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A century ago the pioneering social psychol ogist, William James, noted that
there is no more serious punishment for human beings than social isolation and
marginalization.! An “impotent despair” often devel ops among those who are
isolated and treated as less than human in socia interaction. In the last two
decades social scientistshave documented the severe effectsthat marginalization
and dehumani zation have on the physical and emotional health of human beings
in avariety of settings.”

Writing in the 1940s, Gunnar Myrdal underscored the link of discrimination
to social isolation and caste-like marginalization.* From this perspective, which
we extend in this Article, the serious damage that discrimination inflicts on its
victims includes marginalization and dehumanization, which in turn can have
serious physical and psychological consequences. In various accounts, African
Americans see themselves as “ outsiders’ excluded from recognition, important
positions, and significant rewards in predominantly white settings.* In the
workplace, which is our focus here, they cite discriminatory training and
promotions, racial threats and epithets, racist joking, subtle slights, and lack of
social support.®
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Over the last decade very little systematic, in-depth research has been
conducted in the social and health sciences on the personal or family costs of
racial exclusion and lack of social integration in the workplace.® The early
research exploring racial differences in health primarily blamed African
Americans' biological characteristics for the high morbidity and mortality rates
intheir communities.” Today, much public health research similarly focuseson
the supposed deviant lifestyles of African Americansasthe cause of their unique
health problems?® From our perspective, there needs to be a renewed social
science focus on the costs of racial animosity and discrimination to African
Americans, to other people of color, and to U.S. society generally. In this
Article, we begin this major project by describing and analyzing the character
and range of racia discrimination’s costs by examining the African American
experienceinworkplaces. Our exploratory research questionsarethefollowing:
Istherealink between reported workplace discrimination and personal stressfor
African Americans? If so, what arethe psychol ogical and physical consequences
of that racially related stress? In addition, what are the family and community
consequences of that racially related stress? Finaly, what are the broader
implications of these findings for questions of racial discrimination and hostile
racia climatesin U.S. workplaces?

I. INTEGRATION AND A HOSTILE RAacIAL CLIMATE

One might query what is the legal and constitutional relevance of our
research about the consequences and effects of everyday racism. Weargue here
that many U.S. workplaces cause great harm to black workers, and probably to
other workers of color. Although the legal standard for proving a*“hostile work
environment” wasoriginally extended from racial discrimination casesto sexual
discrimination cases,” the courts have thus far not allowed the kind of evidence
to demonstrate a hostile racia climate that is currently allowed to demonstrate
ahostilesexual climate. InFaragher v. City of Boca Raton,'® the Supreme Court
observed: “Although racial and sexual harassment will often take different
forms, and standards may not be entirely interchangeable, wethink thereis good
sense in seeking generally to harmonize the standards of what amounts to
actionable harassment.”**

At thispointintime, athoughthe legal standardsare ostensibly the samefor
proving hostile racial and sexual climates, the courts tend to be more lenient in
the evidencethey allow to prove hostile sexual climates than they arein the case
of evidencefor proof of hostile racia climates. Thistendency for leniency may

6. SeeGutierreset al., supra note 4, at 110.
7. See SUSAN L. SMITH, SIck AND TIRED OF BEING SICK AND TIRED: BLACK WOMEN'S
HEALTH ACTIVISM IN AMERICA, 1890-1950, at 6 (1995).
8. Seeid. at 169.
9. See Meritor Savings Bank F.S.B. v. Vinson, 477 U.S. 57, 66-67 (1986).
10. 524 U.S. 775 (1998).
11. Id. a 787 n.1.
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be due in part to the fact that while two female Supreme Court justices
(particularly Ruth Bader Ginsberg) actively ruleto protect the rights of women,
and insodoing set legal precedentsfor thelower courts, African Americanshave
no strong voices or allies on the high court. Only Justices Ruth Bader Ginsberg,
John Paul Stevens and Stephen Gerald Breyer have sometimes acted as “allies”
to African Americans in their decisions. Justice Clarence Thomas is the only
person able to know first hand what it islike to be an African American, but as
yet he has failed to strenuously represent the needs or protect the interests of
African Americans.*?

We see no reason that this workplace standard should diverge, for, as we
show below, many workplaces can be very hostile and damaging for African
Americans. Not only is workplace integration a potential cause of stress for
African Americans, they are also not adequately protected by the law in these
often hostile environments. In 1993, in Harris v. Forklift Systems, Inc.,”* the
Supreme Court decided that avictim of sexual harassment did not haveto prove
“severe psychological injury” in order to be compensated for sexist
discrimination. Writing for the majority, Justice Sandra Day O’ Connor made it
clear that ahostile sexual climate could be demonstrated by evidence of astring
of humiliating actions or offensive comments by an employer

whether anenvironmentis*hostile” or “abusive’ canbedetermined only
by looking at all the circumstances. These may include the frequency of
the discriminatory conduct; its severity; whether it is physicaly
threatening or humiliating, or a mere offensive utterance; and whether
it unreasonably interferes with an employee’ s work performance.™

Thus, the court determined that a single major act of discrimination is not
necessary to prove sexismin the workplace. Continuing patterns of minor acts
are sufficient. In contrast, in cases alleging a hostile racial climate, African
Americans and other people of color attempting to remedy racial discrimination
in the workplace are subject to a much more stringent burden of proof.
Moderately derogatory racial comments made over time are generally not
enough.

Under the Harris standard, harassing conduct need not have caused serious
psychological distress, but it had to be “severe or pervasive enough to . . . alter
the conditions of thevictim’semployment.”** A distinction was also to be made
between physically threatening behaviors and “mere offensive utterance[s].” *°
In Faragher, the Supreme Court further clarified this standard, explaining that

12. See, e.g., Rudolph Alexander, Jr., Justice Clarence Thomas's First Year on the U.S.
Supreme Court: A Reason for African Americansto Be Concerned, 27 J. BLACK Stup. 378 (1997)
(summarizing Justice Thomas's opinions in cases relevant to issues of race and racism during his
first year on the Court).

13. 510 U.S. 17 (1993).

14. Id. at 23.

15. Id. at 21-22.

16. Id. at 23.
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the Harris factors should serve as a filter to eliminate complaints regarding
“ordinary tribulations of the workplace” such as “occasional teasing.”*” The
Second Circuit was correct, according to the Faragher Court, in holding that
statutory relief should not be given for “ episodic patternsof racial antipathy,” but
only for “incidents of harassment [that] occur . . . with a regularity that can
reasonably be termed pervasive.”*® Thus, under Faragher, it is left up to the
courts’ discretion to decide when a company or defendant should be held liable
for alowing a hostile environment to exist. It is also up to the courts to
determine when that hostile environment is “pervasive as to alter the conditions
of the victim’s employment.”*® Often what may be a hostile racial environment
to most people of color isnot regarded as such by courts on which Americans of
color are not significantly represented. As presented in our data below, many
middleclass African Americansreport work environmentswhereharassment and
discrimination reshape the conditions of work.

In one 1996 case, Aman v. Cort Furniture Rental Corp.,* the U.S. Court of
Appeals for the Third Circuit decided that white supervisors and coworkers
repeated use of terms such as “another one,” “one of them,” and “poor people,”
in referring to two black employees constituted racial “code words,” which
created a“ complex tapestry of discrimination” for whichthecompany wasliable.
The court recognized that subtle discrimination is constituitive of a hostile
workplace.”* The standards the court asserted for proving a hostile workplace
werethat theempl oyee sufferedintentional discrimination, that thetreatment was
pervasive and regular, that the discrimination detrimentally affected aparticular
employee, and that the discrimination would also detrimentally affect “a
reasonable employee in asimilar situation.”? These four standards are similar
to those set forth in the hostile sexual climate cases.

Most recently, however, it seemsthat the courts are backpedaling on issues
regarding racial discrimination.”® For example, in acase heard in the California
Court of Appeals, Etter v. Veriflo Corp.,* frequent racist epithets directed at a
black man were not “ severe or pervasive” enough to warrant legal remedy. Etter
alleged that his supervisor directed toward him and other black employees
racially derogatory terms, among them “ Buckwheat,” “ Jemima,” and “boy,” and
that she mocked supposed black pronunciation of certain words. However, the
court asserted that Etter wasreferredto as” Buckwheat” by his supervisor “only”
twice, and also noted that Etter could not remember the precise dates when his

17. Faragher v. City of Boca Raton, 524 U.S. 775, 788 (1998).

18. Id. at 787 n.1 (citing Lopez v. S.B. Thomas, Inc., 831 F.2d 1184, 1189 (2d Cir. 1987)).

19. Id. at 786.

20. 85 F.3d. 1074 (3d Cir. 1996).

21. Seeid. at 1082-84.

22. 1d.

23. See Steven Keeva, A Bumpy Road to Equality: Panelists Say Courts Are Backpedaling
on Minority Issues, 82 A.B.A. J. 32 (1996).

24. 67 Cal. App. 4th. 457 (Ct. App. 1998).
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supervisor called him “boy.”* Further, the court opinion referred twice to the
fact that Etter laughed at the racially insulting comments of his supervisor,
implying that the negativism of racist comments was only “in the head” of the
victim and thus legally benign.?*® In fact, Etter may have laughed nervously or
only in an attempt to get along with his boss at the time, a common report of
black employees® The Etter court reaction reminds one of Justice Henry
Brown’s opinion Plessy v. Ferguson:®

We consider the underlying fallacy of the plaintiff’ sargument to consist
in the assumption that the enforced separation of the two races stamps
the colored race with a badge of inferiority. If this be so, it is not by
reason of anything found in the act, but solely because the colored race
chooses to put that construction upon it. The argument necessarily
assumesthat if, as has been more than once the case, and is not unlikely
to be so again, the colored race should become the dominant power in
the state legislature, and should enact alaw in precisely similar terms, it
would thereby relegate the white race to an inferior position. We
imagine that the white race, at least, would not acquiesce in this
assumption.?

Here the Chief Justice and his associate judges, all white, explicitly say that it
was only Plessy’ s per ception that hefaced humiliating segregation. Asthewhite
justicessaw it, any feelingsby Plessy or other African Americansthat whites saw
them as inferior were just in their heads—a classic example of blaming the
victim, highlighting the pervasiveness of extreme antiblack racism at the turn of
the century.

The Etter court implied a similar view of African Americans experiences
with discrimination in that they found it relevant to their decision that Etter had
previoudy filed discrimination charges against another employee. The likely
reason for the court to mention this fact was to imply that Etter was overly
sensitive, or “paranoid,” or was using his racial classification for the financial
gain that might be won through a successful discrimination suit.

Thejury in Etter wasinstructed to consider whether “areasonable person of
the Plaintiff’s race would have found the racial conduct complained of to be
sufficiently severe or pervasive to ater the conditions of the person’'s
employment and create a hostile or abusive working environment.”* However,
one may guestion whether a predominantly white jury, or awhite judge, isable
to determine what is “reasonable” for an African American plaintiff. Social
science research has shown that very few whites have any significant
understanding of the depths and severity of the everyday racism faced by the

25. Seeid. at 461-62.

26. Seeid. at 461.

27. See FEAGIN & SIKES, supra note 5, at 135-222.
28. 163 U.S. 537 (1896).

29. Id. at 551.

30. Etter, 67 Ca. App. 4th at 460.
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majority of black Americans** The Etter court, in deciding that the plaintiff’s
experiences were merely “episodic,” and not “pervasive,” may have failed to
understand the severity and impact of those experiences for black employees.
One might speculate, based on the relative success of such cases regarding
gender, that had Etter been a white female charging a sexual hostile workplace
environment, the same number and severity of comments might have been
enough for the court to find for the plaintiff. We will discuss possible reasons
for this “ selective sympathy” later in the paper.*

In this Article we show how damaging the racial work climate can be, and
why the courts need to take African American reports of a hostile racial work
environment seriously. African Americans and other plaintiffs who alege
discrimination must show how their workplaces actualy do harm. Here we
provide some clues on how to gather and present such evidence. The type of
evidence we have gathered clearly shows how and why workplace climates can
be hostile.

Racial integration has not worked well for African Americans, as evidenced
by the continuing huge inequalities in income, education, and life expectancies
between African Americans and whites. Onthe average, black families have an
income of only about sixty percent of that of white familiesand family wealthis
only about ten percent of that of whitefamilies.** Additionally, on averagewhite
Americanslive about six to seven yearslonger than black Americans.* A major
problem with racial integration, as it has operated so far, is that it has mixed
varying numbers of people of color into predominantly white institutional
settings without giving them enough power to alter those settings or enough
resources to significantly improve their material standards as agroup. Asitis
practiced and implemented, racial integration in the workplace has caused many
black Americans much anger and pain. Roy Brooks has documented the
limitations of current integration, suggesting that African Americans might do
better to practice “limited separation,” for their economic, physical, and
psychol ogical well-being.** Racial integration, asit hasbeenimplementedin U.S.

31. SeeJoER.FEAGIN & HERNAN VERA, WHITERACISM: THEBASICS135-61 (1995); FEAGIN
& SIKES, supra note 5, at 337-45.

32. “By the phenomenon of racially selective sympathy and indifference | mean the
unconscious failure to extend to a minority the same recognition of humanity, and hence the same
sympathy and care, given as a matter of course to one’s own group.” Paul Brest, Foreword: In
Defense of the Antidiscrimination Principle, 90 HARV. L. Rev. 1, 7-8 (1976). Whilethis concept
isrelevant, we seeit asgrounded in the “color blind” approach that is part of “whiteness.” Whites
are most often not conscious that they are exercising “ selective sympathy,” but think that they are
in fact treating everyone the same.

