
IN THE UNITED STATES DISTRICT COURT

FOR THE EASTERN DISTRICT OF PENNSYLVANIA

EQUAL EMPLOYMENT OPPORTUNITY COMMISSION,	 )

F. RAY MARSHALL, Secretary of Labor, 	 )
)	 CIVIL ACTION NO.

	

and	 73-149

UNITED STATES OF AMERICA, 	 )

Plaintiffs,	 )

	

v.	 )

AMERICAN TELEPHONE AND TELEGRAPH COMPANY,	 )
et al.,

Defendants,	 )
)

	

v.	 )

COMMUNICATION WORKERS OF AMERICA, et al.,	 )

Intervenors.	 )

1/
AMENDED FINAL REPORT –

The Consent Decree in this action will expire on January 17,

1979, unless the government plaintiffs, for good cause, move for

an extension of the Decree. The purpose of this report is to

apprise the Court of the results of the defendants' (AT&T and

its 23 operating companies, hereinafter "Bell System") corrective

action taken under the Decree over the last six years. We have

attached to this Report, reports for each of the 23 Bell System

operating companies. As the reports indicate, each of the defen-

dant companies is in substantial compliance with the obligations

1/ The Final Report, which was filed on January 17, 1979, did not
contain statistics for AT&T General Departments. Accordingly, we
are filing this Amended Final Report. The only modifications are
in the Statistical Analysid section beginning on page 3 and the
corporate profile attachment.



of the Decree. Accordingly, we do not seek an extension of the

Decree.

The principal objectives of the Decree were (1) to

desegregate sexually the traditionally male plant depart-

ments and the traditionally female traffic departments within

each of the Bell System companies; (2) more fully to inte-

grate racially, ethnically, and sexually those job classifications

within each company where any such groups were underutilized; and

(3) to address equal pay matters in non-management ranks. With

these objectives in mind we present here and in each individual

report that information which will enable the Court to make an

evaluation of what progress the Bell System as a whole and each

company has made in achieving these objectives.

Any presentation of information concerning an entity as

large and complex as the Bell System will have limitations. We

settled on the information contained in each of the reports be-

cause it presents two snapshots of each company: one in 1973 and

one in 1978.

In our judgment the Bell System, including each of its

23 operating companies, substantially complied with the Decree,

and by doing so, achieved significant progress toward its major

objectives. Inroads have been made in altering the historic pat-

terns of male plant departments and female traffic departments.

In addition previously underutilized race, sex and ethnic groups

are participating in increasing numbers in most affirmative action

job classifications (AAJC's). The Bell System made substantial

changes in its promotional and pay system to meet the equal pay



allegations of the complaint. In addition, 3f course, the Bell

System has paid more than $12 million in one time payments in the

nature of back pay and incentive payments pursuant to its obliga-

tions under the Decree and Supplemental Order, and has thus far

paid more than $40 million in pay adjustments of a continuing

nature.

The government does not believe however that all equal em-

ployment opportunity problems have been remedied and forever

put to rest. Problems of both an individual and systemic nature

may still exist within all the companies. In our judgment, however,

the existence of such problems would not constitute a violation of

the Decree.

TARGET PERFORMANCE 

As noted in the Interim Report, in 1973 and 1974 there

were substantial problems in the attainment of many intermediate

targets under the original Decree. These problems gave rise to

the Supplemental Order filed with the Court on May 5, 1975, and

entered August 20, 1976.

Since 1975, the Bell System has achieved substantially all

intermediate targets. The major factor responsible for the im-

proveme-tt of 1975-1978 target performance over 1973-1974 perfor-

mance was the implementation of management controls and reporting

systems to permit regular analysis of target performance.

STATISTICAL ANALYSIS 

Since the Decree was entered, the total number of employees

within the Bell System has increased from 793,715 to 799,785: a

percentage increase of 0.870. While total employment remained rela-

tively stable, significant progress was made for women in positions



where they had been excluded or underutilized. Women now comprise

28.6% of the management employees (Affirmative Action Job Classifi-

cations 1, 2, 3), as compared with 22.47° in 1973. More specifically

in top level management (AAJC 1) women increased from 2.17° to 7.87,,

in mid-level management (AAJC 2) they increased from 11.27° to 21.17°

and in entry level management the increase was from 30.870 to 35.27°.

In the craft positions (AAJC's 6, 7, 9, 10) women now represent

9.57° of these employees, as compared to 2.870 when the Decree was

entered. The progress is perhaps more apparent when viewing inside

craft positions and outside craft positions separately. Between

1972 and 1978 women in outside craft positions (AAJC's 6, 9) went

from 0.27, to 3.97° . In inside craft positions (AAJC's 7, 10) women

went from 6.57° to 17.2%.

In the clerical (AAJC'r 1.1, 12, 13) and operator (AAJC 14)

positions, men made Rubsumtiai gains. Between December 31, 1972,

and September	 1N8, me:. increased in the clerical positions

from 4.17, to )1.07° ; and in the operator position from 1.47° to 7.5%.

Employmv-mt of blackR on a system-wide basis went from 10.670

tc 12.0% vmdel the Decree. In management (AAJC's 1, 2, 3) blacks

increased from 2.37, to 5.57° . They increased from .570 to 1.57° in

AA.1. I from ?.0% tc 3.67° in AAJC 2, and from 3.270 to 7.0% in AAJC

3. Although J i acks declined in their representation in semi-skilled

crafts (AAJC's 9, 10, including a redistribution of AAJC 8) from

10.47° to 9.77° , their representation in the skilled craft positions

(AAJC's 6, 7) increased from 3.2% to 5.47° . Similarly, while in

the entry level clerical positions (AAJC 13) and operator posi-

tions (AAJC 14) blacks declined from 20.07° to 19.8%, in skilled



and semi-skilled clerical positions (AAJC's 11, 12) they increased

from 12.7% to 17.8%.

Overall Hispanic employment increased from 2.5% to 3.9%.

Hispanic representation in management increased from 0.770 to 2.170,

as Hispanic representation in AAJC 1 went from 0.1% to 0.6%,

from 0.470 to 1.3% in AAJC 2, and from 1.0% to 2.7% in AAJC 3. His-

panics experienced an increase in semi-skilled crafts (AAJC's 9,

10) from 3.6% to 4.3%, and a more significant increase in skilled

crafts (AAJC's 6, 7) from 1.6% to 3.270. Similarly, Hispanics showed

an increase in the operator and entry level clerical positions

(AAJC's 13 and 14) from 3.6% to 5.270 and a more substantial in-

crease in the skilled and semi-skilled clerical positions (AAJC's

11 and 12) from 2.970 to 5.270.

The foregoing statistics should be viewed in light of a 9.970

national black labo7.. force, and a 3.9% national Hispanic labor

force as reflected in the 1970 Census.

THE SETTING OF INTERMEDIATE TARGETS 

The pic,?..ess by wh:ich intermediate targets have been esta-

blished on a yearly basis is known as Goals II. In effect, a

computer, with data input from each of the Bell System companies,

sets the intermediate targets for each race, sex, ethnic group for

each cf the companies' establishments.

Because an underlying principle of the Decree was that targets

should be based on normal movement patterns, targets, although in

compliance with the Decree, were sometimes low. For example, in

the skilled c...aft.-.2 (AAJC's 6, 7) the female targets tended to be

low because the targets were set in many companies on the basis

of the female representation in the semi-skilled crafts (AAJC's



9, 10) where, notwithstanding notable progress, significant

female undsrutilization persisted throughout the term of the
Decree. This situation was particularly evident in AAJC 6 where

targets were usually based on female representation in AAJC 9.

Female representation there never exceeded 5.3% on a system-wide

basis, and in certain companies, because of either no growth or a

reduction in force, was negligible throughout the term of the

Decree.

Minority males on the other hand, often had, in our view,

insufficient targets (in many cases lower than their existing

representation) in the semi-skilled crafts (AAJC's 9, 10) because

the pools for those positions were predominantly female. The

experience gained under this Decree should enable us to provide

appxopriate adju.tments to the target setting mechanisms to

provide for reasonable targets for all groups.

The companies were not required to adhere strictly to the

suggested pool. classifications. In some companies we found that

any job cia3s1 4: ication which contributed at least 10% of the per-

sons moviD- ..nto another job classification was automatically made

a pool jo .!-; cia•,sification for purposes of Goals II the next year.

In one company those classifications which provided the greatest

movement into the subject classification and collectively provided

more than 75% of that movement were included in the pool. Still

in other companies, there were no objective criteria employed for

purposes of determining pool classifications. And certain com-

panies permitted the pooling structure to be determined at the

establishment level in which case a minimal and possibly aberra-

tional movement might be the basis for a consequential pooling



change. However, we have no evidence that any individual company

manipulated pool classifications in order to lower intermediate

targets.

Another way in which the determination of intermediate targets

was subject to the judgment of individual companies was in the

projection of the proportion of opportunities to be filled by

hires. In some instances these projections had significant impact

on minority male targets. The higher the hiring projection the

greater would be the influence of the group's representation in

the external labor market which would as a rule be substantially

higher than that group's representation in the relevant employee

pool (this procedure would rarely affect female targets). During

the declining employment situation that was the case in most com-

panies in recent yea-1, the low hiring projections were reasonable.

However, there were instances where underestimated hiring projec-

tions caused targets to be substantially lower than a correct

projection would have yielded. (See Addendum) We did not find

that a •.y auch erroneo • s projections were deliberate.

TEST BATTERIES 

The tesL batteries used by the Bell System in the clerical,

craft and management areas generally screen out minorities or women

at a substantfally disproportionate rate. Under the Decree the

use of	 tests was acceptable so long as the intermediate

targets were being met, thus precluding the necessity of a lengthy

and complicated validation inquiry. Absent the affirmative re-

quirements of the Decree, the tests could become a serious impedi-

ment to the Bell System's progress and could be unlawful.



CONCLUSION 

While the limited growth and in some cases decline in total

employment for many companies caused the progress toward the eli-

mination of underutilization to be less than otherwise would have

been the case, the Bell System operating companies did make signi-

ficant progress toward the achievement of the objectives of the

Decree.

However, even apart from the remaining underutilization of

certain groups, the Decree did not solve all of the equal employ-

ment opportunity problems within the Bell System operating com-

panies. It was not intended to be the instrument to accomplish

such a broad purpose. It was designed to alter historic, systemic

patterns of dual liner of progression for men and women and the

exclusion of minoritic..., from the more desirable jobs, and thus

to desegre3ate depal:tmRnts and jobs within the Bell System. We

believe that	 the Bell System operating companies have sub-

stantially complied wiLh the Decree. Accordingly, we do not

recommend that thR Decree be extended.

Respectfully submitted,

AO4AV D L. RO• "/f
JAMES S.	 GU
Attorneys
Department of Justice
Civil Rights Division
Washington, D.C. 20530



Compliance Report of C&P District of Columbia
Pursuant to AT&T Consent Decree

Prepared by:	 James S. Angus, Senior Trial Attorney, Cate
Greene, Paralegal Specialist, Department of
Justice; Robert Howard, Attorney, Equal Em-
ployment Opportunity Commission; Lewis Ramsey,
Department of Labor.

INTRODUCTION 

We conducted our review of C&P District of Columbia on
August 28 and 29, 1978. C&P District of Columbia has one
establishment known as the Washington Establishment Area.
The approximate minority labor force statistics for this
establishment are 23.6% black, 2.4% Hispanic, 0.0% American
Indian and 0.9% Asian/Pacific Islander.

TARGET PERFORMANCE 

C&P of the District of Columbia achieved all of its
intermediate targets in 1977.

C&P D.C. has designated the transfer bureau operation as
Mobility Application Plan (MAP). MAP operates in much the
same way as at other companies. Employees desiring to apply
for a transfer or promotion request a MAP requisition from
their supervisor. After the form is filled out it is sent
to the MAP office.

Unlike other transfer bureaus, MAP does not track inter-
mediate targets. Instead, before a job vacancy requisition
reaches the MAP office it has to first go through the EEO
Coordinator for the company. This person has the responsibility
for tracking and marks each job vacancy requisition accord-
ingly.

STATISTICAL ANALYSIS 

The following chart reflects the progress made by
C&P D.C. since January 1, 1973.
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Of all the Bell System companies, blacks, and black
males in particular, have made perhaps the most progress
at C&P D.C. Of course this may not be too surprising given
the large black population in Washington, D.C. Between
1973 and 1978 black representation within C&P D.C.'s manage-
ment positions (AAJCs 1, 2, 3) increased from 6.8% to 12.2%.
In the AAJCs 1 and 2, the most meaningful management positions,
the black representation went from 1.2% to 5.3%. The inter-
viewer who hires management personnel told us that since
January, 1977, 40 - 50% of the management hires have been
black or female. Similarly in the craft area (AAJCs 6, 7, 9,
10) the black representation increased from 10.47 to 17.1%.

Women have made significant progress at this company
also. Thus, between 1973 and 1978 women in AAJCs 1 and 2
increased from 7.6% to 15.5%. In the craft area the increase
was from 2.6% to 10.9%. However, in our judgment C&P D.C.
did not accomplish impressive results for women in AAJC 6
when compared with progress made at other companies. Numeri-
cally the increase was only from 0 to 17. However, as of
August 29, 1978, 14 more women were placed in AAJC 6 bringing
the total women in that job class to 31 of 1419, or 2.2%.

Males in the clerical jobs (AAJCs 11, 12, 13) progressed
from 3.4% in 1973 to 8.7% in 1978. In the operator classi-
fication the increase was from 1.6% to 5.1% but this is
tempered by the fact that the numerical increase was only from
42 to 72. The operator classification lost nearly half its
positions during the 1973-1978 period.

CONCLUSION 

C&P D.C., like several other Bell System companies, had
an overall decline in total employees between 1973 and 1978.
Specifically, total employees went from 17,131 to 15,520 re-
presenting a loss of 9.4%. Overall the company was in com-
pliance with the consent decree.



Compliance Report of C&P of Virginia
Pursuant to AT&T Consent Decree

Prepared by:	 Lewis B. Ramsey, Department of Labor;
Robert Howard, Attorney, Equal Employment
Opportunity Commission; James S. Angus,
Attorney, Cate Greene, Paralegal Specialist,
Department of Justice.

INTRODUCTION 

C & P of Virginia has six establishments: Richmond,
Norfolk, Newport News, Roanoke, Culpepper and Lynchburg.
The 1970 U. S. labor force statistics for the C & P of
Virginia, corporate-wide labor market (the state of Virginia)
show that women make up 36.0% of the labor force, blacks
16.4% (black men 9.5%, black women 6.9%) and people of
Spanish language 1.0%.

Between December 1972 and June 1978 the total number
of employees at C & P of Virginia declined by 134, a de-
crease of 1.2%.

TARGET PERFORMANCE 

C & P of Virginia did not miss any intermediate targets
in 1977.

STATISTICAL ANALYSIS 

The following chart reflects the changes in the com-
pany's profile between December 1972 and June 1978.
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The number of employees in management job classifica-
tions (AAJCs 2 and 3) grew from 1791 to 2136, an increase
of 19.3%, in the last six years. (For AAJC 1, the four C & P
companies combined their statistics and those statistics
are included in the report on C & P of the District of
Columbia.) In AAJCs 2 and 3, women increased from 31.47 to
32.2%, an actual increase of 126 women. As in other com-
panies, black women made more progress in management jobs
than black men did. Although the 1978 figures for black
men (89) and black women (87) are almost the same, in
1972 there were only 22 black women, as opposed to 48 black
men, in management jobs. In that time period black men went
from 2.77 to 4.2% and black women from 1.2% to 4.1%.

In the four craft classifications (AAJCs 6, 7, 9 and 10)
women increased from 2.7% (89 of 3260) to 7.47 (267 of 3600).
In the most desirable craft classification, AAJC 6 (skilled
outside craft), there were 3 women in 1972 and 4 women in 1978.
Black men increased from 5.07 (163 of 3260) to 7.7% (277 of
3600). Black women went from 0.1% (3 of 3260) to 1.27 (42
of 3600).

Finally, in the clerical and operator positions (AAJC 11,
12, 13 and 14) which declined in number by 551 in the last
six years, the percentage of men grew from 1.50 (79 of 5223)
to 4.7% (221 of 4672). Black men went from 0.37 (18 of 5223)
to 1.4% (64 of 4672).

CONCLUSION 

C & P of Virginia has complied with the consent decree.



