
Open Access Library Journal 
2020, Volume 7, e7050 
ISSN Online: 2333-9721 

ISSN Print: 2333-9705 

 

DOI: 10.4236/oalib.1107050  Dec. 23, 2020 1 Open Access Library Journal 
 

 
 
 

Factors Influencing Racial Segregation in the 
Workplace in the United States: A Longitudinal 
Analysis, 2000 and 2018 

Jr. Richard Lewis 

University of Texas at San Antonio, San Antonio, USA 

           
 
 

Abstract 

This longitudinal study examines the perceptions of those employed regard-
ing racial segregation in the contemporary American workplace. Information 
collected by the General Social Survey (GSS) in 2000 and 2018 was used to 
focus on perceptions of individuals who were working full-time or part-time. 
A variety of independent variables including age, gender, race, educational 
attainment, personal income, work status, and type of work organization 
were utilized as control variables. Conflict theory, in conjunction with race 
relations theory, was applied for framing the dynamics between the predictor 
variables and workplace racial segregation. Four research hypotheses were 
developed and examined. Using binary logistic regression analysis, it was 
found that race was the strongest predictor of perceptions of racial segrega-
tion in the workplace. The findings demonstrated that black employees were 
five times more likely to identify workplace racial segregation in comparison 
to white employees. None of the other independent variables impacted the 
perceptions of black respondents. White respondents perceptions of racial 
segregation were influenced by educational and work status. Irrespective of 
the control variables, blacks were more likely to perceive racial segregation in 
comparison to their white counterparts. The differences in black and white 
respondent perceptions remained relatively unchanged over the eighteen-year 
period. 
 

Subject Areas 

Sociology 
 

Keywords 

Institutional Racial Discrimination, Differential Treatment, Inequality,  

How to cite this paper: Lewis Jr., R. (2020) 
Paper Title. Open Access Library Journal, 
7: e7050. 
https://doi.org/10.4236/oalib.1107050 
 
Received: November 29, 2020 
Accepted: December 20, 2020 
Published: December 23, 2020 
 
Copyright © 2020 by author(s) and Open 
Access Library Inc. 
This work is licensed under the Creative 
Commons Attribution International  
License (CC BY 4.0). 
http://creativecommons.org/licenses/by/4.0/ 

  
Open Access

https://doi.org/10.4236/oalib.1107050
http://www.oalib.com/journal
https://doi.org/10.4236/oalib.1107050
http://creativecommons.org/licenses/by/4.0/


R. Lewis Jr. 
 

 

DOI: 10.4236/oalib.1107050 2 Open Access Library Journal 
 

Implicit Racism, Organizational Barriers to Equality, Racial Groups, 
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1. Introduction 

Since the establishment of the United States as a nation, racial segregation has 
been an integral part of American culture and society. Racial groups have been 
separated from each other throughout American history structurally, spatially, 
and emotionally. Blacks endured de jure segregation from 1787 through 1865. It 
was reinstituted after Reconstruction in 1877 and remained legally supported 
until 1954. The Brown versus the Board of Topeka, Kansas Supreme Court deci-
sion eliminated segregation by law. As a result of this important court case, ra-
cial segregation evolved into one based on housing and spatial patterns. This is 
often characterized as de facto segregation [1].1 

Contemporary American society has this pervasive notion that racial equality 
has been achieved in the United States. Federal government programs aimed at 
ensuring equal access are under political attack. This has become even more 
problematic under the Trump presidency. De facto racial segregation patterns in 
the workplace heavily influenced by educational attainment disparity represent 
serious barriers to racial equality.  

This research effort explores racial segregation in the workplace over an eigh-
teen-year period. The comparison points of reference are years 2000 and 2018. 
More specifically, the race of the employee was examined as a predictor variable. 
Gender, age, educational attainment, personal income, work status, occupational 
prestige, and size of worksite were used as control variables. Conflict theory, in 
conjunction with race relations theory, framed the dynamics between the pre-
dictor and control variables and workplace racial segregation as the response va-
riable.  

2. Review of the Literature 

Throughout United States history, physical separation of races, popularly known 
as racial segregation, was the most important form of discrimination expe-
rienced by Black Americans. From the establishment of racial slavery in Colonial 
America through the legal ending of Jim Crow America in 1954, residential se-
gregation based on race bolstered other forms of discrimination in other social 
institutions such as the economy, religion, education, and government [2]. Al-
though the workforce in the United States has become more racially diverse 
since the 1960’s, racial segregation in the workplace continues. Studies have ex-
amined racial segregation and they found that residential segregation is linked to 
educational inequality since public school attendance is predicated on housing 
patterns. In turn, differential job opportunities and occupational segregation 

 

 