33. SeeJoER.FEAGIN & CLAIRECE BOOHER FEAGIN, RACIAL AND ETHNIC RELATIONS236-90
(1999).

34. See JoE R. FEAGIN, RACIST AMERICA: RoOTS, CURRENT REALITIES, AND FUTURE
REPARATIONS 196 (2000).

35. Roy L. BROOKS, INTEGRATION OR SEPARATION? A STRATEGY FOR RACIAL EQUALITY
(1996).
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society, is at best, one-way assimilation into a white-framed culture and
institutions. This haphazard mixing is not the appropriate standard for racial
integration designed to undo past wrongs.

In order to have real integration rather than one-way assimilation, African
Americans and other people of color must be given the same opportunity as
whites to change the contours of the workplace by their presence in it — hence
requiring two-way (or more) assimilation. At the very least, they must not be
required to become “whitewashed” and thusto give up significant parts of their
identity in order to be accepted as coworkers, employees, and supervisors.
Recent cases involving language issues for Latinos illustrate that these
Americans of color are willing to make some concessions to be integrated into
workplaces, but not to give up their language—a critical carrier of their
culture—just because whites arbitrarily insist that they do s0.** The parallél
guestion is how much should African Americans have to give up in order to
assimilate to historically white workplaces and other institutional settings?
Clearly, they are willing to make concessions, but not to suffer nearly as much
as they must under current circumstances.

Thegoal of real integration is much more than one-way assimilation into the
workplace. Aswe seeit, the goal should be two-way accommodation. Whites
need to make major adaptations to those entering their institutions. They need
to alow full incorporation into the workplace and give up racist practices,
including the many practicesthat create a hostile climate. They need to change
the number of employeesto createacritical massof African Americansand other
workers of color. In defense of the critical-mass argument Richard Delgado
positsthat middle-class African Americans, becausethey are often alonein their
workplace, are by necessity one-way assimilationists.*” Because of their small
numbers, African Americans often have little power to change the culture of the
workplace and thus create two-way integration.

Most of our study participants are among the most economically successful
middle and upper-middle class African Americans. These middle-class African
Americans have often been viewed as having achieved the American dream like
the middle classes of white ethnic groups before them.®® Ironically, integration
into the white workplace has in many cases created stressful situations for
African Americans. For example, many of the first African Americans to
integrate white workplaces were assigned to racialized jobs, such aspositionsas
“community liaisons’ or heads of affirmative action compliance departments.
In these positions, they served to calm the potentially disruptive African
American communities of the late 1960s, and many have been subsequently

36. SeeJduanF. Perea, LosOlvidados: Onthe Making of Invisible People, 70N.Y.U.L. REv.
965, 986-91 (1995).

37. Seegenerally Richard Delgado, Affirmative Action asa Marjoritarian Device: Or, Do
You Really Want to Be a Role Model?, 89 MicH. L. Rev. 1222 (1991).

38. See WILLIAM JULIUS WILSON, THE DECLINING SIGNIFICANCE OF RACE 124-26 (1978);
THOMAS B. EDSALL & MARY D. EDSALL, CHAIN REACTION: THE IMPACT OF RACE, RIGHTS, AND
TAXES ON AMERICAN PoLITIcs (1991).
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unable to move out of those jobs.** Accordingly, because the African American
middle classwasto asignificant degree politically facilitated, it isvulnerableto
political changesthat make economic attainment more difficult.*® For individual
middle class African Americans, workplace integration may be accompanied
with forced assimilation, everyday discrimination, and the sense of being
constantly watched and outvoted.”* Indeed, workplace integration has currently
been primarily one-way—African Americansand other people of color havebeen
required to accept white norms without being given the power to affect the
workplace culture.*?

Nathaniel R. Jones, ajudgein the 6th Circuit Court of Appealsremarked that
it seemsthat Justice Harlan's statement in his dissenting opinion in Plessy, that
“justiceiscolorblind,” is now being used against African Americans.*® Several
legal scholars have suggested race-conscious ways that standards might be
changed to make it easier to show the damage caused by hostile racia
workplaces. BarbaraFlagg hasdiscussed asituation that existsin predominantly
white workplaces which she calls the “transparency phenomenon.”** Because
whitesaregenerally unawareof race, they arenot consciousthat decision-making
in the historically white workplace that appears “neutral” often benefits whites
and disadvantages people of color. We suggest that thistype of discrimination,
which automatically advantages whites and disadvantages people of color but
is nonetheless thought of as “neutral standards,” is better referred to as
“woodwork racism” because it is not transparent. Rather, it is commonplace,
tough, and real.

Flagg suggests that instead of a disparate treatment test for racial
discrimination, whichrelieson proof of intentional discrimination, courtsshould
consider finding employers liable for failure to create a culturaly diverse
workplace environment that imbeds the sometimes divergent norms of newly
integrated groups. Flagg suggests two possible new standards, a “foreseeable
impact” approach and an “aternatives’ approach.** Both approaches would
make it necessary for courts to consider the transparency phenomenon in
deciding what constitutes a racialy hostile workplace. Flagg advocates the
alternativesapproach, inwhich ahistorically and predominantly whiteworkplace
likely means white norms of decision-making, and thus requires strict judicial
scrutiny. Theemployer isthen responsible for explaining the criteriaused in the

39. See generally SHARON M. CoLLINS-LOWEY, BLACK CORPORATE EXECUTIVES. THE
MAKING AND BREAKING OF A BLACK MIDDLE CLASS (1997).

40. Seegenerallyid.

41. SeeAnthony J. Marsella, Work and Well-Being inan Ethnoculturally Pluralistic Society:
Conceptual and Methodological Issues, in JoB STRESS IN A CHANGING WORKPLACE 147, 148-50
(Gwendolyn P. Keita& Joseph J. Hurrell eds., 1994).

42. See CoLLINS-LOWEY, supra note 39, at 142.

43. SeeKeeva, supra note 23, at 32.

44, Barbara J. Flagg, Fashioning a Title VII Remedy for Transparently White Subjective
Decisionmaking, 104 YALE L.J. 2009, 2012 (1995).

45, Seeid. at 2039-48.
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particular workplace standard that led to the suit, after which the plaintiff may
propose alternative criteria that would not have a disparate impact on the
employee of color.*®

Another race-conscious sol ution to the difficulty of provingaracially hostile
workplace has been suggested by Charles Lawrence Ill. Lawrence asserts that
the courts’ reliance on proof of intent and a show of individualized fault should
be replaced with a“ cultural meanings’ standard.*” Such a standard would take
into account the unconscious and hal f-conscious discrimination practiced every
day by whites who have grown up in aracist society. Lawrence advocates that
legal scholars might look to social science research to offer evidence of the
racially derogatory cultural meaningsof seemingly “neutral” acts.”® Althoughhe
admitsthat his approach will not be readily accepted and easily applied, and that
it is optimistic in its challenge of commonly held beliefs, Lawrence’ s insights
might be useful in creating a new standard for judging the “reasonableness’ of
African Americans' complaints of discrimination in their workplaces. Their
longterm experience and collective memory must be factored into any
meaningful legal approach that tries to judge hostile racia climates.

ThisArticle contributesto the creation of thisnew standard by describing the
character andimpact of hostileworkplace environmentsendured by many middle
class African Americans, and the severe physical and psychol ogical effectsthis
workplace climate can have on their health and well-being. Some of the most
harmful treatment by white perpetratorsthat isdescribed by our respondents may
be half-conscious or even unconscious. In line with Flagg's transparency
phenomenon, it is our suggestion that, until true racial integration is attained in
predominantly white workplaces (with its impact on white attitudes and
behavior), most of these places have the potential to be hostile to black
Americans and other workers of color.

The transparency phenomenon should also be applicable to the judicia
system, which ordinarily and routinely operates according to white norms dueto
the predominance of whitejudges, prosecutors, and juriesin most court systems.
For example, a recent Amnesty International report on the U.S. justice system
reported that in 1998 almost all (1,816 out of 1,838) of the district attorneysand
similar officials with the power to make decisions about the death penalty were
white. The report also cited evidence on the use of peremptory challenges by
prosecutors to keep juries as white as possible.** Flagg does not believe that
transparency appliesto “maleness’ asit doesto “whiteness’ in the workplace.*®
This could perhaps be part of the reason that women have been more successful
in proving hostile sexual workplace climatesin the courts. Almost every white

46. Seeid. at 2044.

47. Charles R. Lawrence Ill, The Id, the Ego, and Equal Protection: Reckoning with
Unconscious Racism 39 STaN. L. Rev. 317, 378-88 (1987).

48. Seeid. at 358-59.

49. See AMNESTY INTERNATIONAL REPORT, UNITED STATES OF AMERICA: RIGHTSFOR ALL
109-11 (1998).

50. Flagg, supra note 44, at 2012-13, 2012 n.9.



1322 INDIANA LAW REVIEW [Vol. 34:1313

mal e judge and jury member has some close contact with awoman, whether she
be hismother, daughter, wife, or friend. Thus, most will have someideaof what
a “reasonable woman” might find offensive, as well as some sympathy toward
awhitewoman. However, evidenceof racia hostility in whiteworkplacesisalso
usually assessed by whitejuriesand judges, and that evidenceisoften considered
to be merely the “perceptions’ of “oversensitive” African Americans. Thus, the
test presented by the courts, in which the standard of “ areasonabl e person of the
plaintiff’srace” isinvoked, lacks meaning. Most white people have very little
understanding of what African Americans' experience in white workplaces is
like. The purpose of this Article is to contribute to a more race conscious
standard for assessing the damage often done to African Americans in white
workplaces.

Il. RESsEARCH METHODS

To begin this serious sociological examination of the perceived costs of
racial discrimination, we conducted five exploratory focus groups with
economically successful African Americans, two in the Midwest and threeinthe
Southeast.®* We secured thirty-seven participants, sixteen in the Midwest and
twenty-one in the Southeast. Of those who reported their age, the majority
(seventeen) were between thirty-one and forty years of age, with five between
twenty-one and thirty and twelve between forty-one and sixty. Among those
reporting their education, most (nineteen) had pursued graduate work beyond a
four year college degree, whilethirteen othershad completed some college work
or earned a college degree. Only one reported not having gone to college.
Among those who reported family income, the majority (twenty-five) had an
income that was $31,000 ayear or more, with fourteen reporting income above
$50,000. Eight listed afamily incomeat $30,000 ayear or less. Therespondents
reported a variety of occupations, mostly in professional or managerial
positions.®> Twenty-seven were female, and ten were male. In the analysis, we
quote from about eighty percent of the focus group participants.>

51. Thisexploratory research utilized a sample of middle-class African American men and
women. The findings suggested by our research should be extended to include both working class
and under—and unemployed African Americans. Also, this study might be used to identify topics
for quantitative public health research studies.

52. Theparticipantsincluded adental assistant, several nurses, acommunity health specialist,
a psychologist, a counselor, several government administrators, a planner, a social services
coordinator, a sheriff, several postal service managers, teachers, a college admissions advisor, a
collegeresidential coordinator, two college students, several secretaries, a purchasing agent, and
several corporate managers and engineers. Three participants held skilled blue-collar jobs.

53. We used black moderators to conduct the focus groups. We are indebted to John
McKnight for moderating three groups.
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IIl. RaciaL DISCRIMINATION IN THE WORKPLACE: THE SocIAL
GENERATION OF ANGER AND RAGE

Inthelast decade much argument has been directed at what has been termed
“black paranoia’ about racism. For example, Dinesh D’ Souzaarguesthat middle
class African Americans movetoo quickly to seeracism and that black rageisa
“dysfunctional aspect of black culture, afeature mainly of middle-class African
Americanlife” and that thisrage represents”thefrustration of pursuing unearned
privileges’ of affirmative action.® In effect, this perspective suggests that
African Americans have mainly themselvesto blamefor mental health problems
associated with their racia histories.

In contrast, other researchers have found that African American “paranoia’
isactually ahealthy responseto recurring experienceswithracial discrimination.
Some researchers call this response “cultural mistrust,” which is a suspicion of
whitesthat is adopted by African Americansfor survival.*® Othershaverejected
the use of terms such as “mistrust” or “paranoia,” which have implications of
pathology, and instead use the term “racism reaction” to describe the protective
orientation individual African Americans often assume in interactions with
whites.®® Research suggests that health-care providers should be familiar with
this black response in order to avoid misdiagnoses of pathological paranoia.®’
This precaution is particularly important given the fact that, although African
Americans are less likely than whites to seek mental health care, those that do
seek such careare more apt to be diagnosed with more serious mental illnesses.*®

Inanow classical study, psychiatrists Grier and Cobbs examined the extent
to which individua rage and depression among African Americans were
determined by racia discrimination and asserted that black mistrust of whitesis
areasonabl e attitude based on their experiences with racia discrimination.® In

54. DINESH D’ Souza, THE END OF RACISM: PRINCIPLES FOR A MULTIRACIAL SOCIETY 491
(1995).

55. Francis Terrell & Sandra Terrell, An Inventory to Measure Cultural Mistrust Among
Blacks, 5 W. J. BLAck Stub. 180, 180 (1981).
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this study, Grier and Cobbs drew on extensive clinical experience with black
patients and concluded that the treatment of enraged African Americans must
center on experiences with discrimination in the workplace and other sectors of
society in order for psychological healing to take place. They noted that black

[pleople bear all they can and, if required, bear even more. But if they
are black in present-day Americathey have been asked to shoulder too
much. They have had all they can stand. They will be harried no more.
Turning from their tormentors, they are filled with rage.®

More recently, Cobbs reiterated the point that rage against discrimination is
commonplace among African Americans, but for many, continues to be turned
inward.®* Silent, all-consuming rage can lead to inner turmoil, emotional or
social withdrawal, and physical health problems.

