One em-
ployer commented that the firm spends an inordi-
nate amount of timetrying to fill positions. He
said that heistrying to fill positionsthat are alit-
tle over minimum wage. He estimated that the
firm tried out about 30 employees before they
could get 10 who would stay. Since these are
lower-paying jobs, this employer may benefit
from taking alook at the total incentive package
that he has to offer employees. For example, a
week-long paid vacation that is treasured by atra-
ditional employee may mean less to asingle par-
ent than the flexible work schedule. Asone em-
ployer noted, “We had a salary, vacation and sick
|leave package that we thought fit the needs of the
employees. We surveyed the employees and
found out that what we were thinking was impor-
tant to them, in terms of being satisfied for the
job, wasn't what they wanted. We had to accom-
modate this group of employees because we want
them to stay around.” Another employer in
Waukesha county was perturbed by alow reten-
tion rate of employees. He was perplexed by this
because even though the wages are low, the com-
pany offered excellent tuition benefits. He com-
mented that |ess than 5% of the low-wage em-
ployees ever take advantage of this tuition bene-

fit. Theredlity isthat this employer might need to
restructure the benefits he is offering.

In some cases, soft skills development may be
much more basic than ensuring reliability and in-
terpersonal communication. Some employers
told us that they may need to adjust their expecta-
tions and training programs to accommodate the
reality that some potential workers have had little
exposure to the workaday world.

Moreover, employers need to be aware that, in
seeking employees, they are often competing with
the underground economy, where the wages can
be higher, the hours more flexible and the taxes
non-existent. Said the president of a minority-
owned Milwaukee employment service: “People
don’t see the traditional means to success. Suc-
cess means underground economy: things like
drugs. There's an inability to grasp the hope of
success on the traditional side of the tracks. The
business community has to throw out precon-
ceived notions and start from scratch. We haveto
be creative enough to make some new rules and
courageous enough to break some old rules.” He
said the business community needsto find away
to connect families to business and suggested:
“We could initiate a grid system where you get
employersto carve out a portion of the city and
say, ‘ That’s our turf,” and establish arelationship
with families.”

Another employer, who heads alarge provider of
transportation services, said the successful em-
ployers of the future are going to have parental
qualities: “ As the economy grows, we will be
working with people who have fewer and fewer
soft skills. We now have 60 hours of training be-
fore a person gets on the job. In the future, we're
going to havetrial jobs. People will work with a
senior driver and prove they can show up for
work, show good hygiene and acceptable lan-
guage skills before they actually start the job.
Also, we're going to have to deal with more per-
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sonal problems. Instead of firing people after
three days of absence without calling in, we need
to look at interventions. Y ou have to be an ex-
tended family, an educator; you haveto care
about the employees. Y ou have to be firm but
fair -- tell them what the rules are and call them
on it when they break them.”

Employers will benefit from looking at the devel-
opment of soft skills from the perspective of the
employee. An employer needs employees who
desire to work and will show up when schedul ed.
Such desire arises from a sense of hope, a sense
that one canrise. Inorder to sell hope for hard
work, employers need to create an environment in
which employees are appreciated. Such an at-
mosphere fosters soft skill development.

Transportation

One of the main problemsin recruiting minorities
for employment is location. While many busi-
nesses have opened in the growing suburbs
around metropolitan areas, minorities continue to
be concentrated in the city. A business can de-
pend upon the mass transit provided by the mu-
nicipality, but thisis often insufficient for certain
businesses that either are not situated on an acces-
sible line or have shiftsthat are not convenient for
mass transit users. Asthe president of a metro-
politan staffing agency stated, “It is difficult to
place minorities in companies that are not located
on abusline. Many of the workers do not have a
reliable vehicle. In my opinion, the CEO likesto
locate the company within a short drive of where
they live, unintentionally placing these jobs many
miles away from their workers.”

One option for companiesisto move closer to the
workforce. One of the employersinterviewed
was planning on making such amove. Another
option isto bring minorities to the jobs. Asone
individual stated, “We have an in-house transpor -
tation systemto help get employees to the job.”
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Still another option isto help employees with fi-
nancing of car loans.

A final option isfor employers to collaborate with
other businessesin their area that have similar
transportation problems. Businesses located in an
industrial park may benefit from creating a shuttle
system that can help with the transportation needs
of their employees. Theredlity isthat businesses
not situated on a bus line and unable to provide
transportation are limiting their pool of minority
applicants. The president of a staffing agency
stated, “When employees come in, we assess their
qualifications and ask them if they have acar. If
they have a car, then we search the entire database
for positions. If they don’t have a car, we must
limit the search to companies |ocated on a bus
line.” According to the 1990 census data, less
than half (44%) of unemployed workers from
Milwaukee's central city had acar in their house-
holds.?® For this reason, companies that are not
situated on a convenient bus route or do not pro-
vide transportation are severely limiting the num-
ber of available applicants.

