
African American Employment Patterns 
in the Greater Madison, Wisconsin Region - 2021 

 
The African American-Jewish Friendship Group of Madison 

 
Writing Committee: 

Richard Harris, Chair 
William Greer 
Denise Gotautis 
Gerald Sternberg 
Bruce Thomadsen 

 
EXECUTIVE SUMMARY 

 
A survey of employers in the Greater Madison Area shows that African Americans are 

consistently not getting key advancement or promotion in business and in many other sectors. This 
appears to be a problem that is pervasive in our community, despite the Madison Area being 
regarded by many as the #1 place to live in the country. Actions are needed to address this inequity. 

Roughly half of the employers in the survey have hiring plans to increase diversity, yet an 
analysis shows that, in many cases, just the presence of a plan has little relationship with the 
employment of African Americans as a whole or in administrative or supervisory positions. 
Success in attracting Black employees and students varies depending upon the employer’s 
motivation to do so. Obstacles of location, salary, and institutional racism can be overcome by 
persistence, planning, empathy, and cultural competence at the executive level. 

The African American-Jewish Friendship Group of Madison (AA-J FG) surveyed employers 
from various sectors in the Greater Madison Region, with attention to the levels of administrative 
and supervisory positions. Responses were received covering 187 employers (out of more than 
1600 contacted) and a total of 75,131 employees. It is useful to note that about 6.5 % of the 
population of the Greater Madison Area is African American. Some of the findings from the study 
include the following: 

For businesses, the survey found that employment of African Americans was below their 
percentage in the population, with the median of zero. The percent of non-professional jobs filled 
by Blacks was almost twice their percent in the population, with low percentages in management, 
executive or director positions.  

For Governmental bodies: 
• Employment of African Americans by municipalities, except for the City of Madison, was 

lower than for businesses, with average percentages of African Americans in all categories 
2% or less, with most governmental bodies employing no African American.  

• The State of Wisconsin employs African Americans in the Madison Area in approximately 
the same proportion as in the general population but half of these jobs are non-professional 
while only a quarter of all state jobs in the region are non-professional. 

• Federal employment of African Americans in the Madison Area is below the percentage 
of the population. The percentage of Blacks in the professional and administrative levels 
never exceeds 3%; 70% of Blacks are in non-professional jobs but only 40% of the jobs 
are non-professional. 
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In education: 
• The average employment for African Americans in public schools is half their percentage 

of the population, except in non-professional jobs.   
• The number of African American teachers is glaringly insufficient, even in the Madison 

Metropolitan School District. Five school districts have no African American teachers, two 
have one each and one district has two. Madison has the highest percentage of Black 
teachers, almost 3% but also has the highest percentage of African American students, at 
18.5%. 

• Of private schools that responded to the survey, average percentages of African Americans 
as professionals (including teachers) and administrators were 1% and 2%, respectively, 
with medians of 0%. 

• At the University of Wisconsin-Madison, the percentage of African American professors 
(2%) and associate professors (3%) is considerably smaller than that of Wisconsin as a 
whole (12%). For other positions, where the recruitment pool may be more regional, the 
percentages of African Americans are less than 4%, except as noted below. 

For religious organizations, the response was surprisingly low with only 9 responding to the 
survey, of which, only one had any African American employees – 2 non-professionals. 

 
There are some bright spots where the percentages of the administrative and executive 

positions better reflect the population, such as:  
• Dane County, for all categories, 
• Not-for-profits boards and staffs, 
• Several of the region’s school boards, 
• Madison College for non-professionals and administrators (but not for professionals), 

and  
• The University of Wisconsin-Madison, where the hiring of assistant professors has 

increased over the last twelve years to 6% African American, and the percentage for 
administrators is 5%. 

In the City of Madison, Dane County and the Madison Metropolitan School District, there have 
been real strides in recent appointments of African Americans to the top agency posts, such as the 
City of Madison Police Chief, Dane County Sheriff and Superintendent of Madison Metropolitan 
School District.  
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A. INTRODUCTION – RATIONALE FOR STUDY 
 
Madison frequently comes up in articles as one of the best places to live in the United States.1,2 
The most recent example is from the website Livability.com, that places Madison as the Number 
One place to live (for the second year in a row) by an impressive margin.3 A series of articles from 
various sources suggests that the story is very different for Madison’s Black population, some 
sources placing Madison as one of the worst cities for African Americans.4,5,6,,7,8,9 According to 
these articles, one of the biggest problems African Americans face living in Madison is 
employment, particularly in reaching the higher level administrative and supervisory positions. To 
assess the accuracy of the situation portrayed in these articles, the African American-Jewish 
Friendship Group of Madison (AA-J FG) established a committee to perform a survey of 
employers in the greater Madison area, asking about the prevalence of employment of African 
Americans. Information about the AA-J FG can be found in Appendix A. This report discusses the 
study performed and the results obtained.  

To arrive at a community-wide picture of the African American workforce, this study looked 
at employment in business, government and education. Overall, responses were received covering 
178 employers and a total of 75,131 employees. 

As you read the sections below, it is useful to note that about 6.5 % of the population of 
the Greater Madison Area is African American, and for Madison proper it is about 7%. In all cases, 
the numbers of African Americans relate to those who have identified as such. 
 

B. METHODS, RESULTS and SPECIFIC DISCUSSIONS 
 

1. BUSINESSES 
Methods 

Early on, the intention of the survey was to generate data on all minorities. It quickly became 
apparent that a questionnaire asking about employment of all minorities would take a long time 
for respondents to complete, and thus, reduce the response rate. Therefore, since the motivation 
for the study was to assess the reports about employment of African Americans, we limited the 
questions to that topic.   

Gathering data on employment of African Americans in businesses in the Greater Madison 
Region made use of an anonymous survey. While ideally the survey would have gone to all 
businesses, the only source of that information seemed to be from the Wisconsin Department of 
Financial Institutions. Unfortunately, the data for this came formatted in a spreadsheet where the 
information for a given business listed in such a way that any column contained various types of 
information, making use of the spreadsheet for generating a list of businesses to contact infeasible. 
Instead, many sources were used in creating a list of businesses to contact. In most cases, the list 
did not have e-mail contacts, so most often the businesses were contacted by phone, requesting an 
e-mail contact to which a link to the survey could be sent. 

