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PREFACE

Although in the United States freedom and justice have
traditionally been coupled in thought with great universitles, Americals
amiversitites have often in trulbh been mere reflectors of the mores and

prejudices of their matrix, sociely. The case in poimt, he University

of Iiliuois, appears to have far-reaching changes 1o undertake in the

area of its 2§egro ﬁcnacaéémic exnployment.

The sﬁring of 1968 has been marked by pressures brought e ‘bear
wpon he xmivers:i.ty by groups as diverse as the Flack Students
Asscéia’zi@n and the ,fs;ae::fican 4ssociation of University Professors o
force changes in university employment policies toward Negroes. The
University of Illinois,; being a child éf its environment, has responded
to these pressures with prograns of change and some actmel degree of
change. This author's iﬁ%erest in faciai jusﬁice&anﬁ a wrigue set of
circumstances have combined to direct this thesis reséaréh aropnd’
university‘ efforts at bringing about cha.nge and the nesd for that change.

The fi;fst of these circumstances was ’the selsction of w:z.-
versity nonacademic Negro employment as the topié for investigation
in the spring, 1968, LIR L92 seminar. This author's involvenent in the
class's research efforts and the class's fesearch findings sparked an
interest in gathering a complete picture of the maay facets of the pro=-
blem. Research produced by this group of students has been used in this
paper, and the original term reports are available in the Institute of
Labor and Industrial Relations library.

An opportunity to irnwestigate nonacademic employment was the

second circumstance which is somewhat responsible for the choice of this

iii
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topic. An assistantship grant was made by the Office of the Presidsnt.

to me so that under Professor . Zllison Chalmers research in this
area could be conducted.

The list of acknowledgments for aid and cooperation in the
preparation of this thesis is necessarily long. First, Professor W.
Ellison Chalmers, a man with far greater than an academic interest in
Hegro employment, desérves mach credit for the direction of this
research and for suggestion of areas of investigation which by and
large proved to be quite fruitful.

University officials willingly gave assistance to this project,
thus registering their dissatisfaction with the present inequitable
situation. Mr. William K., Williams, Office of the President; Mr. Frank
Duff, Bureau of Institutional Research; and Messrs. Carl Gates and
Paul Hursey, Office of Nonacademic Imployment, all have given con-
siderable amounts of aid. Special thanks is due to the Office of the
President for making available many hours of secretarial assistance
during the tabﬁlating and typing stages of the research.

Finally, very special thanks is due to my wife, Jane. Her
help in preparing the various drafts of this thesis is no small
contribution. My gratitude for her devoitedness and encouragement is

only partially expressed here.
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CHAPTER I
Introduction and Problem Area

When measured by the educational, economic, occupational, and
socizl standards of white Americans, the relatively disadvantbageous:
position of the Americen Negro community is thoroughly documented.
The Nationzl Advisory Commission on Civil Disorders in its "basic
conclusion® that "our nation is moving toward two societies, one black,
one white--separate and unequal™ did not naterially add to the fund
of knowledge on race in the United States; it merely yielded its
influence as a éresidenﬁ.ally appointed committee to its foregone
conclusion in the hope of impreséing the urgency of that fact upon
American policy makers.

Statistics which substantiaste the unegual position of the Negro
are readily available. The median family income of Negroes in this
country is only 58 per cent of that of the 1966 white family income.”
The 1967 Negro unemployment rate was 8.2 per cent, compared it
3.4 per cent for whites,> Negroes are more heavily concentrated in
the lower status occupational categories of service workers and
non-farm laborers (36 per cent), while whites are only spai'sely
involved in these occupations (12 per cent}.l‘ Thirty-seven per cent
of all Negro bouseholds are in poverty as defined by the Office of
Economic Opportunity, more than three times the 12 per cent of white
homes in similar deprivetion.’
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would be overcome; hence the bssic inequality between whites and blacks
would disappear. Additional programs which proposed to attack poverty f
among &ll Americans through a variety of means ranging from welfare
grants to job training were established or continued in operation under
no fewer than twenty-three federai gmrmsntal uni’ba.m

Yet, in spite of these attempts to alleviate the inequality
between whites and Negroes, P’ré,éiﬁent Johnson indicated in his February,
1968, Economic Report of the President that the Pnonwhite® was one of

three American groups that accounted for a disproportionate amount of
the nation'’s paverty.ll In March, 1968, the National Advisory Commission
on Civil Disorders arrived at the same but much broader conclusion: in
nearly every statistically descriptive faceit the Negro's life condition
still is not equal to that of the white.*? In fact, one of the crudest !
indicators of eguality-~-the ratio:. of median family income of the Negro
to that of the white--indicated that from "1960, when the income ration
(e:q?reased as a percentage) was S55.l per cent, until 196l, this ratio had
increased by only 0.6 percentage points,*> indicating very little
relative improvement. Such reinforcement of the exis‘d.ng structure
of inequality between the races prompted such prominent civil rights
spokesmen as Whiilney Young, Jr., of the Urban League to request and
demand “compensatory action" on the part of government and business
"until, " as Young éxpressed ity ". . .éuch time as Negross have begun
to catch up with whites."l

Young's request for compenmsatory action to aid the Negro and
the context in which 1t was made recognize 1) that the Hegro is behind,
and 2) that without special attention and help the Negro will not catch
up. Moreover, this indicates that the mere absence of discrimination on




B

the basis of race (as demanded of employers of 25 persons or more

covered by Title VII of the Civil Rights Act of 196k, federal contractorg,

subcontractors, and govermmental units under Executive Order 11246, and

certain employers in 30 states which have Fair Employment Practice |

j - | _ - : Laws'>) will not be sufficient to overcome inequality and to permit the

| o Hegro to Meatoh up. "

| ,, L | A sumary of the demands of civil rights groups related to the

1 | | economic and occupational “ca"‘e.ching»up“ of which Young speaks lays out

a three-step program thai this process should take: 1) all discrimination

t \ H _ - CL S R S against the Negro should be stopped and prevented, 2) the capacities of