African Americansworking or traversing historically white places often feel
frustration, anguish, anger, or rage—all of which may be expressed in their
words, the tone of their comments, or the character of facial expressions. All the
focus group respondents indicated in one way or another that they suffer
substantial and recurring stress and frustration because of racially hostile
workplaces. Asone Midwestern respondent put it, her symptoms of stress do not
happen “on weekends or after five o’ clock.” Inthe focus group interviewsthere
is a consensus that much of their life-damaging stress at work does not come
from the performance of the job itself but from hostile work environments.

Some social scienceresearch showsthat aperson’sjob satisfactionisrooted
in how much work contributes to a sense of control and to self-esteem, in how
much co-workers and supervisors are helpful in supporting one's work, and in
whether rewards are meritocratic.®> Black employees have difficulty doing their
best work when conditionsand rewardsareinequitable. Recent datademonstrate
that African Americans continue to be rewarded economically at lower levels
than do white Americans. The broad economic costs of being black include
continuing disparities in income, wealth, and occupational position.®® Some
portion of thesedisparities stemsfromthe accumul atingimpact of discrimination
over centuries, while another portion comes from the well-documented patterns
of discrimination in contemporary employment settings.®*

Black workers' lives are disrupted by lack of support and discrimination by
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co-workers and supervisors; these encounters can become “life crises” with a
serious health impact similar to that of life criseslike the death of aloved one.®
Recent research on 726 African American men and women showed that the
amount of decision latitude they were allowed on their job was linked to the risk
of hypertension. African American men who were given more control over
decisions on their jobs had fifty percent less prevalence of hypertension.®®
However, many of our respondents discussed being excluded from decision-
making. Asthe reader will see, an African American’s attempt to compensate
for this lack of control can lead to specific physical health problems.®’

In commenting on racial ly hostile or unsupportive workplace climates, some
focus group participants described general feelings of frustration and anger,
while otherstold of specific incidents that generated these feelings. A common
source of anger is white use of racist epithets or similar derogatory references,
which can trigger painful individua and collective memories. One
black professional described her reaction to an incident with a white
administrator:

| have felt, | have felt extremely upset, anger, rage, | guess you would
call it? Oneincident that comes to mind happened in asocial setting. |
was with some, with my former boss and some coworkers and a man
who ran, like, afederal program. And we were having dinner, and he
made a comment, and he had been drinking heavily. And hereferredto
black people as “niggers’ . . . . I'm sitting—he’ sthere, and I' m here. . .
. And as soon as he said it, he looked in my face. And then he turned
beet red, you know? [Laughter] And | said, “Excuse me, what did you
say?’ And hejust couldn’t say anything. And then my boss, my former
boss, intervened and said, “Now, you know, movehisglass, becausehe' s
had too much to drink.” And you know just making all these excuses.

So, of course, | got up and left. | said goodnight, and left. And the next
morning, the man called me and apologized. . . . His excuse was that he
had been drinking, you know. And | said, “Well [gives name], wedon't
get drunk and just say things that we wouldn’'t otherwise say. You
know, | don't get drunk and start speaking Spanish. [Laughter]. This
was already in you, you know, in order for it to come out. [Voices:
Exactly. Yeah, yeah.] . ... | mean so, keep your apology, I’'m not
interested.®®
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Then she concluded with acomment on what she did with her anger:

| was so angered that | wanted to get him, you know? | was out to get
him. | called his bossin [names city] . . . who is black, and informed
him of what happened. Because he was referring to his boss, actually.
...And hesaid, “Yeah, he' sout with the other niggers.” Y ou know, so
he's calling his boss anigger! And | think his boss should know that!

Similarly, asecretary inthe Midwest related an incident in which she had to
explain the meaning of an epithet to her supervisor, who subsequently did
nothing to reprimand the white employee who used the term:

A whiteindividual in my department was talking to me, and he referred
tomeas*“Buckwheat.” My supervisor, when | reported it to her, told me
that she did not feel that | looked like Buckwheat. Nor . . . did she
understand what the term meant. Then she asked meto defineit for her.
She felt that [the term] was not derogatory. After | told her what it
meant . . . . she said “Well, you don’'t exemplify that, so | wouldn’t
worry about that.” She also refused to talk to the individual.

The impact of racist epithets may be underestimated by many white
observers. One older black psychologist told the first author that when he hears
the epithet “nigger,” in hismind’ s eye he sees a black man hanging from atree.
Individual and collective memories compound the damage of present-moment
discrimination. The connection between hostile epithets and the brutality of
racism are intimate parts of the collective memory of African Americans.

Robert Bellah and his associates have noted that communities “have a
history” and “they are constituted by their past—and for thisreason we can speak
of areal community as a‘community of memory,” one that does not forget its
past.”® Collective recollections are not always positive: “Remembering . . .
heritageinvolve[s] accepting. . . origins, including pai nful memoriesof prejudice
and discrimination.”” Past and present discriminatory actions—and the
contending responses to that oppression—become inscribed in collective
memory. The community passes along information from one generation to the
next about how to deal with discrimination and the anger it causes. A nurse's
assistant noted the importance of generational advice and collective memory:
“Kindness will kill a person. My grandmother told me that so many times.
‘Don’t get upset. Don't fuss. Don't argue with them. Just smile at them.””
[Malevoice: “That' strue.”] After thiscomment, ahealth care professional inthe
focus group spoke about her rage over a traumatic workplace incident with a
white coworker. She partly attributed the hostility in their relationship to racia
tensions in her workplace:

disguising names and places.
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Most of the time you can do that, but it comes that point where you just
can't. They have backed you into a corner. It's like a mouse, if you
back him into a corner he's going to come out. So, then you just
explode. | had that to happen on the job and | hit this person. |
physicaly, yes, | hit her. She's white and she called me a “bitch.”
[Moderator: After you hit her or before you hit her?] Before | hit her.

That'swhy | hit her. She was abusiveto the patients, and | had already
had a conversation with her, with the supervisor. . . . [s]he cursed me,
and I'm looking at my supervisor who was her friend. . . . Both of them
are white, and this was her friend. You know, they would go out to
lunch together, whatever. She cursed me in the patient area, and I'm
looking to my supervisor for some kind of responseto her. Well, after
she didn't say anything to her, then | cursed her back. And then |
thought well, “Okay, this isn't cool, let me just get away from the
situation.” And | went [to] the medication room just to separate myself.

Then she added this to complete the story:

WEell, that wasn't good enough for that person. She had to come where
| was and ask me a question that she could have asked the patient. And
| wouldn't respond to her. | said I’'m not going to talk to her when she
just cursed me. Shejust cursed me, what’ sthe point? So, then she said,
“Well, you bitch.” When she said that, | just really lost it and | was out
of there and grabbed [her coworker] by the back of the hair and punched
her in the mouth. Well, when that happened of course your job flashes
before your face. It'slike“God, I'm going to lose my job.” Well, the
supervisor had her back to us luckily. . . . | was angry with myself
because | allowed this person to get me off my ground. She wasn't
worth [it], | could have lost my job. She wasn’t worth that and | was
really angry with myself for allowing her to get me off my ground.

Many cases of discriminatory treatment entail a sequence of events which
take place over time; they consist of morethan one encounter. Thewhitewoman
cursed the respondent, who responded in turn, triggering another curse by the
white woman. The respondent was angry at her own actions because she lost
control over her own space. When she finished her account, one man in the
group added this: “There’ sno one answer to aquestion likethat. Each situation
warrants a different response. | think what helps us as being black now, we
understand what these [white] people think.” One consequence of racia
oppression isthe understanding one necessarily devel opsinto the behavior of the
oppressor, aneffort and level of understanding usually not required of thelatter.”
Some research has linked the stress caused by this bicultural stance African
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Americans must take to increased vulnerability to illnesses.
A female supervisor in one focus group discussed the link between black
rage and unfair promotion practices in workplace settings:

| think alot of anger and rage comes in when we.. . . fed like—like |
have afriend, he's been with the company twenty years, and he didn’t
get a promotion. And he was well over-qualified. They gaveit to a
[white] guy who had been there only seven [years], and knows nothing.

So, of course, | was kinda angry with the process, but it was because he
was the ex-boyfriend of the girl who was doing the promoting. So he
was upset about it. But | told him, | felt likethis: “They can only tell
you ‘no’ so many times. Keep applying for that position.”

The anger over mistreatment is more than amatter of what happensto the black
person as an individual. Rage over racism is also fueled by what happens to
friends and family members. Collective memories of racism against all African
Americans, as well as knowledge of specific discriminatory actions against
particular friends and relatives, multiply racialized stress for African American
individuals.”

Theseriousnessof black rage over discrimination wasmadeclear by aretired
professor interviewed in a recent nationwide study of African Americans.
Speaking to a question about the level of his anger toward whites because of
discrimination (on a scale from one to ten), this man implicitly suggests the
serious health consequences of rage:

Ten! | think that there are many blacks whose anger is at that level.

Mine has had timeto grow over the years more and more and more until
now | feel that my grasp on handling myself istenuous. | think that now
I would strike out to the point of killing, and not think anything about it.
| really wouldn’t care.”™

IV. ANGER AND RAGE: ATTEMPTS AT REPRESSION AND CONTROL

The daily struggle against racial attacks and slights can be seen clearly in
many aspects of the focus group transcripts. The intensity of the pressures are
clear when the respondents speak of the means they use to cope with anger over
racia discrimination. Resignation and reinterpretation of events are among the
coping tactics. One respondent told of anincident in which ayoung black man
cameto her workplace to donate itemsto the service organization for which she
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works. Her white boss asked the young man why he was donating, and the latter
answered that he had grown up in the service organization, though in another
location. The woman concluded the story:

And he [her boss] said “Oh, | will have to call him. | know the person
who directs the organization down there. I'll have to tell him that you
didn'tendupinjail.” Andtheguy just, he'slike, “I don't . . . know quite
how to take [that].” But he [her boss] says this [stuff] all the time.

Although the woman recognizes her supervisor’'s commentsto be stereotypical,
she tries to understand his ignorance:

| think that he just doesn’t know any better. . . . I’ ve come to grips with
him, I’'veworked for him for many years. . . . | let him know that | don’t
like his comments and that they’re inappropriate, but there's nothing |
can do about it. But | just think he doesn’t know any better.

Thiswoman’ sworkplace situation exemplifiesthat of many African Americans,
who often find ways to attribute the behavior of white coworkersto things other
than overt racism in order to be able to work with them on a daily basis.
Contrary to white notions of African American “paranoia,” most frequently
struggleto find explanations other than racismfor the negative behavior of many
whites.”

Some participants spoke of trying not to let their anger over racism take root
deeply in their lives. One government employee discussed this approach to
discrimination:

To never get upset. Not to let that rage consume you, and after, and it

realy takesalot to bereally thoughtful, and to get beyond that, and, and

try to educate them [whites]. |, that's what I’ ve found works for me.

And it helps me not to go home and to havethat just ssimmer in me—that

| canjust leaveit.

Middle-class African Americans, who often have high levels of interaction with
whites as coworkers, find various ways to “leave’ their anger, and may use a
combination of coping strategies for discrimination.” Extant research suggests
that, before choosing a coping strategy, African Americans often reflect on the
source of awhite person’s discriminatory behavior.” Some discuss methods of
mentally or physically withdrawing fromahostil e situation, whileothersverbal ly
or physically confront discriminatory whites. Sometimes African Americans
attributeracist behavior to ignorance and choose to educate whites asaresponse
to discrimination, which can give a sense of empowerment. Y et others describe
a“shield” they must use in order to protect themselvesin white society. Many
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discuss social networks, whether in the family, community, or church, as
important buffers against the harmful psychological and physical effects of
discrimination.”

Many African Americansdiscusstheimportance of “ choosing one’ shattles’
in regard to confronting racism. Most indicate they do not have the energy to
confront each instance of discrimination.”” However, repressing emotions can
be problematical. A too-restrained response to one's anger over workplace
problems can bring even more suffering because of the feelings of impotence,
which in turn can contribute to stress-related illness.*® Researchers Alexander
Thomas and Samuel Sillen have suggested that finding some socially viable way
of openly expressing anger at oppressors is better than self-derogation as a
response to racia oppression.®*

Thissense of empowerment islinked to position and resources by onefemale
professional:

I think that we' re some empowered peopl e sitting around the table, and
so we can do that. | think that there’ salot of peoplethat don't feel that
they have the power to do that. There' salot of African Americanswho
don't feel that they havethe power. I'veseenitinthekids. ... I'veseen
it in the workplaces. They don’'t—and so that ragejust builds up. | see
itin black men. They don't feel that they have the power. . . . and older
people. They really don't. Andthat’s, | think the issue that, that really
needs to be spoken to. We can do it because we' ve made up in our
mindsthat we' re going to educatethem. . . . But what about those people
that really have not, you know, are not, are not feeling this strength and
energy? What about those, those kids that | see every day? And
particularly again, if they are black males. . . . You see, alot of people,
| think alot of our peopleend upinjail or dead because they don’'t have
thetools. . . that we'retalking about, that we use to, to deal with it.

Teaching whites becomes part of the strategy for dealing with anger over
racism. Middle class African Americans, it is suggested, have more resources
and strength to deal with racism in this and other ways than do other African
Americans. The sense of lacking power to fight back or to bring about change
islikely to becentral to the continuing reality of discrimination for many African
Americans.