Child Care

One of the magjor concerns for female employees
with children ischild care. The family has aways
been a concern for minorities and women in the
workplace, just asit isfor white men. For busi-
nesses to be successful in attracting women and
minorities, they need to understand the issues that
accompany home and family. In one study, turn-
over and absenteeism rates for working mothers
using a company-sponsored child development
center were compared to those who either had no
children or had no company assistance. Absen-
teeism for the day care users was 38% lower than
for others. Turnover for day care users was 2%,
compared to more than 6% for the non-benefit
group.®® Most small companies cannot afford to
provide in-house child care. However, these
companies may be able to help employees with



children find suitable care. One way isto subsi-
dize the employees’ child care through vouchers
or direct reimbursement. By offering subsidized
child care, companies are ableto provide a
needed benefit while maintaining freedom of
choice for the parents -- and without incurring ad-
ditional liability for the company. Another option
iSto join a cooperative effort with other busi-
nesses and share the costs of operating a near
site child care facility.

For these companies, there are other options
available to help employees juggle the responsi-
bilities of parenthood and work. These include
the use of flexible scheduling, flexible vacation,
flexible sick leave and a compressed work week.
Flexible scheduling has been popular with em-
ployees. Flex-timeisamatter of establishing the
number of hours an employee isto work and then
allowing them to set up how they want to work
those hours. It can be as simple as letting the em-
ployee choose when they want to begin and end
their day. One of the first companiesto use flex
time in the US was Northwestern Mutual Life of
Milwaukee in 1973. Other companies followed,
and it is now used throughout the country by a
wide range of businesses. If the nature of one
company’ swork calls for ateam effort, the com-
pany can allow the team as awhole to decide
what their schedule will be.

Another scheduling approach is to alow workers
to compress their work weeks. This may help
with day carewhen it is easier to find a Sitter for a
longer period of time but fewer days. It also can
be used for parents to split the duties of child care
and still both work full time. Flexible vacation
time and sick leave have also been used to ease
working situations and to accommodate the grow-
ing number of women in the workforce. These
innovations help employers avoid unwanted ab-
senteeism, which istypically apaid sick day.

One of employersinterviewed believed that the
firm’s attention to family matters gives the firm

more flexibility in hiring. This employer stated,
“The number of female applicants we receive of -
ten equals the male applicants. | believethisis
because we offer flexible options for families. In
the future, we hope to be able to offer in-house
day care.”

Standard Procedurefor Filling Job Openings

Barriers to workforce diversity can built into the
hiring process. Asone employer said, “We just
don’'t seem to be able to reach out to minorities.
It's hard to find them.” After further discussion,
this employer revealed that the business predomi-
nantly uses personal contactsto fill positions. By
using this method, which often includes bonuses
for employees who recruit acquaintances for job
openings, the company almost guarantees that it
receive applications from a small subset of the la-
bor pool.

Employers will need to make changesif they
want to draw from alarger labor pool. Busi-
nesses need to expand their recruiting efforts lest
they find themselves competing for a shrinking
supply of labor while overlooking other potential
workers who may be readily available and well
qualified. How might they do this? There are a
number of resources. Among them: advertise-
ments in media (radio and community newspa-
pers) that predominantly serve minority commu-
nities; community organizations that promote mi-
nority advancement; several neighborhood strate-
gic planning organizations in the City of Milwau-
kee that have established training programs; and
local schools, colleges and training programs that
serve large numbers of minorities.

Examples of such efforts can be found in many
companiesin Milwaukee. Oneindividual whose
businessis situated on the North Side of the city
stated, “Y ou have to go to where the potential
workerslive to find your workforce, and that is
why we are here.” Another employer com-
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mented, “We try to reach a different demographic
sector of the population by using alternative pa-
pers to advertise employment opportunities.”

Still another employer mentioned that the com-
pany was trying to reach a new potential labor
pool by establishing arelationship with a commu-
nity-based organization in Milwaukee.

I mage of the Company

Many businesses know that in order to be suc-
cessful in the next century, they will have to pro-
mote a positive image among women and minori-
ties. One way of recruiting is through reputation.
If acompany has areputation of dealing with
women and minorities fairly and offering ad-
vancements, they have a better chance of finding
the best talent.

