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BIGGER THAN RACISM
Understanding Racialization

Racial Equity G
and Structural Advantage ARy
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Shared understanding of why inequities exist and persist.
Shared language when discussing solutions.

Shared approach for advancing IDEA Town-wide.
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Inclusion

iIntentionally engaging and valuing diverse people by removing barriers to
equal opportunity and including diverse people into key policy

and decision-making processes.

Diversity

characteristics that make one individual or group different from another.
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Equity

monitoring and reducing inequities between diverse groups to ensure

equal opportunity and wellbeing for all groups.

Anti-racism

actively opposing racism and racial discrimination by advocating for

changes in policies and practices that produce or sustain racial inequities.
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IDEA Mindset

habits of thinking and acting to identify and remove
barriers to equal opportunity and cultivate an inclusive
environment of fairness, respect,

and belonging for all people
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How Far Have we Really Come?

Home sellers can discriminate who they sell to
Right to segregate neighborhood

Favor laws against intermarriage

Whites negative

racial attitudes Blacks should go to separate schools

Whites born with more ability

1963 - 1990 m e 2016
Civil Rights Act 1964, Voting Rights Act 1965,
Fair Housing Act 1968 Source: Trends in Racial Attitudes Institute of Government and Public Affairs, University of Illinois
VS
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How Far Have we Really Come? (cont.)

Fig 7: Blacks treated unfairly in various settings
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Linfawr treatment of Blacks in cammiattys “Just your Impressiena, are biacks In your community treated Isss falrly than vhites in the following
situalions? How about; on the job or &t work?...In restzurants. bars, theaters or other entetainment places?...In stores downtown or in the shopping
mall? In dealing with the police, such as teffic ineidents?”
IOA | UNIVERSITY OF [LLINOIS SYSTEM
INSTITUTE OF GOVERNMENT AND PUBLIC AFFAIRS /\
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How Far Have we Really Come? (cont.)

\
CALLBACK

Blacks need to apply for 36%
more jobs to get the same
number of callbacks as Whites,
Hispanics need to apply for
24% more jobs.

Source: Lincoln Quillian.
Northwestern University. 2017.
Meta-analysis of field experiments
shows no change in racial
discrimination in hiring over time

Persistence of Racial Discrimination in U.S. Hiring

IPR sociologist Lincoln Quillian finds hiring discrimination in the United States hos not declined over time

The researchers conducted
a meta-analysis of:

21

studies of hiring
discrimination
since 1990

Whites receive

38%
more callbacks than

African-Americans
on average.
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Relative callbacks (White/African-American)
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Trends in hiring discrimination against African-Americans over time

Trend for studies from:

1990-2015

In looking at the relative

callbacks received by whites

and African-Americans, the
researchers find “striking

stability in discrimination
against African-Americans”
@ from 1990-2015.
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How Far Have we Really Come? (cont.)

Representation by level, by race,' % of employees

O,
Hispanic/Latino 11 8 6 5 6 6 6 18% of workforce

employees | 18 | ¢ 0 I 6% of workforce
13 10 7
| 15 - 3 3
Asian empluyees
Other employees
of color?

White | 60% of workforce

employees

Black
employees

Source: McKinsey Race in the
Workplace 2021

3
4
| | | |
12

7 [ 5 | 5 | 46|

Frontline Frontline Entry Manager Senior VP?® SVP* Executive Board
(hourly) (salary) level manager of directors

1 13% of workforce

une 2020 snapshot, aggregated data across 23 companies. Other employees of color include Native Hawaiian or Pacific Islander, Indigenous (eg, Aboriginal,

First Nation, Native American), and people who identify as two or more races. *Vice president. *Senior vice president.

Source: Participating company data set; Race in the Workplace report, 2021; McKinsey analysis (more explanation of analysis methodology discussed in the /\
technical appendix); average representation calculated as an unweighted average of representation by demographic group at participating companies
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How Far Have we Really Come? (cont.)

Percent of Workers in Management
U.S. Firms, 1971-2018
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-3 S -9, ~ O~~~ -3 9, ~ N &N N (\? c\? (\? Source: Frank Dobbin, Sociologist
Harvard University, Systemic
Private-Sector Employers with 100 Workers (60M workers in 2011) Inclusion October 2021 /I;\l
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How Far Have we Really Come? (cont.)

fMen of Color Wornen of Color White Women

When will White women, people of
color achieve parity or representation
in executive roles equal to the rate of
White men, based on availability?
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Analysis of EEOC EEO-12020 data
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How Far Have we Really Come? (cont.)