. ; | . _ LA e Hegroes should be developed, and 3) preferential ireatment of the Negro,

| as contrasted to treatment accorded whites, should be developed,:d
Acknowledgement that Negro capacities need to be developed and that

e . L | preferential itreatment is essential to irradicate the existing inequali-

e . ' ties in no way substantiates the thesis that Negroes arve basically

inferior to whites. Such an acknowledgement is instead a derived function

of the ﬁisczﬁaﬁ.na‘aqzy treatment which the Negro Amsrican has been

accorded. As the Moynihan Report expressed it, a"tangle of pathology™

entwining the Negro developed from the period of slavery has now become

self-perpetuating and holds the Negro back, prohibiting his competing

effectively with the white,t’ | |

| | L - The breakdown of Negro family Life cawsed by and resulting in

| the emasculation of the Negro maie;, which in turn was rooted in

| : : slavery and the subsequent generations of discrimination, is the

‘ beginning of what same have termed a "vicious cycle® which has served to

~ : make the Negro's life opportunities fewer than those of the white,l0 The
| next step in this cycle is discrimination and lack of family income, which




either prohibits the Negro from acquiring education and training or.
nforces® him to accept training in the traditional Negro trades: shoe ’
’ - | | repair, cosmetology, suto repair, carpentry, masonry, etc.™ Thus |
| | when the Negro atbempis to enter the labor market, he is suddenly
confronted with his lack of skill and given only menial jobs for which
he has been permitted to become qualified. HNegroes who have acquired
skills requisite for more demanding positions may be refused such
positions due to discriminatory decisions made by employers. In time
such inability to successfully compete in the labor market makes Negroes
suspicious of whites and reluctant to participate in that market.
' | Hegro children sée such skepticism and pessimism among their
‘ | | - elders and acquire the attitude that they canmot succeed in the labor
| | market no matter how hard they try. For this reason these children
view education merely as a ritualized experience with no positive
functiony therefore, they do not make the special efforts to achieve
education and training which the labor market needs. Thus the cycle

contimually repeats itself, being further complicated by tangles of
pathology which come to involve disproportionately high rates of crinme,
disease, illiteracy, and illegitimacy. Due to these cyclical patterns
of self-reinforcing inequality measures beyond the mere absence of
discrimination ("preferential treatment,” as Young would prefer to
label it, or Maffirmative action," as the more sedate membership of
the National Industrial Conference Board insist upon calling such actions)ze
ére essential for bresking these patterms.
Yet, affirmative action programs in relation to Negrc employ-

I ment did not suddenly spring up in the early 1960's, when the term was

invented and civil rights agitation began pointing to the need for it.
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Affirmative actions actuslly began in particular firms about the country
as they were pressured *ba incresse the proportions of Negroes on their
pay rolls and were confronted with the alarming fact that the mere
absence of discrimination in their firms would not be sufficient to
bring in Negroes. Such preséure on business to increase Negro work
force proportions came partially from the agitation of civil rights
groups through pickeiing, "selective patronage" campaigns, boycotis,

and other de'eicea.zl

Additional pressure came from various govermnmental
units. _ )

The President's Commitiee on Govermmental Coatracts indicated as
early as 1958 that in spite of functioning merit employment policies
which appear to be nondiscriminatory, the zbsence of Negroes in depart-
ments or plants is very strong indicatory of discriminatory activity.’2
More recently the federal courts have ruled in an Ohio case that the
absence of Negreoes on the work forces of subcontractors of Chio State
University is sufficient evidence to indicate discrimination by these
subcontractors and their unions.>> In addition to this legal precedent,
administrative precedents which alsc infer discrimination from the absence
of blacks on work forces have been set in Des Moines?l and St. Louis.zs

This legal precedent and administrative actions do, in faci,
require affirmative action designed to bolster the number of Negroes on
the work forces of the defendants; were it not for the commen finding
that underrepresentation of Negroes in the work force implies the presence
of discrimination, which is prohibited by Title VII of the Civil Rights
Act of 196k, there would be no legal ground for requiring affirmative
actions or preferential treatment to augment work forces with ¥Negroes.

In actuality, Section 703(j), Title VII of the Civil Rights Act of 196k




specifically prohibits the United States govermment from requiring 4
preferential treatment of the Negro by private employerss "Nothing
contained in this title shall be interpreted to require any employer. . o
to grant preferential treatment to any individaul or o any group . . .
on account of an imbalance. . ." It is well to note here that this
clause resirains only the federzl government; it does not prohibit the
private employer from undertaking programs of preferential treament.%
Thus faced with the necessity to integrate work operations
more proportionately, it became necessary for employers to develop
methods which would break down the discriminatory, structural; and
psychological barriers betweén themselves and potential Negro employees.
peter T. Schoemann, head of the United Association of Plumbers and
Fitters, calls such breaking down of barriers Taffirmative actions®
and goes cn to describe such action as a "subsidy,® a "domestic aid
program.” Schoemann characterizes an affirmative action program as a
directed program, not concerned with the color blind goal of equal
opportunity but concerned with a direct "eolor conscious® ‘agzproach.z? |
The literature reveals a great many problem areas to which a
successful program of affimmative action must address itself. The
United States Civil Service?d and the federal Plans for Progress
Comuittee?’ have established and campleted effective affirmative action
programs. Richard D. Alexander et al., 0 Lowis A. Ferman,>' and George
Schermer-2 have each compiled case studies of effectively operating
programs of affirmative action in a number of private companies. In
addition, mmerous authorsS> suggest specific affirmative actions which
could supplement the comprehensive programs of action suggested by
Ferman, Alexander, and Schermer. The following is a catals@ze. {drawn




action:

I.

‘ Il

from the sources listed in this paragraph) which should constitute a .
“ A ‘ ' rather comprehensive outline for a program of effective affirmative

Establishment and Dissemination of Policy

A,

B.
Ce
D,

Formulate z policy committing the firm to affirmative
action.

Have the chief executive announce the policy.

Publicize the policy to employees.

Publicize the policy to the Negro and white communities.
Have the firm join Plans for Progress or the National
Alliance of Businessmen.

Administration of Policy

A.
B.

o

Ve

D.

E.

Appoint a fim—widev affirmative action coordinator.
Establish an information network that will develop an
inventory of firm persomnel by racial cmpositz.on.

Set goals or targets (mumbers or ratios of Negro em=
ployees) by which to gauge effectiveness of affirmative
action policy. .

Set aside certain jobs to be filled only by Hegro
employees.

Establish training programs which would qualzfy unskiiled
Negroes for jobs in the firm.

Recruiting

A,
B.

C.

L.
BE.

F.
G.

Advertise openings in both major news media and Negro
news media. ”
Solicit the recruiting cooperation of Negro ministers,
community leaders, and organizations (e.g. Urban League,
Skills Bank).

Bstablish a recruiting office in the Negro section of
the commnity.

Hire Negro recruiters.

Publish descriptive accounts of the firm with pictures
of Negro employees on the job.

Send recruiters to Negro high schools and colleges.
Establish pre-employment training programs which are
designed to qualify individuzls for work in the firm.

Selection Techniques

4.
B

Validate selection tests for minority groups.

Use criteria such as motivation, werk experience, and
potential for development in addition %o test scores
as a basis for selection.




L - o : _ : , C. Use a "moderator variable" in evaluating Negro test
. . scores.
iy , D. Use oral tests.
' E. Develop and use practice tests.

; F. Acquaint personnel selection officers with cultural -
R - differences of Negro applicants.
L ‘ G. Impress upon personnel selection officers the urgency
| S . and sincerity of firm affirmative action policy.
' M: ' H, When Negro and white applicanis appear to be equally
il , : B ) o ~ well qualified, hire the Negro applicant.
| , © I. Evaluate and adjust when feasible unnecessarily ha.gh
‘ l : minimum educational requirements,

~‘ “ o ' . . | V. Adjustment to Employment
‘ B - < |

. _ ~ A. Assign counselors or "buddies" to hard core hires who
: " : : . will acquaint them with work routines, advise them con-
y ‘ i : R . ‘ cerning problems which they encounter, and insure their
1 : punctuality in getting to work.
|| ) - _ ' R ' B. Advise fellow employees of the introduction of minority
E ; ; - ‘ : - S . group members to the work force and solicii their co-

! | 4 ) o , . operation in retaining these persons as employees.