1The terms black and African American are used interchangeably. 
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occur, in large part, because of educational inequalities [3]. 
Historically, the Federal government has played a substantial role in mini-

mizing the impact of race discrimination in the workplace. For instance, it dese-
gregated the military in 1948 using a series of executive orders aimed at elimi-
nating discrimination in military units. This was quickly followed in the 1950’s 
and 1960’s by implementing similar executive actions minimizing employment 
barriers in Federal, state, and municipal organizations. Racial minorities histori-
cally encountered differential treatment resulting in restricted participation and 
position segregation in these organizations. The Civil Rights Act of 1964 along 
with the establishment of the Equal Employment Opportunity Commission 
(EEOC) supported earlier executive orders and focused on eliminating institu-
tional practices that created differential treatment and segregation for a wide 
range of social groups within the Federal government. As a result, these initia-
tives provided a template for other organizations (governmental and non- go-
vernmental). It should be noted that the aim of the legislation and executive or-
ders was to allow more equitable entrance into the workplace across a number of 
social dimensions. However, changing the power distribution, resources among 
groups, and ending workplace racial segregation were not objectives related to 
equal access opportunities [4]. 

The study of workplace racial segregation begins with looking at the residen-
tial or spatial dimension. Rothstein [2] argues that racial housing segregation 
was encouraged and supported by the Federal government. It continues to play a 
strong role in the establishment and maintenance of racial inequality in the 
United States. Current research shows that racial segregation has increased 
across urban areas [5]. Concomitant issues such as violent crime were found to 
be related to residential segregation. These violent crime rates are centralized in 
communities with poverty, ethnic isolation and institutional decay. Additionally, 
the percentage of people living in extremely poor conditions had risen from 15% 
to 34% from 1970 to 2012 respectively [6]. The racial segregation of space tends 
to be related to racial inequalities associated with educational attainment, occu-
pational skills, and job market placement. Some of the research indicates that 
workplace racial segregation is linked to differences in educational attainment 
and skill acquisition. Moreover, contrasting the wage differences between black 
and white employees can be explained by differential educational attainment [5].  

The differential availability of housing tends to result in de facto racial segre-
gation in metropolitan areas. This may be attributed to generational predispos-
ing, where the poor quality of education in a low-income area will inhibit a 
child’s abilities and skills. Therefore, family structure and school systems influ-
ence a child’s educational attainment. Adults with higher education tend to have 
a more vested interest in their child’s own education and schooling environ-
ment, which in turn enhances the quality of education locally. Urban developers 
may cater to more affluent families by building subdivisions with better access to 
higher quality amenities, such as nicer schools and safer neighborhoods. Indi-
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rectly, this contributes to continued racial and social class segregation. As a re-
sult, it becomes much more difficult for poorer families to break out of a cycle of 
poverty [6]. 

Measures of cognitive skills and academic performance have been used to as-
sess neighborhoods. The findings were that living in poor neighborhoods re-
sulted in substantial declines in reading and language skills. Violence in African 
American children’s environments had a direct negative influence on tests of 
reading, language, and problem solving by more than a third. Exposure to near-
by homicides impacted children’s vocabulary assessments as well as impulse 
control and attention [6]. 

Workplace racial segregation is influenced by both race distribution difference 
within occupational categories and between occupational categories. Historical-
ly, government approaches for reducing segregation focused on racial disparities 
within occupational categories. Efforts, such as Affirmative Action policies, were 
aimed at minimizing disparities over a prescribed time-period. These seemed to 
have a positive impact on racial distribution within occupational categories from 
the late 1960’s through the middle 1980’s. Addressing racial participation be-
tween occupational categories has been more problematic. Racial minority indi-
viduals continue to be over-represented in lower, less professional occupations 
in comparison to their white counterparts [7]. 

Segregation in the workplace appears to be influenced by educational attain-
ment and racial background. Several studies suggest that organizations separate 
workers by skills related to educational attainment. In the United States, job 
skills are related to race and influence racial segregation in the workplace. In ad-
dition, position segregation based on job skills found among white employees. 
This supports the fact workplace separation takes place within as well as across 
racial groups with educational attainment playing a role in this type of separa-
tion. Finally, Hellerstein and Neumark [5] found that work skills were deter-
mined by educational attainment and differences in educational attainment be-
tween blacks and white led to wage gaps in the economy.  

The current composition of the United States workforce seems to support the 
prior discussion of racial segregation in the workplace. As of 2016, roughly 78% 
of the workforce was white (including Hispanic and non-Hispanic). Hispanics 
(across all racial categories) were responsible for 17% of the workforce. Asian 
Americans comprised approximately 6% of the workforce and blacks were 6% 
[8].  

3. Theoretical Approach and Research Hypothesis 

The sociological approach from a conflict theoretical perspective can be em-
ployed for understanding the social dynamics impacting racial segregation in the 
contemporary workplace. Conflict theory provides a foundation for the devel-
opment of a conceptual race relations framework. Functional conflict as pre-
sented by Lewis Coser makes four assumptions concerning society [9]. One sug-
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gests that society is comprised of interrelated parts. Secondly, these parts influ-
ence the others. Thirdly, a change in one part causes a change in another. Lastly, 
these parts often display conflict, instability, and social change. Conflict is not 
inherently dysfunctional but can be integrative with a potential for improving 
the adjustment of society. Therefore, social conflict is explained through the ma-
nifest and latent interests of loosely formed groups [10]. Loosely formed groups 
can be extrapolated to include race.  