Wamean af Colar White Wamean

When will White women, people of color
achieve parity or representation in first-
mid level management roles equal to
White men, based on availability?
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Analysis of EEOC EEO-12020 data
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Racism (negative ideas about; they are inferior)
Prejudice (negative feelings toward; | don’t like them)

Discrimination (negative actions against; | won't hire them)
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Deepening our Understanding of Racial Inequity

IT’S BIGGER THAN
RACISM . G

(prejudice, discrimination)

Structural Structural

Racialization Dlsadvantage Advantage
THE RACIALIZED e /\ /

SYSTE M Hea‘lth Jus ice Racial Bias

Jobs and Income l

Housing
Segregation

Social
network

Education
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The Racialized System produces and sustains

racial inequities with or without Racism.
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1600's Virginia

RACIALIZATION

1865

RACIALIZATION

Reconstruction process of structuring society with people classified by racial
Pogtg'?lvery categories, establishing racial ingroups (identify belong to)
and Gl e and outgroups (identify others belong to), social practices and
Black 1870 U.S. Census becoming a racialized system.
Codes White, Black, Mulatto,

Chinese, Indian

1910
RACISM
1896 U.S. zoning Segregated — , -
Supreme Court fe=n by cities public facilities policies and practices throughout a society that
separate but ("I @ intentionally harm (e.g. deny, exclude) a racial
equal = 1905 Segregated & group.
racial restrictive housing and
POLITICAL COvenants  gousING  SCN°0ls gpucaTiON
S
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Everyone became “Situated” in Social Structures

> Everyone (all racial groups) became situated or
7@ positioned differently in social institutional
structures based on racialization, racist policies
and practices.

» Institutions: essential components of society to
function effectively and advance life, liberty, and
happiness.

> Major institutions:
Housing, Education, Economy, Government,
Criminal Justice System

> Political structure most critical. Housing is
structure is foundational.
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Politics shapes everything.

But some groups are “politically powerless”
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Evidence from the Political Structure

2019: Demographics of Political Power

ensus ected Officials B—EELECT____IVE
R DEMOCRALY

OF COLOR CAMPAIGN

4%

At 30% of the population, White
men hold 62% of elected offices at
the local, state and federal level

WOMEN
OF COLOR

IO =

MEN
OF COLOR

7%

MEN
OF COLOR

Throughout this report, with the exception of "In America's Big Cities, Women Are Making Mayoral Inroads, " our
findings refer to data at the federal, state and county levels. Additional data on cities is available at Whol eads.Us.
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CHART 1: RACIAL DIVERSITY OF TOP STAFF IN PERSOMNAL OFFICES

OFVOTING MEMBERS V5.U.5. POPULATION

-

Black m

AAPI

Biracial I §.c%

Native [|0.7*
American

Congressional staffers are tasked with drafting
policies, planning legislative rollouts,
monitoring staff pay rates and scheduling
committee hearings.

Source: Joint Center Political and Economic Studies, Racial
Diversity Among Top Staff in U.S. House 2022

0.0* 10.0* 20.0%

30.0% 40.0%*

% of U.5. population

50.0%

@ % of House top staff

60.0%

70.0% 80.0% 90.0%
S

Racial Equiiy Group



Evidence from the Political Structure (cont.)

Racial Demographics Among Senate Personal Office Top Staff

Chief of Legislative Communications
Staff Percentage Bt Percentage Bl actor Percentage
White 91 91.9% 85 85.9% 84 89.4%
Congressional staffers are tasked with drafting
Black 4 4.0% 4 4.0% 1 1.1%

policies, planning legislative rollouts,
Latina/o 3 3.0% 4 4.0% 4 4.3% monitoring staff pay rates and scheduling
committee hearings.

AAPI 1 1.0% 3 3.0% 4 4.3%
BRUNE 0 0.0% 0 0.0% 0 0.0%
American

MENA 0 0.0% 1 1.0% 0 0.0%
Biracial 0 0.0% 2 2.0% 1 1.1%
Total 99 100% 99 100% 94 100%

Mote: Percentages may not add up to 100 percent due to rounding. Also, the number of chiefs of staff, legislative directors,

and communications directors do not add up to 100 due to vacancies at the time of data collection. See methodology section
for more detail.

SOURCE: Joint Center for Political and Economic Studies. Racial Diversity Among Top Staff Y Source: Joint Center Political and Economic Studies, Racial
in Senate Personal Offices JOINT CENTER Diversity Among Top Staff in Senate Personal Offices 2020

FOiR -
POLTICAL AN ECONOHIC
ETUHES

e
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Evidence from the Political Structure (cont.)