1 . o : C. Fire employees who refuse to work with minority group

! ‘ o employees for racial reasons.
3 1“ _ ‘ o _ D. Educate supervisors zbout the problems which they may
‘ i _ _ - . face with minority group employees and iteach them how
ne ) - to cope with these problems.
i o , R _ = o ) ' E. Offer training programs which will qualify all employees
gt ) ' . . ~ for advancement within the firm.
B . : ‘ ‘ © F. Establish chamnels through which complaints of discrimina-
‘w o o tion may be voiced and adjudicated.
i G. Establish exil interviews to evaluate the reasons for
1 ‘ : : S " termination of employment by minority group employees.

‘ i ) _ B oo _ , . | ¥I. Promotion and Upgrading
" ' C o L . A. HMaintain equal access for members of every ethnic group
1 ' - - ) to channels of promotion and company-sponsored programs
‘ ‘; 5 - of educational assistance and training.
f‘ Al * L B. Encourage qualified minority group employees to apply
! H _ _ , ‘ N ) for upgrading and promotion.
1‘ i ' C. Make efforts to insure the inclusion of minority group
\ ) ) _ ) members at every level of firm administration.
“ ‘ H “ - . o i
H S o ) VII. Other Internal Policies

A. Analyze technical, clerical, operative, and skilled
jobs and break repetitive and routine faceils of these
) , _ . N o jobs down so that little-skilled applicants can per-
; ( ) ) R form these jobs.
3 iy ) , o S B. Make sure thal every vestige of segregation is removed
o ‘ from plant facilities, .
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VIII. Administrative Evaluation of Program's Progress
A, Require reporis concerning ethnic data from each unit
of the plant.
B. BEvaluate and require changes where warranted.

C. Have equal opportunity and affirmetive action as an
agenda item at staff meetings.

Programs with many of the above facets have been sucr.zcessa‘.’vut?i.3 b ;
in increasing both mumbers and proportions of Wegroes on firm pay rolls.
In fact, a program very similar in many respects o the one listed
above has been quite successfully conducted by federal agencies staffed
by the United States Civil Service Commission. From the 1962 outset of
this affirmative action program until 1967, Hegro employment covered by
civil service increased by 97,757 individuals, an increase of 33.L per
cent. (Tb;.ﬁ represents an inérease from 13 per cent of the work forcels
being Negro in 1962 to mearly }.5. per Ceﬁt of the work forcets being
Negro in 1967.) - Although this increase was more pronounced ab lower
civil service occupabional levels than at high levels, some increase
was evident at higher levels as we:!.}...35

Various experts in the field view certain aspects of affirmative
action as being V'bhe most important., Toby Kahr, a persomnel officer
with experience gained m the area of affirmative action with Ford
Motor Company, considers thé emphasis and priority given the policy by
the chief executive of the firm to be the sine guo non of an affirmative

action pmgram.Bé Personnel management theory supports the weight which
Kashr assigns to top level priorities and support.3-7 Virgil HMartin of
Carson Pirie Scott and Compan;,=38 and Edwin Berry of the Chicago Urban
L.ea@.a” tend to place a premium upon the development of a personal
relationship between the new Negro hard-core type employee and a2 sponsor
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or "buddy" within the firm. Yet, inasmuch as affirmative action is a.
relatively new program in business, there has not been sufficient time
for the use of factor analysis tovdetemu'.ne its essential and» most
fro&lctive features., Perhaps for that reason most of the literature
on the subject recommends a broad, many-faceted program, and Kshr,
Martin, and Berry slso recommend other factors beyond those about which

they feel most strongly.

Specific Problem Arsa

. Education through research and instruction is the avowed goal
of the University of Illincis, and mere than 30,000 students and 5,000
academicians aﬁtend and staff the Urbana campus of the university in
the pursuit of that gosl. Education camnot, however, be conducted in
a purely academic vacuum. Students must be housed and fed, the physical
plant and grounds must be mainteined, administrative recor&s mst be
kept, and research must be recorded and transmitted; over 5,000
ir&dividuals~émom to the miveréity as "nonacademic® employees~-~-are
hired on the Urbana campus to perform these functions,

In a letter dated February 5, 1968, and addressed to deans,
directors, and heads of academic administrative departments, Chancellor
d. W. Peltason of the Urbana campus of the University of Illinois
committed that campus to a policy of "affirmative action' in the
employment of minority groupS, Tespecially Negroes." His letter
contimued to explain that such affirmative asction is necessary to Nmake
visible” the university's policy of fair employment practice, which had
been operationally impeded through "events in history" and ".aéts and

procedures.” His assignment of responsibility for implementing
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affirmative action procedu'es to the Off:.ce of Nmacadem:.c erso;mel _ |
makes it rather clear that tha pe“:f.cy statemm’h has partwular relevame _ |
to nonacadem.c employment. | g

The "fair employment: practice’ policy which Chancellor
Peltason‘s direc’cwe superseded wWas succmctly enmclated by the

pres:;.dent of the an:.vers:.ty, Dem.d D. P’enxfy, 1n a. letter dated

of. deparmen‘os (Urbana and Ch:.eago).

F‘qt;ality of Treahnent of Applicants a.nd Enp.:.ggees Appoznments
and promotions are made by the Umvers:r.ty of Illinois solely -
‘on, the basis of merit and fitness in relation to the. reasonable |
requirements of the job to be filled. Univer s:uby officials = -
‘will assure that employees are selected and treated during
employment without regard to race, creed; color, or naticnal
- origin. The sex of an. appl:.cant or an employee will also be
‘disregarded except as the nature of the pos:.tzon or state law
reguires ethemise. P L

- The recently appoin*bed cazapns-m.de q.ffs.mat:we action. affwer,
ﬁr. doseph Sm:.i;h, e;xpressed the reusom.ng behmd ’che muvers:.tv's /
new aff:.mmve act 101:1 s-bance as a reactwn by the umverslty 'ho the
failure of ca@us‘admimstraﬁors to‘put the stated fair &nplﬁyment}
policy "into affévét ézi. an oﬁeraﬁianél‘ level'm ! H‘ Smith ixé.s accurate
in his statement, inasmgh.aéthe indicated that the failure to implsment
university policy was responsible for administrative reaction in ‘cﬁe’

form of an affirmative action golicy; réth’eif' than nonexistence of, such

policy. A brief review of um.versz.ty polzcy for the past two: deca,des

indicates the evolution of tha.t pOlle from suage of relmtance to
the present. affirmative action phase.