A government supervisor in the Southeast noted his approach to handling
anger from job discrimination:

You're aways going to feel anger, | mean, obviously . . . [in the]
simplest things sometimes. Because, just because, if you can look and
tell, if it's a black man and white man thing. . . . So you're gonna feel
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anger, but the thing is, when you put that ragein there .. . . number one,
it'syour job. You're gonnado certain things. But it'smy health. And
it's my life. So I’'m not gonna put myself in a position where you're
gonna get me to that point. | know when we were talking about
psychological and physical things. I’ mjust not gonnalet you put that—I
can wake up in the morning time, and | know, | don’t even haveto open
my eyes, | know I'm a black man. | don’t have to tell me. You don't
have to tell me. So when | sit there and, and take this—and say, I'm
sitting across a table from a, in a meeting, and there's a superior, and
they happen to be white. Inthiscase, of course, they may do something
that’ s going to get me upset, but like | say, it'stheir job. Or if they pass
me over, and, al | can look inisthe variables. . . . But | control how |
feel about it. | can control whether or not it affects my health or not. So,
that’s why, when you say, as far as rage and anger, you know how to
override it.

This man believes he has devel oped strategiesto control the anger he feelsfrom
racia tensionsat work. Itisimpossibletoknow towhat degree hisstrategiesare
successful, but he perceives his need to monitor his anger constantly for fear the
anger coming from workplace discrimination will affect his heath. The
constancy of being reminded of being black is part of what racismmeansin U.S.
society. One can never escape this, and during encounters with whites in the
workplace, one’sracia identity isin the front of one’smind. Some anger over
mistreatment isinevitable, and the overarching strategy is often to “chooseone’s
battles’ and assess each situation separately for the appropriate response.

In some cases whites may intentionally provoke black workersto seeif they
will react strongly. After the government supervisor spoke, a female voice
added: “Thisisasetup. ... Yougetintorage, they just say, ‘ See, that' swhy we
didn't give [a promotion] to her.”” The ability to hold in one’'s anger and to
control feelingsis central to survival in awork world where strong reactions to
animosity can affect one’'s job opportunities and economic success. Many
African Americans must exert much effort to check emotions so as not to play
into white stereotypes of black people being out of control. Anengineer had also
decided not to | et rage have anegative affect on health: “So you see, thesethings
like that, those things like that, those things make you upset . . . and the stress
does make a difference, | think it probably takes five years off your life, to tell
you the truth, if you let it get to you.” An administrative secretary in the
Midwest echoed this sentiment about how to deal with racially generated stress:
“You learn how to deal withit. ... Yousit up there, and you be mad all day long
and that’ s not good for you and you end up dead. I'm not dying from them.”

A victim of discrimination frequently shares the account with family and
friends in order to lighten the burden. African Americans often rely on their
families and community institutions (e.g., churches) as part of their coping
mechanismsfor dealing with recurrent discrimination at work and el sewhere.®?
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1332 INDIANA LAW REVIEW [Vol. 34:1313

In several focus groups the participants repeatedly noted or underscored these
critical sourcesof social support. Oneteacher commented on bringing the stress
of racism home with her, “I think | bring it home with me, | do. But, | have a
good partner here, who listens . . . and, you know, | tell him all the problems,
whenit'shappened. And | get feedback fromhim. And | getit all out, and that,
| think that’s good.”

Similarly, a male respondent in the Southeast said his wife was his major
source of support in dealing with stress from racial animosity:

I’d say oftentimes |’ ve brought it home. Because | don’t share that stuff
with my work group, but | can share it with my wife, and she'll listen
and give me appropriate feedback, and help me get through that. And
you know | get the bike out, and I'll ride, or take the kids and go
somewhere, or take me agood, hot, steamy shower. And get aback rub,
or something. [Others chuckle.] And that kindathing. Settle for that!

Numerous focus group participants indicated that they told their families and
friends about discriminatory events in employment and other settings, which
accounts spread both knowledge and pain through socia networks and
communities.

Several respondents mentioned how their families of origin raised them to
recognize and deal with racial hostility and discrimination. A secretary stated
that:

| think my family is very supportive. . . . [m]y father is more like,
“Maybe you should ignoreit and turn the other cheek,” where my mom
islike, “Report it.” Youknow, sol ... getit fromboth sides. . . . | think
these arethingsthat | should tell them, and these are al so thingsthat they
should relate to me about their experience so that | can distinguish what
isracism, what is prejudice, and how to deal withit. . . . | think we have
a lot of individuals today who don't even know [how to recognize
racism]. . . . [sjomebody in that family should have brought that out to
these individuals. . . . [t]hisisimportant for familiesto sit around, and
let them know. Thisisanother way of communication to bring it out so
they don’t have to bring it into the workplace and be angry.

Another woman, apurchasing agent, agreed with thisrespondent, and added that
her family “told us different stories that have happened to them, so we can
distinguish between what is and what is not [racism] . . . . [t]hey give you an
example of subtle prejudiceandracism....” Several parentsinthefocusgroups
noted the importance of preparing their children for racism and itstorments and
frustrations.

One should note the cumulative impact of racial animosity and
discrimination reported throughout our interviews. This accumulating impact

CHANGE (1996); CAROL B. STACK, ALL OUR KIN: STRATEGIES FOR SURVIVAL IN A BLACK
CoMMUNITY (1974); James S. Jackson, Black American Life Course, in LIFE IN BLACK AMERICA
264, 265-66 (James S. Jackson ed., 1991).
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likely accounts for much of the anger and rage expressed by the focus group
participants. The problem is not just a particular racial incident but the steady
pattern of incidents over long periods of time and across many life spaces.
Recurring discrimination may eventual ly erode the coping skillsof many African
Americans and cause them increased ilIness or problems in families.® In one
study, aretired schoolteacher in a southwestern city recounted her experience
with aracist epithet yelled by aclerk in amall shop, then characterized the many
recurringincidents of racismasthe“little murdersevery day” that have made her
long life so difficult.®* Particular instances of discrimination in workplaces or
elsawhere may seem minor to some outside (especially white) observers,
particularly if they are only considered in isolation. However, when blatant
raci st actionsand overt mistreatment combine with discriminationinmoresubtle
and covert forms, and when these discriminatory practices accumulate over
weeks, months, and years, the effect on African Americans is more than what a
simple summing of the impact of particular incidents might suggest. Thereis
often a significant multiplier effect from recurring racial hostility on a person’s
work, health, and social relationships.®

Although their specific strategies for dealing with racism differ, therewas a
general consensus among the respondents that the anger generated by racismin
the workplace must generally be dealt with by African Americans themselves,
who can expect little, if any, support from white coworkers and supervisors. A
nurse described the lack of concern for racism shown by white supervisors:

| think that most supervisors, managers, [the] higher echelon knows
about racism in the workplace. And | think some of them leaveit up to
lower managersto do something about it even when they discussit, and
someof themjust leaveit, period. And then some have diversity groups
...orseminarsor things. .. but racismis so prevalent | just think that
it's going to be hard to get rid of.

The costs of racia discrimination encompass the time and effort put into
dealing with that discrimination. The responses of African Americansto racia
stress vary, with some using aggressive countering tactics and others
withdrawing from the situation. Sometimesthe stressforcesthe costly response
of withdrawal. Onewoman, working in corporate administrative services, noted
her response to harassment:

Theway | ded with it is| try to stay out of the office as much as | can
... even outsiderswho comein the office, they can sensetheair istight.
... [andit’sall because of our boss. Andit’snot just racial harassment,
it's sexual harassment.

83. See ELAINE PINDERHUGHES, UNDERSTANDING RACE, ETHNICITY AND POWER: THE KEY
To EFFICACY IN CLINICAL PRACTICE (1989).

84. See FEAGIN & SIKES, supra note 5, at 54.

85. See Darielle Watts-Jones, Toward a Stress Scale for African-American Women, 14
PsycHoL. WOMEN Q. 271 (1990).
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Several female respondents described how racial marginalization at work was
amplified by the sexist behavior of white male coworkers and supervisors.

Another woman, who now works at a college, described racialy related
stress and why she quit her previousjob in a store:

When the black customers would come into the store to possibly return
merchandise, and maybe not have areceipt to accompany that purchase,
they were asked . . . “Do you think you could go home and find it [the
receipt]? Well, when was it purchased?’ They were denied adequate
assistance. But when the white people would comeinto the store, it was
like, “Oh, well, can | credit it to your [store credit account] or Visa?' .
.. [Nt was always, with the black person, it’slike, “Well, where did you
buy it? Well, takeit back to the store that you bought it from,” although
you can take any of that merchandise to any store, becausethat’ spalicy.
... wasjust amazed by the kind of thingsthat would occur. Andthat’s
areason why | nolonger work there, because | could no longer work for
acompany that discriminated against my race. . . . [T]hey did it blatantly
and they really didn’t care.

Whatever the source of stress at work, its consequences are serious. What is
noteworthy about racial stress is that it generally comes on top of the other
frustrationsin the workplace. Note too that this woman'’s frustration and anger
were generated by what was happening, not to herself, but to other African
Americans.

V. DEPRESSION AND OTHER PsycHoLoGIcAL PROBLEMS

Long ago, inthe 1960sthe critic of racia colonialism, Frantz Fanon, argued
forcefully that col oni zati on causesthe col oni zed seriouspsychol ogical problems,
because of the continual assaults it inflicts on their personalities.®*® Numerous
studi es have documented the harmful effects of workplace stress on the health of
employees of any racial or ethnic group.?” Although work isa primary source of
stress for many individual s, some research showsthat certain types of job stress
are unique to the experiences of Americans of color, and may contribute to their
facing uniquephysical and mental health challenges.®® Certainsocial conditions,
including racia inequality, blocked opportunities, and discrimination are major
generators of pain and distress for individuals. Physical and mental health
problems can stem from the stresses of discrimination.*® Recent research has

86. SeeJock McCuLLOCH, BLACK SouL, WHITEARTIFACT: FANON’SCLINICAL PSYCHOLOGY
AND SoCIAL THEORY 127-28 (1983).

87. See eg., Gutierreset a., supra note 4, at 118.

88. Seeid. at 120; see also Marsella, supra note 41.

89. Seegenerally Jewelle Taylor Gibbs & Diana Fuery, Mental Health and Well-Being of
Black Women: Toward Strategies of Empowerment, 22 AM. J. COMMUNITY Psy CHoL. 559 (1994);
Griffith & Baker, supra note 58; Vickie M. Mays et al., Perceived Race-Based Discrimination,
Employment Satus, and Job Sressin a National Sample of Black Women: Implicationsfor Health
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highlighted the need to take into account three dimensions in considerations of
therole of stressin the lives of African Americans. Thefirst is the individual-
level interactionsbetween raceand health; the second, interpersonal rel ationships
and health; and the third, societal factors, such as poverty and racism, that
contribute detrimentally to African American health.*® Research has found that
African Americans are caught in economic, social, and political conditions that
are harmful to their health.®* Mirowsky and Ross conclude that this pain and
distress can taketwo psychological forms: being depressed, being demoralized,
and feeling hopeless; and feeling anxiety, fear, and worry.*? Karasek and
Theorell have shown that variations in control and socioemotional support at
work predict variations in psychological depression.®

Demoralization, anxiety, and anger over everyday discrimination are to be
expected under the circumstances faced by African Americansin U.S. society,
but they are nonetheless unhealthy at the levels experienced. A few recent
research studies have touched on the relationship of discrimination to mental
health problems. In addition to older studies of African Americans such asthat
of Grier and Cobbs, three recent studies of Mexican Americans have found that
experience with discrimination is linked to higher levels of stress and
psychological suffering, including depression and lower levels of life
satisfaction.®® An analysis drawing on the National Study of Black Americans
has al so suggested that recent experience with discrimination may be associated
with poor mental health.®®

Often aworker of color finds he or sheisone of few, or even the only person
of that racial-ethnic background within their work environment. Thisstatusoften
does not allow them the social support that could help to alleviate workplace

Outcomes, 1 J. OCCUPATIONAL HEALTH PsycHoL. 319 (1996); Charles B. Wilkinson & Jeanne
Spurlock, The Mental Health of Black Americans: Psychiatric Diagnosis and Treatment, in
ETHNIC PsycHIATRY 13 (Charles B. Wilkinson ed., 1986).

90. See James S. Jackson & Sherrill L. Sellers, African-American Health over the Life
Course: A Multidimensional Framework, in HANDBOOK OF DIVERSITY ISSUES IN HEALTH
PsycHoLogy 301, 301-04 (PamelaM. Kato & Traci Mann eds., 1996).

91. See James S. Jackson & Monica L. Wolford, Changes from 1980 to 1987 in Mental
Health Status and Help-Seeking Among African-Americans, 25 J. GERIATRIC PSYCHIATRY 15, 65
(1992).

92. See JoHN MIROwsKY & CATHERINE E. Ross, SociAL CAUSES OF PSYCHOLOGICAL
DisTRESS 95 (1989).

93. See KARASEK & THEORELL, supra note 62, at 71-72.

94. SeeGRIER & CoBBS, supra note59; HortensiaAmaro et al., Family and Work Predictors
of Psychol ogical Well-Being Among Hispanic Women Professionals, 11 Psy cHOL.WOMEN Q. 505
(1987); V. Nélly Salgado de Snyder, Factors Associated with Acculturative Stress and Depressive
Symptomatol ogy Among Married Mexican Immigrant Women, 11 Psy cHoL. WOMEN Q. 475 (1987);
Gutierres et a., supra note 4, at 119-20.