Women have dramatically less political power than men How US policy responds to preferences of whites vs. African Americans
When men and women disagree on federal policy, men get their way When white and black Americans disagree on US policies, white preferences prevail
100% — 100%
75% 75%
Likelihood Likelihood “\-«-
of policy 50% of policy 50% -
change change
25% 25%
|
0% 25% 50% 5% 100% 0% 25% 50% 75% 100%
Support for policy change Support for policy change
Froay an ar_‘lalysis ofifederal polloles On_WhiC_h = arld women disagreed by atlesst 10 polnts V From an analysis of federal policies on which black and white people disagreed by at least 10 points
Source: Nicholas Stephanopoulos/University of Chicago Law School Gx Source: Nicholas Stephanopoulos/University of Chicago Law School ‘/‘ﬁ'
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place (where you live) matters,

(n a racialized society, place is linked to race
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Evidence from the Housing Structure

= Black-white segregation in US metro areas
£ 20132017
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- Milwaukee (79.8) ¥
= ) ' , Boston (65.0)
S o o
o= ' ®e o
£8 & & -
B .. . | ® o ’.
P D ® ®

Ias Vegas (39.5) ® O /o | 0
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E > O - Measuring Segregation
2 _ ] B e High: >60
& Segregation Index** OO ® @ : Y
3 @ 70-100 > ‘ o Moderate: 30 to 59
S @ 50-69
— <
53 @5059 @ Low: <30
QO Below 50
Lower segreqgation by 5 or more points
since 2000

* 51 metro areas with populations exceeding one million and with black populations exceeding 3 percent of metro
population (metro area names are abbreviated)

= Segregation Index is a the dissimilarity index which represents the percent of blacks that would need to relocate
to be fully integrated with whites across metropolitan neighberhoods

A value of 100 indicates complete segregation; a value of O equals complete integration (See values for all metro

areas and further details in Table A).

2013-2017 multiyear American Community Surv

Source: William H Frey analysi
(released December 6, 2018)

i ”

)
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Evidence from the Housing Structure (cont.)

Figure 1. Race-ethnic makeups of metropolitan areas, and neighborhoods of different groups

2000 and 2015-2019
Neighborhoods of:
. : . Blacks and Hispanics live in
Metro Average white** Average Black** Average Latino Average Asian neighborhoods that are
populations resident resident or Hispanic resident | American® resident majority Black and Hispanic.

Asians live in neighborhoods
that are majority White and
Asian.

Whites most segregated of all
racial groups, living in
neighborhoods that are 71%
White

2000 2015- 2000 2015- 2000 20715- 2000 20175- 2000 2075-
2019 20749 2019 2019 2019

m White*™ m Black** m Asian American™ m Latino or Hispanic =~ Other*

* Combined population of 100 largest metropolitan areas B Metropolitan Policy Program
** Pertains to non-Latino or Hispanic members of racial group at BRODKINGS .

Source: William H Frey analysis of 2000 Census 2075-2079 multiyear

American Community Survey.
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Evidence from the Housing Structure (cont.)

TABLE 2 Whites living in 90%+ Extreme Affluent in
white tracts very high income tracts
Number Pct Number Pct
Atlanta 234,952 8.7 48,177 46.7
Baltimore 402,080 248 37088 48.7
_Boston 1,483,586 43.5 71.452 44.2)
Chicago 805.054 15.5 81,669 38.2
Detroit 1.227.760 42.1 30,933 48.0
Houston 32,352 1.4 68,006 51.9
Los Angeles 47,304 1.2 109,385 35.6
Miami 167,338 8.6 25,312 264
Minneapolis 978,526 37.8 30,491 40.0
Philadelphia 1,151,049 29.7 67,332 46.4
Phoenix 285,152 11.6 27,126 43.3
St. Louis 1,148,885 54.4 23.166 52.0
San Francisco 18,286 1.0 92,003 46.4
Seattle 201.790 8.6 33,166 36.7
Washington DC 176,791 6.5 166,294 60.8
Sample average 557,394 19.8 60,773 44.4

Extreme Affluent = income = $200.000

Source: ACS

Edward Goetz, University of Minnesota, Racially
Concentrated Areas of Affluence: A Preliminary

Investigation 2017

Making Racial Equity Standard Operating Procedure

RCAA: census tract 90% or greater White and
median household income exceeding four times
the cost-of-living adjusted poverty level for MSA
(metropolitan statistical area).