The Evolution of University Nondiscrimination Policy On:

September 25, 1946, the Board of Trustees of the university voted ;
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. o » L0 continue a policy which will favor and strengthen attitudes
and social philosophies which are n:ecessé.ry to create a2 community
atmosphere in which racial prejudice cannot thrive.” This statement
was made in response to agitation by a cazilpus group which was pressing
for university support of communibty integration. The resolution became
the first written statement of university nondiscriminatory policy.m'
In 1948 the same campus student group began to pressure the
university to integrate the segregated washroom facilities which it
maintained for employees of the Illini Union. Reluctant to integrate
these washrooms, Mr, Donald B. Dickason, Director of the Office of
Honacademic Employment, in consulbtation with the Chairman of the
Psychology Deparitment hired a graduate étudent to function as an incoge-
nito participant-cbserver employee of the Illini Union in the hope of
ascertaining whether there was employee dissatisfaction with segregated
facilities. After three months of observation, the graduate student
concluded that the employees, both black and white; were "“. . . éntirely
satisfied with the dressing room accommodations.” Director Dickason,
anxious to know first hand the feeling of the Negro employees on this
matter, summoned four Negrc employees to his office and asked them for
opinions of the situation. He reported from th:f.s conversation that there
existed ¥, . . no sense of unfair discr:‘.minatién in the minds of colored
employees.” As a result, Dr. Stoddard, president of the university,
developed the strategy that contingent upon the request from the Negro
employees for integrated washrooms, these facilities would be integrated.
Such a request never came, and only after the university received a legal
Opiniori stating that under Illinois law such segregation was illegal did

Vernon L Kretchmer, Director of the Illini Union, on September 13, 1948,
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integrate the washrooms.”? This incident provides a glimpse at the
jnformal policy of the university, a markedly different one from the
stated palicy of the Board of Trustees. |

The 1950%s did not see major changes in university formal policy.
Perhaps the degree of discrepancy between policy and practice was
diminished as the university dormitory building program got under way,
and the units were filled on an integrated basis. Then in 1962 the
Board of Trustees acted to make discriminatory practices of off-campus
housing units a reason for not approving these units for housing
university undergraduates. At this time the board also affirmed
n, ., . its traditionsl policy of non-discrimination in all of its
cperations. . . KLY |

In spite of the board's affirmatdon of nondiscriminatory policy,
the Human Relations Commission of Champaign noted in 1961 that alleged
cases of discrimination in employment at the University of is
were occwrring. Perhaps oub of a sense of obligation to abide by the
Board of Trustees' policy statement, the university cooperated with the
Hwman Relations Commission at this time in setting up procedure

¥, . .to assist in the uniform application of its (the University of
Ilinois?!) merit employment policy."m‘

President Henry reported to the president of the Student Senate
on October 2, 1963, concerning actions which were being taken to rein-
force the university's nondiscrimination policies. Among those actions
reporied were the following: 1) the Executive Vice President and Provost
had taken action to insure equality in nonacademic employment, and

_2)_the university was acting within a "limited area of authority" %o
rid its contractors of discriminatory policies.!d
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"je remain pledged to admimister our affairs so thal the mexrit
principle at all times governs employment, promotion, and
educational policies. This itself is, of course, a principle
which excludes the irrelevant considerations such as race and.
insures our determination that no aspect of our work will be
stained by discrimination.®
This was the policy statement of President Henry to the Board of
trustees in October of 1965. During ibis year {1965) a first affirmative
stance of the university policy developed, as the university employed
William K. Williams as a full time staff associate ®, . . to work in
the ares of intergroup relations, . . . Part of Mr, Williams' duties
was to seek *positively" ways and means of improving the operation of
the merit principle and conditions of nonacademic employmsnd at the
University of Tllineis.® |
4 1965 action taken by the university and aunthorized by the
Board of Trustees was the collection of ethnic data relating %o faculty
and nonacademic staff. This policy move was affirmative in thst the

board anthorized the use of the collected data for reporiing statisiics

required by the federsl government and for evaluating carefully . . . the
various questions which have to do with the experience of minorily
group members on our campuses.® This collection of data was not, how-
ever, initiated by the university, for it was required of the university
by an Executive Order.l7 |

The first action to promote the employment of Negroes was made
in 1966, when as a result of pressures a@plied‘ to the university by
civil rights groups, i.e. Commitiee for Commmmnity Integration and the
National Association for the Advancement of Colored Peaple, the University
of Illinois successfully attempted to get the University Civil Service
System to establish a new test for jamitors and to offer a practice exan
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it for persons interested in that position. Moreover, 1966 saw 1) President

“ ' ‘ - S ' A < L : . . Henry restate university nondiscriminatory policy, 2) publication of
| | A | university position openings for circulation to those members of the
minority community who might find minority applicants for those positions, and ‘

PSPPI PREE SR e R

3) the establishment in Urbana of an Equal Opportunity Conmittee to

serve as advisor to the Director of Nonacademic Pe:;'a;s.r::m'a.el..h8 ‘
University policy assumed a more affirmative stance in 1967 under

| | “ . ﬂ | | | , | o | | the direction of the new chancellor. In September of that year, a

i | - - h - h . B | Negro personnel officer began actively recruiting Negro employees in the

Negro commnity itself. Also, a amall trainee program was oréanized,'
and several Negro girls were given basic clericsl traiming.

| | | T - | on February 5, 1968, Chancellor Peltason formally committed the
“ | | . | o : university to a policy of affirmative action which, as he stated, ,

‘ jnvolved two thingss 1) the university's development of a program to
d o i ‘ | o ‘ B | help applicants who had been retarded by socio-econcmic ccndiﬁons and
| | | “ | lack skills to do work to overcame those disadvantages and 2) the

communication of the policy to nonacademic employees and s%igeﬂisers.hg
On May 2, 1968, Associate Chancellor for Administration, John W.
Briscoe, interpreted the chancellor's affirmative action policy into
certain activities: 1) a review and realistic adjustment of the formsl |
i ) ' . education and experience requimnts of every nonacademic position,
1' “ . * 2) the establishment of more entry level positions, 3} the establishment

| ol | | A - and use of learner and "trainee® programs, I) the appeiniment of an
‘ " - S - affirmative action officer for each administrative unit, 5) a commitment 1

to hire the Negro if he is one of the persons referred to the department

by the Office of Honacademic Personnel, and 6) the establishment of

learner programs for positions for which there are no qualified Hegro
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applicants,% The university was required to reword this statement on
May 13 as the result of a charge of "reverse discrimination.” This
reworded statement did not specifically mention the Negro minority group,
but inserted a requirement thab wribten reason be given for the selection
of every applicant.>r Concurrently, William K. Williams speazc.ng for the
chancellor issued an informal university policy statement noting that
even though the wsrd Hegro had been omitted from the written statement,
the implementation of the policy would be undertaken 'a's though it were
written ﬁxere.sz

On May 11, 1968, the University also issued a joint public
statement with the Contractors Association and the union of the Building

Trades Council setiing forth a program of affirmative action in the

building trades. The program emunciated includes 1) recruitment,
2) mo’civation,b 3) inventory of available skills in the Negro community,
and 1) prespprenticeship training.”3

The Sitnation in Fact The sbove catalogue of policy substan-

tiates the administration’s claim that there has been no lack of formal
nondiscriminatory policy on campus; and it further reveals a policy
evolution from a posture of hesitant agreement to a somewhat aggressive
posture of affirmative action. Neveritheless, examination of university-
collected ethnic data on most of its Urbana campus employees (acadesmic,
nonacademic, status, and nonstatus) appears to disclose a possible
discrepency between university policy and university employment

practices.