Compliance Report of Michigan Bell Pursuant tu
AT&T Consent Decree

Prepared by: James S. Angus, Senior Trial Attorney, Cate
Greene, Paralegal Specialist, Department of
Justice.

INTRODUCTION

We conducted our compliance review on July 17, 18 and
19, 1978. The approximate minority labor force statistics
for Michigan Bell are 9.0% black, 0.7% Hispanic, 0.1% Arlerican
Indian and 0.2% Asian/Pacific Islander. Michigan Bell has
twelve establishments: Northern Balance, Kalamazoo, Metro
North, Grand Valley, Jackson, Grand Rapids, Metro West, Flint,
Metro East, Saginaw, Lansing and Benton Harbor.

TARGET PERFORMANCE 

From a placement objective standpoint, the 1977 per-
formance of Michigan Bell was improved over its 1973-1974
performance. Thus, of 12 establishments only 2 placement
objectives were missed: AAJC 14 (operators) at the Northern
Balance and Kalamazoo establishments.

The transfer bureau has become a more centralized
operation exercising almost complete control over oppor-
tunities and non-opportunities. I was impressed with its
efficiency. We were able to determine that minorities and
females were proportionately sharing in the non-opportunities.
In addition, the transfer bureau for this particular area of
Michigan Bell maintains a file which indicates, by AAJC, a
complete listing of the opportunities and non-opportunities
which were filled for the year. This provides a ready refer-
ence to whether opportunity declaration is being abused.

Moreover, the transfer bureau maintains an on-time record
of which establishments are meeting placement objectives by
AAJC. This has certainly been a valuable tool in achieving
the objectives.

STATISTICAL ANALYSIS 

The following chart represents Michigan Bell's work-
force profiles on December 31, 1977, and June 30, 1973.
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Analyzing the statistics over the last five years,
Michigan Bell has made obvious progress in the face of
a decline in total employment.

Unquestionably, women have made the most substantial
gains. Thus, in the management area (AAJCs 1, 2, 3) women
have increased from 11.3% to 24.1% and, in particular, black
women have gone from 1.27, to 3.8%. In the three relevant
craft areas (AAJCs 6, 7, 9) women have increased from 1.770
in 1973 to 5.87 in 1978 and, in particular, black women have
gone from 0.2% to 0.870.

The increases in these areas are further amplified by
the fact that in the management area the number of positions
increased from 4969 to 5961 while in the craft area the
number of positions decreased from 7891 to 7872.

Black males in the management area increased from 2.870
to only 3.57 while black representation went from 4.0% to
7.3%. This, of course, is due to the relatively large num-
ber of black females who were brought into this area. Numeri-
cally, black females increased by 167 while black males in-
creased by 67.

In the craft area black males only went from 4.8% to
4.9% while the overall black representation increased from
5.0% to 5.770. Again, numerically black males increased by
5 while black females increased by 50.

In the clerical area (AAJCs 11, 12, 13) between 1973
and 1978 black females increased from 20.7% to 23.4%, males
from 4.1% to 13.2% and black males from 0.7% to 2.27,.

Finally, in the operator classification males increased
from 3.1% to 7.3% while numerically the classification de-
creased from 5640 to 3983 employees.

CONCLUSION 

We believe this company to be in overall compliance with
the consent decree.



Compliance Report of Northwestern Bell
Pursuant to AT&T Consent Decree

Prepared by:	 James S. Angus, Senior TriaL Attorney,
Cate Greene, Paralegal Specialist, Depart-
ment of Justice; Robert Howard, Attorney
Equal Employment Opportunity Commission;
Lewis Ramsey, Department of Labor.

INTRODUCTION 

We conducted this review on August 15 and 16, 1978.
Northwestern Bell serves a geographic area with one of
the lowest minority populations of any Bell System com-
pany. Of the nine establishments in this Company, only
two have a minority population in excess of 5%; Omaha, 8.3%
and South Dakota, 5.0%. (See Attachment I) The approximate
minority labor force statistics for the geographic area served
by Northwestern Bell are 1.1% black, 0.7% Hispanic, 0.5% Ameri-
can Indian and 0.2% Asian/Pacific Islander. Northwestern Bell's
nine establishments are Iowa, Nebraska, Nebraska Outstate,
North Dakota, South Dakota, St. Paul, Minneapolis, Minnesota
Outstate and Headquarters.

Northwestern Bell had a modest growth rate of 5.7% (26,856
to 28,389) from 1972 to 1978. Most of this growth occurred
in AAJC 3 (2535 to 4934) and AAJC 11 (3506 to 4796).

TARGET PERFORMANCE 

There were no missed targets at any establishment within
Northwestern Bell.

STATISTICAL ANALYSIS 

The following chart reflects the AAJC profile changes
for the indicated time periods.
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From this chart it is evident that most of the sex
groups made significant progress. In the clerical classi-
fications (AAJCs 11, 12, 13) men increased from 2.07 (143/
7207) to 10.67 (874/8267). In the craft classifications
(AAJCs 6, 7, 9, 10) women increased from 1.5% (107/7068) to
6.4% (465/7283). Breaking these classifications down further,
in the outside jobs (AAJCs 6, 9) women increased from 0.4%
(21/4707) to 3.7% (185/4972) and in the inside jobs (AAJCs
7, 10) they went from 3.6% (86/2361) to 12.1% (280/2311).

In management (AAJCs 1, 2, 3) women progressed from
9.4% (435/4618) to 30.67 (2123/6941). In AAJCs 1 and 2
they went from 5.1% (106/2083) to 16.1% (324/2007). Blacks,
on the other hand, made modest progress in management (AAJCs
1, 2, 3) by going from 0.8% (39/4618) to 2.07 (136/6941).

In the craft classifications blacks lost ground by
decreasing from 1.67 (114/7068) to 1.57 (107/7283). Finally,
in the operator position (AAJC 14) men increased from 1.570
(82/5391) to 7.3% (341/4642).

CONCLUSION 

Northwestern Bell has complied with the consent decree.
It presents a profile that is characteristic of most Bell
System companies. Women made considerable inroads into
the management and craft positions and men made significant
progress in the clerical area.
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Compliance Report of Ohio Bell Pursuant
to AT&T Consent Decree

Prepared by:	 James S. Angus, Senior Trial Attorney, Cate
Greene, Paralegal Specialist, Department
of Justice; Robert Howard, Attorney, Equal
Employment Opportunity Commission; Lewis
Ramsey, Department of Labor.

INTRODUCTION 

We conducted this review on September 12 and 13, 1978.
The approximate minority labor force statistics for Ohio
Bell are 8.97 black, 1.0% Hispanic, 0.2% Asian/Pacific Is-
lander and 0.1% American Indian. Ohio Bell has eleven
establishments: Akron, Canton, Cleveland, Columbus, Dayton,
Nother, Sother, Springfield, Toledo, Youngstown and Zanes-
ville.

Ohio Bell has not been in a dynamic mode for the past
five years. Between 12-31-73 and 3-31-78 the workforce of
the company went from 27,166 to 24,037 or a percentage loss
of 11.57. To amplify further this reduction in workforce is
the fact that between 1-1-76 and 3-31-78 there were 0 hires
in AAJCs 6, 8, 9 and on l y 30 promotions. In fact, Pacific
Northwest Bell and Southwest Bell absorbed many of Ohio Bell's
employees.

TARGET PERFORMANCE 

Two establishments within Ohio Bell had missed targets.
In both Cleveland and Dayton the targets for black males in
AAJC 5 were missed by 3 and 1 opportunities, respectively.

cess

t/;?/1	 STATISTICAL ANALYSIS 

The following chart reflects the AAJC profile changes
by Ohio Bell for the indicated time periods.
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Analyzing this chart from the broad perspective
of management and craft positions women and blacks have
made progress. In management (AAJCs 1, 2, 3) blacks in-
creased from 343 of 6,482, or 5.3%, to 527 of 6,543 or
8.170; women increased from 1,938 of 6,482, or 29.9%, to
2,185 of 6,543 or 33.4%. However, the trend we have
witnessed at other companies continued here with respect
to black males. Numerically in management black males
went from 157 to 223, or from 2.4% to 3.47, while black
females were increasing from 186 to 304, or 2.97 to 4.670.

1/
In the craft classifications (AAJCs 6, 7, 9, 10) –

blacks increased from 502 of 8,044, or 6.27, to 542 of
7,659, or 7.1%; women increased from 352 of 8,044, or 4.4%,
to 492 of 7,659, or 6.4%. And, again, black males increased
by only 12 while black females were increasing by 28.

In the clerical classifications (AAJCs 11, 12, 13)
men made significant progress. In a category that went
from 6,470 to 6,212, men increased from 238, or 3.7%,
to 512, or 8.27,.

CONCLUSION 

Ohio Bell has been in overall compliance with the
consent decree.

1/ Most AAJC 8 positions were redistributed in 1977 to
these craft positions.



Compliance Report of Pacific Northwest Bell
Telephone Company Pursuant to AT&T

Consent Decree

Prepared by:	 Robert E. Howard, Attorney, Equal Employment
Opportunity Commission; James S. Angus, Attorney,
Cate Greene, Paralegal Specialist, Department
of Justice; Lewis Ramsey, Department of Labor.

INTRODUCTION 

The Pacific Northwest Bell Telephone Company Compliance
Review was conducted in Seattle, Washington on September 19-20,
1978. Pacific Northwest Bell (PNB) is headquartered in Seattle,
Washington. It has six establishments which do business in
three states: Washington, Oregon and Idaho. The approximate
minority labor force statistics for this company show that
blacks represent 2.1% of the relevant labor market and
Hispanics represent 1.9%.

TARGET PERFORMANCE 

Pacific Northwest Bell achieved all of its interme-
diate targets in 1977.

STATISTICAL ANALYSIS 

During the period 1972 through 1978 PNB has had a
substantial increase (17.567) in its employee profile. In
fact, PNB has been in such an increased growth mode, that
it was able to accept the spin off of employees from other
Bell companies which were in a declining mode, through a
program called Force Information Network. More than 722
employees from other companies participated in this program,
utilizing lateral transfers on a non-opportunities basis in
AAJCs 6, 7 and 9. This increased growth allowed PNB to
achieve all of its intermediate targets without any deficien-
cies during the 1976 and 1977 monitoring periods. The com-
pany was also in compliance during the last GCC review in
1974.

The following chart reflects the progress made by PNB
since December 31, 1972.
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Between 1972 and 1978, management level positions (AAJC
1, 2, 3) increased from 3699 to 4572 employees, reflecting
a 247 management growth. During this period of substantial
growth women and minorities made modest progress in management.
Black men in AAJCs 1, 2 and 3 improved from 35 of 3699 (.9%)
to 72 of 4572 (1.67); white women had a much more favorable
gain from 723 of 3699 (19.5%) to 1266 of 4572 (27.77);
and black women made the slowest progress, growing from 20
of 3699 (.57) to 60 of 4572 (1.3%). There was considerable
growth in the craft area jobs (AAJCs 6, 7 and 9) which increased
from 4944 to 5791 (17.17) employees, but women and minorities
achieved only moderate growth. Black men improved from 82
of 4944 (1.77) to 112 of 5791 (1.9%); at the same time, white
women increased from 78 of 4944 (1.67) to 433 of 5791 (7.5%);
again black women achieved the least amount of growth, increasing
from 0 of 4944 (0%) to 7 of 5791 (.1%). There was also a
significant increase (347) in clerical classifications (AAJCs
11, 12 and 13): from 5184 to 6966 employees, the majority of
which were white men. White men increased from 149 of 5184
(2.97) to 798 of 6966 (11.57); black men increased from 30
of 5184 (.6%) to 70 of 6966 (1.0%); and black women increased
from 326 of 5184 (6.30) to 441 of 6966 (6.37). Employees
of Hispanic and American Indian background were represented
in such small numbers in most AAJCs that their change in
growth was negligible throughout.

CONCLUSION 

We find that Pacific Northwest Bell is in compliance
with the consent decree.
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INTRODUCTION

The compliance review of Bell of Pennsylvania was
conducted from August 14-16, 1978 in Philadelphia,
Pennsylvania and one team member proceeded to Pittsburgh,
Pennsylvania to examine certain locally held records in-
volving the Western Region.

Bell of Pennsylvania is divided into ten (10) establish-
ments for affirmative action purposes. As of December 31,
1977, Bell of Pennsylvania reported 31,067 employees. Bell
of Pennsylvania's workforce has declined 8% since 1972.
Blacks are the predominate minority group in the service
area of Bell of Pennsylvania.

TARGET PERFORMANCE

Review of the reports submitted to the review team
revealed no deficiencies. Our review of the profiles and
opportunity reports for the first quarter 1978 of Bell of
Pennsylvania revealed no reported deficiencies.

OVERALL PROFILE PERFORMANCE

The percent gains reported below occurred in the face
of a general decline of the total number of employees at
Bell of Pennsylvania.

Female participation has increased in AAJC 1 (1.1 to
4.7), AAJC 2 (9.6 to 14.4) and AAJC 3 (20.7 to 27.4). Like-
wise female participation increased in AAJC 6 (.1 to .3),



AAJC 7 (2.0 to 5.0), AAJC 9 (.14 to 1.76) and AAJC 10 (16.6
to 35.6).*

Male participation increased in AAJC 11 (1.4 to 11.3),
AAJC 12 (.29 to 8.88), AAJC 13 (2.8 to 9.8), and AAJC 14
(3.3 to 6.7)..

CONCLUSION

Bell of Pennsylvania has met its targets and should
be found in substantial compliance with the consent decree.

*/ The parenthetical numbers are percentages within the
Identified AAJC.
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Compliance Report on Chesapeake and Potomac Telephone Company
of Maryland Pursuant to AT&T Consent Decree

Prepared by:	 James P. Scanlan, Attorney;
Kathleen A. McMillan,
Social Science Research Specialist;
Thomas L. Douglass,
Equal Opportunity Specialist

Equal Employment Opportunity
Commission

INTRODUCTION

The compliance review of Chesapeake and Potomac Telephone
Company of Maryland was conducted at its headquarters in Balti-
more, Maryland on September 25-27, 1978. C&P of Maryland has
four establishments and serves the State of Maryland except for
certain areas of suburban Washington, D.C. The only minority
group constituting more than 2% of the labor market from which
C&P Maryland draws its employees is Blacks, at 19.7%. During
tne period of tne Consent Decree for which information was
available at the time of the review, the company's total
employment declined by 7.9%, decreasing from 11,198 employees
(in AAJC's 2 - 15) on December 31, 1972 to 10,318 employees
employees (in AAJC's 2 - 15) on June 30, 1978.

TARGET PERFORMANCE

C&P of Maryland met its intermediate targets for 1976 and
1977 and, at the time of the review, was meeting its interme-
diate targets for 1978. 1/

Cnesapeake and Potomac Telephone Company Headquarters
established the pooling structure for all four C&P companies,
including Maryland, and established one set of targets for all
tour companies in AAJC 1. One set of targets was established

1/ C&P Maryland nad been found in compliance in the 1974
review and, accordingly, had no Supplemental Order defi-
ciencies to eliminate.
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for all four C&P Maryland establishments in AAJC 2. We found
nothing in the target-setting procedure as it pertained to C&P
Maryland to which we could appropriately object at this time. 2/

OVERALL PROGRESS

A significant obstacle to elimination of underutilization
of targeted groups was the fact that C&P Maryland experienced a
7.9% decline in total employment between December 31, 1972, and
June 30, 1978. Nevertheless, there were instances of notable
progress for certain groups. 3/ Women made substantial progress
in second-level management (AAJC 2), increasing from 8.0% (36)
to 16.5% (75), even though this entire classification increased
by only 5 persons (451 to 456). They also increased from 11.5%
(9 of 78) to 34.0% (36 of 106) in the sales classification
(AAJC 5). Women increased from 0.2% (2 of 879) to 4.1% (41 of
990) in the semi-skilled outside crafts (AAJC 9). As with other
Bell System operating companies, a high female loss rate, partic-
ularly in the earlier years of the Consent Decree, somewhat
diminished overall progress. (It appears that the company is
making every effort to correct this situation.) Female progress
in skilled outside crafts (AAJC 6) was neglible -- from 0% (0 of
1100) to 0.2% (2 of 1137) -- primarily because the female targets
in AAJC 6 were low, due to the fact that only AAJC 9 was included
in the relevant employee pool. There was notable advancement for
females in semi-skilled inside crafts (AAJC 10) -- from 19.5% (30
of 154) to 40.6% (110 of 271); and females increased from 4.6%

2/ The only aspect of the target-setting procedure left to the
discretion of C&P Maryland was the projection of the propor-
tion of anticipated opportunities to be filled by hires.
Because of the difference between the minority composition of
the relevant employee pool and the minority composition of
the external labor market at certain establishments, this
projection could materially affect targets. However, we found
no aspect of the projections with which we could take
exception.