Boston : 43.5 percent of Whites live in census
tracts 90% or more White and median household
income four times cost-adjusted poverty level for
MSA. 77 RCAAs most nationwide

Boston= Boston MSA Cambridge-Quincy, MA-NH; Essex
County, Middlesex County, Norfolk County, Plymouth
County, Rockingham County, Strafford County, Suffolk
County
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Breakout Discussion:

Why do you think we are segregated by

race/ethnicity in where we live?
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Personal income?
Personal preference? (e.g. Chinatowns)

Policies?
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Policies: racial restrictive covenants, HOAs, redlining.
Terrorism: bombings, violence, threats from homeowners.

All of the above historically have shaped incomes

and preferences and policies today.

S
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Evidence from the Housing Structure (cont.)

“iggUbject to the following restrictions and co‘n@viz: that the said Bean his heirs

and assigns shall nevererector piace upon said land any building or part thereof which
shall be used for the trade or calling of a butcher currier, tanner, varnish maker, ink
maker, tallow chandler soap boiler brewer, distiller, sugar baker_dyer, tinman, working

brazier, fo nde brick maker ngg-for occupatlon by any negro or negroesor

trade whatsoever nor occupy said lot for these or any other purposes which shall tend
to disturb the quiet or comfort of the neighborhood....”

------ LALFELLESP , ¥ ULPVILELYT 0%’;(‘*1 y 7 ','

J;auu d'u&ffw Yogan fakuy, ;(5

L - . . a > “/
ot ¢ P P A

Source: Ken Liss, Brookline MA Historical Society, 1855 deed from Amos A. Lawrence
to Ivory Bean for the house that is now 47-49 Monmouth Street.

A o of I—L‘
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vol. 9, No. 4. Seattle, Wash,, Thurs, Jan. 15, 1948

"Map of “Ghetto” Page 3

Seattle Is Bllghted By
Restrictive Covenants
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Are you familiar with “warning out?”

Boston metro-area Towns
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Evidence from the Housing Structure (cont.)

24

The town of Lincoln, for example, began "warging out"
black families 10 years after its incorporation as a town.

See Town HRecords of Lincoln, Mass., 1757-176Z.

The Boston Urban Foundation
in 1967 indicated abocut

interested in finding residence In the s

lacks would be lcoking for housing in the suburb

to move.

The new black population did not f£ind itself in socially
he early history of the Bgston area gshaows
thad long practiced the ] o

representatives o puld confront black families
whom the town believed~wewtd become public dependents and warn
them to move out of town.24 It was in Boston in 1849 where

urvey of the black community
» of those suggeyed were

"many Boston Blacks were afraid
treatment of kids, not welcome and
being accepted”

The Boston
of Boston's
if they had

Source: 1975, Boston's Road to Segregation, Massachusetts Advisory Committee to the U.S. Commission on Civil Rights
and the Massachusetts Commission against Discrimination

Making Racial Equity Standard Operating Procedure
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Evidence from the Housing Structure (cont.)

i LA
!":g'- 1% s:"; I

L I;
‘ H

Source: Mapping Inequality, https.//dsl.richmond.edu/panorama/redlining/
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Redlining: policy adopted by Federal
government 1934 (FHA). blue and green meant
safe to invest for banks and government

Red was high risk. Yellow was declining (Blacks
and non-Whites)

Map colors became appraisal system based
on racial and nationality demographics and
shaped investment and de-investment,
quality of housing, conditions

"hazardous neighborhoods” eight decades ago
are still low-to-moderate income racial
minority neighborhoods today

29% B D "Hazardous"

HOLC described D areas as "characterized by

detrimental influences in a pronounced degree,

underdesirable population or an infiltration of

it They recommended lenders "refuse to make Q

loans in these areas [or] only on a conservative . .

S Racial E uity Group



Evidence from the Housing Structure (cont.)

Sé“‘a\ttle NVASHINGTON @
KL Spokane 1ONT
fTacoma
'Portland
IDAHO
OREGON
WYOMI
Ogden
®
i @ r Denver
NEVADA Salt Lake City @
Sacramento UTAH COLORADO
Oakland & b
San F . @ Stockton ' ¥
an Francisco
@ R
Sanlose ¥
Los Angeles

ARIZONA NEW MEXICO

@®

Phoenix

The size of each circle represents the area San Diego
in that city that HOLC graded, with each
color representing the proportion of the city

graded and colored.

A
B
C "Definitely Declining"
D

Source: Mapping Inequality, https.//dsl.richmond.edu/panoramay/redlining/
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Racism was always intentional, but evolved from

explicit to more subtle and discreet.
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Evidence from the Housing Structure (cont.)