' university discriminately hires Negroes primarily for service and laborer

f“

TABLE 1: Classification of University Employees by Race and Occupation
(December 1, 1967)
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Total E@layeej Negro Employees

Occupational category % (W/T)
Officials and Managers 502 . 15 2.99
Professionals B 590 86 1.00
Technicians hhs 13 2.92
Sales Workers - 12 0 o
Office and Clerical 2,517 . 70 2.78
Craftemen (skilled) 676 9 1.33
Operatives (semi-skilled} 215 0 oo
Laborers (unskilled) 529 126 23.82
Service Workers 986 131 13.29
Totals - k72 k50 3.1
4 / e A A R R O

Source: "Bqual Employment Opportunity, &%a;ployment Information -

Report, EEO-I," as filed with the Joint Reporting Cammittee by the
Hniversity of Illii‘miS, ﬁa.rch, 1968.

Table 1 indicates that 3.11 per cent of all nniversity employees

are Negroj this compares with 8.2 per cent of the Champaign-Urbana

labor force which the 1960 census classified as Hegrc.sl‘ The smaller
proportion that is employed by the university may denote inequality in

the employment of Negroes by the university or the lack of an existing

supply of Negroes in the commmnity that are qualified for university

employment. In addition, the disproportionate propertions of Negroes

that are employed by the university in the laborer and service worker

categories suggest either that the Negroes who have been hired by the

wniversity are qualified for service and laborer jobs or that the

occupational categories.
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Chancellor Peltason stated that "affirmative action means that -
when we find that socio-economic conditions have retarded a person's
development of skills reguired to do useful work, the university
develogyprograms to help applicants to overcome these disaﬁvantages."gs
Thus :n.fthe disproportionate number of Negroes employed by the university
is due to a lack of skills caused by "socio-sconomic conditions," then
the university policy is to %, . . help the applicant overcome these
disadvantages.™ If, on the other hand, the disproportionate employment
of Negroes is due to past or ‘present discriminatory hiring practiées,

- university policy, as we have seen, presents a mandate prohibiting the

contimuance of such practices.

[ Tot explicitly stated by the university but implicit within any
program of gffinﬁative action is the premise} that thé mere discontimance
of discrimination will not bring improvement to the situation mﬁhich
Negro employees find themselves. Affirmative action means that efforts
will be made to alter the frozen system of employment and promotion
which has kept the Negro from attaining equal status with the white
employee in such a way that the black employee of the University of |
Tilinois will benefit. ]

4
Hypotheses, Xey Questions, and Goals
This study will not be an attempt to demonstrate discriminatory

employment behavior on the part of the university. It will instead
attempt to analyze the patterns of nonacademic employment at the University
of Illinois, Urbapa campus, as they relate to race and then pose hypo- "
thetical,a:q:ianations for the existence of ihese patterns as they
presently prevail. |
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The basic question which will be dealt with is this: Is the ‘
employment position of the Negrc at the University of Illinois basically
unequal with that:of the white? (It is this author's hypothesis that
the Negro in Champaign-Urbana has been denied access to education and
opportunity to gain experience in skilled jobs; therefore, the Negro
gualifies for--and gets--the unskilied university jobs. The sﬁdy will
also make a brief attempt at matching the ékills required for work at the
university and the skills available among the Negro commmnity in
Champaign-Urbana. Similarly, it will investigate the extent to which
entrance level positions are availsble in wniversity employment. |

Other relevant questions concern structural inquiries which have
to do with the Negro's abiiity to gain and keep employment at the
university. Does he score well enough ou gqualifying tests to gain
employment at the university? Is he accepted by his/ipeez;‘s: at work? Do
employees who have no contact with the Negro at work wish o contime
workplace segregation? Does the unionization of certain jobs .at‘ the
university make it difficult for the Negro to be employed in those
pwitiansj?

A f£inal set of key questions deals with the posaibﬂities for
changes in the racial patterns of employment st the university in the

. future. Will more Negroes be employed? Will more Negroes be employed

in the highef occupational categories? What changes in the employment
system of the university would be conducive to changes in the patierns

of Negro employment?

Assumptions and Values

This author is very mmch involved personally in the area of race
relations, having utilized much of his period of graduate study to
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investigate the problera‘s immanent in this area and slso having supporited
the cause of racial justice. Equality of the races is indeed an integral
part of his value system.

An assumption of this paper is that the university, i.e. its
high-ranking administrators, wants an end %o discrimination on this
campus and the development of programs that will have a compensatory
effect upon the life conditions of Negroes who have been harmed by
discrimination within the university and in the Champaign-Urbana
cormunity. It is also an assumption of this author that the pressures
being applied to the university by the Citizens for Racial Justice, the
Commibtee for Commmnity Integration, the NAACP, and the federal govern-
ment to fully integrate university work forces are very real pressures
with which the University of Illinois feels it must cope. It is further
assumed that the affirmative action programs being developed by the
university represent honest attempis to increase the mmber of Negroes
on the university staff and to give such Negroes positlons at least
cmmensxzraté with their .abilities;- these prbgrams are assumed not to be
merely tactics to relieve pi-essure without solving the problems tha;

created those pressures.
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CHAPTER II

Study Design and Methodology

Negro Patterns of Employment

Fou: basic racial patterns of employment will be developed in
this survey: 1) the pattern of employment within the nine occupational
category groupings, i.e. officials and managers, professionals,
technicians, sales workers, office and clerical, craftsmen, operatives,
laborers; and service workers, which the Joint Reporting Commitiee
requires that employers covered by the Civil Rights Act of 196L,
certain govermment contractors and subcontractors, and Plans for BProgress
signatories use when reporting the racial composition of their work
forces;l 2} the pattern of employment by groupings of University Civil
Service established minimum requirements of education and experience
necessary to be employed into each position on campus-(a) for the campus
as a whole and (b) for individual units on campus which employ a minimum
of sixty individuals; 3} the pattern of employment by individual
authority units within‘the Urbana’éampus,of the university; and L) the
pattern of employment Ey selected promotion lines. Only status non-
academic employees (those employees entitled to such benefits as sick
leave, retirement, and vacation) will be included in these analyses,
inasmch as informationAconcerning ethﬁic characteristics of nonstatus

employees is incomplete and highly unreliable.