The survey was created and operated in Google Forms and set to be anonymous. The questions 
asked can be found in Table 1. A shortened link to the questionnaire was placed as a pseudo-button 
in the e-mail sent to the companies’ contacts, as was the full URL for the questionnaire, should the 
person receiving the e-mail wish to paste it into their browser rather than click on a link. The text 
of the message sent to businesses can be found in Appendix B, although the text did evolve very 
slightly over the duration of the project. 
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The e-mail asked the recipient to complete the survey in 30 days, and gave a due date. A follow-
up, reminder e-mail was sent at two weeks before the end of the 30-day period, and then a final 
reminder with one-week left. Most of the responses came following the last reminder.  

Calling the lists of businesses proceeded in batches, a trial (beta test) followed by seven 
batches. Twelve people contacted the first post-beta test batch, while the rest of the lists were 
handled by three or four persons. The survey as a whole covered the period between September 8, 
2021 and July 20, 2022. 

Several aspects of the survey were designed to encourage responses: 
• Making the survey anonymous, 
• Giving a deadline, 
• Following up with reminders, 
• Including a short link to serve as a response button and a longer URL for respondent 

who would not trust a button, 
• Including the list of organizations supporting the study. 

 
 
Table 1. Questions for Businesses 

1. How many people do you employ? 
2. How many of your employees are African American? 
3. a. How many African Americans are employed in non-managerial positions? 

b. What is their percentage of the total non-managerial group? 
4. a. How many African Americans are employed in managerial positions?  

b. What is their percentage of the total managerial group? 
5. a. How many African Americans are employed in executive positions?  

b. What is their percentage of the total executive group? 
6. a. If your organization has a board of directors, how many of the directors are African 

American? 
b. What is their percentage of your board? 

7. a. Do you have a company-based plan for recruiting, hiring and supporting a diverse 
workforce?  

b. If so, what is the job title and department of the person responsible for the plan’s 
implementation and monitoring? 

 
Results 

The committee contacted 1650 businesses. E-mail addresses were already in the lists used to 
identify businesses for 63 for the companies, the rest (1587) were called to obtain e-mail addresses. 
Several of the provided e-mails had problems preventing delivery, some of which could be 
corrected, but about 7% never could be delivered. This process provided 777 deliverable addresses 
(47%). Overall, there were 85 responses to the questionnaire, comprising 5% for all companies 
contacted and 11% of the businesses providing e-mail addresses. Appendix C contains the 
responses to the survey, and Table 2 gives a summary of the data. In Table 2, Row A gives the 
sum for columns that provide the number of employees, Row B gives the average value for each 
column and Row C gives the median. Follow-up to clarify inconsistencies in the data could not be 
performed because the survey was anonymous. In Table 2, and many other tables and graphs in 
this report, because of space limitations, “African American” is often abbreviated as “AA.” 
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The respondents to the survey ranged from companies with over 900 employees to those with a single person. Figure 1 shows a 
graph of the number of African Americans employed as a function of the total number of employees, and Figure 2 shows this information 
as the percentage of the employees who are African American. While there is a mild positive correlation in the middle of the total-
number-of-employees, the relation does not hold overall.  
 
Table 2. Summary of the data from the responses to the survey of businesses. 

 
For all respondents, Row B in Table 2 shows that the average of the percent of the total workforce that is African American is 5%. 
Alternatively, the average percentage of African Americans of the workforce can be calculated as the number of African Americans 
divided by the sum of the total number of employees. That calculation gives 6.6% (shown in Row D), which is close to the percent of 
the region’s population that is African American. These average values, either in Row B or Row D, are driven by a few employers with 
a significantly larger percent of the workforce that is African American. The median percentage of the workforce that is African 
American is zero, with 54% of the respondents employing no African Americans. 

Looking at the non-managerial section of the workforce, the average of the percentages comprised by African Americans in Row B 
is 11%; however, calculating the percent by dividing the total number of African Americans in non-managerial positions by the total 
number of such workers is 6.3%. The median is zero. Of all African Americans employed by the responding businesses, 94.5% work in 
non-managerial jobs. The 11% average of the percentages is, again as with the total workforce, the result of a few businesses with a 
large percentage of African Americans. 
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Figure 1. The relation between the number of African Americans employed and the total number 
of employees 

 

 
Figure 2. The relation between the percentage of African Americans employed and the total 
number of employees 
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Figure 3. Number of African Americans in managerial positions as a function of the total 
number of employees. 

For management, the average number of African American managers in all businesses was 0.3, 
constituting an average of 4.2%. Figure 3 shows the number of African Americans in managerial 
positions as a function of the total number of employees at a company; there is no particular trend. 
Figure 4 presents the data in Figure 3 as percentages. This graph shows a tendency for a lower 
percentage of the managers to be African American as the total number of employees increases 
but this trend is on top of a baseline of zero African American managers. As with the non-
managerial positions, the median of the percentages is zero. 

While the average percentage of African Americans in executive positions is 2.6%, this number 
strongly reflects three businesses where the percentage is particularly high. The total number of 
executive positions in the sample held by African Americans is only 4, but the four occur in 
companies with a large number of employees (255 and 120) and those with smaller numbers (20 
and 10). The median is zero. 

Nine of the 85 companies reported having an African American member of the board of 
directors (11%), with one company reporting two African American members. This averages 1.5% 
over the sample, where the median is zero. There is no particular relationship between the presence 
of an African American on the board and Black managers or executives.  
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Figure 4.The percentage of managers that identify as African Americans.  

About half the companies responding have a plan to increase diversity, equity and inclusion 
(40 do, 45 do not). The effectiveness of the plans is not clear. It appears that there is no obvious 
correlation between the presence of a plan and the total number of employees, or the presence of 
an African American executive officer (2 with, 2 without). There also appears to be a positive 
correlation between an African American on the board and the company having a plan to increase 
diversity, although, as noted above, the presence of African American on boards is low. The 
presence of African American managers in a business correlates positively with the presence of a 
plan in place (8 yes, 4 no). All these apparent correlations are investigated statistically in section 
C, Efficacy of Diversity Plans and Appendix E. 