“Can you eliminate colored people
in the zoning plan?”
“l wish we could, but every decision of the courts
makes it extremely dangerous to suggest anything
about race in a zoning ordinance. Certain kinds of
zoning districts eliminates most of the colored people
by settingégq@ents above what they W’

/

George B. Ford, leading zoning administrator in the U.S., founder of Technical Advisory Group
Source: Freedom to Discriminate, Gene Slater, 2022

e
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Racism Created Structural Advantage and Disadvantage

Structural Advantage

the advantage of a racial ingroup throughout
society, resulting from racism, that produce and
sustain inequities without racism or racial
discrimination.

Making Racial Equity Standard Operating Procedure

FIRST LEVEL
HOUSING
' STRUCTURE

Decreasing Home Values, Equity = No Wealth Increasing Home Values, Equity = Wealth
No Wealth = less opportunities More Wealth = more opportunities
S
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Racism and Sexism Created Structural Advantage and
Disadvantage (cont.)

Racist policies and practices (1865-1964) created
structural advantage for racial ingroups (Whites) and
NG ENBVANN(ON  disadvantage for outgroups (non-Whites).

, .. 1900 Marriage bars: policies adopted by firms
Sexist policies created structural advantage for gender  4n4 local school boards from 1900's to 1950, to
ingroups (men) and disad\/antage for gender fire single women when they married and not

hire married women
outgroups (women).

1913 Federal agencies job segregation**

1934 FHA/VA $120 1935 Wagner Act, segregated uniorjs in
1910 . : workplace reserve best jobs for Whites
1896 U.S. sl billion new hOUSIhg _ N -
Supreme Court el (98 percent to Whites) 1944 G.1. Bill $95 billion '($1.4 trillion today)
separate but ~ oy s ‘redlining” for 16 million mostly Wh|te veterans*
equal 111 - *College degrees, business and home loans
— 1905 Segregated Zﬁ* *90,000 scientists, 450,000 engineers,
racial restrictive housing and *14 Nobel Prize winners,
POLITICAL OVenants  gousing  SN°°  EpucaTION ECONOMICS  +3 5 preme Court Justices, 3 Presidents, 12 Senators

AND JOBS 500 Teachers, 70k Doctors,

*Ed Humes, Over Here: How the G.I. Bill Transformed the American Dream 240k Accountants. 1 million Lawyers

** Fric Yellin, Racism in the Nation's Service

S
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Compounding of Structural Advantage and Disadvantage

SECOND LEVEL ‘q

| EDUCATION
STRUCTURE

% t = 4 /

FIRST LEVEL
HOUSING
' STRUCTURE

> Structures (escalators) distribute
advantages and disadvantages based on
how people are “situated” or positioned Iin
social structures
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routine functioning of a racialized

society where structural advantage

operates for the advantaged racial
ingroup, with or without the

RACIALIZATION L .
/ I \ I I I |: advantaged racial ingroup actively
engaging in hostility or exclusionary
behavior against racial outgroups.

<
ECONOMICS CRIMINAL

POLITICAL HOUSI EDUCATIO
USING v N AND JOBS JUSTICE

S
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Watch what happens to this penny over thirty days!

Day 1
Day 2
Day 3
Day 4
Day 5
Day 6
Day 7
Day 8
Day ¢
Day 10
Day 11
Day 12
Day 13
Day 14
Day 15

$.01
$.02
$.04
$.08
$.16
$.32
$.64
$1.28
$2.56
$5.12
$10.24
$20.48
$40.96
$81.92
$163.84
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Day 146
Day 17
Day 18
Day 19
Day 20
Day 21
Day 22
Day 23
Day 24
Day 25
Day 246
Day 27
Day 28
Day 29
Day 30

Compounding of Structural Advantage

$327.68
$655.36
$1,310.72
$2,621.44
$5,242.88
$10,485.76
$20,971.52
$41, 943.04
$83,886.08
$167,772.16
$335,544.32
$671,088.64
$1,342,177.28
$2,684,354.56
$5,368,709.12
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Compounding of Structural Advantage and Disadvantage (cont.)
Median Family Wealth by Race/Ethnicity, 1963-2016

$200,000

$171,000

$150,000

$100,000

1983, white families
$50,000 held 8x more wealth
$47.655 than black families

NONWHITE

$0 2
1963 ‘83 '89’92°95°98°01'04'07°10°13°16

Source: Urban Institute calculations from Survey of Financial Characteristics of Consumers 1962 (December 31), Survey of Changes in Family Finances 1963, and Survey of Consumer Finances

1983-2016.

Notes: 2016 dollars. No comparable data are available between 1963 and 1983. Black/Hispanic distinction within nonwhite population available only in 1983 and later.
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$200,000
$150,000
$100,000
1983, white families

$50,000 held 11x more wealth

$47.655 than Hispanic families
$0

1963 ‘83  ’'89’92'95'98'01'04'07'10°13°'16

$171,000

()
$20,920

URBAN INSTITUTE

(i
Racial Equity Group



Compounding of Structural Advantage and Disadvantage (cont.)