Occupational>0ategories Patterns developed using the nine occupa-

tional categories will follow roughly the same format as the

compliance report reqﬁired of the university by the Joint Reporting




27

Com:.ttee. In 1965 the Bureau of Institutional Research compiled a
listing of nonacademic positions within the wniversity, carefully
assigning each to one of the nine occupational categories which the Joint
Reporting Committee reqﬁired;. As its guideline for this position
assignment, the burean used descriptions of jpb categories which the
committee itself furnished. (4 copy of these job category descriptions
is found in the appendix of this paper.} This researcher utilized this
1ist in patterning the data, diverging only when the listing was incomplete
due to a failure to maintam it as new positions were added on the campus.
In such cases, however, the researcher was very careful to adhere to the
same guidelines which were used when the list wes originally compiled.

npamilies of Occupation” The "family of occupation® patterning idea

grew out of the necessity to 1) analyze university employment in such a
way that the characteristics reqnj.‘red for employment at the university
could be matched or contrasted with the characteristics of the Champaign-
Urbana Negro population and 2) to compare and contrast the job positions
of nnivex;sity Negro employees with that of university non-Negro -
employess. In this process it was found that in every job sgecificat«ionz
there wé.re listed two minimum requirements which were necessary for
bemg employed into the positions the attaimment of a specific level of
education and a certain number of years of experience. Other minimum
requirements, e.g. "ability to do manual labor,* ’"knqwledge of book=-
keeping," "ability to meet people," and "ability to type 30 words per
mimute," ﬁere not considered in constructing the opcupaﬁ.onal patierns,
for 1) exclusive families incorporating every minimum requirement would
be so numerous as to make the grouping concept of nfamilies® worthless,

2} there exist no data (census or of another natare) which would permit
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comparison and contrast of minimum requirements for ﬁorking at the
university (other than that pertaining to education and experience) with
the characteristics of the Negro population in the area; and 3) minimum
requirements other than education and experience would be soﬁ:ewhat
implicit in the listing of the individual ;job titles in each of the
occupational families, e.g. the job title "Clerk-Stenographer III" is
readily reasoned to réqoire not only a high school education and a
mumber of years of experience but also skills in typing and stenography.
There are no university pasitions requiring any specified level
of education cf more than one but not less thaa ﬂwelﬁ'e yeérs. (Edu-
cation here means formal education, i.e. e‘lemenﬁary, Jjunior high, senior
high, or above. The complet.ionJof an apprenticeship program is not
considered educational attainment, but falls instead into the category
of experience.} |
The families of occupation grouped according to minimum education
and experience requirements are as follows: 1} no education--no
experience, 2} no education--experience, 3} no education--one year of
experience, U} high school education--no experience, 5) high school
education--experience, 6) high school education--one year of experience,
7) Bachelor of Arts/Science degree--no experience, 8) vBach'elor of Arts/
Science degree--experience, 9) Master of Arts/Science degree--experience
and no experience, and 10) special degree (a2 miscellaneous category
covering technical and medical education and business school graduation
requirements). The total of all job categories within each family
minus the positions in the families "no education--one year of experience"
is equal to the total mumber of job categories on campus. With the

exception of those two families just cited, which are included in the
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families "no education--experience” and "high school education--
experience,! respectively, each category of occupations .is exclusives no
job category is in two families. |
A part of each job sPecifieation which the ®"families of occu-
pation® do not take into consideration is qualifications which are
1isted as being "additionally desirable", %.e., an additional desirable
qualification for the job of jemitor is high school graduation. These
qualifications were not included in the development of the families,
for possession of them is not a prerequisite for employment as is the
possession of the minimum acceptable qualifications. Possession of
these "desirable® gqualifications, however, is significant, for bonus
points are added to the applicant's employment selection test score
for them. These qualifications will be considered in Chapters II & III.

Selected Promotional Sequences Promotional sequence data for selected

promotion lines, as are spelled out in the civil serviée k, will
be compiled in order to determine ‘the equai or unequal distributions
of Negro employees at various levels of employment. Such patterns of
employment will also serve to indicate the mumber of entrance positions
which are available to unskilled or little-skilled potential employees.

Authority vffnit‘ Groupings Racial patterns of employment by colleges is

an attempt to relate these patterns to the meaningful authority unit,
which is responsible for employment of one of the three applicants sent
to it by the Nonacademic Employment Office. Only major campus
divisions, i.e. academic, administrative, and maintenance units will be
dealt with, for smaller divisions make statistical énalysis meaningless.
Such analyses will also indicate something of the structure of the

demand in departments in which there are few Hegroes.
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Ethnic Data Relating to University Employees

There are two basic sources for obtaining data on the ethnic
groupings of university employees. One of these is a listing maintained
by the Burean of Institutional Research, which depends upon voluntary
racial self-description of the apﬁlieant, while the other listing,
maintained by the Office of Nonacademic Personnel, depends upon super-
yvisory identification for its accuracy. The two listings, it must be
noted, however, do not coincide in their assigmment of the race Negro
to certain individuals. The description of each of the listings which
follows reveals some of the basic reasons for this divergence.

Bureau. of Institutional Research Listing In May, 1964, Dr. Eugene

Scoles, Special Assistant, Office of the President, recommended to
president D. D. Benry thata’. . . consistent procedure be established
for obtaining the (ethnic) data for the university." on July 21, 1965,
the Beard of Trustees authoﬁzed that ﬂie» c;oliection of such data
relating to university employees be é,ss‘igned to the Bureau of I;xstitu—
tionsl Research and that the bureau collect the data and maintain i*b in
strictest confidence, permititing access to it only by bona fide
researchers. In the fall of 1965 the bureau mailed to each englbyee
through university mail the card shown in Figure 1. Respoﬁse was
obtained from 94.7 per cent of all emp'loyees.3 |

This collection of data has been continued for the years 1966
and 1967, being most recently compiled December 1, 1967. TYet, these
data have several -weaknesses, one of the most major of which is in-
completeness. An unknown mumber of nonstatus employees has been
excluded from the survey at the request of the departments in which

they work due to difficulty in locating these per.s:m.l‘L Although all




Figure 1: Bureau of Institutional Research Identification Card

Side A

Instructions for Academic and Nonacademic Staff

THE BOARD OF TRUSTEES, AT THE REQUEST OF THE UNIVERSITY COMMITTEE ON HUMAN RELATIONS AND EQUAL
OPPORTUNITY, HAS AUTHORIZED THAT ALL EMPLOYEES OF THE UNIVERSITY BE SURVEYED TO SECURE INFORMA TION
CONCERNING MINORITY GROUP MEMBERSHIP. THIS INFORMATION IS NEEDED TO PREPARE PERIODIC FEDERAL
COMPLIANCE REPORTS REQUIRED BY THE PRESIDENT'S COMMITTEE ON EQUAL EMPLOYMENT OPPORTUNI TY, AND TO
ASSIST THE UNIVERSITY IN ITS OWN CONTINUING STUDY OF EMPLOYMENT OPPORTUNITY.

|

YOU ARE ACCORDINGLY REQUESTED TO FILL OUT THE REVERSE SIDE OF THIS CARD. THE DATA COLLECTED WILL i
REMAIN CONFIDENTIAL AND WILL BE USED ONLY UPON SPECIFIC AUTHORIZATION AND FOR STATISTICAL AND RESEARCH
PURPOSES RELATED TO EMPLOYMENT OF MINORITY GROUPS, THE RELATIONSHIP BETWEEN NAME AND MINORITY

GROUP MEMBERSHIP IS NEEDED PRIMARILY TO AVOID HAVING TO REQUEST THE SAME INFORMATION OF A GIVEN PERSON
YEAR AFTER YEAR.