95. DavidR. Williams& An-Me Chung, Racismand Health, in HEALTH IN BLACK AMERICA
(R. Gibson & J. Jackson eds., forthcoming 2001).
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stress.®®  Additionally, this isolated status may draw an inordinate amount of
attention to the minority group member’s job performance, and may cause a
stigmatizing “token” status to be ascribed.”” Thus, African Americans in
predominantly white work settings may feel pressureto provethat they were not
hired strictly because of affirmative action, as may often be the assumption of
their white colleagues. This pressure, coupled with experiences with exclusion
and other discrimination, may lead to stress for African Americans as well as
other Americans of color.*®

Although some research has been done on the mental health of African
Americans, the findings have been contradictory.”® Some studies point to the
resilience and coping skills of African Americans and conclude that African
Americans have much lower ratesof mental illnessthan do whites. Other studies
find that African American rates of mental illness are higher than those of
whites.'® Still other studies have found that rates of mental illnessfor people of
variousracial-ethnic backgroundsare moderated by demographic characteristics
such as marital and socioeconomic status.’® These contradictory findings have
led some to suggest that public health researchers abandon racial comparison
research altogether.!® Others have called for qualitative research, such as
ethnographic research and case studies, aswell aslongitudinal studiesthat cover

96. Seeid.

97. Seeid.

98. Seeid.; seealso James et ., supra note 67, at 259.

99. See, eg., George W. Comstock & Knud J. Helsing, Symptoms of Depression in Two
Communities, 6 PsycHoL. MED. 551, 556-59 (1976); Ronald C. Kessler & Harold W. Neighbors,
A New Perspective on the Relationships Among Race, Social Class, and Psychological Distress,
27 J.HEALTH & Soc. BEHAV. 107 (1986) (finding that there areracial differencesin psychol ogical
problems and that these interact with socioeconomic status); Shae Graham Kosch et al., Patient
Ethnicity and Diagnosis of Emotional Disorders in Women, 30 Fam. MED. 215, 218-19 (1998)
(discussing the contradictionsin findings of mental illnessin persons of various ethnicities); David
R. Williams & Toni Rucker, Socioeconomic Status and the Health of Racial Minority Populations,
in HANDBOOK OF DIVERSITY ISSUESIN HEALTH PsY CHOLOGY 407 (PamelaM. Kato & Traci Mann
eds., 1996).

100. SeeGriffith & Baker, supranote58, at 159 (discussing research that negatesthe myth that
African Americans do not get depressed).

101. See, eg., Deborah Belle, Poverty and Women’'s Health, 45 Am. PsycHoL. 385, 385
(1990); Maisha B. Bennett, Afro-American Women, Poverty and Mental Health: A Social Essay,
12 WOMEN & HEALTH 213, 223-25 (1987); Comstock & Helsing, supra note 100, at 551-52;
Horacio Fabrega et al., Black-White Differences in Psychopathology in an Urban Psychiatric
Population, 29 COMPREHENSIVE PsyCHIATRY 285, 286 (1988); Kessler & Neighbors, supra note
99, at 107.

102. See, e.g., Rg Bhopa & Liam Donaldson, White, European, Western, Caucasian, or
What? Inappropriate Labeling in Research on Race, Ethnicity, and Health, 88 Am. J. PuB.HEALTH
1303, 1303 (1998); Mindy T. Fullilove, Comment, Abandoning “ Race” as a Variable in Public
Health Research—An Idea Whose Time Has Come, 88 AMm. J. PuB. HEALTH 1297, 1298 (1998).
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moretime, in order to supplement contradictory research findings.'® Still others
have suggested that various societal stereotypes regarding African Americans
lead to biasin mental health diagnoses, making any findingsregarding the mental
health of African Americansdubious.® Contradictionsin quantitative research
regarding the mental health of people of color suggest that researchers should
consider that perceptions of people of color may play a primary role in the
diagnosis and treatment of those who are psychologically troubled.

Historicaly, the mental health treatment of African Americans has been
conducted on afoundation of stereotypical ideas about African Americans.'®® In
the 1800s, some enslaved African Americanswho either disobeyed their masters
or ran away were given specific diagnoses of mental illness.® During
Reconstruction, mental health practitioners asserted that the supposed increase
in mental illness of African Americanswas dueto theloss of the many civilizing
“benefits’” of davery.’® In the early 1900s, African Americans were often
characterized by whites as promiscuous, emotionally and criminally volatile,
childlike, and unintelligent. Psychiatric research generally relied on theseracist
stereotypes in diagnosis, and researchers even congratul ated themselves on the
“fortunate guidance” of members of society through whom many African
Americanshavebeen“saved” from physically and mentally ruiningtheir lives.'*®
Some mental health studies written between the late 1800s and the mid 1900s
even stated that African Americans lacked the psychological complexity to
become depressed, given their “inferior” psyches.'® By the early 1960s, new
researchwasbeginningtoturnto cultural, rather than biological, explanationsfor
racia differences in mental health, and suggested that the more integrated
African Americans became, the more they would experience depression, often
designated as “the white man’s malady.”**°

103. SeeFullilove, supra note 102, at 1298; Gibbs & Fuery, supra note 89, at 566; David R.
Williamset d., Marital Satusand Psychiatric Disorders Among Blacks and Whites, 33 J. HEALTH
& Soc. BEHAV. 140, 155 (1992).

104. See Gibbs & Fuery, supra note 89, at 562-63; Kosch et al., supra note 99, at 218-19.

105. See generally SANDER L. GILMAN, DIFFERENCE AND PATHOLOGY: STEREOTYPES OF
SEXUALITY, RACE, AND MADNESS 131-49 (1985) (discussing historical stereotypes of pathol ogical
madness of African Americans and other people of color).
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S. Szasz, The Sane Save: An Historical Note on the Use of Medical Diagnosis as Justificatory
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427 (Peter Kollock & Jodi O'Brien eds., 1994); Wilkinson & Spurlock, supra note 89, at 15;
Donald H. Williams, The Epidemiology of Mental Iliness in Afro-Americans, 37 Hosp. &
COMMUNITY PSYCHIATRY 42, 42 (1986).

107. See Griffith & Baker, supra note 58, at 154.

108. SeegenerallyW.M. Bevis, Psychological Traitsof the Southern Negrowith Observations
asto Some of His Psychoses, 1 AM. J. PsYCHIATRY 69, 69-70 (1921).

109. SeeVictor R. Adebimpe, Overview: White Norms and Psychiatric Diagnosis of Black
Patients, 138 AM. J. PSYCHIATRY 279, 281 (1981).

110. SeeArthurJ. Prange, Jr. & M.M. Vitals, Cultural Aspectsof theRelatively Low Incidence
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Some current research suggests that African Americans are often
misdiagnosed by mental health professionals. Diagnostic tests may be racially
biased, elevating the observed rates of certain types of mental illnessfor African
Americans.! Researchers have found that even when African American and
white individuals present the same symptoms to doctors they are sometimes
diagnosed withvery differentillnesses.*** For example, withthe same symptoms,
whitesare often diagnosed with depression, which istreated with psychotherapy
and has a good prognosis, while African Americans tend to be diagnosed as
having schizophrenia, which is more serious and must be treated with
medication.™ A study of 100 whiteand 100 African American women, matched
by age, who had visited an outpatient family practice center from 1993 to 1994,
exploredtherate of primary or secondary diagnoses of emotional disorder for the
two groups.'** Theresearch findings showed that forty-four percent of thewhite
women, compared to twenty-four percent of the African American women, had
either a primary or secondary diagnosis of psychiatric disorder.’** The
researchers suggested that this racial discrepancy was based on evidence that
black women actually haveless psychiatric disorder, perhaps dueto either better
family and community support network or a greater reluctance to discuss
personal problems with physicians.'*®

A white standard of normality is usually taught to and used by white
therapists. However, cultural normsfor what constitutes* normal” or “abnormal”
behavior may bedifferent for African Americansthanfor whites."*” Specifically,
African Americans may have different ways of expressing symptoms and
complaints, different culturally normative behaviors, and different coping
mechanismsthan do whites."*® Recent research has suggested that as therapists
become more aware of mental health issues unique to people of color, they may
need to retrospectively diagnose African American patients to correct earlier

of Depression in Southern Negroes, 8 INT'L J. Soc. PsyCHIATRY 104, 105 (1962).

111. See, e.g., Costello, supra note 58, at 518; Gibbs & Fuery, supra note 89; Watts-Jones,
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112. Seegenerally Gibbs& Fuery, supranote89 (discussing thevarious problemswith mental
health diagnosis of African Americans).

113. Seeid. at 571; Griffith & Baker, supra note 58, at 151, 153; Nancy F. Russo & Esteban
L. Olmedo, Women'’ s Utilization of Outpatient Psychiatric Services: SomeEmerging Prioritiesfor
Rehabilitation Psychologists, 28 REHABILITATION PsycHoL. 141 (1983); Wilkinson & Spurlock,
supra note 90, at 16-18.

114. SeeKosch et al., supra note 100, at 216.

115. Seeid. at 217.

116. Seeid. at 218.

117. SeeGEORGE DEVEREUX, BASIC PROBLEMSOFETHNOPSY CHIATRY 3-71(1980); Adebimpe,
supra note 110, at 282-83; Harold W. Neighbors et a., The Influence of Racial Factors on
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J. 301, 301-02 (1989).

118. SeeFabregaet al., supra note 102, at 286; Gibbs & Fuery, supra note 90, at 568-72.
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misdiagnoses.™®

White therapists may harbor negative views of African American patients,
based on societal myths.”® They may communicate these feelings in their
nonverbal behavior, causing African American patients to withhold the kind of
self-disclosure that is necessary for psychotherapy.** Researchers have found
that for African Americans, psychotherapy with awhite caregiver often leadsto
“unhealthful consequences.”*? Many call for better cross-cultural training for
psychiatrists and psychotherapists.'*

Because of racial bias in the mental health care profession, African
Americans have generally relied on other forms of help for psychologica
difficulties. Research hasbeen done onthedifferencesin hel p-seekingbehaviors
of whitesand African Americans.'* Early biasin mental health careled African

119. See Griffith & Baker, supra note 58, at 151-53.

120. See Elaine J. Copeland, Oppressed Conditions and the Mental-Health Needs of Low-
Income Black Women: Barriersto Services, Srategies for Change, 1 WOMEN & THERAPY 13, 26
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Americansto carefor their mentally ill family membersat home."* Today, older
African Americansin need of psychological support are often morelikely to seek
help from family and extended family members than from mental health
professionals.’?® Findings also suggest that African Americans are likely to see
both physical and mental health as dependent on ahealthy spiritual life.?” Thus,
they often rely on prayer, ministers, and church services for psychologica
help.'® Some have noted that African American church services are similar to
group therapy in offering psychological relief.*® This might account for the fact
that group therapy seems to be more useful than individual psychotherapy, at
least for African American women.**

Whatever the actual differences in African American and white mental
illnessand treatment, one observation made by many researchersisthat giventhe
amount of societal stress in the lives of African Americans, one would expect
themto exhibit much higher ratesof mental illnessthan they do."* Somesuggest
that due to their life circumstances, African Americans may be more tolerant in
coping with symptoms of stress.™*? Thus, researchershave been urged to explore
the resilience and coping skills that African Americans utilize to protect their
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mental health from racist attacks’®* To this end, a few researchers have
suggested using a stress/adaptation paradigm in mental health research, which
emphasi zesenvironmental aswell as personality factorsin seeking the cause for
African Americans' emotional problems and focuses on their unique coping
skills.*** Some have also stressed the need for life-course research, which would
offer aperspective onthe strengths and structural barriersin mental and physical
health care for African Americans at all stages of life.*®

Our focusgroup parti cipantsreported various psychol ogical complaintsthey
believed to be the result of workplace discrimination, ranging from extreme
anxiety and added stress to depression severe enough to require medication or
hospitalization. Anadministrativeassistant washospitalized for depression after
she was almost laid off:

| had beenin. .. my department for eleven yearswhen |, we had amajor
changein staff. We had gone from awhite male boss who had just |eft,
and awhite female who had taken over in the position. | had seniority
in the office as far astime and had just received a promotion in the job,
and had nothing but excellent, excellent performance evaluations. But
when it came time to do the budget cuts, my position was offered as
being ten percent cut. | was told that there was no way to avoid this
position being cut. Being that at thistime | was the only minority that
was, that was in the office, it was devastating to me at the time because
wetried towork it out. Now I’'mworking for an agency that advertises
... strong affirmative action and equal employment opportunities. So
| had aright to file [a] discrimination [complaint].

She then described the resolution, which involved a black eected officida
interceding for her:

Because | was looking at alayoff. . .. [He] basically went in and told
thissupervisor that, “With all these vacant positionsthat we havein this
county, youwill find her ajob.” | wastold on aFriday by the department
they wanted to transfer me to, that | had to make a decisions over the
weekend and let them know by that following Monday whether | was
going to accept this job, which was a[big] cut in pay . .. or goin the
unemployment line. | had to help take care of two children, so | chose
to go for the transfer. But . . .through all this, and, the mental anguish

133. See Gibbs & Fuery, supra note 89, at 574-75.
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that | went through, | was hospitalized for nine days. It was just
devastating, because | saw it as blatant discrimination. ... There was
nothing they could go to in the file and find in terms of not performing
or anything likethat. And then the amount of time, get basically kicked
out the door is what happened. . . . But then, but not only the financial
burden, but just the toll that it took. . . . | think the toll was so hurtful
because | saw it strictly asracial.