3.1. Establishing Dominant and Subordinate Groups 

The ability to assign individuals to a group is a critical factor for creating social 
inequality. Social attributes, either physically tangible or socially created, can be 
used to determine group membership. Within society there must be agreement 
regarding these differences and the importance associated with them. As a result, 
group membership creates a social perception of an in-group versus an 
out-group orientation between people [11]. Social attributes are major compo-
nents through which individual as well as group interactions occur. Access to 
power, authority, and resources is differential.  

Relations between different social groups begin with social differentiation. It is 
the distance or separation between groups in a society as well as the degree of 
internal separation within organizations [11]. This is a fundamental step which 
establishes boundaries between groups of individuals. Therefore, social differen-
tiation is a process whereby social units are horizontally separated according to 
socially defined criteria. It is important to note that no substantial social mean-
ings are assigned to the groups created based on the socially defined criteria. 
Using race as an example, a socially defined criterion is established for catego-
rizing different groupings of individuals based on social definitions of skin color. 
Groups are identified ranging from lighter to darker skinned individuals. No so-
cial meanings are assigned to the social distinctions made between groups.  

Once social meanings are assigned to the criteria, such as whites are more in-
telligent than blacks or blacks are physically superior to whites and better suited 
for labor occupations, a critical conceptual movement is made from differentia-
tion to ranking. Social ranking is a process where groups are vertically arranged 
based on the assignment of meaning to group distinctions. The group at the top 
of the vertical arrangement is considered more valuable than those located be-
low. Social differentiation is a prerequisite for ranking. Social ranking represents 
the initial development of stratified relationships between groups based on dif-
ferential access to social power [11]. 

Social differentiation and ranking are the underpinnings for viewing in-
ter-group relations. For example, racial groups can be horizontally separated 
based on physical appearance. In the abstract, the social perception of physical 
appearance distinctions (largely skin-color) is vague. Van den Berghe [12] ar-
gues when differences are given moral or social value, distinctions become im-
portant for social ranking groups of individuals. Once meanings are assigned to 
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social distinctions, groups become unequal and eventually this inequality be-
comes institutionalized within society. This process is known as social stratifica-
tion. Institutionalized inequality creates differential access between groups with 
respect to economic, educational, political, and social opportunities.  

3.2. Conceptual Framework 

The inequality that precipitates from social differentiation and ranking must be 
accomplished through a legitimization process. Members of both the dominant 
group and the subordinate group participate in a process that rationalizes the 
existence of racial inequality. A conceptual framework is suggested to demon-
strate how various concepts impact the legitimization of inequality.  

The attitudinal component is initially formed in support of racial inequality 
and this is illustrated in Figure 1. Ethnocentrism, a key conceptual aspect of the 
attitudinal component, represents the way an individual interprets situations 
he/she encounters. Individuals and the groups they represent tend to view 
themselves as different from others and in-group and out-group categorizations 
emerge. The meanings placed on physical characteristics are shaped by ethno-
centrism. Geschwender [13] emphasizes that inequality between blacks and 
whites was framed by the initial contact Europeans had with Western Africans. 
Being technologically advanced, Europeans attributed their superiority to a 
blend of Biblical interpretation and economic greed. Racism and prejudice are 
predictable by-products of ethnocentrism. 

Once a dominant-subordinate relationship is formed in a society, racism is 
used to legitimate and rationalize it. Racism can be defined as “any set of beliefs 
that organic, genetically transmitted differences (real or imagined) between 
groups are intrinsically associated with the presence or the absence of certain so-
cially relevant abilities or characteristics [12].” Racism culturally sanctions the 
dominant group occupation of important positions in society. This contributes 
to the social power associated with dominant group members. As a belief sys-
tem, racism spawns two other components: prejudice and stereotypes. 

Prejudice is comprised of attitudes that a person has concerning members of  
 

 
Figure 1. Components of contemporary intergroup relations in united states. 
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another group. It entails an unfavorable attitude toward members of a specific 
racial or ethnic group. Prejudice is influenced by cultural transmission, ethno-
centrism, and racism. Prejudice represents a personal socialization process where-
in racism provides beliefs about subordinate groups in society. Racism is a belief 
system while prejudice is an attitude at the individual level. 

Stereotyping often accompanies prejudice. These over-generalized pictures of 
members of a rival racial group provide images that assist in legitimizing nega-
tive attitudes and subsequent differential behavior. Racism, prejudice, and ste-
reotyping together form the attitudinal component that rationalizes the use of 
discriminatory behavior for the maintenance of inequality. 