 
Evaluation of Reliability of the Survey 

The confidence interval for the survey data is roughly 10.5% at the 50% level, assuming 
approximately 10,000 businesses in the Greater Madison area. In actuality, variations in the 
number of businesses around this base number makes very little difference. The reliability of the 
results is more robust than the conventional projections indicate for reasons in the discussion 
above, particularly given the average median values. 

To look for consistency over time, the responses were divided into four approximately equal 
groups based on the time order of response. The summary for the four groups can be seen in Table 
3. Each of the summaries for the time-ordered groups are similar to the summary in Table 3 of the 
overall business responses. Row A is the total for each category (column) for the given quartile. 
The exception is for the columns labeled “% African Americans” for total employees and 3b. for 
the percentage of African Americans in the non-managerial group. In both these cases, the average  
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is calculated by dividing the total number of African Americans by the total of all the employees in the category. Row B is the average 
for each column and Row C is the median of the column.  
 
Table 3. Comparison of the responses for the chronological quartiles 

 
 

While the size of the total workforce changed little in the first two quartiles, the last two quartiles clearly reflected progressively 
smaller employers. This is like a result of the lists from which the committee pulled the targeted businesses. Looking at the percentages 
of the total workforce that is African American, the averages in Row B decreases through the four groups (although not significantly 
between groups 1 and 2), likely reflecting a reduced percentage of African Americans in smaller business that is not apparent looking 
at the overall data (see Figure 2. The relation between the percentage of African Americans employed and the total number of 
employees). The median does not change markedly, which is a result of the large number of businesses that employ no African 
Americans. The average percentage of African Americans calculated from the totals in Row A varies markedly from the first quartile, 
group 1, to the later three, but this is an artifact of a few large companies with a large percentage of African Americans that drive that 
average percentage. That also can be seen to a lesser extent in the first quartile percentage in Row B.  
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The same trends can be seen in the non-managerial data, which is not surprising given that 
overall, 94% of the positions filled by African Americans are in the non-managerial category. With 
respect to the managerial positions, the overall numbers are small, as seen by the consistent median 
of zero, while a few companies, regardless of size, had large percentage of African American 
managers in all groups. While the number of executives in any business would be relatively small, 
the percentage of African Americans filling these positions is very small in all groups. The 
situation with boards of directors follows the patterns for executives. Over time, there was no 
difference in whether businesses had diversity plans in place. 

Given that the results and conclusions do not change over these quartiles, there is reason to 
have confidence that the results give an accurate representation of the employment patterns for 
African Americans in the Greater Madison Region. 

 
Discussion 

The average employment of African Americans in the greater Madison Area lags behind their 
percentage in the population. Were it not for a few companies that employ particularly higher 
percentages of Black employees, the overall picture would look worse, and be more representative 
of the situation. Fifty-four percent of the business employ no African Americans and of those that 
do, 94.5% work in non-managerial jobs. In managerial positions, African Americans constitute 
even smaller percentages, and in the sample, there were only four African Americans in executive 
positions. Not surprisingly, the percentage of African Americans on boards of directors falls to 
about a quarter of the percentage they made of the general population. 

There is no way to know, but it might be expected that of those companies that responded to 
the survey, there may be a larger fraction of businesses interested in increasing diversity in the 
workplace than in would be found in all businesses. If this is the case, the true employment picture 
would look worse. 

 
2. GOVERNMENTAL EMPLOYERS 

 
a. Municipalities 

Method 
Each municipality was contacted individually and provided with the questions in Table 4. 

Error! Reference source not found. lists the governmental bodies included. Information was 
obtained from all municipalities except one that never responded to phone or e-mail messages. 

 
Table 4. Questions for Municipalities 

1. How many people do you employ? 
2. How many of your employees are African American? 
3. a. How many African Americans are employed in non-professional positions? 

b. What is their percentage of the total non-professional group? 
4. a. How many African Americans are employed in professional capacities?  

b. What is their percentage of the total professional group? 
5. a. How many African Americans are employed in administrative positions?  

b. What is their percentage of the total administrator group? 
6. a. Does your city have a plan for recruiting, hiring and supporting a diverse workforce?  

b. If so, what is the job title and department of the person responsible for the plan’s implementation 
and monitoring? 
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Table 5. The 18 Municipalities Included in the Study along with Dane County showing the 
percentage of the Population Identifying as African American. 
 

Municipality 

% Population 
African American 
(2020 census) 

Burke 0.9% 
Cottage Grove 0.1% 
Cross Plains 0.6% 
De Forest 0.6% 
Dunn 0.2% 
Fitchburg 8.2% 
Maple Bluff 0.9% 
Madison 6.6% 
McFarland 3.0% 
Middleton  5.1% 
Monona 1.6% 
Oregon 1.6% 
Shorewood Hills 2.6% 
Stoughton 0.9% 
Sun Prairie 7.6% 
Verona 3.7% 
Waunakee 1.3% 
Windsor 0.4% 
Dane County 5.5% 

 
Results 

Table 6 presents a summary of the data gathered; the complete responses are in Appendix D. 
These data have some issues: 

• Except in a few specific cases, there is no requirement that municipalities maintain records 
of employment by race. As a result, three of the municipalities did not have information on 
the racial makeup of the workforces. 

• There is no publicly available database that contains this information. Thus, the 
information provide could not be validated independently. 

• Several municipalities have workforces that vary markedly by season; many also employ 
a relatively high number of part-time staff. Both of these variations make establishing a 
baseline employment for a given body difficult, although they had little impact on the 
conclusions. 
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Table 6. Summary of the Data for Municipalities.  

 
 
Some observations on the data include the following: 
• The average percentage of African Americans employed in any capacity was 1.3% (Row B). This average number is driven by 

the size of the City of Madison and its large workforce. Excluding Madison from the calculated average brings the value to 0.8% 
(Row E recalculation of Row B). Even with that adjustment, the second largest city by employment accounts for two-thirds of 
the remaining African American employees. 

• Similar to businesses, Row D calculates the average percentage of African Americans as simply the sum of all of the African 
Americans employed divided by the sum of the total employees. This method indicates that African Americans comprise 5.6% 
of the total workforce. This number is strongly driven by the numbers for the City of Madison, which is 9%. Removing Madison 
from this average yields 1.3%. 