It appearsthat much racially linked mistreatment in work settingsisdisguised by
the perpetrators in bureaucratic terms, as here in a budget cut. This woman's
judgment of discriminationisnot arbitrary but comesfrom past experienceasthe
“only minority” in an amost exclusively white department. Her ability to read
the situation may al so be grounded in past experiencein avariety of settings. In
such cases significant achievementsareignored and serious mental and physical
pain can result.

A teacher described a situation in which her boss moved her to a different
position just before school started. This woman discovered later that she was
moved in order to make room for anew and less experienced whiteteacher. She
described the stress she underwent as a result of having to change so quickly:

| was so upset | didn’t know what to do. Just totally wiped out. I'm
thinking about all of this stuff I've got to move. She promised that the
janitors would help me move. Nobody helped me. People were almost
in tears watching me move al of this stuff in a shopping cart. ... And,
it took me, that means | had to organize my stuff, moveit, and get ready
for another grade level and be ready to teach. . . . So | did my pre-
planning; it amost killed me. . . . Nobody came to help me, but
everybody was giving me sympathy. | had to go to the doctor. . . . and
| had become hypertensive. But | felt myself, | could hardly work, | was
so upset. And | had gotten prayer, and, was reading my scripture, and
meditating . . . .

When the moderator asked her if she had been hospitalized for hypertension, the
woman answered:

No, he put me on an antidepressant . . . in addition to the medication |
needed to take—I’ m glad you made me clarify that, hel ped meto clarify
it, brother. | had to go on an antidepressant. | didn’t take it very long,
but that’ s how upset | was, had to see aphysician. | was under hiscare
for awhile. But, | mean, they brought these three white women on. . . .

That's what irks me, when | hear about the white people attacking
affirmative action, when it's worked in reverse, and it's still
happening—to them. They’re, nobody hears about how they get hired,
and they're less qualified than we are. Nobody hears about how many
times we're hired with extra qualifications, more than qualified, to do
the same job that they’ re hired to do.

Thinkingaong similar lines, an engineer spoke of ablack coworker’ sexperience
of depression. Hisview, shared by other respondents, isthat African Americans
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are reluctant to seek assistance with psychological pain:

But it's kind of more, against black culture to go for any type of
psychological . . . testing, or, | had one friend who actually went to a
depressive state . . . because he was the type of person who just tried to
do the best he could at everything. And sometimes you just can’t do
that, or do everything. So in this particular case, he went to the point
where his body just collapsed, mentally. Where some peopl€e’s bodies
can collapse physicaly, his collapsed mentally. | personaly didn’t
experience that, but | saw the pain that he went through. And likewise
he' s having racial type things at his job, where his counterparts would
get promoted at a certain level, where he would stay on alevel below,
after years. And he was as qualified—sometimes they get you in a
position to think that you’ re not as qualified asthe next person, wherein
reality you may be more qualified than the person that got promoted over
you. But a promotion doesn’'t necessarily mean that this person does
higher quality work. It means, sometimes that person knows how to
network with the boss better than you do.

Again the suffering of one black person is communicated to and felt by othersin
asocial network. Research showsthat most African Americansrely oninformal
social networks for emational support, thus the concerns of one individual are
often known in great detail by alarger support network.'*® After this comment,
a woman in this man’'s group added that black employees have less time to
network with the boss because they are working extra to prove themselves as
capable. The engineer agreed with her statement, then continued:

Andif you’ reworking, you can't network with the boss, and drink coffee
with him, and tell him what kind of work and stuff that you’ re doing.

Because you're actually out there in the trenches going to work. So it
was hot my personal case, but his particular case, he might have goneto
astagewhere he had such depressi on he had to actual ly take medication.

This idea about black qualifications is a theme that one finds in other
accountsby African Americansof discriminationintheworkplace, yetit receives
little public or media attention.*” From the black middle class perspective, it is
often the less qualified whites who get special privileges over better qualified
people of color. Thisrecurring white advantage can create much psychological
pain, including depression, for itsblack victims. Of additional importanceisthe
networking theme suggested in previous comments. In the United States
economy many racial barriers are linked, directly or indirectly, to white “ good-
ole-boy” networks, which are commonly at the core of workplaces and even of
large business sectors.**® In these networks whites commonly exclude outsiders
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Entrepreneurs (1983) (unpublished working manuscript, on file with authors).



1344 INDIANA LAW REVIEW [Vol. 34:1313

from critical information flows.

V1. ENERGY LOSS FROM DISCRIMINATION

Another major cost of being mistreated in a hostile workplace is a serious
loss of personal energy, including the loss of motivation to do work and other
activities. In one national research study an experienced black psychologist
commented elogquently about the energy loss suffered by African Americans:

If you can think of the mind as having 100 ergs of energy, and the
average man uses 50 percent of his energy dealing with the everyday
problems of the world . . . then he has 50 percent more to do creative
kinds of thingsthat he wantsto do. Now that’s awhite person. Now a
black person also has 100 ergs; he uses 50 percent the same way awhite
man does, dealing with what the white man has [to deal with], so he has
50 percent left. But he uses 25 percent fighting being black, [with] all the
problems being black and what it means.**°

The individual cost of dealing with discrimination is great, and one cannot
accomplish as much when personal energy iswasted on discrimination. One of
the most severe costs of persisting discrimination, thisenergy lossis often more
than an individual matter. An engineer made this clear in a group that was
discussing the “eight whole hours of discrimination” they daily experience:

One of the things, though, that really has had an effect on my family
personally was, me having [less] time to really spend with my son. As
far as reading him stories, talking, working with him, with his writing,
and, all of that. And those things really, really hurt us, and it hurt my
child, | think, in the long run, because he never had that redly. . .. |
know when, when the program was really, really running, some, some
days| would come home and | would have such excruciating headaches
and chest painsthat | would just lay on the bed and put a cold compress
on my head and just relax. Thank God | got him through that period. .
.. And by thetime | come home, I'm so stressed out. And he runs up to
me, and you know | give him ahug, but when you'’ re so stressed out, you
need just alittle period of time, maybe an hour or so, just to unwind, just
to relax, you know . . . to just watch the news or something, to kinda
unwind and everything. Soit definitely affects. .. and youknow you're
almost energy-less. . .. And then by the time you get home, you have
your family. So, by thetimeyou kinda unwind alittle bit to get ready to
go to upstairs, you haven’t handled responsibilities. . . .

The pain of workplace mistreatment can have adomino effect, with chest pains
and headaches being linked to a loss of energy, and that in turn resulting in far
lessenergy to deal withimportant family matters. The drain on personal strength
caused by discrimination takes a toll on the activities of workersin their lives

139. FEAGIN & SIKES, supra note 5, at 295-96.
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outside the workplace.
In one discussion group a government employee examined the persona
energy exertion issue in another of its troubling aspects:

One thing, too, is especialy if you spend time documenting situations,
that takestime: What was said, what did he say, what did | say, and what
did | do? It's not keeping, that’s time, too, | mean you're doing that
because you never know what’s gonna jump out. [Moderator: Why do
you fed it necessary to do that?] History. | mean, there were just
certain things that, that teaches you that you need to have some
information becausethat’ sreally theonly thing they [whites] understand.
... Documents. When you start pulling out “Thisis mine, thisiswhat
was said, here, here, here,” they understand that. [But if] you start
talking off the top of your head . . . you have no credibility, you know
what I'm saying? With usit always comes down to being above them.

Thisisjust like when we were talking about qualifications, you know,
they can come in with less qualifications, but we always have to be
maxed out. . . . And sometimes go beyond that.

A psychologist in the group once again put this into a long term perspective:
“That would seem like, that’ s always been afactor, always has been a history of
us having to prove ourselves, over and over again, with documentation, thisand
that, and | would like to see[it], get to the point where my kids don’t have to do
that.” The energy drain extends beyond the extra effort necessary to prove
oneself to whites with prejudiced minds, for it often entails keeping
documentation in order to prove one's accomplishments and to counter
discriminationinemployment. We see again theimportance of recording history
and of creating afamily and community memory, asthese respondents constantly
orient themselves to what African Americans have had to do collectively in the
past and in the present.

To be good at what one does, ablack worker usually must learn many things
about coping with whites, energy-wasting learning that is not arequisite task for
similarly-situated white Americans. In another context, a female planner
explained that “Just like we have to, we have to consistently, we have to keep
learning things, you know, they need to do the same, they need to jump through
the same hoops we have to jump through.” In addition, the education of whites
seems to be an imposed responsibility of many black victims of discrimination.
A sheriff’s deputy responded to the previous speaker’'s statement with this
summary:

And that’'s the same thing . . . we were talking about on the energy.
Burning so much energy trying to educate these people, that we qualify,
you know? And | always said if you see a black doctor and a white
doctor standing side by side, equal in status, that black man is twice as
better, because he had to work harder . . . in every profession.
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This is a point one often hears in interviews with African Americans.**® The
great achievements of many African Americanshave comein spiteof, and ontop
of, the energy-sapping barriers of discrimination.

VII. PHysicaL CONSEQUENCES OF DISCRIMINATION

Asseenby all our respondents, blocked opportunitiesand discrimination not
only generate psychologica pain and suffering, but also link to many different
bodily conditions such as chest pains, stomach problems, headaches, and
insomnia. Other research supports this observation.*** The economic status of
African Americans has stagnated and even declined in regard to someindicators
in recent years, and this decline in economic well-being is associated with
worsening health statusfor African Americans.**? Someresearch has shown that
the realization that negative treatment in the workplace is based on one’' srace or
ethnicity causes more extreme stress than usual workplace problemsthat are not
based on racia discrimination.’** Other research has found that not only are
physical health problems associated with workplace discrimination but other
health problems are al so experienced by persons of under-represented groups.***

The overal life expectancy of African Americans is lower than that of
whites, and this gap increased between 1980 and 1991.**° African American
infant mortality is twice the rate of that of whites."*® For African Americans
under seventy yearsof age, fifty percent of excess deaths of malesand sixty-three
percent of female excess deaths can be accounted for by cardiovascul ar disease,
cancers, and problems resulting in infant mortality.”” Despite popular
conceptions, only nineteen percent of excess male deaths and six percent of
female excess deaths can be accounted for by homicide. Additionally, excess
deaths related to genetic problems make up atiny percentage. For example,
excess deaths from sickle cell anemia make up only three-tenths of one percent
of all African American excess deaths'*®  African Americans are
disproportionately represented among people with coronary heart disease,
myocardial infraction, strokes, and renal disease, and aremorelikely to haverisk
factors such as hypertension, high cholesterol, smoking, and diabetes.*** African
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Americans, regardiess of socio-economic status, also have the highest age-
adjusted rates of cancer incidence and mortality of any racial groupinthe United
States.™ Not only do African Americans have higher rates of several illnesses,
they also have poorer outcomes and survival rates for most illnesses, evidence
that the health care they receive may not be adequate. For example, the cancer
survival ratefor African Americansistwelvepercent lower thanthat of whites.™*
In addition to the discrimination that increases the health problems of African
Americans, racism in the health care system may cause African Americans to
receive less adeguate care than do whites.'*?

African Americanstend to report more health complaints than do persons of
other racial or ethnic groups. In a nationa study of two thousand African
Americans, when asked if they have had any health complaintsin the last month,
only thirty-five percent of African Americans said that they had no health
problemsat al. The most common health complaints reported were high blood
pressure (31.6%), arthritis (24%), and “ nervous conditions’ (21.9%)."** Twenty
percent of the African Americans studied had never gone to see adoctor in an
independent of fi ce setting, and twenty-one percent were uninsured.™* However,
as in the case of psychological complaints, most (sixty-eight percent) of the
respondents said that they have three or more people from whom they can seek
informal health care.**

As in the case of psychological health disparities, racial disparities in
physical health can also not be totally accounted for by racia differences in
socioeconomic status. Infact, some studies have found higher mortality ratesfor
African Americans with higher socioeconomic status than whites with the same
status.**® Neither canracial disparitiesin health be accounted for by oft-repeated
notions of “genetics.” In her research, Dr. Camara Jones, a Harvard
epidemiol ogist, hasfoundthat African Americanshavethemost genetic diversity
of any racially defined group. Nor do African Americansasagroup have weaker
immune systems than whites. In fact, African American transplant patients run
the highest risk of complicationsbecausetheir immune systemsare so strong that
their bodies are more likely to reject donated organs.’*” Moreover, excess
hypertension cannot be attributed to genetics. Black blood pressure levels are
similar to whitesuntil adulthood, at which timethey increase faster with agethan
those of whites. This suggests strongly that theracial differential isnot amatter
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of geneticsor lifestyle; it suggeststhat being avictim of racism has adetrimental
effect on blood pressure. Inastudy of African American and white nurses, Jones
found that the majority of African American nurses think about race at least
daily, and many of them are constantly aware of their racial classification. This
constant awareness contributes to undue stress.'*®

Others have highlighted the need to take into account not only African
Americans' personal context, but also the larger historical context whenlooking
at racial disparitiesin health. For example, the civil rights movement seemsto
have had a positive effect on African American health.”®® Other research has
found that African American physical and mental well-beingishighest when the
discrimination reported by African Americansis lowest.'® Research suggests
that racism can affect African American healthinthreemajor ways. First, racism
can transform socioeconomic statussuchthat itseffectsarenot equal acrossrace.
For example, African Americans cannot expect the same returns on their
educational investments, in terms of wages, as those of whites. Second, racism
may restrict access of African Americans to health services and to recreationa
facilities that could benefit their health. Finally, racism causes psychological
distress that may create severe health problems for African Americans.'®

Our respondents noted theimpact of racismontheir health. Onefocusgroup
participant, a dental assistant, made the connection between the discrimination
and physical ailments eloquently:

| don't think a lot of [peopl€] realize that, when you're talking about
ailments, you' re talking about more colds, higher blood pressure, things
like that. People don't relate that to your job. Like when you come
down with more colds, alot of times, it's[racial] stress on your job . . .
. [I was] in another job, and it seemed like the more stress | was under,
it would make mefeel worse. | would be sick, | would have more colds,
| would want to sleep more, and basically it was related to my job, the
pressureon my job. But | didn’'t put it that way, you know, alot of times
| would think if | was under stress, | wouldn't relate it to a cold.