The behavioral component of the conceptual framework, as presented in Fig-
ure 1, is composed of three types of discrimination: personal, institutional, and 
interlocking. Discrimination refers to actions or methods used by members of 
the dominant group that differentially affect members of the subordinate group. 
Personal discrimination refers to differential treatment by an individual against 
members of a subordinate group [14]. This can be extended to include any inju-
rious or differential treatment motivated by racial group membership. There-
fore, anyone can exhibit individual discrimination irrespective of group mem-
bership. 

Institutional discrimination plays a critical role in differential distributional 
patterns between groups of people within organizations. Broadly, institutional 
discrimination refers to organizational policies, guidelines, or actions that ad-
versely affect racial minorities. Institutional discrimination can be conceptually 
separated into two types: intentional and unintentional.  

Intentional institutional discrimination refers to organizational policies, ac-
tions, or guidelines that are intentionally designed to adversely affect racial mi-
norities. This definition is a derivative of one offered by Feagin & Feagin [14], 
who termed it “direct institutional discrimination” and described it as “socially 
prescribed actions that, by design, have a differential and adverse impact on 
members of subordinate groups.” Jim Crow America is replete with examples of 
this type of discrimination to include racially separate washrooms, water foun-
tains, public schools and transportation. A system of racial etiquette rationalized 
the racism, prejudice, and stereotyping which supported the differential institu-
tional behavior.  

Unintentional institutional discrimination refers to organizational policies, 
actions, or guidelines that adversely affect racial minorities although they were 
not designed to harm. Feagin [14] presents a similar term called “indirect insti-
tutional discrimination” and it refers to “actions that have a differential impact 
on members of subordinate groups even though they may not be intended to 
harm”. Unintentional institutional discrimination is often the barrier remaining 
after society has removed intentional forms of discrimination [11].  

Institutional discrimination is directly and indirectly influenced by racism, 
prejudicial attitudes and profit motives stemming from racism. This leads to 
various organizations being interlocked and influencing each other. Therefore, 
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discrimination occurring in one organization impacts activities in other organi-
zations [14]. For instance, discrimination that creates educational attainment 
inequality influences job placement in economic organizations. Institutional 
discrimination is complex and cumulative. It is linked to the cultural value cli-
mate in society. The assumption in American society is that a meritocracy exists, 
and this is guided by the cultural value climate. For instance, standardized test-
ing for college entrance is seen by many decision-makers as a fair, colorblind 
screening approach. But standardized testing represents unintentional institu-
tional discrimination reflected by racially segregated school districts at the sec-
ondary education level. Differential placement in the economic sector is result of 
discrimination in the educational system. 

Institutional discrimination reflects the removal of attitudes from the beha-
vior. The impersonal nature of this type of discrimination separates the individ-
ual perpetrator from the racial ideas and attitudes that initially created the insti-
tutional policy [15]. The conceptual framework indicates that discriminatory 
behavior may exist in society regardless of the presence or absence of racial atti-
tudes. Over time, the elimination of racial attitudes may not eliminate all forms 
of discrimination, especially unintentional institutional discrimination. There 
tends to be a natural tension between attitudes and behaviors. The existence of 
unintentional institutional discrimination (i.e., housing segregation, school se-
gregation, and workplace segregation) may in fact influence people’s perceptions 
of racial differences. This could result in an increase in negative racial imaging 
and continued racial segregation.  

Using institutional discrimination as a frame of reference, indicators of diffe-
rential treatment based on race can be established. If nothing were impacting 
workplace composition, both black and white workers should be found in work 
settings that are composed mostly of white employees. This follows the rationale 
that the majority of those in the workforce are white. From the discussion of the 
conceptual framework and how attitudinal and behavior elements impact struc-
tural dynamics between racial groupings, the following research hypotheses were 
delineated. 

H1: White employees are more likely to be found in work settings comprised 
of mostly white employees while black employees are more likely to be found in 
workplaces comprised of racially diverse employees. 

H2: Educational attainment and personal income influence the perception of 
the racial composition of work settings. Individuals located in workplaces which 
are mostly white will exhibit higher educational attainment and personal income 
in comparison to those workplaces that are more diverse.  

H3: Occupational prestige and the number of employees at the worksite influ-
ence the racial composition of work settings. Work settings perceived to be 
mostly white will exhibit higher occupational prestige scores. In addition, work 
settings perceived to be mostly white will be associated with smaller numbers of 
employees at the overall worksite.  
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4. Methods  

The data used to examine perceptions of racial inequality in the workplace were 
obtained from the General Social Survey 2000 and 2018 files (Smith, 2018) [16]. 
These data provide a great deal of information on core demographic, behavioral, 
and attitudinal questions including those related to racial inequality (GSS 2018). 
Statistical analyses were conducted using the IBM Statistical Package for the So-
cial Sciences (SPSS). 

This study employed multiple logistic regression analysis utilizing a number 
of research variables. The sociological theory discussed earlier provided the 
foundation for the statistical analysis. 

Dependent Variables. The database included one variable related to percep-
tions of racial segregation in the workplace. It was categorical and used as the 
dependent variable. How respondents were queried is displayed below.  