• Eight of the 17 responding municipalities employed no African Americans and five employed fewer than five. 
• The median of the percentages for all employees was 0%, which follows from the number of municipalities employing no African 

Americans. 
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• Sixty percent of the African American workforce is employed in non-professional 

positions, compared to overall, non-professional positions that comprise 40% of the 
workforce.  

• In professional positions, 12 of the 16 responding municipalities employed no African 
Americans. The average of the reported percentage of African Americans in professional 
positions was 1.7%.  

• With respect to administrative positions, only three of the municipalities report having any 
African Americans in such positions, for an average of the percentages of 2.2%.  

• For the leadership of the councils for municipalities, five of the 17 councils have African 
American members (four with one each, and seven out of 20 for Madison). 

• Half of the municipalities report not having a plan for diversity, equity and inclusion in 
their workforce. Nine had a plan in some stage of progress.  

• There was no relationship between African Americans on a council and whether the 
municipality had a diversity plan in place. There was a correlation between having a 
diversity plan in place and the presence of African Americans in the municipality’s 
workforce (six with no plan and no Blacks in the workforce, one with no plan and one 
Black employee – 0.5% of the workforce; six with a plan and with Blacks in the workforce, 
one with no plan and no Black employees) and with African Americans in professional 
positions. 

 
Discussion 

Except for the City of Madison, African Americans are seriously under represented or absent 
from the workforces of many of the municipalities in the Greater Madison region. There seemed 
to be no obvious relationship between the African American presence on the municipality council 
and the percentage of African Americans in the workforce, although the small numbers would 
impose a relationship with a large uncertainty. Having a diversity plan in place appears to be 
positively related to diverse hiring practices. 

It is heartening that just over half of the governmental bodies have diversity, equity and 
inclusion hiring plans. Also of note, the City of Madison Chief of Police, Assistant Fire Chief for 
Personnel and the Assistant Chief for Operations are African American. 
 

b. Dane County, the State of Wisconsin and the Federal Government 
Method 

The same questionnaire that was sent to the municipalities was also sent to Dane County, the 
State of Wisconsin, the Federal Government and the Veterans Administration (VA – which was 
not included in the Federal data). For the State, Federal and the VA, the employment information 
was requested for the Greater Madison Region. Contact with the state government was through 
the Madison Assembly representative (Rep. Sheila Stubbs); for the federal government it was 
through the Madison Congressional representative (Rep. Mark Pocan) and for the VA it was 
through the VA Office of Public Affairs. 
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Results 
Table 7 presents the data from these governmental bodies. 

 
Table 7. Data for Dane County, the State of Wisconsin and the Federal Government. 

 
 

In Dane County, the percentage of each category employing African Americans equals or exceeds the percentage of African 
Americans living in Dane County. Because the county defines employment differently than in our questionnaire, they provided an 
explanation that “nonprofessional” in our question includes the following workers in the county with the total numbers in brackets 
following the description: 

• Paraprofessional (e.g., Certified Nursing Assistant, Paralegal) [53] 
• Technicians (e.g., 911/Communicator, License Practical Nurse) [5] 
• Administrative (e.g., Clerk I-II, Security Support Specialist) [19] 
• Service (e.g., Janitor, Toll Booth Attendant) [22] 

It is also interesting to note that roughly 35% of the African Americans work in professional or administrative capacities. The county 
not only has a workforce diversity plan, but an office dedicated to the plan. It is significant to note that the Dane Country Sheriff is 
African American. 

The State of Wisconsin formed one of the largest employers in the Madison Region. While the total employment numbers matched 
closely the percentages for Madison and Dane County, 50% of the jobs filled by African Americans fell in the non-professional category, 
even though the total number of professional and administrative positions comprised 74% of all jobs, 2.8 times that of the non-
professional. In the case of the state, the “board” is the Legislature. 
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For employment with the federal government or with the VA, the overall employment of 
African Americans falls well below their relative percent of the population. Of those employed, 
67% for the federal government and 75% for the VA are in non-professional positions, even though 
the non-professional jobs constitute only about 40% for both. The percentage of professional and 
administrative positions filled by African Americans is dismal (2% for both in the professional 
category; 3% for the federal and 1% for the VA in administrative positions). In the case of the 
Federal Government, the “board” is Congress, and for the VA it is the VA’s Senior Leadership. 

 
Discussion  

For all these governmental bodies, hiring of African Americans in non-professional jobs 
exceeds their percentage of the population. In itself, this is commendable. However, for all but 
Dane County, hiring into the professional and administrative ranks warrants immediate attention. 
 

3. EDUCATION 
 

a. Public School Districts 
Method 

Because school districts and municipalities are public organizations and their employment data 
are public record, initial contact was made either by an e-mail address listed on their websites or 
by phone. In either case, contacts were followed until reaching a person who could provide the 
requested information. The questions were then sent to that person in an e-mail. These questions 
comprise Table 8. Follow-up contact was made periodically until the results were obtained. These 
data were not anonymous. 

The data gathered from school districts was validated through the Wisconsin Department of 
Public Instruction website at 

https://publicstaffreports.dpi.wi.gov/PubStaffReport/Public/PublicReport/StaffByEthnicityA
ndGenderReport 

 
Table 8. Questions for Public School Districts 

1. How many people do you employ in your school district? 
2. How many of your employees are African American? 
3. a. How many African Americans are employed in non-professional positions? 

b. What is their percentage of the total non-professional group? 
4. a. How many African Americans are employed in professional capacities, such as teachers, 
counselors, nurses, etc.?  

b. What is their percentage of the total professional group? 
5. a. How many African Americans are employed in administrative positions?  

b. What is their percentage of the total administrator group? 
6. a. Does your district have a plan for recruiting, hiring and supporting a diverse workforce?  

b. If so, what is the job title and department of the person responsible for the plan’s 
implementation and monitoring? 