Similarly, anurse in asoutheastern state noted that the bottling up of stress
from discrimination leadsto avariety of health problems, aswell asto excessive
smoking and drinking:

But you stuff that stuff inside, and it comes out in these kinds of ways.
And we can sit down and talk to each other, and that pain . . . they said
that it can cause fibroidsin women, that’ s why black women have alot
of fibroids. Because al of that pain gets stuffedinside. . . . That’swhy
black men . . . die so early. You know, if you take out the factors of
drinking, and smoking, and why is it that black men die from heart
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disease or from—it’ s that stuffing inside of those subtle things that we,
that we just, that we can’'t say anything. . . .

From this perspective, it seems discrimination has many consequences, ranging
from fibroids to heart disease. To ease their pain stemming from racial
harassment, some African Americans smoke and use alcohol excessively.
Benjamin suggests that racial barriers are likely to be associated with stress
patterns, alcohol abuse and other health problems.*** Gibbs similarly contends
that anger created in black men by racial discriminationislikely to manifestitself
in chronic fatigue, depression, anxiety, and psychosomatic complaints such as
headaches.**

A. Headaches

A number of male and femal e respondents spoke of severe headaches that
they attributed to workplace stress, such as a nurse in the Midwest: “I would
havethisheadache and it would befor eight hoursuntil | walked out the door and
then it was like . . . a weight was lifted off.” A social services coordinator
described headaches and other consequences in a discussion of discriminatory
work conditions:

| was having severe headaches and chest pains. . .. It would be times
when | would almost be in the office hyperventilating. And. .. it was
just alot of physical things happening to me. | would pull hair more,
because, just the stress, you know? You just, you're trying to do so
much, and collect your thoughts and do what needs to be done. And my
hair had fallen out in the back of, the back of my hair, it just had fallen
out! ... Andtheheadacheswerejust, just terrible, just unbearable. And
it's aso a psychologica kind of ill, in that, well you know if [white]
people are constantly watching you. . . . But it, it's just amazing the
psychological ill that it doesto you. And even though you know you're
competent? People can do that so much to you . . . they can get in
meetings and try to show you up and make you look like you just don't
know anything. And it is so many of them, you are outhumbered!
Sometimes, you come out, and lash out, and you almost validate What
they’re trying to say about you, because you feel outnumbered! .

you, you begin to doubt yourself, you begin to psychologi caIIy feel
somewhat incompetent. . .. So, it, it can take atoll on you, and | think
it takes more of a psychol ogical toll on usthan we even care to admit.

Headaches are only one part of an often complex set of consequences that come
from coping with hostile or unsupportivewhitesin aworkplacewith few African
Americans. Chest pains, hyperventilating, and serious psychological doubtsalso
accompany headaches that stem from whites questioning African Americans

162. See BENJAMIN, supra note 5.
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AMERICAN BLACK MALE 136, 127-43 (Richard G. Mgjors & Jacob U. Gordon eds., 1994).
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competence and abilities.

B. High Blood Pressure

Recent research reports have indicated that high blood pressureis a serious
problem among black Americans.** A few studies have shown that stressful life
events, such as racia inequalities, are linked to high blood pressure.*®® For
African Americans, socioeconomic status has been shown to be associated with
blood pressure and hypertension; as socioeconomic status decreases, blood
pressure increases. A recent research study of 1784 African Americans found
that this relationship may be in part due to poorer nutrition of those with lower
socioeconomic status.™®® Y et, racism also hasan effect. Research by Krieger and
Sidney examined stress and blood pressure in over 2000 African Americans.'®’
Those who gave accounts of facing discrimination on three or more of seven
situational questions tended to have higher blood pressure than those who
reported facing discrimination on one or two questions.*® In a previous study,
Krieger found that black Americans who usually keep quiet about or accept
unfair treatment are more likely to report hypertension problems than those who
talk to others and take action against unfair treatment.*®® Another study, which
controlled for age and weight, found that higher levels of discrimination were
positively related to higher blood pressure for African Americans.'” Still other
studies have found that for hypertension, as well asfor certain forms of cancer,
socioeconomic status alone did not account for differences in illness rates
between whites and African Americans.*™*

Recent research has associated acultural pattern known as* John Henryism”
with higher blood pressure. “John Henryism” refers to the attempts made by
African Americans to control their environment through hard work.'”> These
attempts amount to long-term, intensive contending with the psychosocia
stressorsassoci ated with dealing with racism. Sherman Jamesand hiscolleagues
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havefound that African Americanswith higher “ John Henryism” aremorelikely
to have high blood pressure.*”® Several focus group participants gave details on
how hypertensionislinked to racial stress, including that encountered at work.
Onenurseinthe Midwest commented on her reactions as she entersthe driveway
of the place where she is employed:

That’s when | got high blood pressure. And my doctor . . . | told him
what my reaction, my body’ s reaction would be when | would go to this
place of employment . . . . which was a nursing home. When | turned
into the driveway | got a magjor headache. | had this headache eight
hoursuntil | walked out that door leaving there. . .. | went to the doctor
because the headaches had been so continuously. And he said, “[Her
name], you need to find ajob because you do not like where you work.”
And within myself | knew that was true. But also within myself | knew
| had to have a job because | had children to take care of. But going
through what | was going through wasn’t really worth it because | was
breaking my own self down. . . . It was constant intimidation. Constant
racism, but in a subtle way. Y ou know, but enough whereas you were
never comfortable. . . . And then | finally ended up on high blood
pressure pills because for the longest, | tried to keep low. | tried not to
make waves. It didn’t work. | hurt me.

Again the workplace is filled with the headaches and other pains of “constant
racism.”

In one focus group, a secretary working in the South believed that being
repeatedly passed over for promotions caused her hypertension:

And to me, it hurt me deeply. ... So | had, you know, | had stood in
prayer lines for prayer, to help me ease my mind and everything. To
hel p me say theright thing, or go to theright, appropriate department, to
get, you know, get it started. And it was just hard, because | was real
hurt, and sometimes | would just down and cry about it. ... So, well, to
makethe story short, | had applied for apromotion, and | had applied for
this promotion twice. . . . | wastired, | was getting stressed out, and
everything, and plusthis—so | wasin alot of pain, so | think | built up
my blood pressure, redly.

Later, this woman required a doctor’s care for her high blood pressure:

| had to see severa doctors, because of the discrimination, and | went
through a lot of stress. And then, my blood pressure, | had never had
high blood pressure, and all of the sudden, it just went on the rise, and
| couldn’t control it. And. .. [her supervisor] wanted meto performthe
duties, you know, totally by myself, whichit took likethree, two or three
people to do.

This account underscores the levels of pain and the loss of energy involved in

173. Seeid. at 273.
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contending with mistreatment seen as racially motivated. Using religion for
solace, as well as speaking out, are strategies for the daily struggle. Although
this woman noted in the interview that she finally received the help needed at
work, the damage to her health had already been done.

As we have noted previoudly, in the focus groups, the suffering of other
African Americans was sometimes cited as a cause of persona stress for the
commentator. Inonefocusgroup an engineer explained how he empathized with
afellow employee who developed hypertension:

| have a prime exampl e of this, thishas actually happened in our job. A
particular [black] person in our, in the branch. . . . was being
discriminated against. The supervisor knew of it, and—what was
happening, all our branch chiefs, they knew of it. And knew that the
[white] supervisor was discriminating against this young lady. And,
matter of fact, it drovethisyounglady to where now she’son high blood
pressure medicine, and it realy affected her. She wasn't getting
promoted and all that. And the branch chief knew what was going on.
... Butthethingis, isthat this person went through all that, and now
the personison high blood [ pressure medi cing]—it affected her mentally
and physicaly.

Being hiredisonly thefirst hurdlefor black employees. For recurring promotion
problems are also reported by African American employees in a variety of
businesses.’’ Not surprisingly, they create great stress. In late 1996, some
unexpected evidence of this problem surfaced on an audiotape made of top
Texaco executives discussing a lawsuit brought by black employees, some of
whom asserted they had been passed over for promotions because they were
black. In the taped meeting the white executives did not take the reports of the
black employeesabout the pain and frustrations of a“hostileracia environment”
serioudly.'”

C. Somach Problems and Emotional Distress

According to several of the focus group participants, stressin the workplace
creates or contributes significantly to stomach and other intestinal problems. A
telephone technician explained the intertwined nature of psychological and
physical problems resulting from overt racial animosity:

WEell, psychologically, the psychological part and the physical part kind
of go hand and hand. . . . And | have never been a sickly type person,
and | had never had any problems with my stomach, but | actually did
have to go to the doctor, and the doctor said | was having—they ran a
test and hediagnosed it asgastrointestinal problems. And. . . depending
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on the amount of stresswork would bein, | would actually have serious
attacks, where| wouldreally get, really feverish, highfever, and | would
just get redl, real sick. And they prescribed Tagamet . . . for meto take,
but after taking that a couple of times, it made me really sick, and so,
when | would havethese gastrointestinal, these attacks, | would just kind
of really have to go through it. And alot of times my job would just be
so stressful, because | work for people that . . . they were overt . . . not
covert...they'djust flat out let you know that they just didn’t like black
folks. ... | worked with those kind of people. And even though | kind
of enjoyed my work, | didn’t enjoy those people, because they could
make the situation really hard for me. . .. And they would actually try
to find . . . something wrong with [your work] . . . and that would just
bug me, because, you know, | know that | meticulously try to do it, but
even in that they could come right behind me and try to pinpoint little,
little small things, and find something wrong with it.

Then she added how she copesin advance: “It wasvery, very stressful, because
every day you' re constantly mentally trying to prepare yourself when you get out
of the car in the morning and you go in, go into work, you're trying to prepare
yourself, ‘Well what do | have to face today?” One factor in the persona cost
of discrimination is that which comes from having to be constantly prepared.
One strategy used by African Americansto counter mistreatment from whitesis
to put on a defensive “shield,” the term used in a conversation with a retired
teacher recorded by Feagin and Sikes.' In that account an older black woman
contrasted her life with that of awhite woman, who, like her, bathes and dresses
beforeleaving thehouse. Unlikethe whitewoman, however, she must put on her
“shield” just before she leaves. She noted that for six decades, she has had to
prepare herself in advance for the often unpredictabl e racist actionsin the white
worlds she often traverses.

Another woman, a supervisor in the Southeast, reported stomach problems
that she believed stemmed from actions of afellow white employee:

But | was just so frustrated because shewas. . . prejudiced, and she let
it be known. And even though | confronted her on it, and any time she
would say something to me, and | would tell her, | said “Look, if you
can't deal with me on a professional level, then don’t deal with me at
al.” And shewasthetypethat, shewould just dolittlethings. And that
just would annoy me. . . and | never knew it then, and then | wasreading
a book one day, and it said don't let things bother you, because, you
know, physical breakdown. . .. | can’t really say it'san ulcer, but | had
stomach problems. I'm gonnatell youwhat, what | did cometo find out
about her, though, was that sometimes when people arelikethat . . . she
was raised in [names a southern state], thisis backwoods. So she was
brought up that black people—you know to treat uslikethat. And | told
her, | said, “Well, you can’t treat—everybody’s not the same, what if |

176. See FEAGIN & SIKES, supra note 5, at 295.
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treat all white people bad? Y ou know, call you all kind of names and
everything likethat? That'snot fair!” | said, “Because | could miss out
on agood friend, or agood person.” And it took some convincing, but
what | did, | didn't step to her level. Because she would [say] little
things—I would never get upset with her, but | alwaysremained myself,
because | didn’t want her to think that she was getting next to me,
because once they figure that out, then they really start to pour it on. . .
.. But see, sometimes people do you like that, it wasagirl at work . . .
she called meand another girl ... a“nigger” oneday. And the other girl
got mad, was very, was ready to fight.

Physical ailmentsare only oneaspect of such complex situations. Againonesees
the energy lost in making and implementing one' s decision about interpersonal
confrontationsover racial matters. Thisblack woman showsmuch understanding
and even forgiveness for awhite employee. In alater account, not quoted here,
sherel ates how the woman became sick and how the respondent wasthe onewho
accompanied the woman to the hospital and stayed with her. In the end, the
white woman eventually told the respondent that “all black people aren’t bad.”
This black woman was able to treat the prejudiced white woman with
compassion despite how the white woman had treated her.

VIIl. FamiLy AND CoMMUNITY CosTs OF DISCRIMINATION

A. Family Costs

As some of the respondents have already noted, the damage of aracially
hostil e or unsupportive empl oyment situation doesnot end at theworkplacedoor.
Anindividual’s experience with racial animosity and mistreatment at work not
only is personaly painful at the moment it happens, but also can have a
cumulative and negative impact on other individuals, on on€e’s family, and on
one’'s community.

Bringing frustrations home can have negative effects on families and
relationships, such as the lack of energy that afather mentioned previoudy has
for doing things with his young son. The harmful effects of bringing
discrimination home to on€e’s family was clearly elucidated by one concerned
mother, who is asocia services administrator:

So many times, after you've experienced an eight whole hours of
discrimination, either directly or indirectly, it really doesn’t put you in
the mood to go home and read that wonderful bedtimestory. You'rejust
tired, and you just want to get somewhere, and really, you're crying on
the inside, and you may not really want to admit [it] to yourself.