AFTER YOU HAVE COMPLETED THE CARD, PLEASE RETURN IT IN THE ENVELOPE PROVIDED--SEALED AND WITH YOUR i
NAME PRINTED ON THE OUTSIDE--TO YOUR ADMINISTRATIVE HEAD, WHO WILL IN TURN FORWARD IT TO THE BUREAU !
OF INSTITUTIONAL RESEARCH. QUESTIONS SHOULD BE DIRECTED TO YOUR ADMINISTRATIVE HEAD.

YOUR COOPERATION IN THIS MATTER IS GREATLY APPRECIATED.,

Side B - .
— ]
RMPLOYEE NWEER E{PLOYZE VAHE 4CCT. NOo
SURVEY OF MINORITY GROUP MEMBERSHIP 1 D American indian :
UNIVERSITY OF ILLINOIS STAFF SEX 2] cavcasion \
3 D Negro
NOTE. See reverse side for complete instructions D Male 4 D Oriental
Directions. Please indicate your sex in the space D Female SD Spanish American (Latin American,

provided, then check one of the six categories. Mexican, Puerto Rican, Spanish)

|
i’ the right hand column. If yncertain as to the 6 D Other racial or ethnic group ; 3

appropriate classification, it is suggested that (specify)

choice 6 {other racial or ethnic group) be checked

and the exact group specified.
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o : , » status employees receive cards, not all of these workers return them--and
“ | | no record of the number of mﬁres‘pgn?ses has been kept beyond that first
| year the survey was taken. Also, some employees who do return the

‘ | questiomaire refuse to indicate their ethnic status. Since there is no

| j“ii“‘ » ? sound basis for interpreting a monresponse or a refusal to indicate one's

| ethnicity as being from any particular ethnic group, this further

complicates the interpretation of the data as a whole. |
Perhaps the most serious, but yet ummeasurable, fault of the

| ‘ ,  data is, however, that it is not known how many individuals purposely

. 5 I | *» indicated on their questionnaires that they are members of an ethnic

‘ | group to which they do no in fact belong. No follow-up study has to date

been done to indicate the accuracy of this self-identification system.

| | - | It should be noted that the Joint Reporting Committee officially

discourages ". . . eliciting' information as to the racial or ethnic

I b I identity of an employee by direct inquiry." The United States Civil
Sémrice changed its method of ethnic data collection from the visual

survey, which it utilized in 1965, to a self-identification procedure in
o | | 1966. A nonidentification raite of 11.8 per cent was recorded for total
' j : ‘ employment in that year's survey,é and in 1967 the United States Civil

‘ ’ Service returned to its former visual survey method; the only comment

o about the move being a cauti&n that the change in survey methods made

i g the data for 1966 and 1967 incomparable.? The Director of the Bureau of
. ‘ ‘ Inspec’;ion of the Civil Servicé Commission later reported, however, that !
a major factor in this return to the visual survey was the concern for

the privacy of the individual employee and "the fear in some gquarters

that supervisors might coerce employees into filling out the questionn&res.”a

If these same fears and concerns which prompted the Civil Service
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Commission to avoid self-identification procedures and the Joint Repsrtiﬁg
Committee not to recommend them are applicable to the university
sitvation (which they do appear to be) » considerable doubt is cast upon
the accuracy of this data.

Office of Nonacademic Personnel Listing This listing was compiled by

visual survey methods and includes only status university employees.
On May 29, 1968, this listing was terminated, as its existence violated
the peolicy of the Board of Trus"cees that only the Bureau of Institutional
Research would be p_ermitfed to crl.vllect and maintain ethnic information
aboub ﬁ.niversity employees.9 This study nevertheless benefi‘i;,ed from
access to the list prior to its destruction.

Historically, four sources of visual ethnic identification of
employees were used in compiling this nonacademic personnel listing. _
1) Until the middle 1950!'s the personnel card of each employee had
written on it by the personnel -officer at the time of the entrance inter-
view the race of the employee. 2} Immediately after the cessation of the
use of the previously mentioned method of identification, the per-
sonnel officer at the time of the entyance interview coded the race of |
the applicant onto his personnel card by clipping off a corner of the
cards of Negroes. 3} In tﬁe late 1950's or early 1960's, a policy was
established that no ethnic data would be collected by the personnel
office. L) In September, 196L, a consultative opinion was sought and
received from the Fair Hmployment Practices Commission concerning the

legality of coding ethnic identification of current employees on auto-

- mated personnel cards. Upon confirmation of the legality of such a

process, the ethnic identification of each employee was coded onto his _

card at the time he became a university employee. Ethnic identification



of the employees who were at the university when earlier ethnic
jdentifications were made was transferred from those personnel cards

onto the automated cards. Employees who had been hired in the intervening
years when there was no ethnic data collection were identified ethnically
by supervisors and personnel officers who were familiar with them, and
this information was, in turn,‘ recorded on the automated cards. A
comprehensive listing was completed as of March ‘31, 1968.10

reconciliation of the Differences Befween the Two Sources ﬁn‘initial.

step in the reconciliation of these two sets of data was to ‘compare the
lists name by name for each nanacfidemic Negro employee. The Bureau of
Institutionsl Research had listed 111 individuals as Negro which the
Honacademic Office had not listed as Negroj; the Nonacademic Office, on
the other hand, had listed as Negro 73 employees whom the Bureau of
Institutionsl Ressarch data did nob list as Negro.

Second, a decision was made %o exclude nonstatus employees from
the study, as the Bureau did not have a comprehensive listing of these
persons by race. This exélusion lowered the number of employees which
were on the Bureau of Institutional Research list but not on the
Nonacademic Personnel list ffo&m 111 to 5h.

Third, the Bureau of Institutional Research listing (compiled as
of December 1, 1967} was checked against a complete listing of all
employees to ascertain whether some of these 5. employees had resigned
prior to March 31, 1968, the date of the Nonacademic Office listing.
Seventeen employees were found to have terminated their association with

the university, thus l_owerizig the actual Bureau of Institutional

Research listing discrepancy to 37 employees.
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Fourth, a judgmental decision was made to solicit the aid of
jndividuals in the Office of ﬂonaeademi:c Personnel who were familiar
either with the Negro community or with the employegs in the work areas

in which those individuals :.n question were employed. These persons

reviewed the Bureau of Institutional Research list (keeping it in
strictest ccnfidence}, applying the definition ﬁhich the Joint Reporting
Committee approved for defining "Negro," i.e. "an employee may be included
in the minority group to which he or she appears to belong, or is

regarded in ihe ccxmmjnity as beionging, ell o each individnal lon the

list. Their final judgment was that 5 of these employees were white, and
the remaining 32, Hegro.

At this point it was decided to consider the 5 individuals who
had self-identified themselves as Negro but who ﬁeré identified by this
treputational’ method as being white to be Negro. The rationale behind
this is that an individual v;rho identifies himself as Negro but is
regarded by the community as being white is probably by ethnic origin
partislly HNegro, but has Negro features that are recessive and not
very recognizable.