 
For both school districts and municipalities, the make-up of the school boards and municipality 
councils were taken from the respective websites. 
 Ten school districts in the Greater Madison Area were targeted for contact, as listed in 
Table 9. 
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Table 9. Public School Districts included in the Study 

• De Forest Area 
• Madison Metropolitan 
• Middleton-Cross Plains 
• McFarland 
• Monona Grove 
• Oregon 
• Stoughton Area 
• Sun Prairie 
• Verona  
• Waunakee Community 

 
Contact was made with all of the districts and nine supplied data requested for the questionnaire. 
In all cases, the number of African Americans was taken as those who identify as such; those 
identifying as two or more races were not included. The data gathered was validated using the 
information on the WISEdash public portal,10 although most of that information applies to the 
2020-21 school year. 

 
Results 

Table 10 presents a general summary of the data. As with municipalities, in Table 10, the 
rows labelled “A. Sum” gives the total of all the entries in the column, Row B gives the average 
values for the column and Row C the median. The data gathered included: 

• The student population, 
• The total number of employees, 
• The number of non-professional employees (e.g., secretaries, custodians, administrative 

assistants), 
• The number of professional staff (such as teachers, counselors, and nurses), 
• The subgroup of professionals who are teachers, 
• The number of administrators, and 
• The members of the board of education. 

 
In each of the major headings of groups of columns, the column to the right of the column with 

the total is the column with the number who identify as African Americans in that classification, 
followed by the column with the percent of the total comprised by the African Americans.  

Row B, “Average of Column” is the average of the percentages reported by each school 
district. Because the Madison Metropolitan School District (MMSD) is relatively massive, the 
median of the percentages (Row C) may better reflect the “typical” for the region. 
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Table 10 .Summary of the Data for the Public-School Districts 

  
Since this survey considers the Greater Madison Area, as with municipalities, another way to look at the average percentage of 

African Americans for each category is to take the sum of the numbers of African Americans divided by the total positions, and multiply 
it by 100. That constitutes Row D, “Average for Category.” As in the previous paragraph, the information for Madison drives the 
averages, and Row E looks at the averages as in Rows B and D, except without the information about Madison. 
 
Discussion 

Figure 5 shows a graph of the percentage of African Americans in each of the categories in Table 10 plotted as a function of the total 
number of employees in a district. The figure highlights some interesting information. 

• In four of the five cases where the school board has any African Americans (half of the ten districts), the percentage of African 
Americans on the board exceeds the percentages for any of the employee categories. This may just be due to the small numbers 
of members of all the boards so any African Americans would make a relatively large percent increase. 

• In only one case does the percentage of administrators exceed the percentage of the board. 
• The smallest four school districts have no African American administrators. 
• The employment patterns for African Americans generally increases with the size of the district’s total number of employees, 

although the relationship is not smooth. 
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Figure 5. The percentage of African Americans in each of the categories in Table 10 plotted as a 
function of the total number of employees in a district 

• With the exception of one of the smaller districts, the percentage of African American in 
the professional category fell below all other employee categories. 

• Of particular note, the percentage of African American teachers in all cases fell below any 
other employee category. 
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• Five of the school districts had no African American teachers; all but one district had one 
percent or fewer. 

• Overall, in the region, 0.7% of the teachers are African Americans. Not counting the 
MMSD, there were six male African American teachers and five female in the greater 
Madison Region. In the MMSD, there are 62 African American teachers: 22 male and 40 
female. 

 
The situation in the public-school districts gives some reason for optimism. Half of the 

school boards have an African American member and two have more than one. The larger districts 
have African American administrators in numbers exceeding the percentage in the population (see 
Table 10). Of note, the superintendent of the MMSD is African American. 

On the other hand, only in the largest school district does the percentage of employees who 
are African American equal or exceed that in the population. The percentage of African Americans 
in non-professional roles still far exceeds the percentage in professional positions, and as noted 
above, even more so for teachers. 

As shown in the last three columns of Table 10, six of the ten districts were currently 
working on developing a program for increased diversity and equity in their workplace. 
Interestingly, the districts working on such programs do not correlate well with the presence of 
African Americans on a district’s board. 

 
b. Private Schools  

Methods 
Because private schools are not covered by open record laws, an anonymous survey was used 

as with businesses. However, private schools were handled differently than businesses, in that 
rather than depending on a sampling, all private schools were sent the link to the questionnaire. 
Unlike businesses, many of the private schools had e-mail addresses listed on their websites. Those 
that did not were called to obtain an e-mail address. Just as with the businesses, an initial message 
was sent with the links to the questionnaire with a deadline 30 days out. Follow-up messages were 
sent two weeks before the deadline and again one week before. 

The questions in the questionnaire were slightly different for the private schools than for the 
public schools and are shown in  

Table 11, using links to different Google Forms. 
 
Table 11. Questions for Private Schools 

1. How many people do you employ in your school district? 
2. How many of your employees are African American? 
3. a. How many African Americans are employed in non-professional positions? 

b. What is their percentage of the total non-professional group? 
4. a. How many African Americans are employed in professional capacities, such as teachers, 

counselors, nurses, etc.?  
b. What is their percentage of the total professional group? 

5. a. How many African Americans are employed in administrative positions?  
b. What is their percentage of the total administrator group? 

6. a. How many African Americans are on your trustee board?  
b. What is their percentage of the total trustee board? 

7. a. Does your school have a plan for recruiting, hiring and supporting a diverse workforce?  
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b. If so, what is the job title and department of the person responsible for the plan’s 
implementation and monitoring? 

The private-school group included private elementary schools, small private colleges and 
beauty schools. An exception to the process was made for Edgewood High School, which could 
not have been anonymous if they responded to the survey because of its size. Instead, contact was 
made with the Human Resources Department and they were sent the questions directly by e-mail. 

Thirty-eight schools were contacted. Between the calling and e-mails found on a school’s 
website, 29 e-mail addresses were obtained and used for the survey (76%).  

 
Results 

From the 29 emails, only six responses were received (20% of the e-mails sent, 16% of the 
number of schools). The results and summary comprise Table 12. 
 
Table 12. Summary of the Data for Private Schools. 

 
 

While the relative sample size is larger than a typical survey, the total numbers are still small. 
Notwithstanding the small sample, the average number of African Americans in any category 
except on the boards of trustees is very small, and even more so the median. Two of the six schools 
have no African American employees. 
 