Question. “Which best characterizes your current workplace?” 
The response categories are 1 = All white, 2 = Mostly white, 3 = Half white 

and half black, 4 = Mostly black, 5 = All black.  
Independent Variables. The analysis considered eight possible predictors to 

one’s attitudes regarding racial segregation in the workplace. There are five de-
mographic variables which includes race (dummied into two categories; 0 = 
White, 1 = Black), gender (dummied into two categories; 0 = men, 1 = women), 
age (spanning 18 - 89 years of age), highest years of formal education completed 
(ranging from 0 - 20 years), and annual personal income. There are three va-
riables associated with the workforce; labor force status (1 = working full-time, 
2 = working part-time, 3 = not working), occupational prestige score (0 to 100), 
and number of employees at the respondent’s work site (1 to more than 500 em-
ployees). 

Two multiple binary logistic regression models, guided by our theoretical un-
derpinnings, were created for responses linked to workplace racial segregation. It 
should be noted that the dependent (response) variable was recorded into a 
dummy variable to facilitate the regression analysis. Workplace composition was 
collapsed into two categories (Mostly white = 0 and Not mostly white = 1).  

Control Variable. The effects of the independent variables were explored over 
an eighteen-year period. Therefore, year was employed as a control variable. 
Comparisons of independent variables effects were conducted for 2000 and 
2018. 

5. Study Findings 

The sample was comprised on individuals who were working at the time of the 
survey data collection. For 2000, 26% of the respondents indicated their workplaces 
were made up of all white employees and 48% said their workplaces were made 
of mostly white employees. In 2018, 18% indicated their workplace was com-
posed of all white employees and 43% said their workplaces were mostly white 
(see Table 1). Over the eighteen-year period, it appears to workplace became 
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Table 1. Summary of study predictor variables associated with perceptions of racial se-
gregation in the workplace, 2000 and 2018. 

Year 
2000 2018 

Mean Percent Number Mean Percent Number 

“Which best characterizes 
your current workplace?” 

      

All White  26.2 314  17.7 160 

Mostly White  48.0 574  42.9 387 

Half White and Half Black  20.2 242  32.2 291 

Mostly Black  4.9 59  6.5 59 

All Black  0.7 8  0.7 6 

Race       

White  84.7 939  81.1 651 

Black  15.3 170  18.9 152 

Gender       

Male  49.3 590  47.0 424 

Female  50.7 607  53.0 479 

Age 40.9  1193 42.5  900 

18 - 24 years  9.4 112  9.7 87 

25 - 54 years  76.2 909  67.8 610 

55 - 64 years  10.6 127  15.8 142 

65 - 88 years  3.8 45  6.8 61 

Educational Attainment 13.7  1196 14.1  901 

Less than H.S.  9.9 118  8.1 73 

H.S./some college  62.4 742  56.7 512 

Bachelor’s Degree  18.3 219  23.9 216 

Graduate Degree  9.3 111  11.3 102 

Personal Income 22873.09  1048 25626.02  759 

Less than $25,000  46.0 482  30.8 234 

$25,000 - 49,999  35.8 375  31.5 239 

$50,000 - 74,999  12.3 129  15.5 118 

$75,000 and more  5.9 62  22.2 168 

Labor Force Status       

Working Full-time  81.5 975  81.4 713 

Working Part-time  15.5 186  18.6 163 

Occupational Prestige Score 44.93   44.64   

0 - 25  9.1 109  10.5 95 

26 - 50  54.3 650  59.4 536 

51 - 100  36.6 438  30.1 272 

Employees at Work Site       

1 - 9  25.7 303  22.7 204 

10 - 49  24.4 287  22.9 206 

50 - 99  12.1 143  12.0 108 

100 - 499  19.3 227  21.5 193 

500 and more  18.4 217  20.8 187 
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slightly more diverse. It should be noted that since the majority of the workforce 
is white, the research expectations would be to discover that most of the respon-
dents should indicate their workplace composition is mostly white. 

Regarding traditional demographic variables of race, gender, and age, the 
sample distribution remained relatively stable between 2000 and 2018. In 2000, 
about 85% of the sample was white and 15% black. Approximately half were fe-
male, and half were male. The average age of the respondent was 41 years. For 
2018, 81% of the sample was white and 19% black. With respect to gender, 53% 
were females and 47% were males. The average age was nearly 43 years (see Ta-
ble 1). 

The socio-economic variables provided some interesting distributions. In 
2000, approximately 82% of the respondents earned less than $50,000 annually. 
This percentage declined to 62% in 2018. The average annual personal income 
was $22,873 for 2000 and $25,626 in 2018. The average number of years of for-
mal education was 13.7 years in 2000 and 14.1 years in 2018. About 28% of the 
respondents had a college degree in 2000 and that percentage increased to 34% 
in 2018 (see Table 1). 

Work-related variables were informative as well. The sample was comprised 
overwhelmingly of individuals who worked full time. For both 2000 and 2018 
more than 80% were full-time workers. 