As one employer noted, “The phrase ‘women and
minorities encouraged to apply’ is an important
one. However, if acompany does not support
this, the word gets out on the street. If acompany
has a reputation for not being open to women or
minorities this gets around. This reputation can
supersede any advertising that they do.” Another
employer commented, “ This company has an im-
age of an unfriendly atmosphere. This hurtsthe
company and keeps women and minorities from
applying.” Whether through formal networks or
word of mouth, any company can let it be known
that it wants talented women and minorities. Still
another individual commented, “ The mind set of
the board and CEO of this company is such that a
woman will never advance into the executive
level.”

The redlity isthat acompany hasto pay more
than lip service to the idea of workforce diversity.
As one employer stated, “I can say until | am blue
in the face that the workforce is changing and that
we need to actively plan for hiring more women
and minorities. Unless the company isreally
committed to this, nothing will happen.”
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Job Retention

Aggressive recruitment is the best way to find tal-
ented minorities and women, but once they are
working for a business, how does the employer
keep its workers? One study found that the turn-
over rate for blacksin the USis 40% higher than
the rate for whites, and turnover anmong women is
twice as high as for men.?” An employer com-
mented, “We have alot of employees who work
for a short period of time, and then they quit. Ina
company with approximately 250 employees, we
had approximately 222 |eave positions last year.”
His main question is how to keep and retain these
employees.

Every business must anticipate there will be some
failure. Many employeeswill not work out. This
is especialy true for low-wage jobs. Asone em-
ployer who was filling low-wage positions stated,
“We want the best employee we can afford. This
work is not difficult, and often this means that we
do not get the cream-of-the-crop employee. We
get the best employee who will work for these
wages.” However, thisisjust astrue for high
skill jobs. One president of atechnology firm
commented, “We try and hire minority and fe-
male interns. When they finish school, they arein
such high demand that we cannot afford to keep
them. | recently had one employee leave who
would be making $30,000 more working for a
company in another city. We can compete at
some level, but not when the salary offered is so
much higher.”

The retention of minority and female employees
is difficult without effort by the employer. One
suggestion for job retention is to have an in-house
mentoring program to highlight the advancement
possibilities in the company. This may be espe-
cialy true for high skill positions. A mentoring
program can be especially beneficial in removing
any promotional barriers that women and minori-



tiesfeel exist. For years, men working in busi-
Nness or government organizations have used in-
formal and voluntary systems of mentoring to ad-
vise younger men in the organization who they
feel are worthy of career advancement. Studies
have shown that most successful managers have
had the benefit of such mentoring systems.

Other suggestions. an employee assistance pro-
gram for those employees who are having diffi-
culties on the job with attendance or cooperation;
and recruiting several minorities at once. One em-
ployer noted, “It isimportant that minorities do
not feel like atoken. A company needsto recruit
several minorities so that each individual can
have someone el se to support them.”

Often women and minorities are not made to feel
comfortable. They see problemsin finding ad-
vancement and are often occupants of lower pay-
ing jobs while white males dominate management
and executive positions. Businesses must strive
to make employees comfortable, not as a matter
of social justice but as a matter of competitive ne-
cessity. In order to take advantage of the ex-
panded labor pool, businesses that want to retain
employees will make everyone at the table feel
welcome. Companies that succeed in integrating
women and minoritiesinto their workforcein a
way that allows them to be judged as individuals
will expand their human capital.

Managing Diversity

Evenif recruiting and retention efforts are suc-
cessful, many businesses need to take a good look
at how they will succeed at managing this diverse
workforce. This means more than assimilating
people into the workforce. It means an evolution
of corporate culture to be more accepting of dif-
ferences. People are unlikely to change funda-
mentally in order to fit into a corporate structure.
More likely, the corporate culture needs to adapt
to multi-culturalism.

This means diversity training for those members
of the workforce who for so long have been part
of the dominant culture. Resistance will have to
be overcome as businesses consider such ques-
tions as. Isaperson's hair style something that
needs to be changed, or should it be accepted as a
cultural difference? Isacertain style of dresstoo
casua? Or isit alegitimate cultural statement?
How businesses react to such issues may repre-
sent how well they will deal with diversity. If a
workplace rule isn’t connected to some plausible
aspect of the job function, it may be an uninten-
tional form of bias. It may undercut the firm’'s
efforts to be competitive in the labor force.
Therefore, it may cut into profits.

I nstitutional Roles

Local governments, the media, community based
organizations and other institutions benefit from a
regional economy that fully employsits labor
pool. Therefore, those institutions have arolein
promoting workforce diversity.