Discussion 

All of the schools in this sample have diversity plans in place and most have African American 
representation on the board of trustees. From the results for municipalities and public schools, 
those facts might suggest that the sample may have a greater number of African Americans on 
staff than would be seen in the population as a whole (see the discussion at the end of the report).  
 

c. Madison Area Technical College (MATC – Madison College) 
Methods 



African American Employment Patterns in the Greater Madison, Wisconsin Region - 2021 

 21 

As with the public schools, contact was made directly to the college with the same questions 
asked of the public schools. As background, the student population of Madison College is 6.6% 
African American. 
 
Results 

The responses are in Table 13. For all categories except professional, the percentage of the 
employees at MATC equal or exceed that of the regional or student populations. The professional 
category includes teachers and counselors, among others. 
 
Table 13. Response from Madison College 

 
 
Discussion 

Madison College is to be commended for the diversity of their employees. The low percentage 
of the professional staff may be an item of concern. 
 

d. University of Wisconsin-Madison 
Methods 

The University of Wisconsin-Madison (UW) issues reports frequently on the demographics of 
its faculty, staff and students. Information for this report is provided by the Trends in Faculty and 
Staff Diversity 2022,11 and the UW-Madison Data Digest 2021-2022.12 UW has a very different, 
and more complex, job classification system than businesses or schools. In a quick and incomplete 
summary: 

• Academic ranks 
o Assistant Professor – an entry-level appointment working toward tenure 
o Associate Professor – the position just after achieving tenure 
o Professor – the final promotion along the tenure path. 
o Instructional Academic Staff – non-tenure-track teaching appointments 

• Limited-term staff – administrators 
• Other academic Staff – research technologists, project managers, clerical staff, and 

many other job functions 
• University Staff – service providers, maintenance. 

 
Results 

A summary of the results is shown in Table 14. The data are from 2021-2022. The reports 
contain much more detailed information, some of which touches upon issues discussed in this 
report. However, the qualifications to these data do not change the information in Table 14. 

With two exceptions, the percent of African Americans in all of the categories fall well below 
their percent in the population. One exception is assistant professors, where the percentage of 
African Americans is 6%. In 2009, the percentage of African American professors and associate 
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professors were 1.7% and 1.6%, respectively, and 3.5% of the assistant professors. In 2012, the 
number of professors and associate professors had changed slightly, to 2% in each classification, 
but the African American assistant professors had increased to 6%, most likely reflecting an active 
attention to diversity in hiring. Advancing in rank from assistant professor to associate professor 
typically takes seven years, and similarly the promotion from associate professor to professor takes 
from five to seven years. This progression results in a lag between hiring associate professors and 
their presence in the higher ranks. As a result, the increased numbers of assistant professors hired 
in 2012 would not be expected to change the percentages in associate professors until 2019, and 
then the increase would be slow because of the existent pool of associate professors into which the 
rising assistant professors would join. Any effect on the percentages of African American 
professors would not begin before 2025. The progression is separate from hiring senior-level 
persons into the ranks of professors and associate professors. Because the university serves the 
whole state, the percentages should be compared with the 12% Blacks make up of the state 
population. 

The other category with a notable percentage of African Americans is administrators at 5.4%. 
This percentage has been increasing mostly steadily since being just over 4% in 2009. 
 
Table 14. Information for the University of Wisconsin-Madison. 

 
 
Discussion 

Numbers for inclusion in the academic staff, university staff, and post-docs do not have the 
delay between hiring and showing in the employment data. Thus, any effects of a diversity plan 
would not have to wait seven years to be seen. Unless something major changes, these numbers 
are not expected to increase.  

Not part of this study, it is worth noting the low percentage of African Americans in the student 
body, in spite of a series of diversity plans for students. This is a difficult problem, both recruiting 
Black students to, and retaining them in, an institution with so few other students like them. 
Obviously, past plans have not been effective and a completely different approach is necessary. 

The UW information does give some information on employees who respond as being of two 
racial groups, one of which is Black. Adding these persons to the values in Table 14 yields the 
following changes in the percentages of African American: 

• Administrator increase from 5.4% to 6.5% 
• Other academic staff increases from 2.6% to 3.2% 
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• The total for all faculty increases from 3.1% to 3.6% 
• Instructional academic staff increases from 2.2% to 2.6% 
• University staff increases from 3.5% to 4.0% 

None of the changes in percentages change the observations when just looking at the responses 
from those who identify as African American alone. 
 

4. NON-PROFITS 
 
Method 

Every year the United Way of Dane Country requests information on the diversity of staffing 
from their participating organizations. The United Way shared the results for this survey. The most 
recent information was from 2019. 

 
Results 

Table 15 gives the data from 54 organizations that responded to the request from the United 
Way. For those organizations, 16% of the employees are African American. The information from 
the United Way did not contain data for categories such as Professional, administrative or 
executives. They did have numbers for members of the boards of directors of the reporting 
organizations, which had an average of 21% African American. 

 
Table 15. Information from the United Way of Dane County on the Number of African Americans 
Employed in their Participating Organizations. 

 
Discussion 

Non-profits have a very much better representation of African Americans, both in their 
workforce and on their boards, than does any other type of employer in this study. 
 

5. RELIGIOUS ORGANIZATIONS 
 
Method 

The same procedure was used for religious organization as for the private schools, sending an 
e-mail message containing links to an anonymous survey. Calls were placed to 142 churches and 
other religious organizations, from which 45 e-mail addresses were obtained (32%). The questions 
for religious organizations are shown in Table 16 

 
Results 

The 45 e-mails generated nine responses (20% of the e-mails, 6.3% of the total number of 
organizations). Results from the survey of religious organizations comprise Table 17. Only one of 
the 9 organizations have any African American employees and those employees are in non-
professional positions. Six of the organizations have no plan in place to increase diversity and the 
other three did not answer the question. 
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Because only one organization had African American employees, presenting averages or 
medians would not provide useful information. 

 
 

Table 16. Questions for Religious Organizations. 
1. How many people do you employ in your organization? 
2. How many of your employees are African American? 
3. a. How many African Americans are employed in non-professional positions? 

b. What is their percentage of the total non-professional group? 
4. a. How many African Americans are employed in professional capacities, such as teachers, 

nurses, etc.?  
b. What is their percentage of the total professional group? 