Respondent perceptions of work environment composition indicated that the 
contemporary workplace tends to be racially segregated. Although the company 
or organization may have both black and white employees, respondents stated 
these group members were generally segregated from each other (see Table 2). 
Most white employees were located in work settings comprised mostly of other 
white workers. Conversely, black employees were found in workplaces where 
workers were more evenly distributed by race. More specifically, Table 2 shows 
that in 2000, 80% of white employees stated their workplace was mostly white 
while 44% of blacks said their workplace was mostly white. In 2018, white em-
ployees that described their workplace as mostly white dropped to approximate-
ly 71%. Black employees who said their workplace was mostly white declined to 
31% and those that indicated their workplace was not mostly white increased to 
69%. It can be concluded that workplace distributional racial differences les-
sened modestly between 2000 and 2018.  

Employee age distributions were similar for black and white employees over 
the eighteen-year time-period. In 2000, the majority of worker for both groups 
were between the ages of 25 and 54. This remained the same for 2018 although 
white employees tended to be older in comparison to black employees (see Ta-
ble 2). 

Educational attainment differences between black and white employees dimi-
nished between 2000 and 2018. However, differences in personal income re-
mained the same. In 2000, whites had higher educational attainment in compar-
ison to blacks (see Table 2). In 2018, there was no statistical difference between 
the two groups. Most white and black employees had a high school diploma with  
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Table 2. Perceptions of workplace racial composition by race, 2000 and 2018. 

Year 2000 2018 

Item 
White 

% 
Black 

% 
Chi-Square 

White 
% 

Black 
% 

Chi-Square 

Workplace Composition   99.84***   79.33*** 

Mostly White 80.3 44.1  69.7 30.9  

Not Mostly White 19.7 55.9  30.3 69.1  

Age   6.35ns   8.72* 

18 - 24 years 9.3 6.5  8.3 11.8  

25 - 54 years 74.8 83.4  65.8 73.0  

55 - 64 years 11.8 8.3  18.2 11.2  

65 - 88 years 4.2 1.8  7.7 3.9  

Educational Attainment   13.24**   4.71ns 

Less than H.S. 8.4 12.9  6.1 9.2  

H.S./some college 62.4 70.0  56.2 61.2  

Bachelor’s Degree 19.3 12.9  25.2 21.1  

Graduate Degree 10.0 4.1  12.4 8.6  

Personal Income   18.17***   10.39* 

Less than $25,000 43.0 61.5  27.8 34.7  

$25,000 - 49,999 37.3 27.7  31.6 36.3  

$50,000 - 74,999 13.0 8.1  15.1 16.9  

$75,000 and more 6.7 2.7  25.5 12.1  

Labor Force Status   .002ns   .017ns 

Working Full-time 83.7 83.5  82.1 81.6  

Working Part-time 16.3 16.5  17.9 18.4  

Occupational Prestige 
Score 

  4.38ns   16.37*** 

0 - 25 9.0 11.8  7.8 17.1  

26 - 50 53.6 58.8  59.0 61.2  

51 - 100 37.4 29.4  33.2 21.7  

Employees at Work Site   14.77**   5.94ns 

1 - 9 27.1 19.4  23.8 16.6  

10 - 49 25.2 18.2  22.6 25.2  

50 - 99 11.7 16.4  12.3 9.2  

100 - 499 19.0 20.0  20.7 24.5  

500 and more 17.0 26.0  20.6 24.5  

*p < 0.05, **p < 0.01, ***p < 0.001, ns-not statistically significant. 

 
some college experience. Slightly over 30% of both groups earned a college de-
gree. With respect to personal income, white employees earned more than their 
black counterparts. Larger percentages of blacks earned less than $50,000 an-
nually in comparison to whites. Conversely, larger percentages of white em-
ployees earned more than $50,000 per year. This trend was found for both 2000 
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and 2018 (see Table 2). 
Workplace variable comparisons were interesting. Table 2 shows that whites 

tended to have significantly higher occupational prestige scores than blacks in 
2000 and 2018. It can be concluded that white employees occupied positions that 
were considered more important or valuable to the organization. There was little 
to no difference between the two groups with respect to labor force status and 
the number of employees at the work site. 

The cross-tabulation distributions were further analyzed using simple binary 
logistic regression analysis. The findings show that employees generally perceive 
a racially segregated workplace in their places of employment (see Table 3). Us-
ing a bivariate model and excluding all of the predictor variables with the excep-
tion of race, employees indicated they work in a setting comprised mostly of 
white employees. However, black employees were nearly five times more likely 
to say they work in settings where racial composition is either half white and half 
black or mostly black. These trends remained stable from 2000 to 2018. In 2000, 
race of the employee was responsible for 11.3% of the perception of workplace 
segregation. In 2018, it was responsible for 12.5% of the workplace segregation 
perception.  

Multiple binary logistic regression was employed to determine the potential 
impact of other variables on variation in the perception of workplace segrega-
tion. The findings are displayed in Table 3. For 2000, race of the employee,  
 
Table 3. Summary of binary logistic regression models of selected independent variables 
on workplace racial composition, 2000 and 2018. 