Median Household Wealth by Race/Ethnicity and Education

2019
S$700
5597
$600
White
w
£ ss00 Bl.ack ‘
= Hispanic
(]
a
o S400
[P
o
wn $298
E $300
= $243
Q
=
c $200
5115 5132 115
S100 577
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SOURCES: Federal Reserve Board's Survey of Consumer Finances and authors' calculations.
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Racialization of the American Dream

The chances of achieving the American dream Born Poor, Chances of
Upward mobility by state o o o
cpcmos | GMRE Achieving American Dream

12.9%-16.8%
1.3%-12.9%
9.9%-11.3% [
9%-9.9%
8.1%-9%
B 7.1%-8.1%
B 6.1%-7.1%
Il 4.8%-6.1%
M <28%

& Insufficient
data

v

Whites= 10 percent

v

Hispanic/Latino= 7 percent

v

Blacks= 3 percent

v

Drivers of economic mobility

> less racial residential segregation

v

higher quality education

Note: The rates of upward mobility for children born in the 1980s for
741 commuting zones and their ability to move from the bottom fifth of
income distribution to the top fifth.

v

Source: The Equality of Opportunity Project |a rg erm Idd Ie_ INcome earners
65 percent of Black Americans live in only 16 states (red to dark red areas) where the
chances of achieving the American Dream is 2.5 percent. For Whites its 10.6 percent,
national average is 8 percent. Harvard Economist, Raj Chetty 2074

v

More stable family structure

v

Greater social capital (social and

: L
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Breakout Discussion

> Discuss your understanding of racialization,
racism, and how they both created
structural advantage and disadvantage,
and can shape life outcomes of different
groups, despite individual behaviors and
efforts.

Discussion ground rules:

* Keep an open mind

 Focus on facts not feelings

* [ts okay to agree to disagree
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RACIAL BIAS

RACIALIZATION

—)

POLITICAL HOUSING

Making Racial Equity Standard Operating Procedure

“emergent effect”

EDUCATION

BIAS
APATHY

IDOVLINVAQV 1TVHdNLONYLS 40 S1D33443

ECONOMICS
AND JOBS

EFFECTS OF THE
RACIALIZED
SYSTEM

automatic mental

associations that categorize people,
inform conscious thoughts, and
shape interactions and decisions.

EEE’

CRIMINAL

JUSTICE
P
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What does an administrative assistant look like?

What does a CEO of a corporation look like?

S
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Racism and Sexism Structured Workplaces

3 Jobhs—Male Interest | 3

| —

Mamt. Trainee

ARE YOU
. FRUSTRATED? |

or bored with your present surround-
. Ings? P. F. Collier Inc Is now hILr'?ndq
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iglerg& busmeTsls wFrIu. Marketing and
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5, moggprart 1t Jou wlfy U7 | erator. ©
" u meet gur imi i bl :
FedulrEments A ?guub'i';e;g“;’gﬂ_\; sirable b not essential.
v. For intervisw, call pr.| | By~ i H

A;Ies' 281-8398. Incentive busisc%womr‘::;-l Excellent NDI’kinq condi-

ed also, | | fiens. Modern Downtown

MANAGEMENT ond management| . ;
troinees for food commissary, Pre- | shop. Da ||qh+ hours, 9 Ba acting recegtionist for fh?s\”_
tamed physiciar] as you greet |

Jobs—Male Interest Jobs—Female Interest
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lor process de-

fer age over 21. Education—thinke
and doers. Selling experience desired| |10 5. Excdllent vacation,

- but i ; ; i . |
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tions, ediate  openin | |4 B wants, o li
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?{n l;'r"g'sln to vcE?selll;e?;: "é‘ﬂ.im‘.‘—_'i 4:350 TOI"' EI‘S.DI‘!r‘:ll, confi- ;gs""'_ i°"AFF':'E5§F¢ intarview. 391-)
Be the secretary MANAGERS | |1l nfeven. CENTER, INC. [24 PENN AVE|. | *
. % "ASSISTANT ricragt Engravers - 4th Fl. Employmdht Agancy. I - a

executives fight for ;e o o oo - MEDICAL SECRETARY | HITE EN

lgin of service restourants with all,
nefits—no travellng, Write H 420,|

...even if you don’t write a line of 'shorthand! (838,
MANACER

perfenced retall men's wear and
otwear., Locol chain, excellent op-!
rtunity. Apply_ Joseph B. Green- PHARMACIST

~ 10-Gex Out RIPRAP
' ROOKB“EA.KERS |+5 'th Wear

Free booklet tells how Stenotype — the amaz-
ing machine shorthand — can make you the
big-pay “super secretary’” that every man
wants. You can learn Stenotype easily — at
home — without leaving your present job!