3/ The following references to increases for targeted
groups pertain to the period between December 31, 1972
and June 30, 1978, as indicated on the attached chart.



(52 of 1125) to 7.3% (86 of 1185) in skilled inside crafts
(AAJC 7). 4/

Males made progress in the three clerical classifications.
They increased from 1.0% (13 of 1313) to 4.7% (72 of 1518) in
skilled clerical (AAJC 11) and from 0.8% (7 of 923) to 3.9%
(37 of 989) in semi-skilled clerical (AAJC 12). An increase
from 3.0% (25 of 847) to 10.7% (56 of 525) in entry-level
clerical (AAJC 13) was very significant in light of the sub-
stantial decrease of total employment in this classification.
The male increase was also significant in the operator
classification (AAJC 14) -- from 0.2% (5 of 2094) to 6.0% (73
of 1227) -- if viewed in light of the 41% reduction in this
classification.

Black males increased from 1.1% (5 of 451) to 2.4% (11 of
456) in second-level management (AAJC 2), and from 2.3% (33 of
1455) to 3.5% (55 of 1586) in first-level management (AAJC 3).
Their most notable progress was in skilled outside crafts (AAJC
6), where they increased from 1.2% (13 of 1100) to 4.0% (46 of
1137). They remained at 10.9% (96 of 879 in 1972; 108 of 990
in 1978) in semi-skilled outside crafts (AAJC 9). 5/ Black males
increased from 3.2% (36 of 1125) to 5.1% (60 of 1185) in skilled
inside crafts (AAJC 7), a fairly substantial increase in view of
the limited growth in this classification. Already at 30.5% (47
of 154) in 1973, their representation increased negligibly in
semi-skilled inside crafts (AAJC 10) -- to 30.6% (83 of 271).

Black women increased from 0.2% (1 of 451) to 1.3% (6 of
456) in second-level management (AAJC 2), and from 3.4% (50 of
1455) to 5.4% (85 of 1586) in first-level management (AAJC 3).
Black women made substantial gains in the clerical categories,
particularly in the skilled (AAJC 11) and semi-skilled
(AAJC 12) classifications, increasing from 12.8% (168 of 1313)
to 19.2% (292 of 1518) in AAJC 11, and from 20.0% (185 of 923)
to 25.4% (251 of 989) in AAJC 12. At the end of 1977 black
women were above ultimate goal at two establishments in AAJC's
11-14.

4/ At the end of 1977 white women had reached ultimate goal
in AAJC 3 in one establishment, and in AAJC's 5 and 10
in two establishments.

5/ The situation in AAJC 9 must be appraised in light of the
slack male movement into AAJC 6, much of which would come
from AAJC 9 and accordingly affect the profile in that AAJC.
The same observation applies to AAJC's 10 and 7.
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CONCLUSION

We believe that Chesapeake and Potomac Telephone Compan y of
Maryland has substantially complied with its obligations under
the Consent Decree.



Operating Company: Chesapeake Potimac Telephoneand MaylandofCompany

MEN WOMEN

TOTAL WHITETOTAL BLACK TOTAL WILLTE BLACK

# #% #% #8 #8 %

12/31/721AAJC
-

6/30/78

3612/31/72 7.8 15 .23590.9 1.14154512 410AAJC 8.092.0

1.34566/30/78 81.1381 37083.5 16.5 15.211 2,4 75 669

3.450761.7 508631455 59.3 34,912/31/72 898 557 38.33 2.3AAJC 33

508 5.46/30/78 37.41586 62.6 853.5 32,0593935 5558.9993

34 9.9320 28693.03.512127.0 83.13.512/31/72 243444AAJC

95,1 149 81.06/30/78 175 14.12.24.9184 2.7 265 49

9 11,5 0688.5 07.769 63 11.5 912/31/72 78 80.85AAJC

7.536106 7.56/30/78 70 66.0 8 26.534.058.562 28 8

12/31/72 100.01100 1398.86 10871100 0001.2 0 00AAJC

1137 1135 99.8 0.26/30/78 0.295.81089 00246 24.0

for(Fiqures ("AI/AN"),Hispanics, Indians Nativesand AlaskanAmerican

and ("A/PI")andAsian 4-6.)Pacific Islanders at pagesare
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Operating Company: Chesapeake and Potamac Telephone of MarylandCompany

MEN WOMEN

TOTAL TOTAL WHITE BLACK WHITETOTAL BLACK

# - # of - of -

112/31/72 0.14.55195.4 4.6521073 92.2 3.210371125 367MJC

0.46.9 48287.66/30/78 92.7 1039 5.1 8660 7.310991185

00036.412/31/72 206 63.6131 0206 100.0 00758AAJC

0.110.110.2210.99699.812/31/72 88.8780879 8779AAJC

0.993.2324.110.9 4184.8 10895.9 8399496/30/78 990

2.6416.92619.53030.550.080.5 477712/31/72 12415410AAJC

8.82431.08440.611028.8 30.6161 59.4 78 836/30/78 271

12.81681129 86.01300 99.01.0 0.20.812/31/72 1013 3131311AAJC

19.22921152 75.995.314461.072 156/30/78 4.7 571518 3.7

20.079.1 18573099.29160.20.8 5 20.6712/31/72 92312AAJC

3.939 3.26/30/78 989 32 0.77 25170.6 25.4950 96.1 698
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Chesapeake ofTelephone Marylandand Potomac CompanyOperating Company:

MEN WOMEN

TOTAL TOTAL WHITE TOTAL WHITEBLACK BLACK

# #% % ## 8 8 # of

26,322370.659897.08221.225 101.8153.084712/31/7213AAJC

29.115360.031589.34693.41856 3710.7 7.16/30/78 525

31.065068.5143499.820890.2410.25209412/31/72 0.014AAJC

30.437363.57791154 94.016 1.34.7576.07312276/30/78

7.9189.2 1.332172.917.5 1674090.812/31/72 20822915AAJC

10.4159.720.1 1461.1 298818.82779.91156/30/78 144

11.9133542.955.0 480961544,550945.0 40.54531504412/31/72 11,1982-15AAJC

12.1124637.9391250.15166519 5.0462749.9 44.851526/30/78 10,318
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Operating Company: Chesapeake and Telephone ofPotomac MarylandCompany

WOMENMEN

A/PIAI/ANHISP.A/P1AI/ANIIISP.
4 8# 8# CPOP#8## %

12/31/721AAJC

6/30/78

12/31/722AAJC

6/30/78

2 0.1
12/31/723AAJC

1 0.1 0.12
6/30/78

12/31/724AAJC

6/30/78

12/31/725AAJC

6/30/78

12/31/726AAJC

6/30/78
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Company:Operating MarylandofandChesapeake TelephonePotomac Company

MEN WOMEN

A/PIAI/ANHISP.A/P1AI/ANHISP.

a# as* =# ==9## 8

12/31/727AAJC

6/30/78

12/31/728AAJC

12/31/729AAJC 1 0.1

6/30/78 0.22

12/31/7210AAJC

0.411 0.46/30/78

0.212/31/7211AAJC 21 0.

1 0.10.11
6/30/78

1 0.1
12/31/7812AAJC

1 0.1
6/30/78
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Company:Operating
Chesapeake and MarylandTelephonePotomac Company of

MI:N WOMEN

HISP.A/PI AI/ANAI/AN A/PIHTSP.

"# #44 # ?. ?% R==

12/31/7213AAJC 1 0.1

0.21
6/30/78 0.21

0.0412/31/7214AAJC 4 0.2 1

0.226/30/78

12/31/7215AAJC 1 0.4

6/30/78

0.04; 512/31/72Total 5 0.04 0.04

(AAJC's 2-15%/30/78 0.04 0.0330.041 50.045
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Compliance Report on Chesapeake and Potomac Telephone Company
of West Virginia Pursuant to AT&T Consent Decree

Prepared by: James P. Scanlan, Attorney;
Kathleen A. McMillan, Social Science
Research Specialist; Thomas L. Douglass,
Equal Opportunity Specialist,

Equal Employment Opportunity Commission

INTRODUCTION

The compliance review of Chesapeake and Potomac Telephone
Company of West Virginia was conducted at its head quarters in
Cnarleston, West Virginia on September 13-14, 1978. C&P of West
Virginia has only one establishment 1/ and serves most of the state
of West Virginia. The only minority group comprising more than
2% of tne labor market from which C&P of West Virginia draws its
employees is Blacks, at 3.12%. During the period of the Consent
Decree for which information was available at the time of the
review, C&P of West Virginia's total employment grew by 3.0%,
increasing from 5,160 employees (AAJC's 2-15) on December 31,
1972 to 5,314 employees (AAJC's 2-15) on March 31, 1978.

TARGET PERFORMANCE

The company met its intermediate targets for 1976 and 1977
and, at the time of tne review, was meeting its intermediate
targets for 1978. 2/

Chesapeake and Potomac Telephone Headquarters established
tne pooling structure for all four C & P Companies, including
west Virginia, and established one set of targets for all four
companies in AAJC 1. The only aspect of target-setting left to
the discretion of C & P West Virginia was the projection of the
Proportion of anticipated vacancies to be filled by hires. We
found nothing in the target-setting procedure as it pertained to
C & P West Virginia to which we could appropriately object at
tnis time.

1/ Originally C & P of West Virginia had four establishments.
In 1977, with government consent, they were merged into one.

2/ C & P West Virginia had been found in compliance in the
1974 review and, accordingly, had no deficiencies to
eliminate.



OVERALL PROGRESS

A major obstacle to substantial advancement of underutilized
groups was the small growth of the company during the term of
the Consent Decree. Opportunities were very limited through
1976. Recently, however, opportunities have increased markedly,
particularly in the outside crafts, due to the substantial service
growth in coal mining areas.

There was notable progress for females in second-level
management (AAJC 2), 3/ as their representation increased from
7.6% (20) to 15.5% (39), even though the total number of persons
in this AAJC declined by 4.6% (263 to 251). In semi-skilled
outside crafts (AAJC 9) women increased from 0.2% (1) to 4.9% (31)
of that total, even though the classification decreased by 1.4%
(648 to 639). 4/ Female movement into skilled outside crafts (AA
JC 6) was very limited -- from 0% (0 of 402) to 0.6% (3 of 496) --
primarily because the female targets for AAJC 6 were so low
(since only AAJC 9 was included in the relevant employee
pool for AAJC 6). Women increased very substantially in
semi-skilled inside crafts (AAJC 10) -- from 16.2% (6) to
35.4% (29) -- while the classification grew from 37 to 82. 5/
The female growth in skilled inside crafts (AAJC 7) -- from
7.8% (30) to 11.1% (50) -- was notable in light of the fact
that this AAJC increased by only 64 persons (386 to 450).

3/ The following references to increases for targeted groups
pertain to the period between December 31, 1972 and March
31, 1978, as indicated on the attached chart.

4/ Progress in this category was reduced somewhat by the high
loss rate for women, particularly in the earlier years of
the Consent Decree. There are indications that the female
loss rate has been reduced in recent years. Interviews with
company officials and women who were successful and unsuc-
cessful in the crafts gave us the impression that, while
problems remain, C & P West Virginia is attempting to do
everything in its power to see that women perform
successfully on the job.

5/ Most of the increase in total employees in this AAJC is
actually the result of redistribution of job titles in
AAJC 8. See Represcription Memorandum ¶2. Excluding the
effect of the redistribution, the female representational
increase was somewhat higher than that shown above.
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Males showed modest increases in the clerical cate g ories --
increasing from 0% (0 of 444) to 1.2% (7 of 605) in skilled
clerical (AAJC 11); from 0.6% (2 of 359) to 4.5% (19 of 445) in
semi-skilled clerical (AAJC 12); and from 1.0% (5 of 499) to
3.9% (11 of 285) in entry level clerical (AAJC 13). They had
more substantial increases in the operator classification
(AAJC 14) -- from 0.7% (8 of 1094) to 9.5% (104 of 1094).

Black males are at ultimate goal in AAJC's 3, 6, 7, 9,
10, 14 and 15, and black females are at ultimate goal in
AAJC's 10, 11, 12, 13, 14 and 15. Black males, already at
ultimate goal in 1973 (considered on the combined establish-
ment basis), had significant increases in skilled outside
crafts (AAJC 6) -- from 2.2% (9 of 402) to 3.4% (17 of 496). 6/

There are still no black females among the 251 persons
in AAJC 2. However, black females did increase their re presen-
tation in AAJC 3 from 0.4% (3 of 757) to 1.1% (9 of 835),
which is some progress toward their ultimate goal figure of
1.6%. Black females made notable progress in the three clerical
classifications where their ultimate goal figure was 3.2%.
In skilled clerical (AAJC 11) they increased from 2.5% (11
of 444) to 3.8% (23 of 605); in semi-skilled clerical (AAJC
12) they increased from 2.2% (8 of 359) to 4.5% (21 of 445);
and in entry level clerical they increased from 6.6% (33 of
499) to 8.1% (23 of 285). Black females declined from 6.9%

(60 of 1094) in the operator classifi-

CONCLUSION

We believe that Chesapeake and Potomac Tele phone Company
of West Virginia has substantially com plied with its obligations
under the Consent Decree.

6/ What appears to be a substantial black male increase
in semi-skilled inside crafts (AAJC 10) -- from 8.1%
(3 of 37) to 31.7% (26 of 82) -- is actually a result of
the redistribution of the skilled services classifica-
tion (AAJC 8).

(76 of 1094) to	 5.5%
cation (AAJC 14).
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Virigniaof WestCompanyTelephoneand PotomacOperating ChesapeakeCompany:

WOMENMEN

BLACKWHITETOTALBLACKWHITETOTAL TOTAL

# -# do# OP# %#do

12/31/72 961AAJC 95 9599.0 199.0 1.000 1 1.0 0 0

3/31/78

92.4243263 240 7.61972AAJC 7.62 91.3 1.1 203 20 0 o

83.784.51978 .8251 15.5212 15.5210 2 39 39 o o

528 69.7 508 67.1 2.6757 226AAJC 19723 .422920 30.3 29.9 3

64.88351978 541559 276 2672.218 33.1 32.0 1.1966.9

11 88.716 126 85.216142 5121 3.51972 11.3 11.3AAJC 0 0

1978 11.4 88 11.4 88.662 60 85.770 0 2.90 2

5.6 5.61 094.418 94.4 05 1972 17AAJC 117 00

8868,0 68.01978 25 1717 32.0 32.0 00 00

6 97.81972AAJC 402 1,02 0100.0 0 000 02.2393 9

3.4 .6 .61978 1,96 96.047699.4493 17 0 033
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Virginiaof WestCompanyTelephoneandChesapeake PotomacOperating Company:

WOMENMEN

BLACKWHITETOTALBLACKTOTAL WHITETOTAL

dip## do## %8#%

7.87.8 00304 1.0 30352 91.235638612/31/72 92.27AAJC

011.150 050 11.1687.6 1.339488.94003/31/78 450

3.8 03.8 0251.9 244.2 2796.212/31/72 50 23528AAJC

64819729 647AAJC 99.8 0,2 0,21 0627 3.1 196.8 20 0

6391978 4.595.1 0.3608 92.8 31593 2292.3 4,915

197210AAJC 37 83.831 28 16,2 0 075.7 3 68.1 616,2

82 1,21978 27 31.7 292653 164.6 35.4 34,232.9 28

11 1972AAJC 2.5444 444 100.0 97,500 1100 0 4330

1978 605 1.2 3,8231.2 0 98.87 95.057559807

12 1972 2.2359AAJC 3492 97.2.62 .6 357 899.400

445 95.5 21 4,74,5 40419 4.320 4251 0.2 90.8
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VirginiaofOperating Company: and Telephone WestPotomacChesapeake Company

WOMENMEN

WHITE BLACKTOTALBLACKTOTAL WHITETOTAL

# # -%do# do #* #

92,499.012/31/72 461499 6,61.0 4945 5 0 331.013 0AAJC

3.23/31/78 96.1274 23285 251 8,188,13.911 0.79 2

814 92.31086 6.91972 1010 7611094 99,30.10.7 7AAJC 0,6

* **
90.5 5.59299.5 0.5 990 84.91978 104 609.0 51094 98

1972 36 61.0 2315 59 23 18.639.0 39.022.0 11 1213 20.3

16 24.3 56.8 15 40.59 21 16.218.943.2 637 7

2.951.826712819 54.643.422412341 45.4 1481972 1.92-15 5160 100AAJC

*'***

2.814750.0265852.81978 28061.99945.347.2 240825085314

Includes 1 Hispanic (0.1%)*

Includes Hispanic1 (0.1%)**

3 of 3Page(0.02%)Hispanic1Includes***

(0.02%)Hispanic1Includes*



Compliance Report on Cincinnati Bell, Inc., Pursuant to
AT&T Consent Decree

Prepared by: James P. Scanlan, Attorney;
Kathleen A. McMillan, Social Science
Research Specialist, Thomas L. Douglass,
Equal Opportunity Specialist,

Equal Employment Opportunity
Commission

INTRODUCTION

The compliance review of Cincinnati Bell, Inc. was conducted
at its headquarters in Cincinnati, Ohio on September 11 and 12,
1978. Cincinnati Bell has one estaolishment and serves the
Cincinnati area. The only minority grou p which comprises more
than 2% of the labor market from wnich Cincinnati Bell draws
its employees is Blacks, at 10.2%. During the period of the
Consent Decree for which information was available at the time
of the review, Cincinnati Bell experienced a 1.9% decline in
total employment, decreasing from 5,234 employees on December 31,
1972 to 5,136 employees on June 30, 1978.