 
2000 2020 

B Exp (B) B Exp (B) 

Bivariate Model     

Race 1.641*** 5.163 1.639*** 5.149 

Constant −1.405*** 0.245 −0.835*** 0.434 

Nagelkerke R Square 0.113  0.125  

Multiple Model     

Race 1.430*** 4.180 1.476*** 4.376 

Sex 0.218 1.243 0.269 1.309 

Personal Income −0.201 0.818 0.110 1.116 

Educational Attainment −0.128 0.880 −0.345** 0.708 

Age 0.054 1.056 0.075 1.078 

Work Status −0.190 0.827 0.247 1.281 

Occupational Prestige Score −0.297* 0.743 −0.281 0.755 

Employees at the Work Site 0.285*** 1.329 0.235*** 1.265 

Constant −1.134 0.322 −0.668 0.513 

Hosmer/Lemeshow Test (X2) 2.857ns  10.535ns  

Nagelkerke R Square 0.163  0.168  

*p < 0.05, **p < 0.01, and ***p < 0.001. 
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number of employees at the worksite, and occupational prestige scores impacted 
perception of workplace segregation. Race of the employee had the strongest ef-
fect on perceptions of workplace segregation. Black employees were more likely 
to work in diverse workplaces while white employees were more likely to work 
in mostly white settings. Blacks were four times more likely to work in a diverse 
setting in comparison to their white counterparts. As the number of employees 
increased at the worksite, individuals were more likely to indicate they worked 
in racially diverse workplace. Conversely, as the number of employees decreased 
at the worksite, respondents were more likely to state they worked in a mostly 
white workplace. Employees in positions with higher occupational prestige 
scores tended to work in mostly white workplaces while those in positions with 
lower occupational prestige scores worked in mostly diverse workplaces. This 
multivariate model explained 16.3% of the variation in workplace segregation 
perception. The additional predictor variables explained an additional 5% of the 
variation in comparison to the bi-variate logistic regression model. 

The multiple binary regression analysis findings for 2018 are presented in Ta-
ble 3. Race of the employee, educational attainment, and the number of em-
ployees at the worksite influenced employee perception of workplace segrega-
tion. Race of the employee had the strongest impact on perceptions of workplace 
segregation. Blacks were four times more likely to work in a diverse setting in 
comparison to their white counterparts (unchanged from 2000). Educational at-
tainment influenced perceptions of workplace segregation. For each year of 
educational attainment increase, an employee was more likely to work in a 
mostly white workplace. Those will less educational attainment tended to work 
in a more diverse workplace. Individuals located in larger worksites perceived 
themselves as working in more diverse workplace settings. Conversely, those in 
smaller worksites perceived themselves as working in mostly white workplace 
settings. This multivariate model explained 16.8% of the variation in workplace 
segregation perception. The additional predictor variables explained an addi-
tional 4.3% of the variation in comparison to the bi-variate logistic regression 
model. 

6. Discussion and Summary 

The findings clearly demonstrate that from a perceptional standpoint, black and 
white employees generally work in different racial compositional environments. 
Black employees were found to work more in diverse workplaces in comparison 
to whites who tended to work in environments where most of their counterparts 
were also white. For 2000, racial background of the employee explained 11.3% of 
the variation in perceptions. For 2018, it explained 12.5% of the variation in 
perceptions of workplace racial segregation. Other variables had only a small in-
fluence on this overall relationship. In 2000, occupational prestige and the num-
ber of employees at the work site had a minimal influence on the overall rela-
tionship between the race of the employee and the composition of the workplace. 
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In 2018, educational attainment and the number of employees at the worksite 
influenced the overall relationship between the race of the employee and the 
composition of the workplace. For both comparative years, age, personal in-
come, work status, and sex had no influence on perceptions of workplace segre-
gation. It should be noted that each of the multivariate statistical models for 
2000 and 2018 explained about 16% of the change in workplace segregation per-
ceptions.  

Based on the study results in Table 2 and Table 3, Hypothesis 1 is accepted. 
Therefore, it can be concluded that white employees are more likely to be found 
in work settings comprised of mostly white employees while black employees are 
more likely to be found in workplaces comprised of racially diverse employees. 

Regarding Hypothesis 2, the findings support partial acceptance. Educational 
attainment was found to influence perceptions of workplace segregation in 2018 
but not in 2000. As a result, it can be concluded that educational attainment in-
fluences racial composition of the workplace. Those who work in mostly white 
workplace environments tend to have higher educational attainment in compar-
ison to those with lower educational attainment. In addition, personal income 
has not influenced perceptions of workplace segregation.  

The findings support acceptance of Hypothesis 3. For both 2000 and 2018, 
workplaces with more employees tended to exhibit larger numbers of more em-
ployees indicating their workplaces were more diverse. In contrast, smaller 
worksites tended to have more employees who perceived their workplaces to be 
mostly white. Additionally, for 2000, higher occupational prestige scores were 
associated with workplaces that were composed of mostly white employees. 