© AIRLINES

NEED
WOMEN! _~

TRAIN AT HOME!

k—t= HOSTESS
f=f=RECEPTIONIST
f==f— RESERVATIONIST
S=fc—= TICKET AGENT

T HERE’S A LOT MORE glamour in a secretarial
job than the pencils and notepads of old-fash-
ioned shorthand! A lot more money too!

Even if you've had no previous shorthand expe-
rience, you can be a whiz with Stenotype. Here’s
the reason why:

Stenotype is a marvelous little machine that does
the work for you — takes shorthand faster, easier,
and more accurately than you could ever manage
with “hooks” and “curves.” It’s like typing, only
simpler. Everything comes out in printed English
letters, easy to read back. It helps you do a job
you’ll be proud of.

When you're a Stenotypist, you can say goodbye
to dull routine. You're somebody special. You're
wanted for conferences, conventions, legal pro-
ceedings. Every day is a happening, with you in
the center of things.

How do you learn Stenotype? You don’t even have

S

; - - - - l
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Racial and gender discrimination policies created racial and

gender biases for the “best jobs” and “worst jobs”
for over 100 years (1865-1964).

S
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Structural Advantages and Disadvantages Remain after
Civil Rights Act 1964

Table 2.2 Distribution of Race-Gender Groups Across Major Private sector companies 1966...
Occupational Categories, 1966

> 40 percent were all White

White Black White Black

Occupation Men B GERRIEAL | W > 10 percent were all White men

. . 0 0 9 0.4%
Officials and managers 20.5% 1.3% 2.6%
Professionals 6.6 1.2 ;g ;é > Half employed no Black men
Technical 4.0 2. ' ‘
Sales 130 21 o2 e » 66 percent employed no Black women
Clerical 7. : = '

2.7 :

Skilled craft }32 2;'3 1}{3 228 » 60 percent White women employed
Operative 8.5 25.6 49 119 single category- clerical
Laborers 73 239 8.5 27.3
%?;Zice 100 100 109 10 > 78 percent of Black males employed in
Source: Authors’ calculations based on data from EEO-1 surveys (EEOC, various years). ope rative’ laborers or service

Source: Tomaskovic-Devey, Documenting Desegregation, Dobbin, Inventing Equal Opportunity

S
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Racialized and Gendered Workplaces

White Men Top Executives 5 million companies (EEOC Data)
Private Sector Medium to Large Workplace Employment Relative
Change Y Avis: to State Labor Market C iti . - .
Reistive Represention © >tate tabor Harket Lomposition Dl > White men disproportionate access to
140.0% . o ® fopandSettem Siates "best jobs” (e.g. managerial, executive)
Race
1200 Sex > 1966 to 1972 expanded
‘ Occupation overrepresentation from 40 to 60 percent
* 9 ° Top Executives -
100.0%
E e . I Over Represented > 1973-2016 maintained 40 to 60 percent
2 e ° ;
g 80.0 ) '.. ) e T — overrepresentatlon
@ . L (® Yes
% coo o = > Racial and gender inequality reproduced
& . Definitions:
TR PercentnOccupation by advantages (bias for) White men
40.0% ' L firms as percent of occupation . .
| f provided each other, more than denying
Relative Representation: the
20.0% St e o or excluding (bias against) disadvantages
to their participation in the
sta:ela:orr’la'-f_e:. to BlaCkS and Women.
0.0% See technical documentation

for more detailed information.

270 1050 1550 U050 £270

> Prioritize Race and Gender inequities

Group Percentage in Labor Market

Sources: Diversity statistics come from the 2016 EEO-1 workplace reports to the U.S. Equal Employment Opportunity Commission. These reports are filed by all
firms with at least 100 employees and for all workplaces with at least 50 employees. Metropolitan area labor force composition includes all currently employed

or seeking work and estimates are from the 2011-2015 American Community Survey public use data file. We do not report estimates where particular groups are Source' TomaSkOV[C‘DeVG)/, Documen“ng Desegl’egaflon
less than 19 of the metropolitan area’s labor force. /\
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EXAMPLES OF ACTING ON BIASES

BIAS APATHY BIAS AGAINST

(discrimination) (discrimination)

Positive beliefs for ingroup

Seeks out ingroup Unconcerned or indifferent toward Negative beliefs against outgroups
Provides insider information outgroups Avoids outgroups
Uses influence Does not provide similar or equal help Uses influence to exclude