TARGET PERFORMANCE

Cincinnati Bell met its intermediate targets for 1976
and 1977, and, at the time of the review, was meeting its
intermediate targets for 1978. 1/ There were only occasional
significant upward or downward movements of targets, and there
was nothing in the target-setting procedure to which we could
appropriately object at this time.

1/ Cincinnati Bell had eliminated its four Supplemental Order
deficiencies by the end of the pre-carry forward period
(October 22, 1976; see Supplemental Order, Part I,
Section B).



OVERALL PROGRESS

Cincinnati Bell is another company where an overall decline
in the workforce has been an obstacle to advancement of targeted
groups. Still, gains of certain groups were significant. Women
made only modest progress in second level management (AAJC 2),
increasing from 9.3% (23 of 247) to 13.4% (48 of 359), 	 2/ even
though the classification grew substantially. This was because
the targets were comparatively low since the female composition
of first level management (AAJC 3) was low for most of the
Consent Decree period. Women did, however, show a very substantial
improvement in AAJC 3 -- up to 21.5% (123 of 571) -- a classifi-
cation in which they had an extremely low representation -- 13.0%
(84 of 646) -- in 1972. In semi-skilled outside crafts (AAJC 9),
which declined by 40%, females increased from 0.4% (2 of 521)
to 4.5% (14 of 310). 3/ Females also had a very small gain in
skilled outside crafts (AAJC 6) -- from 0% (0 of 288) to
1.0% (6 of 559). They had a marked increased in semi-skilled inside
crafts (AAJC 10) -- from the very low 12.9% (11 of 85) to 25.8%
(40 of 155). On the chart there appears a notable female
increasae in skilled inside crafts (AAJC 7) from 0% (0 of 418)
to 8.3% (42 of 504). However, this increase was in fact largely
clue to the reclassification of a large number of positions from
AAJC's 4 and 11 to AAJC 7 in 1973, pursuant to a reevaluation of
positions for affirmative action program purposes. Thus, at
the end of 1973, although females received only six opportuni-
ties in AAJC 7 in that year, their representation in that AAJC
had grown to 6.7% (36 of 534).

2/ Tnis and the subsequent references to profile changes per-__
tain to the period from December 31, 1972 until June 30,
1978, as illustrated on the attached chart.

3/ Because of the reclassification of 162 persons in AAJC 9 to
AAJC 6 in 1977, both the overall decline in the classifi-
cation and the increase in the female representation are
less significant than they appear.
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Already at 12.9% (119 of 925) and 9.7% (36 of 373) in AAJC's
11 and 12, men showed only small increases in these AAJC's --
respectively, to 13.1% (122 of 934) 4/ and 11.0% (38 of 347).
But tney made substantial gains in the entry clerical and
operator classifications (AAJC's 13 and 14) -- respectively, from
5.0% (8 of 159) to 18.9% (28 of 148), and from 1.2% (10 of 861)
to 13.4% (75 of 558).

Black men made small gains in the management classifications
(AAJC's 1-3) -- increasing from 1.2% (12 of 1021) to 1.8% (19 of
1052) for the three AAJC's combined. They increased from 3.6%
(19 of 521) to 5.5% (17 of 310) in AAJC 9,	 5/ and had a small
increase in AAJC 6 -- from 1.8% (7 of 288) to 2.9% (16 of 559).
Already at ultimate goal in AAJC 10 in 1972, they still registered
a sizeable increase -- from 8.2% (7 of 85) to 13.5% (21 of 155).
However, black males declined in AAJC 7 -- from 2.2% (9 of 418)
to 1.8% (9 of 504), although this appears to be essentially
a result of the previously mentioned reclassification of positions
from AAJC's 4 and 11 to AAJC 7; which left the black male repre-
sentation in AAJC 7 at 1.5% (8 of 534) at the end of 1973.

There is still only one black female in AAJC 2 (of 359) and
none in AAJC 1 (of 122). Black females did grow from 0.5% (3 of
646) to 1.9% (11 of 571) in AAJC 3. They experienced notable
growth in AAJC's 11 and 12 -- respectively, from 6.1% (56 of 925)
to 13.3% (124 of 934), and from 11.0% (41 of 373) to 22.5% (78
of 347) -- and a slight increase in AAJC 13 -- from 20.1% (32 of
159) to 21.6% (32 of 148). Black females showed a small decline
in AAJC 14 -- from 24.4% (210 of 861) to 20.7% (115 of 558).

CONCLUSION

We believe that Cincinnati Bell has substantially complied
with its obligations under the Consent Decree.

4/ Actually, because of the reclassification of positions
from AAJC 11 to AAJC 7 referred to earlier, the male
representation in AAJC 11 declined to 8.8% (71 of 811) at
the end of 1973; hence, there was actually a more signifi-
cant male representational increase in AAJC 11 than the
above figures indicate.

5/ As noted with respect to females, this percentage increase
is less significant than it would appear because of the
reclassification of 162 persons in AAJC 9 to AAJC 6.
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Operating Company: Cincinnati Inc.Bell,

MEN WOMEN

TOTAL TOTAL WHITE BLACK TOTAL WHITE BLACK

# % # #30 #% do # %

12/31/72 0.8124128 96.9125 2.32.3197.7 33 01 0AAJC

6/30/78 1.6 4.1 4.1594.395.9 5115122 117 2 0 0

12/3/72 0.889.922421.7 2 023222 090.7 9.323 9.32AAJC

*

6/30/78 4686.7 48 12.813.4306 85.2 1.4359 5 1311 0.3

**

8412/31/72 646 12.480562 85.6553 1.4 0.587.0 13.09 3AAJC 3

***

6/30/78 448 1136 76.4 19.421.5571 111 1178.5 1.912312 2.1

12/31/72 62.1 1874 36.3 59.01.65115 10197120 37.9AAJC 3.2317

6/30/78 57.6453 6.011 234261 51.742.4 27192 177 39.1 3.1

12/31/72 1142.9 45 42.9 57.157.10AAJC 7 3 0003

6/30/78 1 100.0 100.01 1 0 00 0 00 00

12/31/72 1.8288 281 98.22886 00 000100.0 7 0AAJC

6/30/78 698.9 51696.1559 537 0.9553 1.12.9 0.21

1.Includes (0.3%)Other* Minority
Includes 1 Other (0.2%)Minority

*** 1Includes (0.2%)Other Minority
of 3Pagel(0.2%)MinorityOther1Includes*'



Operating Company: Bell,Cincinnati Inc.

MEN WOMEN

TOTAL TOTAL WHITE BLACK TOTAL WHITE BLACK

# # #000 #9. % % # #8 of

12/31/72 418 409418 97.8 C- 0100.0 2.2 097AAJC 0 0

0.848.31,62 42 386/30/78 7.51.8453 89.9504 91.7 9

*

93.0 1.614 5.581.3 212/31/72 79 7.010.91048 128 119AAJC

0.496.0 2299.612/31/72 519 500 19521 3.69AAJC 0.4 00

14 4.194.55.5 13 16/30/78 296 0.395.5 1790.0279310

11.867 8.278.887.112/31/72 1.212.9 111 1085 74 710AAJC

**

4.525.86/30/78 4060.0 21.3 713.5 3321155 9374.2115

6.187.1 81.1806 5612/31/72 8 7500.1925 12.0111119 12.911AAJC

68886.9 1248126/30/78 10.8 13.373.7934 2.213.1 101 21122

4179.4296 11.012/31/72 90.33636 3379.7 09.7 037312AAJC

78 22.566.389.086/30/78 8.7 23038 2.3347 30911.0 30

1* Includes Other Minority (0.8%)
Includes 1 MinorityOther (0.6%)

(0.3%)Other Minority1Includes*** of 3Page 2



Cincinnati Bell Inc.Operating Company:

MEN WOMEN

BLACKWHITETOTAL TOTALTOTAL WHITE BLACK

8## 8# # #% %%

74.8 20.13295.0151 1193.8 1.36812/31/72 5.0 215913AAJC

21.688 59.581.1 3212016.9 2.018.92811186/30/78 25 3

*

24.463998.8851 74.2 2100.111.086112/31/72 1.2 91014AAJC

65.8368 115 20.786.648318 3.213.4 57 10.26/30/78 558 75

5.336 27.532.8 74319.82647.36267.28812/31/72 13115AAJC

6 5.228.73333.911,53.9 3912.26266.1766/30/78 115

6.93621,8.2 41.2215625212.149.751.8 2602 1105234 271312/31/72Total

40736.8 7.9189244.8160 23023.152.0267255.2283451366/30/78

Includes* 2 (0.2%)Other Minorities
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Compliance Report on Illinois Bell Telephone Company
Pursuant to the AT&T Consent Decree

Prepared By:	 Robbie Dix
Francis Ridley
Enoch Perry, III
Dora Flores

Equal Employment Opportunity
Commission

and

Office of Federal Contract Compliance
Programs

Department of Labor

INTRODUCTION 

An on-site review of Illinois Bell was conducted in
Chicago from August 21, 1978 through August 24, 1978,
Illinois Bell is headquartered in Chicago, Illinois and
is divided into nine (9) establishments. Illinois Bell
establishments are organized on functional-geographical
lines in a manner similar to that of Pacific Telephone.
As of December 31, 1977, Illinois Bell employed 37,184
people. This respresents a decline of 3,902 employees.

TARGET PERFORMANCE

Generally, Illinois Bell met its intermediate targets.
On a corporate basis, Illinois Bell reported two (2) net
deficiencies in 1977: the company missed one white female
in AAJC 2 and one (1) black female in AAJC 10. 1/

OVERALL PERFORMANCE

Female participation increased in AAJC 1 (2.43 to 4.30),
AAJC 2 (12.43 to 16.84), and AAJC 3 (26.93 to 31.07). In
the non-traditional female craft jobs, females increased.
AAJC 6 (.04 to .55), AAJC 7 (1.4 to 7.12), AAJC 9 (,54 to
4.92) and AAJC 10 (26.09 to 42.08). Male participation
increased in AAJC 12 (.75 to 7.69), AAJC 13 (5.12 to

1/ Black female miss attributed to 85-90 rule. The
white female deficiency was cleared in the first
quarter of 1978.



16.50), and AAJC 14 (2.07 to 7.37) and decreased in AAJC11
(30.19 to 24.57). Black and Hispanic male participation
increased (3.85 to 4.59) and (.5 to .96) respectively. Black
female and Hispanic female participation increased from
(9.6 to 11.36) and (.8 to 1.65) respectively. Black females
represent 5.35 in AAJC 3 and .12 in AAJC 1. While Black males
represent 4.127 in AAJC 3 and 1.8670 in AAJC1. The black
male representation in the traditionally semi-skilled jobs
(9 & 10) is decreasing. The decline may be explained or
offset by the slight gains in the skilled craft jobs.

The protected class gains in the managerial profile
were attained in the face of a reported 3% decline in the
Illinois Bell managerial job classes. The redistributions
and profile increases occurred in the face of an overall 9.5%
decrease in the workforce.

CONCLUSION

Illinois Bell substantially met its targets and there-
fore should be found in compliance with the Decree.
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Compliance Report on Indiana Bell Telephone and Telegraph
Company Pursuant to AT&T Consent Decree

Prepared By: Robbie Dix, Attorney;
Francis Ridley, Attorney;
Enoch Perry, III, Attorney;
Dora E. Flores? Attorney

Equal Employment Opportunity
Commission

and

Office of Federal Contract
Compliance, Department of

Labor

INTRODUCTION

Indiana Bell was visited at Indianapolis, Indiana on
September 18, 19, 20 and 21, 1978. For consent decree
purposes, Indiana Bell is divided into three establishments
The Corripany employed 11,064 people at the end of December
19 7 7. Minority goals were established only for Blacks,
other minoirties fell under the 2% rule. Indiana Bell's
workforce increased by 632 employees between 1972 and 1977.

TARGET PERFORMANCE

Indiana Bell . substantially met the targets established
pursuant to the consent decree.

OVERALL PERFORMANCE

During the term of the decree Indiana Bell reported
an overall increase of 6% in the number of employees.

Female participation increased in AAJC 1 (2.27 to 4.90),
AAJC 2 (8.73 to 13.96), and AAJC 3 (11.91 to 26.43). During
the term of the decree these classifications grew in the
number of employees. Female participation increased in
AAJC 6 (0. - .42), AAJC 7 (.9 to 4.39), AAJC 9 (.16 to 2.78)
and AAJC 10 (16.81 to 35.65).

*/ When the employees Indiana Bell received from Illinois Bell
(NW area) are added, Indiana Bell's workforce has in fact
declined. Indiana Bell received 1125 employees from Illinois
Bell in 1976.



Male participation increased in AAJC 11 (5.53 to 8.70),
AAJC 12 (2.05 to 8.32), AAJC 13 (5.73 to 12.40) and AAJC 14
(.82 to 5.44).

Overall black participation at Indiana Bell increased
from 7.8 to 9.5, the most significant increase was black
females (1.6). Black males increased in AAJC 1 (0 to .81),
AAJC 2 (.36 to 1.53) and AAJC 3 (2.83 to 2.92). Black
males increased in AAJC 6 (1.91 to 3.01), AAJC 7 (3.59 to
4.00), and AAJC 10 (27.44 to 28.70) and decreased in AAJC 9
(8.39 to 6.22).

CONCLUSION

Indiana Bell met its targets and is therefore in
compliance with the consent decree.
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Compliance Report on Mountain Bell Telephone Company
Pursuant to AT&T Consent Decree

Prepared by! James P. Scanlan, Attorney;
David W. Zugschwerdt, Assistant General
Counsel; Kathleen A. McMillan, Social
Science Research Specialist;
Thomas L. Douglass, Equal Opportunity
Specialist

Equal Employment Opportunity Commission

INTRODUCTION

The compliance review of Mountain Bell Telephone Company
was conducted at its corporate headquarters in Denver, Colorado
on August 14-16, 1978 and at the headquarters of its New Mexico
Establishment in Albuquerque, New Mexico on August 17-18, 1978.
Mountain Bell has fifteen establishments and serves an area
including Colorado, Arizona, New Mexico, Utah, Wyoming, Montana
Idaho, and part of West Texas. 1/ The only minority group
which comprises more than 2% of the total labor market for the
area from which Mountain Bell draws its employees is Hispanics,
at 13.77%. During the period of the Consent Decree for which
information was available, Mountain Bell's total workforce grew
by 17.2%,increasing from 35,840 in January 1, 1973 to 41.988
on April 30, 1978.