This research effort demonstrates that employee perceptions of workplace ra-
cial segregation have remained constant over an 18-year period. The findings 
show that black employees view diversity in the workplace much differently than 
their white counterparts. Blacks see themselves in more diverse work settings. 
Whites, on the other hand, view their work settings as mostly white. Other va-
riables such as educational attainment, occupation prestige, personal income, 
and size of the work setting have minimal impact on racial segregation percep-
tions.  

Future studies on racial segregation in the workplace should employ case 
study or focus group methods to obtain more perceptional information. Al-
though limited with respect to generalizations, empirical data from these tech-
niques would add to the overall understanding of workplace racial segregation. 
In addition, types of organization should be targeted for future analysis as well. 
For instance, employees in non-profit or governmental organizations may dis-
play different racial segregation perceptions than those working in for-profit or-
ganizations. 

Conflicts of Interest 

The author declares no conflicts of interest regarding the publication of this paper. 

https://doi.org/10.4236/oalib.1107050


R. Lewis Jr. 
 

 

DOI: 10.4236/oalib.1107050 16 Open Access Library Journal 
 

References 

[1] Yancey, G. and Lewis, R. (2008) Interracial Families: Current Concepts and Contro-
versies. Routledge Press, New York, 184 p. https://doi.org/10.4324/9780203885727 

[2] Rothstein, R. (2017) The Color of Law: A Forgotten History of How Our Govern-
ment Segregated America. W.W. Norton, New York, 368 p. 

[3] Settles, I.H., Buchanan, N.T. and Yap, S.C.Y. (2010) Race Discrimination in the 
Workplace. In: Paludi, M.A., Paludi Jr., C.A. and DeSouza, E., Eds., Handbook on 
Understanding and Preventing Workplace Discrimination, Praeger Publishers, 
Westport.  

[4] Lewis, R. (2014) Perceptions of Racial and Ethnic Inequality within Organizations: 
A Case Study of Southwest City. Global Journal of Interdisplinary Social Sciences, 3, 
127-132. 

[5] Hellerstein, J.K. and Neumark, D. (2008) Workplace Segregation in the United 
States: Race, Ethnicity, and Skill. Review of Economics and Statistics, 90, 459-477.  
https://doi.org/10.1162/rest.90.3.459 

[6] Galster, G. and Sharkey, P. (2017) Spatial Foundations of Inequality: A Conceptual 
Model and Empirical Overview. RSF: The Russell Sage Foundation Journal of the 
Social Sciences, 3, 1-33. https://doi.org/10.7758/rsf.2017.3.2.01 

[7] Ferguson, J.P. and Koning, R. (2018) Firm Turnover and the Return of Racial Es-
tablishment Segregation. American Sociological Review, 83, 445-474. 
https://doi.org/10.1177/0003122418767438 

[8] Bureau of Labor Statistics Reports (2017) Labor Force Characteristics by Race and 
Ethnicity, 2016. Report 1070. 

[9] Ritzer, G. and Jeffrey, S. (2018) Modern Sociological Theory. 8th Edition, Sage, Los 
Angeles. 

[10] Dahrendorf, R. (1959) Class and Class Conflict in Industrial Society. Stanford Uni-
versity Press, Stanford, California.  

[11] Lewis, R. (1995) A Conceptual Framework for Understanding Race Relations. 
Journal of Intergroup Relations, 22, 18-27. 

[12] Van den Berghe, P.L. (1987) The Ethnic Phenomenon. Praeger, New York. 

[13] Geschwender, J.A. (1978) Racial Stratification in America. W. C. Brown, Dubuque. 

[14] Feagin, J.R. and Feagin, C.B. (1996) Racial and Ethnic Relations. 5th Edition, Pren-
tice-Hall, Upper Saddle River, New Jersey.  

[15] Merton, R. (1968) Social Theory and Social Structure. Free Press, New York.  

[16] Smith, T.W., Marsden, P.V. and Hout, M. (2018) General Social Surveys (GSS), 
1972-2018. National Opinion Research Center, Chicago, The Roper Center for Pub-
lic Opinion Research, University of Connecticut, Storrs. 

 

https://doi.org/10.4236/oalib.1107050
https://doi.org/10.4324/9780203885727
https://doi.org/10.1162/rest.90.3.459
https://doi.org/10.7758/rsf.2017.3.2.01
https://doi.org/10.1177/0003122418767438

	Factors Influencing Racial Segregation in the Workplace in the United States: A Longitudinal Analysis, 2000 and 2018
	Abstract
	Subject Areas
	Keywords
	1. Introduction
	2. Review of the Literature
	3. Theoretical Approach and Research Hypothesis
	3.1. Establishing Dominant and Subordinate Groups
	3.2. Conceptual Framework

	4. Methods 
	5. Study Findings
	6. Discussion and Summary
	Conflicts of Interest
	References