5. a. How many African Americans are employed in leadership positions, such as pastors or 
director of religious studies?  

b. What is their percentage of the total leadership group? 
6. a. How many African Americans are on your trustee board?  

b. What is their percentage of the total trustee board? 
7. a. Does your organization have a plan for recruiting, hiring and supporting a diverse 

workforce?  
b. If so, what is the job title of the person responsible for the plan’s implementation and 

monitoring? 
 

Table 17. Results from the Survey of Religious Organizations. 

 
 
Discussion 

The lack of response on the part of religious organizations was surprising to the committee; it 
was assumed beforehand that such groups would be interested in this project. It was particularly 
surprising that the responders did not include those churches with a predominantly African 
American leadership. From this small sampling, little can be drawn statistically; however, with 
respect to religious organizations in the Madison area, the employment situation for African 
Americans does not appear to be an important topic.   

 
 

C. EFFICACY OF DIVERSITY PLANS 
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Method 
To assess the effectiveness of the presence of plans to increase diversity, equity and inclusion, 

the business, municipalities and public-school responses were each divided into those with plans 
in place and those without, and each of the categories (columns in the tables) for the groups were 
compared for significant difference using a t-test. The test looked for 95% confidence with a p-
value of 0.05, recognizing that this p-value, while customary, is arbitrary. Columns that showed 
p-values greater than 0.05 but less than, or close to, 0.1 were noted although with less certain 
importance. A summary of the values is found in Appendix E. Interestingly, each of these major 
group were closely split between those with plans in place and those without. Employment data 
from the State of Wisconsin and the federal government were not included in the analysis. 
Comments on the diversity plan for the University of Wisconsin-Madison can be found in that 
section of this report. 

 
Results 

For businesses, none of the categories reached any significant relationship with the presence 
of a diversity plan. The closest is the percent of the executives that are African Americans with a 
p-value of 0.08, which may (or not) indicate a mild tendency. The percent of African Americans 
on the board of directors and in the total number of employees, with p-values just over 0.1, do not 
satisfy the specified criterion for significance but may have a correlation. 

For municipalities, there was a significant relationship between a plan and the percentage of 
African Americans in the total employees (p-value=0.03). The relationship for professionals is 
also close to significant with a p-value of 0.06. Both non-professional and administrative positions 
had p-values just under 0.1. Interestingly, there was no relationship between the presence of a plan 
and the presence of African Americans on the governing councils. 

The was no category for public schools that had a significant relationship between the presence 
of a plan and the percentage of African Americans employed. 

For the other groups the analysis was not performed:  
• Dane county had a plan in place and also had relatively high percentages of African Americans 

in all categories of employment.  
• All of the private schools responding to the survey had diversity plans in place, but with the 

exception of the boards of trustees, had very low percentages of African Americans in all 
categories.  

• None of the religious organizations had diversity plans and they had few African Americans 
in their workforce. 

• Madison College has a plan and high percentages of African Americans in all categories except 
professionals, which includes teachers. 

• The University of Wisconsin-Madison has had a plan in place that has increased the percent of 
the assistant professors hired over its duration, but it has not yet increased the numbers in the 
higher ranks. The percentage of African Americans in the administrative positions is tending 
toward that of the population at large. Technical and non-professional ranks still remain below 
the percentage of Blacks in the Madison-area populations 

 
Discussion 

The results of this analysis make evaluating the efficacy of diversity plans difficult. For 
businesses and public and private schools the plans seemed to make some difference. For 
municipalities, Dane County and Madison College, plans seemed effective; for religious 
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organizations, the lack of plans seems related to the lack of a diverse workforce. For the University, 
the presence of a diversity plan is mixed.  

These mixed, and sometimes contradictory, results may have three or more causes: 
1. Poor plans. The plans may not be realistic or have actual steps that could diversify the 

workforce. Some plans may just be statements of lofty goals. 
2. Poorly implemented plans. The plans themselves may be sound but the implementation 

half-hearted or bypassed when choices are made. 
3. Challenging implementation. The plans may be sound and the attempt at 

implementation genuine, but the ability to attract African Americans to a job in this 
region may be difficult due to the small Black community and the other societal hurtles, 
such as access to housing loans, that they would encounter. 

One conclusion from this analysis is that simply having a diversity plan may not be sufficient to 
actually produce diversity, but without a plan, the likelihood of having a diverse workforce is 
lower. 

 
 

D. COMPARISION WITH MADRep 2022 
 
Each year since 2016, the Madison Regional Economic Partnership (MADRep) has released a 

study on the diversity of the workforce the Greater Madison Region.13 The reports are based on 
surveys of employers from the year before the report date. The most recent, which covers 2021, 
the period of the AA-J FG survey, is the MADRep 2022.14 Table 18 presents a summary of their 
results and the results of our survey for a comparable population. Each of the annual reports contain 
a considerable amount of information that cannot be reviewed here, and an interested reader is 
highly encouraged to go to the references. 
 
Table 18. Comparison between the MADRep data and this Report for Businesses with 10 or 
Greater Employees. 
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Several differences between the MADRep studies and the AA-J FG’s study should be noted. 

• The MADRep survey covers a larger geographical area, including Columbia, Dane, Dodge, 
Green, Iowa, Jefferson, Rock, and Sauk counties, although 157 of the responses (58%) 
came from Dane county. The AA-J FG survey covered only Dane county, and in the 
county, only the region shown in  

• Table 5. 
• The MADRep survey included only businesses with ten employees or more. The AA-J FG 

survey had no lower limit on number of employees. Thirty percent of the businesses in the 
AA-J FG survey employed less than ten employees. 

• The MADRep used a survey to obtain information for governmental bodies and public-
school districts while the AA-J FG study obtained data from each through direct 
communication (except one that did not respond to calls or e-mails). 

In Table 18, the middle data row considers our data for businesses with at least 10 employees. 
Compared with the whole business results, there is little difference in the percentage of African 
Americans in the total workforce, but there is a large decrease in the percentage of managers due 
to some very large percentages in some smaller businesses. The number of African American 
executives is mostly unchanged (3.1 compared with 2.6) as is the percentage of African Americans 
on boards of directors. 