1/ There were originally 27 establishments. In 1974 and
1975, with government consent, multiple establishments
in New Mexico, Utah, Idaho, Wyoming and Montana were
merged into single statewide establishments. The current
fifteen establishments, with the representation in their
labor markets of minority groups above 2% are:

(Cont'd)



TARGET PERFORMANCE

Mountain Bell had two deficiencies in 1976 (an Asian female
in AAJC 11 in the Denver Establishment and an Hispanic female
in AAJC 15 in the Tucson Establishment); both occurred because
the establishments fell below ultimate goal for the particular
group in December, 1976, and did not discover the fact until
January, 1977. The company met all intermediate targets
at all establishments in 1977 and, at the time of the review,
was meeting its intermediate targets for all establishments
in 1978.	 2

Mountain Bell establishes one set of company-wide targets
for AAJC 1. This was also the practice for AAJC 2 through
1976; but, since 1977, targets for AAJC 2 have been established
for each of eight statewide areas. 3/ Targets for AAJC's 3-15
are established for each of the fifteen establishments.
Pooling configurations are determined individually for each
establishment. We found nothing in the target-setting pro-
cedures to which we could appropriately object at this time.

1/ Continued

Corporate (Denver), 9.6% Hispanic, 4.4% Black; Phoenix,
12.0% Hispanic, 2.7% Black; Tucson, 23.1% Hispanic,
5.3% American Indian, 2.2% Black; Boulder, 5.1% Hispanic;
Colorado Springs, 8.03% Hispanic, 2.6% Black; Denver,
9.6% Hispanic, 4.4% Black; Grand Junction, 7.8% Hispanic!
Greeley, 8.2% Hispanic; Pueblo, 24.2% Hispanic; Idaho,
2.1% Hispanic; Montana, 2.1% American Indian; New Mexico,
35.6% Hispanic, 4.8% American Indian; Utah. 3.7% Hispanic;
Wyoming, 4.5% Hispanic; and El Paso (Texas), 55.6% Hispanic
(1978 Utilization Analysis Figures).

2/ All of Mountain Bell's 313 Supplemental Order deficiencies
were cleared by the end of 1977.

3/ Minority groups comprising more than 2% of the relevant
labor markets for the Colorado (seven establishment)
Area are Hispanics, at 9.7%, and Blacks, at 3.6%;
for the Arizona (two establishment) Area the groups
are Hispanics, at 16.5%, and Blacks, at 2.6%.

2



OVERALL PROGRESS

Mountain Bell experienced substantial growth in the first
two years of the Consent Decree. That growth fell off in 1975
and 1976, but has recently resumed. Overall, there has been very
substantial growth from 1973 through April of 1978, particularly
if one focuses on AAJC's containing the more desirable positions.
For example, management (AAJC's 1-3) grew by 38% (from 7284 to
10,084); the skilled crafts (AAJC's 6 & 7) grew by 17%
(from 6300 to 7395); and skilled clerical (AAJC 11) grew by
67% (from 4789 to 8020). Thus, there were substantial opportu-
nities for improving the representation of underutilized groups
in desirable categories, although these prospects were somewhat
diminished by the fact that Mountain Bell took on many former
Bell System employees who had been laid off from other Bell
System operating companies. 4/

Women made substantial gains in AAJC's 1 and 2, increasing
from 0.6% (4 of 654) to 7.1% (55 of 774), and from 8.2% (149
of 1828) to 22.3% (539 of 2413), respectively. They also had a
significant representational increase in AAJC 3 -- from 31.0% (1487
of 4802) to 36.2% (2498 of 6897). Women increased from 0.4% (12
of 2871) to 5.9% (160 of 2726) in semi-skilled outside crafts
(AAJC 9), a notable increase in li g ht of the overall decline in
the category, although rather less than would have been the case
absent a high female loss rate. 5/ Women also increased from
0.9% (3 of 3234) to 4.9% (185 of 3782) in skilled outside crafts
(AAJC 6), a more significant increase than most companies, due
in part to the fact that most establishments included AAJC 10
in the pool and many included one or more of the overwhelmingly
female AAJC's 11-14. Consequently, AAJC 6 at Mountain Bell had
much higher female targets than was the case at other companies
which included only AAJC 9 in the pool. Women increased substan-
tially -- from 21.0% (123 of 586) to 38.7% (298 of 770) -- in
semi-skilled inside crafts (AAJC 10), and very significantly
in skilled inside crafts (AAJC 7) -- from 3.9% (121 of 3069) to
19.6% (746 of 3798). The size of the increase in AAJC 7 was
due both to the substantial growth in the category and the fact
that the pool for AAJC 7 at most establishments generally
included one or more of AAJC's 11-14.

4/ The employment of a person laid off from the same job
by another Bell System operating company was not counted
as an opportunity.

5/ As was the case with other Bell System operating companies,
Mountain Bell appeared to be making every effort to
correct the high loss problem.



Men made significant gains in all the clerical classifi-
cations (AAJC's 11-13), increasing from 4.4% (420 of 9599) to
14.2% (1785 of 12,590) for the three classifications combined.
Their representation also grew substantially in the operator
classification (AAJC 14), increasing from 2.1% (153 of 7410)
to 10.2% (651 of 6391).

Hispanic men showed a small increase in AAJC 1 -- from 0.5%
(3 of 654) to 1.4% (11 of 774) -- and more notable increases in
AAJC's 2 and 3 -- respectively, from 0.5% (9 of 1828) to 2.4%
(59 of 2413), and from 1.4% (66 of 4802) to 3.2% (224 of 6897).
In semi-skilled outside crafts (AAJC 9), Hispanic men had only a
very modest increase -- from 13.4% (385 of 2871) to 14.2% (387 of
2726). This was due to the low minority male targets for
AAJC 9 (because of the inclusion of the overwhelmingly female
AAJC's 11-14 in the pools at many establishments), as well as
the fact that Hispanic men are at ultimate goal in ten establish-
ments. 6/ In skilled outside crafts (AAJC 6), His panic men had a
more sUbstantial increase -- from 3.8% (123 of 3234) to 6.6% (251
of 3782). This increase would have been more significant except
for the inclusion of certain of the AAJC's 11-14 in many estab-
lishments, which, as noted, raised the female targets, but lowered
the minority male targets. Hispanic men experienced a sharp
decline in semi-skilled inside crafts (AAJC 10) -- from 17.4%
(102 of 586) to 10.0% (77 of 770) -- as the very high female
targets in this category caused all male groups to decline. _7/
However, Hispanic men did have a small increase in skilled inside
crafts (AAJC 7) -- from 3.1% (94 of 3069) to 4.6% (173 of 3789) --
an increase which would have been much larger but for the
inclusion of AAJC's 11-14 in the pool at various establishments,
which, as with AAJC 9, lowered the minority male targets as it
raised the female targets.

There are still only two (0.3 96) Hispanic women among the 774 indi-
viduals in AAJC 1. However, they did increase from 0.1% (2 of
1828) to 1.5% (36 of 2413) in AAJC 2 and from 1.3% (61 of 4802)
to 3.2% (222 of 6897) in AAJC 3. They had a marked increase in
skilled clerical (AAJC 11) -- from 6.8% (327 of 4789) to 10.7%
(859 of 8020) -- and a somewhat smaller increase in semi-skilled

6/ The modest increases and in some cases declines in the
representation of minority male g roups in the semi-skilled
crafts (AAJC's 9 and 10) must be appraised in li g ht of the
extent of the group's progress in the corresponding skilled
crafts (AAJC's 6 and 7). Movement of substantial numbers of
individuals into a skilled craft will necessarily im pact on
the group's representation in the semi-skilled craft from
which most of those individuals are drawn.

7/ Hispanic men were at ultimate goal at the end of 1977 at ten
of the fourteen establishments where AAJC 10 exists.



clerical (AAJC 12) -- from 13.1% (358 of 2742) to 16.3% (498 of
3058). At the end of 1977 Hispanic women were at ultimate goal in
AAJC 11 at twelve establishments and in AAJC 12 at fourteen estab-
lishments. In the entry clerical (AAJC 13) and operator (AAJC 14)
classifications, Hispanic women declined -- respectively, from
15.0% (311 of 2068) to 11.1% (168 of 1512), and from 13.4% (992 of
7410) to 12.6% (808 of 6391). Despite these declines, at the end
of 1977 Hispanic women were at ultimate goal in AAJC 13 at thir-
teen establishments and in AAJC 14 at nine establishments.

Black men increased from 0.5% (37 of 7284) to 0.8% (85 of
10084) in the management classifications (AAJC's 1-3),
progress which must be viewed in the context of Mountain Bell's
average of 0.93% black male ultimate goal in management. Black
males declined in AAJC 9 -- from 2.3% (67 of 2871) to 1.7% (47 of
2726) -- at least partly due to the inclusion of AAJC's 11-14 in
the pools for AAJC 9 at various establishments; 8/ and they
experienced a small increase in AAJC 6 -- from 0.9% (29 of 3234)
to 1.0% (37 of 3782). Like Hispanic men, black men had a signif-
icant decline in AAJC 10 -- from 6.3% (37 of 586) to 2.6% (20 of
770) -- while increasing slightly in AAJC 7 -- from 0.6% (17 of
3069) to 0.9% (33 of 3789).

There is still only one black woman (4,1%) of the 774 Persons
in AAJC 1. However. black women did increase from 0% (0 of 1829)
to 0.5% (12 of 2413) in AAJC 2 and from 0.7% (36 of 4802) to 1.0%
(72 of 6897) in AAJC 3. Black women showed small increases in
AAJC's 11 and 12 -- respectivel y , from 2.5% (119 of 4789) to 3.6%
(286 of 8020), and from 4.1% (112 of 2742) to 4.2% (129 of 3058)
-- and are at ultimate goal in each of these AAJC's at six estab-
lishments. Black women sustained a marked decline in AAJC 13 --
from 5.2% (107 of 2068) to 3.4% (51 of 1512) -- in which they
are at ultimate goal in six establishments; and they declined
slightly in AAJC 14 -- from 4.2% (308 of 7410) to 4.1% (264 of
6391) -- in which they are at ultimate goal at five establishments.

CONCLUSION

We beleive that Mountain Bell Telephone Company has sub-
stantially complied with its obligations under the Consent Decree.

8/ Black men are at ultimate goal in AAJC 9 in the metropolitan
centers of Denver, Phoenix and Tucson.
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0.84/30/78 6897 40734399 63.8 59.1 53 3.2224 2165 31.42498 36.2 72 1.04 222 3.2

0AAJC 012/31/72 471 517 123.6 2.5 1.14 96.4 0.4.454 445 94.5 1.12 5

4/30/78 81480 16.9 69 14.4 1.3 56 1.0 83.1399 72.7 5.42.713 26349

1.4424.1 21.6606712/31/725AAJC 3278 211 75.9 189 1.1 1968.0 6.8

3.1122.81148.719054.62134.1161.3539.515445.41773904/30/78

00000.130.133.829 12394.4 0.93054323112/31/72 3234 99.96AAJC

0.31104.5 01714.94/30/78 1856.63782 2511.03265 3786.395.13597

("AI/AN") and(Figures for of 6American 1Indians NativesAlaskanand Page



Operating Company: Mountain Bell Telephone Company

MEN
WOMEN

TOTAL WHITETOTAL BLACK HISPANIC TOTAL BLACKWHITE HISPANIC

# #% 8 OND #as ## % % 8 8

8 0.37 12/31/72 3.7113AAJC 3.93.1 1219428183069 96.1 91.8 172948 0.6 0 0

1

0.3 1.8681117.466119.67464.61734/30/78. 0.93374.0280980.430523798

0.517.78.2 141510.41976.512/31/72 140 03.8168 7 0183AAJC 8 91.8

0.0.0 100.4110.41213.43852.382.8 67237799.612/31/72 285928719AAJC

0.4100.15.45.914.2 1461603871.72095 4776.994.1 425664/30/78 2726

1.20.5 719.3113123 21.0 3102 17.452.7 6.337AAJC 30979.010 58612/31/72 463

4.01.4 311132.625138.729810.0772.62047.761.3 3674727704/30/78

6.83272.51193997 83.593.344680.5260.211283 5.96.732112/31/72 478911AAJC

10.7859286 3.668.984. 552567902.40.6 1914512.297515.3123080204/30/78

13.13584.11120.5 79.0216797.72678130.31.6 72.3 4364274212/31/7212MJC

16.3129 49865.8 4.2201387.92.1 26886316 0.512.1 287 9.43704/30/78 3058
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Operating Company: Mountain Bell Telephone Company.

MEN
WOMEN

TOTALTOTAL WHITE BLACK HISPANIC TOTAL BLACKWHITE HISPANIC

# % # #8 % # #% #% ##- 8 a

12/31/72 15.03115.22068 10713 75.8AAJC 156798.3203314 0.70.121,7 1835 0.9

-
4/30/78 1512 11.11683.45171A107987.8132736 2.40.59.2 813912.2185

13.44.2 99230879.7590597.90.2 72570.216 152.1 1.612115312/31/7214 7410AAJC

12.64.171.6 264 80845795740 89.80.4 1227.710.2 26494651 1.96391

4.236 3.32812.420.1 10617218.515810.212/31/72 8715 49.8426683 79.9AAJC 855

8.8864.24130.830144.64364/30/78 11.55.7 1125636.8977 541 36055.4

5.921052.072344.71603253.11904312/31/72 2.91046Totals 35840 15303 315 0.946.916797 42.7

6.82.2 283790641988 17970220744/30/78 52.6172741.817568 369 4.147.4 0.919914 42.8
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TelephoneBellMountain CompanyOperating Company:

WOMENMEN

AI/AN AI/AN A/PIA/PI

# -# of#% %

12/31/721AAJC 0.21

4/30/78 0.30.43 2

12/31/722AAJC 0.1211 0.110.6

4/30/78 0.1317 0.10.7 3

0.112/31/723 0.04211AAJC 0.040.2 62

0.30.5 180.3214/30/78 1336 0.2

0.4212/31/724AAJC

1.783 0.6
4/30/78 0.21

1.1312/31/725AAJC

14/30/78 0.3 1 0.3

0.2619 0.612/31/726AAJC

4/30/78 0.1336 1.0 8 0.2
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Operating Company: Mountain Bell Telephone Company

MEN WOMEN

AI/AN A/PI AI/AN A/PI
# other ## #or CP CAP

11 0.380.412/31/727AAJC

1 0.030.150.324 0.6 134/30/78

12/31/72AAJC 8
1.12

0.5131712/31/72 0.6AAJC 9

0.4101.0274/30/78

1.2712/31/7210AAJC 8 1.4

0.110.540.435 0.64/30/78

0.290.3160.02112/31/7211AAJC

0.8610.759130.1 0.264/30/78

0.92615 0.51 0.0412 12/31/72AAJC

0.7220.9260.1 0.034/30/78 3 1
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BellMountain TelephoneOperating Company: Company

MEN WOMEN

AI/AN A/PI AI/AN A/PI
# #do # #8 8 %

12/31/7213AAJC 0.81731 1.51 0.04

11 0.718 1.24/30/78 2 0.1

$

12/31/7214AAJC 14 0.20.5380.011

0.4251.00.1 640.14/30/78 45

12/31/7215AAJC 0.220.870.65

0.335 0.50.54/30/78 0.8 58:

0.2730.31100.212/31/72 0.187 46Total

0.41500.52110.4 78 0.21724/30/78
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Compliance Report on Pacific Telephone and Telegraph Pursuant
to the AT&T Consent Decree

Prepared By;	 Robbie Dix
Francis Ridley
Enoch Perry, III
Dora Flores

Equal Employment Opportunity Commission

and

Office of Federal Contract Compliance Programs
Department of Labor

INTRODUCTION

The review of Pacific Telephone and Telegraph was conducted
in San Francisco and Los Angeles California the week of
July 24, 1978. The entire group of personnel assigned to review
the Bell System operation attended the review with one or two
exceptions.

Pacific Telephone and Telegraph is divided into twenty-three*
(23) establishments for affirmative action purposes. As of
December 31, 1977, Pacific Telephone reported 92,930 employees.
Between December 31, 1972 and December 31, 1977, Pacific reported
a decline of 2,093 employees.

TARGET PERFORMANCE 

Pacific Telephone and Telegraph generally met its targets.
PT&T reported 64 net deficiencies in 1977 (on a corporate basis).
GSA's review of the establishment P & 0 reports submitted by the
revealed 106 gross deficiencies for the same period. The deficiencies
were predominately Hispanic Male and Hispanic female and Asian/
Pacific Islander females. All but 34 of the 1977 gross deficiencies
were attributable to the 85-90% rule.