Municipal governments tend to be willing to do a
lot to attract new firms. Some of the incentives
offered to influence the location decisions of
firmsinclude, tax abatements, low interest loans,
job training, and facility and infrastructure devel-
opment.?® However, most research indicates that
in today’ s competitive and ever changing envi-
ronment, companies are locating where they feel
assured of securing a quality workforce.”® Re-
search in 1997 by the Public Policy Forum found
that the quality of the workforce is the number
one decision made by a company in the fast-
growing business services sector in deciding
where to locate.

What does government in the Milwaukee area
need to do to help achieve a more diverse and
qualified workforce? Aside from the most obvi-
ous and important public investments -- in urban
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schools and transportation -- one suggestion is for
the City of Milwaukee to facilitate a collaborative
effort among metro area businesses and commu-
nity organizationsto train and place workers. Un-
der the auspices of the Community Development
Block Grant (CDBG) program, the city has al-
ready established 17 neighborhood strategic plan-
ning organizations for the distribution of federal
funds for city development. Most of these organi-
zations are establishing or have established the
types of training programs that businesses can
use. They also have placement programs for
community members that are looking for work.

What these community organizations often lack is
the input of the businesses themselves. They

need the guidance of business organizations such
as MMAC to help them connect with what busi-
nesses want. The CDBG office could facilitate
the development of arelationship between these
two sectors of the community. By organizing a
partnership between the metro area business sec-
tor and the community sector, the government can
help direct businesses in need of employeesto the
community organizations that have available re-
sources.

Businesses that are committed to afully diversi-
fied workforce will benefit from establishing con-
nections with community organizations. How-
ever, community organizations must also make a
concerted effort to aggressively recruit businesses
to become involved in their training programs.
The mutually beneficial relationship that develops
between community organizations and businesses
can help to create afully diversified workforce.

The local media also has an important part to play
in the success of any effort to diversify the
workforce. Asone employer commented, “ The
media could help by highlighting companies with
adiverse workforce, especially minority and
women owned companies. Thiswould be good
not because it advertises the business, but because
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it shows kids that they can be computer program-
mers or business owners. You need to put aface
in front of the kids.”

Conclusion

The companies that will be most competitive and
profitable in the next century are likely to be
those that embrace diversity and learn to cultivate
the growing parts of the labor pool. From the
perspective of an employer, the best ways to util-
ize women and minority workers are to invest in
training, provide a supportive workplace and re-
move barriers that prevent individuals from par-
ticipating to their maximum potential. From the
perspective of the unemployed worker, the most
important factor is acquiring the job skills that
convince an employer of the person’s desire to
work. For the metropolitan community as a
whole, the path to making our region more com-
petitive globally includes low unemployment for
minorities and women. That will be the reward
for alabor force infrastructure whose elements
are sensitive to the education, training, transporta-
tion and personal needs of tomorrow’ s workers.
This report highlights the economic benefits of
workforce diversity. Much remainsto be donein
order for the region to take advantage of that op-
portunity. For members of the business commu-
nity, this report offers a number of areasin which
their leadership is crucial. Businessesthat are ac-
tively looking for ways to increase their |abor
pool and thus diversify their workforce could
benefit from an established connection between
their place of work and community organizations
that are more directly connected to the unem-
ployed worker. A resource guide that would con-
tain training programs, job centers and transporta
tion providers could be useful to businesses
searching for employees. Moreover, the leaders
of the business community could help to advertise
successful workforce diversity programsin com-
panies by highlighting these efforts and helping
companies that would like to adapt these pro-



grams to their own needs.
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APPENDIX A.

Metropolitan Milwaukee Association of Commerce/ Public Policy Forum

Business Survey on Work Force Diversity

Thank you for helping us collect thisinformation. Your opinions are critically important to our understanding of work
force diversity. Please circle the number that corresponds to your answer

1. Are you satisfied with the number and quality of the women that apply for positions at your work place?
Yes 57.3 No 40.6

2. Are you satisfied with the number and quality of the minorities that apply for positions at your work place?
Yes 25.2 No 70.9

3. How important is each of these factors in deciding who to hire? Please use ascale from 1 to 6, with 1 being not at all im-
portant and 6 being extremely important?