Offers direct opportunity to outgroup members Social interaction insults and incivility

High quality opportunities to perform Lower quality opportunities to perform Denied job interview or offer

2 Highly favorable performance ratings Less favorable performance ratings No opportunities to perform
A Provided sponsors and visibility Provided mentors not sponsors Unfavorable performance ratings

High expectations, assumed competence Lower expectations, surprised by Assumed inferiority, no concern, or empathy

Receives benefit of doubt competence and high performance Harsher punishment for violations

. : e Maintain high levels bias against

Overrepresented in "best jobs” Maintain disparities Overrepresented J J

Produce and sustain disparities in
employment and overrepresentation in
“worst jobs”

Overrepresented power/authority in “worst jobs”
Produce and maintain disparities

Absence of Help or favor Harm (direct or indirect)

maintains disparities intentional or unintentional disparities

overt and covert, normalized covert and overt actions

AN
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STRUCTURAL ADVANTAG]

Racial Composition of Social Networks

Percent of social network that identifies as...

Americans

All
White 66
Black "
Hispanic "
Asian 4
Mixed race 2
Other race 1
Don’t know/Refused (VOL.) 4

Source: PRRI 2013 American Values Survey.

52 CONFIDENTIAL AND PROPRIETARY | © 2021 Racial Equity Group. All rights reserved.

White
Americans

91

1

1

Black
Americans

8

83

.

Hispanic
Americans

19
Vi

64

K OF SOCIAL NETWORKS

“70 percent of the jobs held over a
lifetime, found from family, friends, or
someone providing inside information,

awareness of a job that was not public,
using influence to help, or offering direct
opportunity.”

Source, Nancy DiTomaso, An American Dilemma, "How Social
Networks Drive Black Unemployment.”

P
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STRUCTURAL ADVANTAG]

K OF SOCIAL N

L TWORKS

Table 2. Racial and Ethnic Composition of American Social Networks

Percentage of

Network That All White Black Hispanic Asian
Is... Americans Americans Americans Americans Americans
White 0.71 0.92 0.15 0.33 0.27
Black 0.10 0.02 0.77 0.05 0.02
Hispanic 0.10 0.02 0.03 0.53 0.03
Asian 0.04 0.01 0.01 0.02 0.63
Multi-Race 0.03 0.02 0.04 0.06 0.05
Other 0.01 0.00 0.01 0.01 0.00

/.-D Survey Center
n American Life
= °

53 CONFIDENTIAL AND PROPRIETARY | © 2021 Racial Equity Group. All rights reserved.

Racial Eqiliéty Group



RACIAL BIAS

RACIALIZATION
“emergent effect”

1865
Reconstruction

IO9VLINVAAQYVY 1VHdNLONYLS 40 S1O33443

racial biases emerge from structural
advantage/disadvantage and systematically
reinforce racial inequality

Post-Civil War BIAS
THE RACIALIZED APATHY
Black
Codes 1870 U.S. Census SYSTEM
White, Black, Mulatto,
Chinese, Indian
1910 1934 FHA/VA $120
1896 U.S. exclusionary billion new housing
Supreme Court zoning (98 percent to Whites) 1944
separate but &N by cities ‘redlining” G.I Bill
cqel (T =
— 1905 Segregated & 1935
racial restrictive housing and Wagner Act CONOMICS
covenants schools ECON
POLITICAL HOUSING EDUCATION AND JOBS

Making Racial Equity Standard Operating Procedure

unfavorable actions against racial out-
groups that harm or negatively impact
wellbeing.

favorable actions for racial ingroup

members that help, offer opportunity,
use influence, and positively impact
wellbeing.

Absence of equal favor for racial
outgroups, as for racial
ingroup members.

EEE’

CRIMINAL

JUSTICE
P
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Post-training homework

Identify which concepts enlightened you and why.
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Disclaimer

CONFIDENTIAL AND PROPRIETARY

This program and framework, including any supporting materials, is owned by Racial Equity Group and is for the sole use of the Racial Equity Group clients or other
intended recipients. This assessment may contain information that is confidential, proprietary or otherwise legally protected, and it may not be further copied, distributed
or publicly displayed without the express written permission of Racial Equity Group © 2023 Racial Equity Group LLC. All rights reserved.

LEGAL DISCLAIMER

Racial Equity Group is not engaged in legal, accounting or any other professional services. Racial Equity Group disclaims liability for any damages, claims or losses that
may arise from any errors or omissions in these materials, whether caused by Racial Equity Group or its associates, or reliance upon any recommendation made by
Racial Equity Group. Please consult with your human resources, general counsel and legal team.

e
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