For the quarter ending March 31, 1978, Pacific reported
35 deficiencies. They reported 6 Asian-Pacific Islander
deficiencies; 5 white female deficiencies (AAJC 2=1 and AAJC 3,2

*/ Reduced from 37 to 23 establishments in July 1978,



and 1 (-2); 4 Hispanic males (AAJC's 13, 7, and 3); 13 Hispanic
females (AAJC's 3, 11,&	 ; and 1 black female (AAJC1); 1 black
male (AAJC3). Generally the managerial deficiencies were the
result of inadequate pools coupled with unexpected demands. The
company did not report missing its Asian Pacific Islander females
target in AAJC 14 in Establishment 16 by 21. PT&T attributes
these misses to the 85-90 rule. PT&T actually incurred 56
deficiencies during the first quarter of 1978.

The deficiencies referred to above occurred in the face
of company wide allocations of 10,642 and 4865 reported opportuni-
ties during 1977 and the first quarter of 1978 respectively.

OVERALL PERFORMANCE 

Pacific Telephone and Telegraph's reported workforce declined
between December 31, 1972 and December 31, 1977 by approximately
2%.

During that period female participation increased in AAJC 1
(1.4 to 2.9), AAJC 2 (13.8 to 18.4), and AAJC 3 (40.5 to 42.6).
Females are gaining entry into the higher managerial job levels
(AAJC 1 & 2) while the AAJC's appear to be slightly decreasing.
Female participation has also increased in the non-traditional
craft jobs; AAJC 6 (0.1 to 4.1), AAJC 7 (3.1 to 10.4), AAJC 9
(1.1 to 7.8), AAJC 10 (27.4 to 57.1).

Minority male participation at the company has increased
from 5.9 to 8.8. Blacks and Hispanics represent the two largest
minority groups in the area. Black male participation increased
from 1.9 to 2.3 while Hispanic male participation increased from
2.9 to 4.6. Minority female participation increased from 13.4 to
16.7. Black females increased from 6.6 to 7.1 while Hispanic
females increased from 4.7 to 6.3.

Both minority males and females made progress in the manage-
ment ranks. The most "substantial" gains were made by Hispanic
males and females in AAJC 3; increases of 2.2 and 1.4 respectively.
Black and Hispanic male participation increased in AAJC 6 (2.7 to
3.9 and 4.5 to 8.3) respectively. AAJC 7 experienced an increase
of Black males from 3.9 to 4.7 and Hispanic males from 5.4 to 6.9.

Male participation increased in AAJC 11 (12.3 to 14.2), AAJC
12 (1.7 to 8.7), AAJC 13 (3.9 to 16.0) and AAJC 14 (2.7 to 10.7).

-2-



CONCLUSION

Although Pacific Telephone and Telegraph reported deficiencies
at the end of 1977 and the first quarter of 1978, the company
substantially met its targets and substantially complied with
the consent decree.



PACiFiC
1 of5

Males Females
TotalGrand Total

AAJC AsianMenTotal Am.Ind.Am.Ind. WomenAsian
Pac.Is.White HispanBlack Hispan. Al.Nat.Al.Nat. WhitePac.Is. Black

# 4 072 0Y 03 191397 1931378 2 01366

% 001.497.8 00.2 0.20.3 0.1 1.41.5 098.6

3 377 # 61310 /61244 3338 01272 /13

% 1.4 0.2 09.5 0.12.52.90.5 0.10.5 0.297.1 1.0

492372# 8105882 835 3762 5072 202711 757 22

To 0.4 0.10.5 0.30.662 0.083.7 12.90.286.2 1.3 13.8

2448244783 39451277 134 6952715863 50# 1080

% 0.481.6 0.80.918.4 0.16.3 16.20.477.0 0.72.31.2

72## 96723 311 3890387877844714185 50725738 221265177

% 0.70.335.814.9 40559.5 2.21.9 0.355.5 0.6 1.61.2

77 ##77 20046531115480 8883 7695 632 6362 53676597 502183

% 1.30.40.449.7 3.04.1 34.72.0 1.216.7 57.4 3.242.6



Pacific 2 of 5

Males Females
TotalGrand Total

MenTotal AsianAm.Ind. Am.Ind.WomenAsian

Pac.Is.White HispanBlack Hispan. Al.Nat.Al.Nat. WhitePac.Is. Black

3404 72# 40840 5843 7410/3 / 20/

% 2.4 4.00.699.6 87.9000.4 4.70.9 0.1 0.10.1

77# 455 33 9465034 596112645 /26

% 0 1.4 7.00.3 94.7 9.20.85.3 5.14.00.7 0.2 72.1

72# /745 026366 7 83025250283 /

% 0.30.4 0050 0.3 1.620.268.3 6.8 22.71.977.3

77# 3408 1497 16-021 0277 131236 /17

% 0.4 0 0.34.1 3.457.8 0.73.95.2 23.80.767.9 32.1

4672# 06 86363 08099 7 07219 08092 7378

% 0.08.5 0.699.9 4.591.1 2.7 0.00.0 0.01.1 0.00.1

77# 8753 8393 7338 3607099 3357 281726 173 37 2

% 0.4 0.44.19.4 0.13.9 0.7 2.095.9 3.2 0.081.1 8.3



Pacific 3 of 5

Males Females
TotalGrand Total
MenTotal AsianAm.Ind. Women Am.Ind.Asian

Pac.Is.Hispan Hispan.White Black Al.Nat.WhiteAl.Nat. Pac.Is. Black

4889025 349 728272# 2138743 2217634 3351 2277

% 0.05.4 0.03.9 0.12.4 0.43.1 259.5 0.684.696.9

77# 31818670 158902598 6.21266 115240864447768

% 0.47.210.4 0.11.8 0.99.3 3.14.774.3 6.989.6 0.6

4491372# 49 /38424858 46587 0339 6822 55

% 0.098.9 1.45.2 0.00.00.4 1.06.9 0.078.2 1.111.9

77# 435185 4781 135 4043448 61802 176282335 56

% 0.392.2 0.16.566.5 5.42.6 0.87.85.6 15.5 1.2 1.1

1072# 2154 478591348 6906 3210 98 651563 12199

% 1.59.2 4.50.62.3 27.416242.172.6 0.50.33.022.2

77# 2742 7 1057 821281491176 175589 303 1566 239 13

% 4.7 6.4 3.021.5 5.43.0 0.3 0.542.9 8.757.111.1 38.6



Pacific 4 of 5

Males Females
TotalGrand Total
MenTotal AsianAm.Ind. Women Am.Ind.Asian

White Black Pac.11.Hispan Al.Nat. Hispan.Pac.Is. White Al.Nat.Black

72# 3454// 22767 5208 38140 1322885 63257210 570

% 0.512.3 0.3 1.80.6 0.7 0.0 7.97.6 87.710.6 5.372.2

77# 45214 7511410 14621071625 199 9785 67941031202 1002

% 4.00.70.912.3 0.1 0.9 59.5 8.810.5 85.814.2 12.81.7

72#12 667673 553313031 1541221 940529 113012,810101

% 0.40.0 0.50.3 5.10.8 11.813.7 0.2 98.3 8.71.7 72.2

E

77# 1145176549104311959 7 781624 1419210101 665010,916

% 9.60.74.612.9 1.8 0.10.8 11.98.7 1.2 13.691.3 55.6

72#13 8143 493984 59317 43 2 4651365 37129 10207826

% 96.10.5 0.78.6 3.9 1.6 05 5.70.0 12.516.860.71.0

77# 46036131 47185 84995 315979 92 8515152 3090

% 9.86.6 15 3.0 0.8 5.116.0 50.484.00.1 1.6 13.9 13.9



Pacific 5 of5

Males Females
TotalGrand Total
MenTotal AsianAm.Ind. WomenAsian Am.Ind.

Pac.Is.White Black Hispan Hispan.Al.Nat. Pac.Is. White Al.Nat.Black

72#14 21 823455 28586283 62 16707 1254517162 2268 1527

% 0.4 1.70.5 0.51.6 0.0 993 8.92.718.1 0.1 73.1 13.2

77# 39491213454 .11136 862911433 83 14298579 153312021

%
z

0.614.5 2.90.60.1 11.41.06.8 89.4 10.62.210.7 63.8

72#15 5154 82816 441662 871103 38109288 127

% 0.5 0.73.414.0 25.511.5 9.940.01.2 0.526.1 7.960.

77# 4 13426 135 494 7882 76920 2129 281 120

% 463 1.40.4 8514.08.914.7 0.28.3 3051.0 53.7 13.0

GRAND 20436764Totals 42394 2751 28095023 8871788 171839880 4436631552629

0.2 0.9 1.86644.6 0.34.72.91.938.7 55.4 42.0

92930 34697 146842873 42442158 306 6565 399 272634549 581550057

0.446.1 2.96.337.20.3 7.137.3 4.6 162.3 53.9



6 5 4 SmithwesternAHIC

(1972)(1977) (1977) (1972)(1934)(1972)

## ##70 # 70%% #% %
2033 1277 428411361 33957807

5.32,511.114.1
18 4.8 GrandTotal

Bell
10923 99.9 1060521 173166.0 42.4 50.996.1 7804 843 1816

TotalMen

42.496383.2 9451 16267517 862 47.9660 161937.8780 White

5685.0 2.42.44.9 31100 102 531.589
B

2,0 42162 25 1.8 1.24.07,2
Males

81 1.9 75
Hispan

35 1782.7 414 18 16 87 19 12
Ind.

20.0at 0,0.01 / and
.09 /0

166424684343.9 57.6340973 49.1438 Women

.03 47.9
T.

3
al

343 363 1556371 46.03.0 4518400 1971754.03
3

292154 48 5950 631.6 23 1.74 0.0
0

Females

50 384.1.8 177254 1040
Hispan.

1.10
2

26No Am.Ind.

.0814 H/74 0,0 O 310

20.0 0.00.00.0 0.00.0 00/ 0 /
rian



Compliance Report on Southern Bell Telephone and Telegraph
Company Purusant to AT&T Consent Decree

Prepared by: James P. Scanlan, Attorney;
Kathleen A. McMillan, Social Science
Research Specialist; Thomas L. Douglass,
Equal Opportunity Specialist

Equal Employment Opportunity
Commission

INTRODUCTION

The compliance review of Southern Bell Telephone and
Telegraph Company was conducted by the majority of the Govern-
ment Coordinating Committee reviewing staff at the company's
headquarters in Atlanta, Georgia, from July 31 through August 3,
1978, and by smaller teams at the Jacksonville, Florida head-
quarters of the North Florida Establishment and the Charlotte,
North Carolina headquarters of the North Carolina Establishment
on August 3 and 4, 1978. Southern Bell has nine establishments
and serves North Carolina, South Carolina, Georgia and most of
Florida. 1/ The minority groups which comprise more than 2%
of the total labor market from which Southern Bell draws its
employees are Blacks, at 19.05%, and Hispanics, at 2.94%.
During the period of the Consent Decree for which information
was available, Southern Bell's total employment grew by 1.9%,
increasing from 64,865 employees on December 31, 1972 to
66,105 employees on June 30, 1978.

TARGET PERFORMANCE

Southern Bell met all its intermediate targets in 1976 and
1977, and, at the time of the review, was expected to meet all
its intermediate targets for 1978. 2/

1/ Tne nine establishments with the minority compositions of
their relevant labor markets (for groups above 2%) are:
Headquarters, 21.0% Black; North Florida, 15.5% Black;
South Florida, 25.3% Hispanic and 13.71% Black; Southeast
Florida, 14.92% Black; Atlanta, 20.35% Black; Network,
23.28% Black; Outstate Georgia, 23.5% Black; North
Carolina, 16.35% Black; South Carolina 23.72% Black
(1978 Utilization Analysis figures).

2/ Southern Bell had cleared its 1209 Supplemental Order
deficiencies by July, 1978.



At Southern Bell one set of intermediate targets is deter-
mined for the entire company for AAJC 1, with intermediate
targets for AAJC's 2-15 determined for each of the nine establish-
ments. Southern Bell determines one pooling structure which will
be applicable to all establishments on the basis of movement over
the previous two years. The only aspect of the target-setting
procedure which is left to the discretion of the establishments
is the projection of the proportion of opportunities to be
filled by hires. We found nothing in the target-setting proce-
dure which we believe would be an appropriate basis for asserting
as a violation of the decree. 3/

OVERALL PROGRESS

Although the total employment of Southern Bell grew by
only 1.9% during the term of the Consent Decree, 4/ there
was a substantial redistribution of a large number of employ-
ees from lower to higher-paying positions. Thus, there was
actually much greater potential for the advancement of
targeted groups than the above growth figure would suggest.
For example, while the relatively low-paying operator class-
ification (AAJC 14) declined by 6,547 employees (42.3%),
second-level management (AAJC 2) grew by 852 employees (23.5%),
skilled outside crafts (AAJC 6) grew by 962 employees (16.1%),
and skilled inside crafts (AAJC 7) grew by 1237 employees (25.0%).

Women made particularly noteworthy progress in management.
In AAJC 1 they grew from 0.6% (7 of 1102) to 6.4% (81 of 2171),
and in AAJC 2 from 13.3% (483 of 3620) to 21.2% (950 of 4472).
The attached Chart I is somewhat misleading in its showing that
women declined from 36.7% (2501 of 6812) to 29.2% (2382 of
8157) in AAJC 3. A management job evaluation program in 1974

3/ There were two instances in 1978 where establishments had
seriously underestimated the proportion of opportunities
to be filled by hires causing black male targets and
black male movement to ne substantially lower than a
correct hiring projection would have yielded. However,
we did not determine that the circumstances surrounding
the erroneous projections warranted the assertion that
tney constituted a basis for a finding of non-compliance
with the Consent Decree.

4/ Tnis and subsequent references to changes in the workforce
pertain to the period between December 31, 1972 and June 30,
1978, as indicated on the attached Charts I and II.

2
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reclassified numerous positions downward from AAJC 3 to AAJC 4.
After that reevaluation women constituted 23.0% (1587 of
6909) of AAJC 3. Thus, the increase between the end of 1974
and mid-1978 (i.e., from 23.0% to 29.2%) is more reflective
of actual progress under the Consent Decree. In semi-skilled
outside crafts (AAJC 9) women increased their representation
from 0.2% (15 of 6783) to 5.2% (332 of 6436) and would have
done better except for a high loss rate, particularly in the
earlier years of the Consent Decree. 5/ Female increase in
skilled outside crafts (AAJC 6) was much more limited -- from
0.1% (4 of 5980) to 0.9% (64 of 6924) -- despite the substantial
growth in this classification. This was so largely because
the female targets were very low, since the pool for AAJC 6
included only AAJC 9. Already at 59.5% (728 of 1223) in semi-
skilled inside crafts (AAJC 10) in 1972, women declined slightly
to 56.1% (954 of 1702). However, they made very substantial
progress in skilled inside crafts (AAJC 7), increasing from 7.8%
(385 of 4939) to 19.8% (1225 of 6171). 	 6/

Men experienced a more modest increase in the skilled
clerical classification (AAJC 11) than was observed
at most Bell System operating companies. The increase from
3.7% (282 of 7599) to only 5.7% (649 of 11350) in AAJC 11
is particularly unusual in light of the substantial growth
occurring in this classification. The increase from 1.0%
(77 of 7622) to 5.34% (337 of 6310) in semi-skilled clerical
(AAJC 12) is about average for the Bell System. In entry level
clerical (AAJC 13), men had a sur prisingly large percentage
increase -- from 16.7% (86 of 510) to 33.5% (86 of 257)
-- although they did not increase in absolute numbers. The
very modest male increase in the o perator classification
(AAJC 14) -- from 1.1% (162 of 15493) to 3.5% (315 of 8946)
-- is explained to some extent oy the very substantial decline
in that classification.

5/ Although there were indications of remaining problems,
Southern Bell appears to oe making every effort to
correct the female loss problem.