Because all usliketo think we' re in control of what’s happening to us.

And | think we all deal with it differently. And that anger sometimes
builds up, and you' re not even aware that it’ sthere, so the moment your
spouse, or your child, if there is anything that may seem like it was a
belittling or demeaning, you' reresponding to themwith alevel of anger,
even, thatreally isinappropriatefor the situation. But what you' rereally
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responding to isthat eight hours prior to getting home.

Shethen reiterated how often she had to deal with substantial amounts of stored-
up anger:

And | know several times. . . well, acouple of times| totally forgot to
pick my child up from school! Because | was so engrossed with trying
tomake surethat | dothis, becauseif | don’t do this, I'm gonnaduh-dah,
duh-dah, duh-dah. . .. My daughter had gotten to the point during that
year when | was under all that stress, till shewould tell mefour and five
times, she would remind me “Mom, I’m having this at school.” And
then shewould get to school, and shewould call me—one day she called
me to remind me about something, | was supposed to pick her up, or
something, and | just sat at my desk, and | just boo-hooed, | said, “My
baby doesn’'t have any confidence in me anymore. . .. I'm realy not
there.”. . . And that, really, that was really the beginning of me saying
“L ook, hobody’ s gonna do anything to get this on track for you, you got
to get thison track for yourself.” And then, sometimesyou go home and
you've held your peace so long, till the first hour that you walk in the
door, you're still dealing with everything. You may even be dealing
with it verbally. . .. And then, they have their own issues to deal with
that day. And like, they just want to have dinner and relax, you know?
So your family, inevitably I d say, suffers. Webring all of that baggage
home, and then we wonder why our relationships are in trouble.

Whether a person recognizes the harmful effects of bringing anger home from
work to the extent this woman does, struggles with discrimination can lead to a
variety of suffering for others, as in this case for a child who is forgotten at
school or for aspouse who wantsto relax. Sharing problemswith animosity and
discrimination can create a domino effect of anguish and anger rippling across
an extended group. Another result of using familiesasaresourceto deal withthe
stress of racism can betroubled relationships. It has often been noted that black
women are more likely than white women to become separated or divorced and
less likely to remarry.’”” Nonetheless, the direct, negative impact of everyday
racism on the difficulties faced by black families has not been featured in the
mainstream literature on the so-called “broken” and “disorganized” black
families.'’®

B. The Community Impact

The impact of marginalization at work can carry over into community
activities. Black workers' lack of energy affects motivation to socialize outside
the home and to participatein community activities. The social services worker

177. See ARTHUR J. NORTON & Louisa F. MILLER, U.S. DEPARTMENT OF COMMERCE,
MARRIAGE, DIVORCE AND REMARRIAGE IN THE 1990's, 3-5 (1992).

178. See, e.g., OFFICEOFPOLICY PLANNINGAND RESEARCH, U.S. DEPARTMENT OF LABOR, THE
NEGRO FAMILY: THE CASE FOR NATIONAL ACTION (1965).
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who discussed her family above reported that she had withdrawn from activities
in her community because of the drain on her energy caused by racial animosity
at work. A teacher described having to give up participation in community
groups because of lack of energy:

At one point we had started a minority action committeewhichisstill in
existence, with the school district. Andit’ sinteresting becauseit’svery
hard to get people after they’ve fought al day, in a sense, that have
enough energy to come out and support an effort like that where it is
needed. We know the racismis out there, we know we need to fight for
our kids—that was the main thrust of it when we came together. We
could seeit happening in the school s everyday, particularly to our black
boys. ... And we endeavored to do something about it, but, as | was
saying, we were just so drained, it just never got off, off the ground.
[speaking quietly] Hopefully, somebody might . . . .

Other participants echoed this sentiment, noting the impact of the energy losson
various community and church activities. Note herethat thereisboth apersonal
and a community cost. Part of the personal price is not being able to be fully
involved, which includes meaningful interaction in community groups and
associ ations.

The spin-off effects of animosity and mistreatment in employment settings
can be seen in other areas of the lives of African Americans. One respondent
noted the negative impact on participation in church activities:

| have withdrawn from some of the things | wasinvolved with at church
that were very important to me, like dealing with the kids at church. Or
we had an outreach ministry wherewewould go out into the low-income
housing and we would share about our services, we would—And | was
just so drained, like[names person] said, if weare all so drained, and we
stop doing that, then we lose our connection. But I, physicaly, by the
time | got home at the end of the day, | was just so tired, | didn’t even
fedl likegiving back to my community, | didn’'t feel like doing anything.

And so | withdrew from church activities, to the point where | just really
was not contributing anything. Anditwaspulling al that energy, | was
exhausted from dealing with what | had to at work. And then whatever
little bit was left, went to my family, so there was nothing there to give.

Theoverwhel mingimpact of workplace racismisgraphically described, for even
church activities become a problem for this person. These economically
successful African Americans can be important role models in their local
communities, but only if they havethe energy to participate actively in churches
and other community organizations.

Fromtheir discussions of the energy-draining aspects of discrimination, one
might wonder how African Americans have devel oped community organizations
and resistance movements over the centuries. Most overcome the everyday
racism enough to stay in life’'s struggles. Interestingly, the post-World War |1
“medical civil rights movement,” which was an effort by African Americansto
gain equal accessto quality health care, was a precursor to the larger civil rights
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movement of the 1960s.”® Such efforts, as well as the efforts involved for the
success of the more general civil rights movement of the 1960s, required that
African American activistshave good health and the energy necessary to struggle
for societal change. While some people drop out entirely, most seem to stay in
the struggle most of the time and exert great energy to overcome the barriers.
The retired professor who spoke earlier of the “ergs of energy” lost because of
discrimination also noted his many accomplishments and the issue of what he
might have accomplished without racia barriers.

Accumulating discrimination in predominantly white work settings creates
seriousdifficultiesnot only for African American employeesbut al sofor ongoing
group relations in these places. A number of comments by the focus group
participants suggest or imply that animosity exhibited by white employeesmakes
normal interaction acrosstheracial linedifficult orimpossible. Incidentsat work
disrupt lives by changing the meaning of the most commonplace of everyday
interactions. Moreover, thereis much unnecessary stressin forming new white
contacts when one is suspected of being a discriminator. Several respondents
noted that they felt a need to keep a distance from whites at work. Indeed, most
seemed to agree with this respondent in his evaluation of coping with white
hatred: “I think what helps us as being black now, we understand what these
[white] peoplethink. Weunderstand why they have hate. Wherebefore, coming
off the boat when wewere daveswe didn’t understandit.” Notetoo that slavery
till remains areference point for African Americans, even though many white
Americans seeit as a part of avery distant and irrelevant past.

CoNCLUSION

Someliteraturesuggestsa“ declining significance of race,” andanincreasing
importanceof class, inregardto the situation of African Americansnationally.*®
Other more recent research goes further to assert the “end of racism” in U.S.
society today.’®™ Our research flatly contradicts both the assertion that racial
discriminationisbeingreplaced by classdiscrimination, and that racism hasbeen
substantially or entirely eradicated. While both class and racia characteristics
have been shown to interact and cause health problems for African Americans,
our interviews with relatively affluent African Americans demonstrate that
racism alone is enough to create serious health problems for them.’® A
racialized soci ety existsbecausediscriminationispracticed, rewarded, or ignored
withinimportant social settings such as historically whiteworkplaces. Our data
and that of other recent studies undertaken by the authors and other scholars
indicate that discrimination by white Americans targeting African Americansis
still commonplace in a variety of arenas, including government and corporate
workplaces.

179. See SMITH, supra note 7, at 169.
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182. SeeKesder & Neighbors, supra note 99, at 108.
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Much research on racia relations focuses on the attitudes of those who
discriminaterather than on the sufferinginflicted on thetargets of discrimination.
A fleshed-out perspective on discrimination directs us to pay attention to
particul ar social settingsand to the consequences of racial discriminationin such
settings. Recurring discrimination in workplaces and el sewhere wastes human
beings and human capital and serioudly restricts and marginalizes its victims,
destroying the possibility of completely normal lives.®® This discrimination is
so dehumanizing that in discussing it some black workers even make reference
to the “slave-master mentality” of discriminating whites and to “feeling like a
dave’ inwhiteworkplaces. By marginalizing and dehumanizing black workers,
whites cause them and their loved ones much damage, pain, and suffering.
According to the accounts of the respondents, the damage takes many forms.
The negative impact of racial animosity and discrimination includes a sense of
threat at work, lowered self-esteem, rage at mistreatment, depression, the
development of defensivetactics, areduction in desire for normal interaction at
work, and other psychological problems.

Our respondents understood that the often high level of racialized stressin
workplaces has generated or aggravated their physical health problems. Most
recognize the threat discrimination brings to their health, and most try hard to
fight it and its consequences. Not surprisingly in the light of the data from the
focus groups, a growing public health literature indicates that there are wide
disparitiesin the physical health of white Americans and African Americans, as
well asin the application and use of medical services.’® A full understanding of
the physical and psychological suffering of black Americans at the hands of
white Americans necessitates a close look at the character and impact of the
discriminatory workplaces as they are experienced by workers. Sentient human
beings react seriously, in their minds and bodies, to mistreatment and
discrimination. The recurring and dehumanizing discrimination creates, among
other things, marginalization, impotent despair, and rage over persistinginjustice.

Our data show that the costs of racial animosity and discrimination extend
beyondtheindividual tofamiliesand communities. Social scientistshavewritten
much over the last few decades about problems in black families and
communities. This discussion often focuses on the so-called “broken” or
“disorganized” black families, with the responsibility for these conditions
commonly placed on African Americans for not maintaining their families and
communities and for not adhering to certain values.'® In contrast, more
structural and contextualized accounts of these family and community problems
fault the U.S. economy for its failure to provide enough job training or jobs.*®
Y et, to our knowledge, nowherein the social scienceliterature isthere a serious
discussion of the points made by the focus group parti ci pants about the direct and

183. See Marsella, supra note 41 (describing how racism in the workplace harms not only
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harsh impact of racial animosity and discrimination on their families, voluntary
associations, and communities. Thelong era of racial discrimination has often
reduced the energy available to African Americansto build stronger and better
families and communities. While many have managed to build strong families
and communities in spite of discrimination, they have done this by exerting
super-human efforts that take toll in their personal health or on the ability to
maximize contributions to the larger society. These focus group accounts
suggest that the total cost of racial animosity and discrimination is much higher
than most social science, legal, and journalistic commentaries have heretofore
recognized.

African Americans remain central to the costly system of racial oppression
in the United States, and they have long been among the strongest carriers of the
ideals of liberty and social justice. In spite of the weight of racial oppression,
most have been creative and successful in their lives and communities, and most
have regularly pressed the society in the direction of greater liberty and justice.
Indeed, their sense of social justice has perhaps the greatest potential for
stimulating further movement by thissociety inthedirection of itsegalitarianand
democratic ideals. African Americans have developed large-scale social
movements twice in U.S. history, and smaller-scale movements many other
times. Significantly, most African Americans have not retreated to adebilitating
pessimism but have slowly pressed onward. Today, they joinreligious, civic, and
civil rightsorgani zationsworking to eradicate systemic racism, to get civil rights
laws enforced, and to secure better living conditions for Americans of al racial
and ethnic backgrounds. There are lessons here for al Americans concerned
with eliminating systemic racism in the United States.

Today, thestateand federal court systemsface many challenges, not theleast
of which isthe fact that the U.S. population is rapidly becoming less white and
European and much more Asian, Latino, African, and Native American in its
composition. In spite of these changes over the last few decades, however, the
overwhelming majority of district attorneys, judges, and court administratorsare
till white. This means major and increasing problemsfor the court system. As
the mostly white judges|ook acrossthe bench at growing numbers of defendants
of color, their understanding of those they face, and their ability to mete out
justice, arelikely to be affected by the heritage of white racism that isimbedded
not only in the court systemsbut in all mgjor institutions. These understandings
(or lack of understanding) sometimes result in court decisions, such as the Etter
decision by a California court, that do not view black workers' representations
of pain and suffering from recurring racial insults as severe. In that case, racist
epithets such as “Buckwheat,” “Jemima,” and the like were not seen as
“sufficiently severe or pervasive’ to warrant ajudicial remedy. Yet, aswe have
shown, racists epithets and incidents can be very serious, painful, and damaging
totheir African Americantargets. The hurling of even afew racist words can be
avery hostile and discriminatory act, and that can in turn generate much pain,
especially since even one such act can trigger memories of accumulated
experiences with racism by those so targeted.

In the Etter case, a white judge called on a jury to assess if the reported
antiblack conduct would be considered severe by a “reasonable person of the
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Plaintiff’srace.” However, judging from the data in our focus groups and in
studies of whites we have cited, the pain and suffering most African Americans
endure because of continuing racism are likely not known to or understood by
most whites, be they white jurors or other white Americans. How then can
whites presume to answer the judge’ s critical question?

Asweseeit, such questions can be most meaningfully and reliably answered
when there are larger, or representative, numbers of African Americansin the
state and federal court systems. If we are to achieve the dream of a truly just
society, we must greatly expand the input into our justice systems by African
Americans and other Americans of color — at al levels, from policing, to
prosecution, to administration, to courts, and to prisons. It is past time for the
U.S. justice system to become much more democratic, multiracial, and
multivoiced in its management and everyday operation. Anditis past timefor
the pain, suffering, and anger that African Americans and other Americans of
color confront because of widespread discrimination to be truly heard in the
justice system.
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