Not at al Important Extremely Important

a. College Education 15.4 15.0 19.2 19.2 13.7 13.2
b. High School Diploma A4 9 4.7 10.3 171 65.4
c. Previous Work Experience 9 9 9.0 25.2 36.8 26.9
d. Technical Skills 34 2.6 111 325 29.1 20.5
e. Communication/ Language Skills 0 4 34 20.5 38.0 372
f. Appearance (grooming, dress) 0 34 9.4 325 29.9 24.4
g. Soft Skills (punctuality, 0 0 1.7 43 26.9 66.7
reliabil ity, attitude)

h. Affirmative Action Compliance 15.8 9.4 24.8 26.5 9.8 9.8
i. Wage /Salary Expectations A4 17 154 52.1 21.8 1.7
j. Transportation Issues (travel time, 6.8 111 25.6 26.5 16.7 12.0

car or bus)

k. Previous Work References 17 21 10.3 26.0 37.6 21.8
|. Personal Recommendations 38 7.3 21.8 31.6 25.6 9.9

4. Based on your experience, please indicate whether each of the following factors helps explain why minorities are under-
represented in some types of jobs in the Milwaukee area.

YES NO
Educational Background 79.9 15.8
Technical Skills 74.4 20.9
Language Skills 62.0 333
Lack of Awareness of Job Availability 42.7 50.4
Transportation Concerns 46.6 48.9
Reliahility 63.7 31.2
Lack of Work Experience 65.4 28.2

33



5. Based on your experience, please indicate whether each of the following factors helps explain why women are under-
represented in some types of jobs in the Milwaukee area.

YES NO
Educational Background 22.6 70.1
Technica Skills 44.0 47.9
Language Skills 7.3 84.2
Lack of Awareness of Job Availability 33.8 56.4
Transportation Concerns 13.2 77.4
Reliability 18.4 73.1
Lack of Work Experience 50.4 415

6. Please Indicate Type of Business:

Construction 7.3
Manufacturing 20.1
Transportation/ Communication 6.8
Wholesale or Retail Trade 12.
Finance, Insurance, Real Estate 11.1
Personal Services 2.6
Professional Service 19.7

7. Please indicate where your businessis located

City of Milwaukee 55.1
Milwaukee Co. Suburb 18.4
Waukesha Co. 19.7
Ozaukee Co. 3.0
Washington Co. 2.1

8. How many people does your firm employ?

0-24 222
25-49 26.5
50-99 244
100-250 25.6

9. How often do you use the following methods to find job applicants?

1, Always . 2, Sometimes . 3, Never

Milwaukee Journal/ Sentinel 355 55.6 7.7

Other Newspapers 7.3 60.7 26.1
Community Organizations 6.8 49.1 329
Radio Ads 13 7.7 79.9
Temporary Help Services 12.8 62.8 20.1
Local Colleges 9.8 65.8 16.7
Employee Connections 27.8 63.2 43

Friends 18.4 62.0 12.8
Business Contacts 18.8 67.9 9.4




APPENDIX B.
Questions For Employers

1. Inorder for meto better understand the types of companies of the employers we are interviewing can you explain to me a
little about what your company firm does?

My interest in meeting with you stems from the MMAC' s interest and the Forum’ s interest in understanding some issues
dealing with workforce diversity. | would like to begin by asking you to elaborate on a few answers you gave to the sur-
vey you returned.

2. Inthesurvey you returned, you told us you were not satisfied with the number and quality of female applicants you re-
celve. Inyour experience why aren’t you satisfied with the number and quality of female applicants?
In the survey you returned, you told us you were satisfied with the number and quality of female applicants you receive.
Some people would think thisisasurprising answer. Why isit that you are satisfied when others are not?

3. Inthesurvey you returned, you told us you were not satisfied with the number and quality of minority applicants you re-
celve. Inyour experience why aren’t you satisfied with the number and quality of minority applicants?
In the survey you returned, you told us you were satisfied with the number and quality of minority applicants you re-
celve. Some people would think thisis a surprising answer. Why isit that you are satisfied when others are not?

4. Employerstold us that soft skills and high school education are key to the under-representation of minoritiesin the
workforce. Can you give me any examples from your experience that illustrates why our survey found that?

5. If they are not satisfied with women applicants: What needs to happen for your type of business to employ and promote
more women?
If they are satisfied with women applicants: Do you think your business needs to do anything more to employ and pro-
mote more women? Why or Why not?

6. If they are not satisfied with minority applicants: What needs to happen for your type of business to employ and promote
more minority?
If they are satisfied with minority applicants: Do you think your business needs to do anything more to employ and pro-
mote more minority? Why or Why not?

7. What isyour standard procedure for filling job openings?

8. If you had ajob opening, and you wanted to get as strong and diverse a pool of candidates for the job as you could, how
would you go about it?

9. What concerns do you have about your workforce over the next few years?
10. You indicated on your survey that you would be willing to be interviewed on the subject of workforce diversity issues.

Is there anything about this issue that | have left out in this discussion that you would like to share with me regarding the is-
sue of workforce diversity?
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