6/ Women also made a notable representational increase in
the sales category (AAJC 5), from 30.2% (264 of 874) to
41.4% (529 of 1227).
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Black males made small gains in AAJC's 1 and 2 -- respec-
tively, from 0% (0 of 1102) to 0.3% (4 of 1271) and from 0.2%
(6 of 3620) to 1.7% (77 of 4472). They had a somewhat more
substantial gain in AAJC 3 -- from 1.1% (72 of 6812) to 4.5%
(363 of 8157). However, they sustained a slight decline in
AAJC 9 -- from 9.5% (646 of 6783) to 8.4% (540 of 6436). This
was certainly in part due to the fact that in 1977 and 1978,
when there were substantial opportunities in AAJC 9, 7/
the black male target had been radically diminished because
of the inclusion of the large, and overwhelmingly female
AAJC 14 in the pool. In contrast, black males made
modest gains in AAJC 6 -- from 2.0% (119 of 5980) to 5.3%
(370 of 6942) -- because the pool for AAJC 6 included only
AAJC 9 in wnich black males were significantly represented
since 1973. Black males showed a substantial increase in AAJC
10 -- from 7.5% (92 of 1223) to 14.3% (243 of 1702). However,
this was due primarily to the redistribution of AAJC 8; 8/ and,
in fact, at the beginning of 1978, prior to that redistribu-
tion, black males constituted only 6.8% (70 of 1032) of
AAJC 10, down slightly from the 1973 percentage. This pre-1978
decline was due partly to the very low targets for black males
in AAJC 10 (because the pool was almost entirely female) and
partly to the fact that the classification was essentially
declining (that is, apart from the redistribution of AAJC
8) over the period of the Consent Decree. In AAJC 7 black
males showed a notable gain -- from 1.8% (87 of 4939) to 4.4%
(272 of 6176).	 9/

Black women showed gains similar to those of clack men
in management (AAJC's 1, 2 and 3), experiencing increases of,
respectively, from 0% (0 of 1102) to 0.2% (2 of 1271), from
0.1% (2 of 3620) to 1.0% (46 of 4472), and from 0.9% (64 of
6812) to 4.0% (325 of 8157). Black females increased their
representation in the administrative classification (AAJC 4)
-- from 2.3% (30 of 1333) to 10.1% (262 of 2589) -- as well
as in the skilled and semi-skilled clerical classifications
(AAJC's 11 and 12) -- from 7.9% (600 of 7599) to 17.2% (1956
of 11350) and from 10.5% (801 of 7622) to 16.6% (1048 of 6310),
respectively. They made slight gains in entry clerical jobs
(AAJC 13) -- from 21.8% (111 of 510) to 23.0% (59 of 257) --
and in the operator classification (AAJC 14) -- from 23.2% (3593
of 15493) to 23.7% (2118 of 8946).

7/ There were 187 opportunities in AAJC 9 in 1977 and
408 in the first half of 1978.

8/ See Represcription Memorandum, ¶2.

9/ Tne black male declines in both AAJC's 9 and 10 must be
appraised in light of the numbers of persons involved in

Cont'd



The progress of Hispanics at Southern Bell can be best
appraised by reference to changes in the employment profile
at Southern Bell's South Florida Establishment where His-
panics constituted 25.3% of the relevant labor market, the
only significant Hispanic labor force figure throughout
Southern Bell. At that establishment, Hispanic males showed
notable gains in both AAJC's 2 and 3 -- increasing, respectively,
from 2.8% (17 of 608) to 6.7% (43 of 642) and from 4.4% (55
of 1239) to 7.9% (89 of 1130).10/ Hispanic males also made
notable gains in all craft categories -- increasing from 14.4%
(135 of 935) to 18.9% (143 of 757) in semi-skilled outside
crafts (AAJC 9); from 8.7% (99 of 1143) to 14.0% (141 of 1007)
in skilled outside crafts (AAJC 6); from 11.8% (28 of 238) to
14.2% (34 of 240) in semi-skilled inside crafts (AAJC 10);
and from 9.1% (68 of 747) to 12.5% (101 of 807) in skilled
inside crafts (AAJC 7).

Hispanic women had a small increase in AAJC 2 -- from
0.3% (2 of 608) to 1.9% (12 of 642) -- and a more substantial
one in AAJC 3 -- from 1.9% (23 of 1239) to 5.0% (56 of 1150).
They showed a very substantial increase in the administrative
classification AAJC 4 from 7.4% (15 of 203) to 17.6% (65 of
369). They had increases in all three clerical classifications
(AAJC's 11 - 13). The increase was particularly noteworthy in the
skilled clerical classification (AAJC 11) where they increased
from 10.6% (125 of 1178) to 18.3% (302 of 1655), as the entire
AAJC increased by 40%. In the declining AAJC's 12 and 13, the
Hispanic female increase, while less remarkable, was still
notable, as their representation increased from 17.4% (264 of
1520) to 22.4% (223 of 997) for the two AAJC's combined. Hispanic
women also had a remarkaole increase in the operator classifica-
tion -- from 6.4% (135 of 2116) to 16.5% (186 of 1129) -- notwith-
standing a decline of almost 47% in total employment in that
classification.

CONCLUSION

We believe that Southern Bell has substantially complied
with its obligations under the Consent Decree.

9/ Continued

their increases in AAJC's 6 and 7. The increased movement
of black males into skilled categories naturally impacts
on the profiles of the corresponding semi-skilled catories
which are their primary pools.

10/ See Chart II.
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Chart 1

Operating Company: CompanyTelegraphTelephoneBellSouthern &

MEN
WOMEN

TOTAL WHITETOTAL BLACK HISPANIC TOTAL WHITE BLACK HISPANIC

# #ONC #% oro # #8 #% # %8 %#

7 0.60.67 0 00 099.4 0 0099.4 1095109511021 12/31/72 0AAJC

1

0.226.279810.340.393.0 4118212716/30/78 93.6 01190 6.4 0

12/31/72 0.1477 213.3483 13.2 0.10,6 3200.285.82 6310486.7AAJC 31373620

15 0.319.8 1.021.2 4688795059 1.375.578.8 1.7773376352244726/30/78

240.964 0.435.42501 240862 36,70.963.3 61,2 1.14168 72431168123AAJC 12/31/72

0.8624.0325199229.2 24.42382107 1.3363 4.55775 5298 65.070.881576/30/78

1.1152.396.099.5 1280 3013260.5 0.160.6 1713334AAJC 0 012/31/72

662622110 2.681.524435 94.40.20.84.7 10.1146 1215.6 2025896/30/78

12/31/72 11 5 0.62641.3 27.5 2.230,2 2402.0610 57969.8 66.3 19175 874AAJC

21 1.67.95291.8 10131.740541.46.9 2349.6634748 881277 58.6
6/30/78

0.140.110796.0 2.099.9 1.85742 46 5980 5976 119AAJC 12/31/72 000 0

6/30/78 0.0252 0.10.9162 0.7642.391. 106942 6339 37099.1 5.36878

7AAJC 0.10.37.4367385 5137.81.4711.84939 88.992.2 874392455412/31/72

1418.0219.8 1113 0.2.1225 96 1.66176 1.873.9456180.24951 1114.4272
6/30/78

and("AI/AN")NativesAlaskanIndiansAmericanfor and(Figures of1 6Page
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Chart 1

Operating Company: TelegraphTelephoneBellSouthern Company&

MEN
WOMEN

TOTAL BLACKWHITETOTAL HISPANIC WHITETOTAL BLACK HISPANIC

# % # - # 9. # % # as # #8 8 # 8

12/31/72 680 1.28672 8 1.298.8 218 32.1 4.961.0 08 33415 0 00AAJC

1

0.01215 0.2 0.2 3150 2.2646 9.5595899.8 87.8676867839AAJC 12/31/72 0 0

0.0321.0675.2 4.1263332168 2.654094.8 8.45383 83.661046/30/78 6436

0.34.2 451672 55.059.57282.5309230.3 7.537140.5495122310AAJC 12/31/72

1.119243 8.227.4466 13943.9 46.77486/30/78 56.1954 7941702 14.3 2.3
39

1.91427.986.3 600656196.373170.10.0272 3.6 433.7282759911AAJC 12/31/72

3.017.2 337195673.994.3 8389107010.55895 0.85.7 495 4.4649113506/30/78

266 3.510.58016449 84.699.075450.020.42847 0.677 1.0762212AAJC 12/31/72

16.6 3.622974.2 104894.7 468359730.41.6 24214 983.45.333763106/30/78

3.31721.857.8 11129583.14241.474.12111.416.9 58510 8613 12/31/72AAJC

5.11323.05966.5 98 38.11716 2.35.81525.36586 33.56/30/78 257

1.015474.611557 359315331 23.299.00.1180.20.8162 271.1 11712/31/72 1549314AAJC

2.32032118 23.770.496.5 629586310.2170.6542.72433.531589466/30/78
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Char I

Operating Company: TelegraphTelephone CompanyBillSouthern &

MEN
WOMEN

TOTAL WHITE BLACKTOTAL WHITEHISPANIC TOTAL BLACK HISPANIC

# #% % 9.# # # #% % % # % %

35.3 1115 39.0 104 0.310 3.456.31661461.0 4.818015AAJC 012/31/72 0295

1

525.0 2.35581 36.8 9.5213106 48.213.663.2 306/30/78 220 139
1.4

1.06368.356.2 539130347 46.8364530.851526338 2.3150343.8 40.664,86512/31/72 28412Totals

31589 9.5628452.2 41.12718134517 1.598828408 1.278647.8 3.56/30/78 66,106 234543.0
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Chart I

Operating Company: Southern Bell Telephone and Telegraph Company

WOMENMEN

AI/AN A/PI A/PIAI/AN
c2# ## :- CPan

1 12/31/72AAJC

6/30/78

10.143 0.1 0.0212/31/722AAJC

6/30/78 0.2 18 2 0.05 10.02 0.02

1 0.01 0.112/31/72 18AAJC 3 0.010.14

6/30/78 3 20.04 0.0314 0.010.05

0.11

12/31/724AAJC

6/30/78 0.12 0.13

12/31/725AAJC 0.33

16/30/78 0.110.10.23

0.1 0.15312/31/726AAJC

0.0210.16/30/78 6
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Chart I

Operating Company Telegraphand: TelephoneBell CompanySouthern

WOMENMEN

AI/AN A/PI A/PIAI/AN

## #: ==f# JD 00

3 0.10.021
12/31/727AAJC

6/30/78 0.0320.0530.14

12/31/72AAJC 8 0.70.11 5

13 0.20.01112/31/729AAJC

6/30/78 0.160.17

1 0.10.2212/31/7210AAJC

0.110.11
6/30/78

12 0.20.0320.04312/31/7211AAJC

0.190.1101 0.016/30/78

23 0.36. 0.112/31/7212AAJC

6/30/78 0.180.151 0.02
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Chart I

Operating Company TelephoneBellSouthern and Telegraph Company

WOMENMEN

AI/AN A/PI A/PIAI/AN

# #= asOF ==

12/31/7213AAJC 1 0.2

1 0.46/30/78

0.1210.0461 0.0112/31/7214AAJC

6/30/78 0.10.1 1050.011

12/31/7215AAJC

6/30/78

20 0.10.03 594313 0.10.02
12/31/72Total

0.118 0.04 3632 280.030.05
6/30/78
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Chart II

Telegraphand CompanyTelephoneBellSouthernofOperating EstablishmentCompany: FloridaSouth

MEN WOMEN

WHITE BLACKHISPANIC TOTALBLACK HISPANICWHITETOTALTOTAL

8# # 8 8 ## #8 8# -y, # do#

12/31/72 1421 142 100.0 142 100.0 0 00 0 0 0 0 0 0 0 00MJC

6/30/78

2 608 53112/31/72 87.3 510 1 17 2,8 7783.9 12.70,2 12.274AAJC 0.320 0

6/30/78
642 507 79.0 70.4452 1359 1.4 21.043 6.7 119 18.5 120.53 1.9

3 1239 68.012/31/72 843 773 1162.4 36632.039655AAJC 0.9 4.4 29.5 6 2305 1.9

11306/30/78 810 71.7 679 60.1 3.5 28.38939 3207.9 219 19.4 4.0 5645 5.0

4 20312/31/72 3 1.5 1.93 0 98.5200AAJC 1517900 88.20 2.55 7.4

6/30/78 66,9 65247 17.67.6285,2 0.8 5 923423 1.4369 27 7.3 19

1.93.4 4
556691.5 26.7 732.04.4128 62.112/31/72 35AAJC 206 140 68.0

5237.7 189 8.524.5 4.3212 132 62.3 101 2247.6 1086/30/78 3.8 804

0 038 99 8.73.3 a0 0 00 0
6 1143 100.0114312/31/72 87.81003AAJC

1007 996 98.9 802 5379.6 14.0141 1.1 0.225.3 11 0.66 3 0,36/30/78
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Chart II

andTelephone Telegraph CompanyEstablishment BellofFlorida SouthernOperating SouthCompany:

MEN
WOMEN

TOTAL BLACKWHITE BLACK WHITEHISPANICTOTAL TOTAL HISPANIC

# #go #ONO -8 # 8 # - 8 8

7212/31/727 11.49,1 85 9.6 5747 662 8 1.157188.6 0.768AAJC 2.82176.4

1

18.5 1621.9 1.512149177 2.012.5807 487 10178.1 60.4630 5.0406/30/78

12/31/728AAJC 000 058.2100.0 0 020.978134 002820.227134

6/30/78

0 00.110.2212/31/729 0.1114.4AAJC 7199.8 13577.3723933935 7.6

6/30/78 0.313 1.7 26.3 3348 4.418.96.1 1434668.4709 51893.7757

0.8212 5.012112/31/72 50.856.710 13511.8AAJC 12 2843.3 61103 25.6 5.0238

155.46/30/78 6.31334.646.7112 8314.234128 8.32053.3 74 30.8240

10.6125162 13.871.984796.6113812/31/72 0.311 4135AAJC 0.13.4 3.0401178

18.330220.252.1 33586290.915053.26/30/78 530.8145.0831655 9.1150

17.624812.667.5 17794998.813890.112/31/72 4 212 17 0.8 0.3111.2AAJC 1406

22.121014.7140533 56.093.38886/30/78 2.4952 231.51426 2.76.764

14.01610.51253.56178.1896.112/31/7213 7AAJC 3.512.3 421.9 1425114

28.91311.1524.41164.4296/30/78 11.154.4220.0916 35.645
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Chart II

Operating Company: Establishment ofFlorida TelegraphandBellSouth TelephoneSouthern Company

MEN WOMEN

TOTAL WHITE HISPANICBLACK BLACKWHITETOTAL TOTAL HISPANIC

# 8 # #8 # % 8 # % # 8 ##8 8

812116 3.8 51 27.413 0.6 172.4 96.20.8 13513162035 62.2 6.4580
12/31/7214AAIC

1

16.51056 58793.5 24,71573 279 1861,31.2 52,06,5 456/30/78 1129 4.0 13

21 33.37 0 0 7 66.71433.3 124.81 57.1 4.8012/31/72 0 114AAJC

11.155.6 14.8 29.66 1511.1 311.122,2 812276/30/78 44,4 3 43

5626 54.7 576982 9.5 5.64042 39.312/31/7215AAJC 10,288 4662 396145.3 213 2.138.5 4.6469

6/30/78 8,972 47.44254 3301 26436.8 52.6 29056772.9 47187.5 89732.4 10.0 896 10.0

3
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Compliance Report on Wisconsin Telephone Company Pursuant

to AT&T Consent Decree

Prepared by:	 James P. Scanlan, Attorney;
Kathleen A. McMillan, Social Science
Research Specialist; Thomas L. Douglass,
Equal Opportunity Specialist,

Equal Employment Opportunity

Commission

INTROUDUCTION

The compliance review of Wisconsin Telephone Company was
conducted at its headquarters in Milwaukee, Wisconsin on
September 18-20, 1978. Wisconsin Telepnone Company has two
establishments, the Milwaukee Establishment which serves the
Milwaukee area and the State Establishment serving the rest
of the state. The only minority group which comprises more
than 2.0% of the labor market from wnich Wisconsin Telephone
draws its employees is Blacks, at 3.36% 1/ During the period
of tne Consent Decree for which information was available at
the time of the review, Wisconsin Telephone experienced an 8.7%
decline in total employment, decreasing from 11,326 employees
on December 31, 1972 to 10,343 employees on June 30, 1978.

TARGET PERFORMANCE

Wisconsin Telephone met its intermediate targets for 1976
and 1977, and, at the time of the review, was meeting its
targets for 1978. 2/

1/ Blacks comprise 6.6% of the relevant labor market for the
Milwaukee Establishment and 1.0% of the relevant labor
market for the State Establishment.

2/ Wisconsin Telephone had eliminated its 56 Supplemental
Order deficiencies by tne end of the pre-carry forward
period (October 22, 1976, see Supplemental Order, Part I,
Section B).



A single set of targets was established for the entire
company for AAJC's 1 and 2, and targets were established at
each establishment for AAJC's 3 through 15. 3/ We found nothing
in the target-setting procedure to which we could appropriately
object at this time.