Comparing the middle row with the row for the MADRep report, there are differences, 
particularly for the percentage of African Americans on the boards of directors. These numbers 
likely are the result of the boards for non-profits. Some of these differences may come from 
combining all the employment types together in the MADRep report. In the bottom row, each or 
the values for each employer type are weighted by the number of employers in that type divided 
by the total number of employers. This does not weight for the number of employees, while that 
would be interesting, would not be relevant to this comparison. This does not uniformly improve 
the agreement between the studies. 
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E. GENERAL DISCUSSION AND CONCLUSIONS 
 
What the data adduced in our surveys show is that, with rare exception, businesses in Madison 

and Dane County have very few African Americans working in managerial and executive roles. 
Some businesses have plans to diversify in the future, but such plans have not yet resulted in any 
significant number of African Americans in managerial or executive positions. 

On the other hand, in government, specifically, the City of Madison, Dane County and the 
Madison Metropolitan School District, there have been real strides in recent appointments of 
African Americans to the top agency posts, such as the City of Madison Police Chief, Dane County 
Sheriff and Superintendent of Madison Metropolitan School District. However, most of the 
municipalities and the federal government have relatively few African Americans in professional 
or administrative positions. 

As far as the schools across Dane County, the number of African American teachers is glaring 
and insufficient, even in the Madison Metropolitan School District.  

The biggest take away from the report is that where African Americans are employed in 
business, they are predominantly in non-managerial positions. This pattern seems to be generally 
true across the other sectors we surveyed.  

Even at the University of Wisconsin-Madison, a world class university, the number of African 
American professors and associate professors is smaller than would be expected.  

A bright spot might be that in not-for-profits boards and staffs, we see greater African 
American advancement, as is the case on several of the school boards. 

Success in attracting Black employees and students varies depending upon the employer’s 
motivation to do so. That motivation has to come from the top down. The University of 
Wisconsin’s football team, for example, has no trouble attracting Black athletes from across the 
country because it aggressively recruits and mentors them once they arrive on campus. Madison 
College, One City Learning, The Boys and Girls Club of Dane County, The YWCA, and The 
Urban League of Greater Madison all have recruited and maintained diverse staffs because of the 
value for diversity emphasized at the highest levels of their organizations. The United States 
Military, over time, has transformed itself from a racist institution to a national leader in promoting 
diversity and inclusion. Obstacles of location, salary, and institutional racism can be overcome by 
persistence, planning, empathy, and cultural competence at the executive level. 

Unfortunately, what we see from the data is that African Americans are generally not getting 
key advancement or promotion in business and in many other sectors. This appears to be a problem 
that is pervasive in our community, despite the Madison Area being regarded by many as the #1 
place to live in the country. Actions are needed to address this inequity 
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APPENDIX A 
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APPENDIX B 
Sample Message Sent to Businesses about the Survey 

 
Your company was kind enough to provide your e-mail to receive this survey. 
  
Many of us living and working in Madison and Dane County, and most of the employers in the area, are 
looking at issues of racial equity. A local multiracial group, the African American-Jewish Friendship Group, 
with support from the Mayor's Office, Dane County Executive's Office, United Way, the Urban League of 
Greater Madison, the NAACP of Dane county, two Black churches, and other community groups listed below, 
is trying to see where we are in the process of achieving racial equity. 
  
Please take approximately 15-30 minutes to respond to the 7-question survey by July 20, 2022. This survey 
is anonymous. 
  
If you have any questions about this initiative or the group leading it, the African American-Jewish Friendship 
Group, please contact me by replying to this message or sending a message to brthomad@gmail.com. 
  
You can access the survey at this link: 

https://forms.gle/1d7Qg8v6hnqW52Qk9 
or you can paste the URL below into your browser: 
  
https://docs.google.com/forms/d/e/1FAIpQLScrnteYdLQc-
w4Y4fN8SxAH9qwrFZhHPwLBcN6T_2DaTdcjuQ/viewform?usp=sf_link 
  
If you are interested in addressing diversity in your workplace, please contact a consultant. One who has had 
long experience working with corporations on these issues is: 

Deborah Biddle, debbiddle@ppl-co.com at the People Company, website: ppl-co.com 
The African American-Jewish Friendship Group has no affiliation with this consultant. 
  
Respectfully, 
The African American-Jewish Friendship Group’s Survey Advisory Committee: 

Richard Harris, Chair 
Denise Gotautis 
William Greer 
Gerald Sternberg 
Bruce Thomadsen 

  
Supporters of the Survey 
100 Black Men 
Arbor Covenant Church 
The Boys and Girls Club of Danes County 
Community Shares of Wisconsin 
Congregation Shaarei Shamayim 
Dane County Executive’s Office 
The Jewish Federation of Madison 
JustDane (Formerly Madison Urban Ministry) 
Madison Mayoral Office 
Mt. Zion Baptist Church 
NAACP Dane County 
Nehemiah Corporation 
The United Way of Dane County 
Urban League of Greater Madison 
Wisconsin University Union 
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APPENDIX C 
Responses to the Surveys Sent to Businesses 
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APPENDIX D 

Answers to the Employment Questions for Municipalities 

 

 



African American Employment Patterns in the Greater Madison, Wisconsin Region - 2021 

 35 

APPENDIX E 

Statistical Analyses of the Correlation between a Diversity Plan and the Percentage of the Workforce that is African American for 

Businesses, Municipalities and Public Schools 

 

 

 
 

Significance would be taken as p≤0.05 at the 95% confidence level 

 

For only two categories (in darker yellow), the percent African Americans in the total workforce (p=0.031) and in professional positions (pushing 

the value a bit at p=0.57), both for municipalities, do the p-values indicate likely correlation between a diversity plan and the category.  

 

Pale yellow highlights indicate categories where the t-test p-values are approximately 0.1, which, while not conventionally taken as statistically 

significant, is interesting and may indicate some connection between a plan and some improved performance in those areas. That being noted, 

the percentages are still low compared with the African American populations.  

 

It is also interesting that many of the categories with the highest percentage of African Americans appear not to be connected with a plan. 
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