OVERALL PROGRESS

The decline in total employees in most classifications
during the term of the Consent Decree limited the prospects
for very substantial advancement of targeted groups. Still,
certain gains warrant comment. 	 4/

Women increased from 0.9% (2 of 217) to 4.4% (10 of
227) in third level management and above (AAJC 1). They also
increased from 9.4% (69 of 733) to 13.3% (92 of 692) in second
level management (AAJC 2), a noteworthy increase in light of
the 5.6% overall decline is the category; and they increased
from 32.8% (513 of 1563) to 35.6% (480 of 1349) in first
level management (AAJC 3), a gain which, although modest on
its face, must be deemed significant in light of the 13.7% over-
all decline in this AAJC. Female gains in semi-skilled outside
crafts (AAJC 9) were limited -- from 0.6% (3 of 511) to 3.9% (18
of 466) -- because of the limited opportunities in that declining
classification. The female increase in skilled outside crafts
(AAJC 6) was negligible -- from 0% (0 of 1433) to 0.4% (5 of
1380 -- essentially because of the overall decline in the classifi-
cation, as well as the low female targets (which resulted from the
fact that only AAJC 9 was included in the pool for AAJC 6).
Already at 39.4% (50 of 167), women experienced a slight decline
to 37.0% (68 of 184) in semi-skilled inside crafts (AAJC 10);
this decline, however, appears to be related to the redistribu-
tion of the predominantly male AAJC 8 (see Represcription
Memorandum, 1(2), rather than to any change in the patterns of
movement into AAJC 10. Women made only slight gains in skilled
inside crafts (AAJC 7) -- from 1.1% (10 of 946) to 3.7% (34 of
919).

3/ The only minority targets were for Blacks in AAJC's 1 and
2 on a corporate basis, and in AAJC's 3 - 15 in the
Milwaukee Establishment. Tne "2% Rule" applied to all
minority groups, including Blacks, in the State Establish-
ment. See Resprescription Memorandum, 114.

4/ The following references to increases for targeted groups
pertain to the period between December 31, 1972 and June
30, 1978, as indicated on the attached chart.
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Men made substantial increases in the three clerical
categories (AAJC's 11-13) -- cumulatively, from 1.3% (38 of
2855) to 8.1% (247 of 3033). They also increased from 1.2%
(24 of 1972) to 8.2% (110 of 1346) in the operator classifi-
cation (AAJC 14) which declined by 31.7%.

Black men increased from 0.6% (10 of 1563) to 1.1% (15
of 1349) in first level management (AAJC 3). Black women
made notably greater progress in this category, increasing
from 0.9% (14 of 1563) to 2.1% (28 of 1349) -- a function of
higher female targets as well as the fact that they simply
constitued a larger part of the pool. Neither group made
notable progress in AAJC's 1 and 2, where the targets are so
low that, they will seldom require a targeted movement.

In semi-skilled outside crafts (AAJC 9) black men have
been at ultimate goal at both establishments throughout the
term of the Consent Decree. However, they remain significantly
below ultimate goal in the skilled outside crafts (AAJC 6), 5/
where their increase -- from 0.6% (9 of 1433) to 0.9% (13 of
1380) -- was limited by the decline in the category. Black males
have been at ultimate goal in both establishments throughout
the term of the Consent Decree in semi-skilled inside crafts (AAJC
10); so their percentage decline in that classification -- from
14.2% (18 of 127) to 11.4% (21 of 184) -- is of limited significance
and, in fact, may be largely attributable to the redistribution
of AAJC 8. However, they also declined in the skilled inside
crafts (AAJC 7) -- from 1.9% (18 of 946) to 1.8% (17 of 919) --
where tney are not at ultimate goal at the Milwaukee Estab-
lishments. 6/

5/ In the Milwaukee Establishment, black males constitute 1.9%
of AAJC 6 compared to an ultimate goal percentage of 4.8%.

6/ Total black representation in AAJC 7 did increase slightly
during the term of the Consent Decree -- from 2.1% (20 of
946) to 2.3% (21 of 919).

3



Black females, already at ultimate goal in the clerical
classifications (AAJC's 11-13) in the Milwaukee Establishment
in 1973, have continued to increase their respresentation in
those classifications -- cumulatively, from 5.8% (167 of 2855)
to 8.7% (263 of 3033). Black females have declined in the opera-
tor classification (AAJC 14) -- from 7.6% (150 of 1972) to 4.8%
(65 of 1346) -- but remain above ultimate goal at both estab-
lishments.

CONCLUSION

We believe that Wisconsin Telephone Company has substantially
complied with its obligations under the Consent Decree.



Operating Company: Wisconsin Telephone Company

WOMENMEN

WHITETOTAL TOTALTOTAL BLACK BLACKWHITE

# # #do% 8# #% -

.5198.6214991 2215 2217 .9 .912/31/72 0 01AAJC 1

6/30/78 .4 1095.6 195.2 10217227 4.4216 4.4 00

.7657 665664 89.6 6990.6733 9.412/31/722 9.0 .43AAJC

1.0 92785.459186.7 88600692 13.36/30/78 .412.7 3

66.467.2 .610381050 49610 5131563 32.8 31.712/31/72 14 .93AAJC

63.064.4 1.115869 850 480 449 2.11349 33.335.6 286/30/78

379 25.112/31/72 26.1 95 .8 28099 3 2724 71.873.9 2.1AAJC 8

403 2.06/30/78 53.155.1 214 181222 8 161 40.044.9 4.217

178.31882.619 4.3 42312/31/72 3 13.017.4 05 0AAJC

0 400 00 0 100.04 4100.06/30/78 0 0

98.9100.0 14171433 9 0 01433 012/31/72 0 006AAJC

135699.6 131375 98.36/30/78 5 51380 .4 .4 00

(Figures for Hispanics, American Indians and Alaskan ("AI/AN")Natives
and Asian and Pacific Islanders ("A/PI") 4-6.)are pageson
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Operating Company: Wisconsin Telephone Company

MEN WOMEN

TOTAL TOTAL WHITE BLACK TOTAL WHITE BLACK
# % # % # % # 8 # %

12/31/72 946 9367 .898.9 1.9 281.1 .2912 1096.4AAJC 18
1

6/30/78 919 885 34 .43.796.3 1.8 3.3860 93.6 417 30

12/31/728 77AAJC 073 9.1 5.25.294.8 4 4785.766 0

12/31/729 3.599.4 486511 95.1 .6508 0.618AAJC 3 03

0183.416 3.93.96/30/78 18 092.1448 42996.1466

2.412/31/72 14.210 60.6127 344.1 45 35.439.45077 1856AAJC

3.361 33.2 637.021 11.463.0 681846/30/78 50.5116 93

3.312/31/7211 1063 95.61108 37.11112 4 3AAJC 99.610.4 0.3

7.284.2 150.2 1942 93.12087 17586/30/78 6.9145 6.5 5136

7.46012/31/72 91.512 741807810 99.63 0AAJC 3 00.40.4

11.674577 76.790.7 488.66/30/78 636 459 9.3 8.554
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CompanyTelephoneWisconsinCompany:Operating

WOMENMEN

BLACKWHITETOTALBLACKWHITETOTALTOTAL

# -8#allo## TO# %

96.73.312/31/72 3 817902.3 87.6 70 7.53193313 25 2.7MJC

6/30/78 13.9 2.68 12.6267 86.1 223 71.9 39310 43 32 10.3

24 98.812/31/7214AAJC 1972 1.2 21 1.1 1948 7.62 .1 1770 89.8 150

91.86/30/78 1346 110 8.2 101 77.5 1236 1154 4.8.5 6585.7

MJC 15 490 268 54.7 22212/31/72 5.7 22245.3 28 45.3 209 42.7 2.010

6/30/78 164340 48.2 19 176137 40.3 51.85.6 159 16 4.746.8

Total 12/31/72 11,326 5404 47.7 5233 592246.2 549952.31.1124 35748.6 3.2

3.96/30/78 44.6 4025253 5069 1.450.8 5090 49.2 460814149.010,343
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Operating Company: Wisconsin Telephone Company

MEN WOMEN

AI/ANHISP. A/PIA/PIAI/ANHISP.
44 # ?::# %0.0# 8%

12/31/721AAJC

6/30/78

12/31/722 0.3AAJC 2

0.110.16/30/78 10.11

0.121 0.10.110.1112/31/723AAJC

0.120.110.10.1 10.16/30/78 21

0.312/31/72 IAAJC 4

0.736/30/78

4.3112/31/725AAJC

6/30/78

12/31/726AAJC 0.340.23

6/30/78 0.11 0.1 0.2 23
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Operating Company: Wisconsin Telephone Company

MEN WOMEN

A/PIAI/ANHISP.A/PIAI/ANHISP.
4 %84 8# OP# %4 %

12/31/727AAJC 0.66

6/30/78 0.220.550.11

12/31/728AAJC

12/31/729AAJC 0.211 0.20.42

6/30/78 0.210.42

12/31/72 1 0.810AAJC 0.810.8]1 0.81 0.8

6/30/78 1 0,51 0.51. 0.5

12/31/7211AAJC 0.20.2 220.44

6/30/78 0.360.71513 0.60.0510.13

0.430.4312/31/7812AAJC

10 1.6 0.320.530.216/30/78
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Operating Company: Wisconsin Telephone Company

MEN WOMEN

AI/AN HISP.A/PI AI/AN A/PIHISP.

# #4 4% 8 0.0 #? 4as q

12/31/7213AAJC 3 0.3 1.09 4 0.4 2 0.2

6/30/78 0.31 1 0.3 1 0.3 3 1.0 2 0.6

12/31/7214AAJC 1 0.1 13 0.7 12 0.6 0.23

6/30/78 2 0.5 6 0.4 0,46 5 0.4

12/31/7215AAJC 2.412 3 0.6 3 0.6 3 0,6

6/30/78 0.36 11.8 0.3 1 0.8 1

12/31/72Total 0.119 120.2 0.30.1 16 34 210.3 110.2

6/30/78 19 0.2 14 170.1 3510 0.1 280.3 0.3 0.2
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Compliance Review of South Central Bell Telephone and
Telegraph Company pursuant to the AT&T Consent Decree

Prepared by:
	 Robbie Dix, III, Attorney;

Francis Ridley, Attorney;
Enoch Perry, III, Attorney;
Dora E. Flores, Attorney

•	 Equal Employment Opportunity
Commission

and

Office of Federal Contract
Compliance, Department of

Labor

INTRODUCTION

An on-site review of South Central-Bell's New Orleans
operations was conducted September 13, 14 and 15, 1978.
South Central Bell is divided into 39 establishments for
consent decree and affirmative action purposes. These
establishments are located in Alabama, Kentucky, Louisiana,
Mississippi and Tennessee. The New Orleans Placement
Bureau	 services all establishments located in Louisiana.
As of December 31, 1977, South Central Bell employed 57,388
people.

TARGET PERFORMANCE

Generally, South Central met its targets with several
exceptions. GSA reported that South Central ended 1977 with
nine (9) deficiencies. At the end of the second quarter,
South Central reported eighteen (13) deficiencies. All but
four (4) were for Blacks.* During that period, South Central
reported in excess of 14,000 opportunities.

OVERALL PERFORMANCE

The minority representation in the South Central work-
force increased from 11.81% to 16.28%. This increase occurred
in the face of a 14.24% increase in the South Central work-

*/ Five (5) of the nine(9) 1977 deficiencies were the result
of the 85-90 Rule and seven (7) of the nineteen (19) deficiencies
reported first two quarters 1978, were the result of the 85-90
rule.



force during that time. Although the minority represen-
tation increased, the overall female participation, and white
female participation in particular, declined. (The former
by 2.29% and the latter by 5.42%). Minority male participation
increased by 1.35% while minority female participation
increased by 3.12%.

Female representation in management AAJC's (1-3)
has increased, with the greatest gains being found in
AAJC 2 (3.7 to 19.7) and AAJC 3 (16.3 to 31.9). Minority
males have increased in AAJC 1 (0 to .38), AAJC 2 (.16 to
2.01), and AAJC 3 (1.68 to 5.61).

In the AAJC's from which females were traditionally
excluded, the female participation increased as follows:
AAJC 6 (.05 to 1.76), AAJC 7 (3.43 to 12.23), and AAJC 9
(.22 to 5.07). Minority male participation increased in
AAJC 6 (2.82 to 6.8) and AAJC 7 (1.71 to 5.72) but de-
creased in AAJC 9 (14.01 to 12.16).

Male participation in the traditionally female classifi-
cations was as follows: AAJC 11 declined (6.05 to 5.88);
AAJC 12 increased (.43 to 7.61); AAJC 13 increased (20.65
to 37.09); and AAJC 14 increased (.61 to 5.41).

At the time of the review, South Central had Supplemen-
tal Order deficiencies remaining. The deficiencies will be
eliminated by January 15, 1979.

CONCLUSION

South Central has substantially met its targets
and should be found in compliance with the consent decree.
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Compliance Review Report on
Southwestern Bell Telephone and
Telegraph Company Pursuant to
the AT&T Consent Decree

PREPARED BY Robbie Dix, EEOC
Francis Ridley, OFCCP - DOL
Enoch Perry III, EEOC
Dora Flores, EEOC

Introduction

The compliance review of Southwestern Bell Telephone
Company was conducted in Houston, Texas on August 28,29,
30, 31 and September 1, 1978. Southwestern Bell covers
a five state area that is composed of Arkansas, Kansas,
Missouri, Oklahoma and Texas. This five state company is
divided into fifteen establishments. As of December 31,
1977, Southwestern Bell employed 80,456 people.

Target Performance

In 1977, the company met all its targets, however,
in 1978 four of the Company's establishments were carrying
a total of eleven (11) deficiencies. Three of these defi-
ciencies were to be eliminated by the third quarter of
1978. The remaining eight deficiencies were accounted for
by the application of the "85%-90% rule." The majority of
the deficiencies were Hispanic.

Overall Performance

The minority representation in the Southwestern Bell
workforce increased from 13.54% to 19.0%. This increase
occurred in the face of a 12.57% increase in the Southwestern
Bell workforce during that time. Although the majority
representation increased, the overall female participation
declined by 3.3%. Also, the white female participation de-
clined by a substantial 5.8%. Minority male participation
increased by 2.94% while minority female participation in-
creased by 2.51%.

Southwestern Bell experienced declines in AAJC's 10,
13, 14, and 15. Coincidentally, these AAJCs also represent
AAJCs in which minorities or females were represented in
excess of their overall representation in the Southwestern
Bell workforce.



Female representation in management AAJCs 1 and 2
increased markedly. In AAJC 1 females increased from
1.2% to 8.8%. In AAJC 2 they increased from 12.0% to 27.4%.
Although female participation made substantial gains in
AAJC 1 and 2, in AAJC 3 they declined from 48.0% to 38.7%.
Minority males also increased in the management AAJCs.
In AAJC 1 minority male participation increased from 1.5%
to 2.89%, in AAJC 2 they increased from 1.58% to 5.18%.
AAJC 3 participation for minority males increased from 2.03%
to 7.45%.

In the AAJCs from which females were traditionally
excluded, the female participation increased as follows:
AAJC 6 from .03% to 3.9%; AAJC 7 from 2.9% to 16.9%; and
in AAJC 9 from .3% to 8.7%. Minority male participation
increased as follows: AAJC 6 from 3.68% to 12.96%; AAJC
7 from 5.33% to 9.18%; and in AAJC 9 from 14.29% to 15.64%.

Male participation in the traditionally female
classifications was as follows: AAJC 11 from 3.6% to 13.4%,
AAJC 12 from 1.4% to 9.8%, AAJC 13 from 12.6% to 19.2%;
and AAJC 14 from 1.2% to 5.6%.

Southwestern Bell in determining ethnic coding of
Hispanic employees uses surnames as a guide. A general
coding procedures manual is used by their employment inter-
viewers in determining the ethnic coding of applicants.
This method has resulted in the listing of Anglo women
married to Hispanic men as Hispanic females. This has led
to the use of Anglo women in meeting targets for Hispanic
females; which may in turn deny job opportunities to some
Hispanic females. Actual figures as to the number of Anglo
women carried as Hispanic females are not available at pre-
sent. From the interviews conducted in Houston, Texas,
we were informed that the coding practice was widespread
throughout Southwestern Bell. This practice is an arguable
basis for holding Southwestern Bell in non-compliance,
however, it must be noted that AT&T contends that this
practice conforms with policies and practices legally accept-
able under Title VII.



CONCLUSION 

Southwestern Bell substantially met its targets and
substantially complied with the consent decree.
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