Fifth, another adjustment was made in the data to reflect those
Negro employees who came to work after December 1, 1967, and were thus
inclu'ded.in the Nonacademic Office data but not in Bureau of Institu-
tional Research data. This procedure reduced the actual discrepancy
from 73 to‘ 37 employees. |

Sixth, an attempt was made to match theée 37 employees with the
Bureau of Institutional Research listing of all employees in order to
determine if they responded to- the self-identification process by
indicating their ethnic status as being other than Negro, if they had
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refused to indicate their ethnic grouping, "or if they had refused %o
return the questionnaire. The results of this check revealed that of the
employees whom the Honacademic Office alleged were Negro, 9 had indicated
that they were white, 2, that they were American Indians; 17 refused to
jndicate an ethnic identity, and 9 failed to return their questionnaires.
The 11 individuals that had indicated that they were members of an

ethnic grcmping other than Negro were then judged for the purposes of
this survey not to be Negro; this adjustment was made using the rationale
that the individual who does nob choose‘ $o identify himself with the
Hegro community is therefore in operational consequence not a Negro.

The 76 individuals who did not self-identify themselves as belonging to
any ethnic grouping were judged to be Negro on the basis of their
assignment to that grouping by knowledgeable persons.

Finally, the names of all employees that had been ascertained to
be Negro were compiled into one listing, which totaled 330 individuals
and was current as of March 31, 1968, (After utilization for the
purposes of this research én}.y,-_ this list was placed under restriction
in the Institute of Labor and Industrial Relations Library in order to
maintain security and confidentiality of the ethnic identification of

the Negro employees involved.)

Development of the Actusl Patterns by Families of Occupation

4 listing of the number of status employees in each job category
(pay code) on campus {(a total of 5,59l employees) was obtained from the
Office of Nonacademic Personnel as a first step in developing this
patterning. 4 corresponding listing of the 330 Negro employees was then

categorized by the pay codés to which each of the Negro employees
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pelonged. From these two listings it was possible to compute a Negro-
total ratio for every pay code within each family of occupation and for

ecach family of occupation as a whole.

Development of the Actual Patterns by Administrative Unit

The President's Report (prepared by the Bureau of Institutional

Research), a computerized 1listing of each administrative campus unit and
its subunits broken down by the pay codes and numbers of nonacademic
employees in each pay code (a grand total of 5,962 persons} was the basic

set of data used to develop these patterns. A corresponding listing of

the 330 Negro status employees by administrative unit and subunit was

nade. Using both of these lists with simple computation, Negro-total

employee ratios were developezé for each administrative unit and for

those administrative subunits which were contained in units with more

than 60 employees. |
o A caution is inserted here iﬁdicating that these figures relating

to administrative units, which were taken from The President's Report,

slightly overstate the total number of non-Negro employees in these units.
This is true because 368 nonstatus, non-Negro employees are included in

The President!s Report (the precise mumber per administrative unit is

unascertainable because there exists on campus no catalogue of the
pumbers of nonacademic employees by their status of appointment for each
administrative unit) due to the fact that the report was compiled from
the Bureau of Institutional Research collected data. While no correction
factor can be produced to adjust the administrative unit totals to
include only status employees, a general rule in interpreting the data .

is that the error this inclusion of nonstatus employees represents is

-l 1 L
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| probably small in all cases, with its proportional size varying )

\ | ' ' snversely with the size of the administrative unit.

Development of the Actual Patterns by Selected Promotional Sequences

; Basically the two 1istings of employment by totals and by race
1‘ o : | which were used to develop the families of occupation data were utilized
to complete these promotional patterns. The component pay codes which
i G ' ' o o ! consiituted specific gradients in specific promotional sequences were
| [ taken from the Illinois University Civil Service System Handbook. With
the use cf both listings and the listings of promotional sequences and
! their component pay codes, Negrt‘:w“bo‘bal ratios were computed for each pay

code within the promotional sequence, as was also done for the

promotional sequence as a whole.

i Bevelopment of the Agt.ual Patterns by Occupational Categories

} "me bé.s:ic listings of employment data used in this patierning '
were the ﬁstiﬁgs of t;atal status employees by pay éode and of Negro

| status employees by pay éode , which weré nsed to develop the faxr;ilies‘ of

occupation data. The number bf employees, Negro and total, in each pay

code was assigned to the occupational category which the aforementioned

‘ ‘3“( . ‘ _ | x adjusted Bureau of Institutional Research catalogue assigned it.

ol Through this procedure Negro-total numbers and ratios were provided for

TN | | ‘ ; | each occupational category.

iy ‘ : ' Study Design

ok ' - : ‘ The basic patterns of employment which have been described in
‘ }i“: ‘ ' - : this chapter are considered in this survey to be analytical devices

“ f | ' : ' which can be used effectively to investigate possible —expla.na.tions of

the employment situation of blacks on the Urbana campus of the University

e s
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of Illinois. The patterns are developed in such a way that the effect
which these variables--educational attaimnent and occupational status'
in the Negro commnity, the structure of university labor demand by
sdministrative unit, the comparative ability of Negroes and whites o
score well on civil service tests, and the relative inability of
Low-skilled and uneducated individuals to get into university promotion
1jnes--have upon black employment can be investigated.

Statistics relating to both the educationai level and occupa~
tional status of | the Champaign-Urbana Negro comsmnity, which are used in
evaluating the university's emplojment of Negroes’; are taken from a 1964
study of the Negro community which was conducted by Joel Bealct? rather
than from the 1960 cenéus for two reasons. 1) Local Negroes made
considerable occupational and educational gains between 1960 and 196l,

and the Beak data reflect these gains. (Undoubtedly considerable gains

nave also been made since 196L, but unfortunately no comprehensive

survey from which these gains can be ascertained has been conducted

since that date.) 2} The 1960 census does not anélyze in detail the
occupat.iqnal_ and educational position of the local Negroes as a group,
giving instead anelyses for the broader category nonwhite; the Beak

data deals only with Negroes. (Nomwhite is roughly synomymous with Negro
natiomwide.as only 0.5 per cent of nonwhites are non-Negro A3 Yet, due
to the presence of the university and the Oriental population attracted
to it , nonshite in this particular locality is not, however, equivalent
to Negro. Moreover, the sizeaﬁle norwhite, non-Negro population hers

is particularly well educated, and, therefore, is a heterogeneous

entity apart from the local Negro population.)
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Statistics relating to the attainment of Negroes on university

\ | civil service selection tests, Negro employee recruitment, and the

| attitudes of white University of_Illinois employees toward working with
Negroes are taken from three reseafch papers prepared in an Institute of
% Labor and Industrial Relations 492 sem:i.n,ar.:"“4 All of these papers are
R | . " | quite current (1967-1968).

Each pattern of employment will be investigated thoroughly by
using available data to indicate whether that pattern reflects fiull
utilization of the available sﬁpply of Negro labor. "Full utilization"
i ‘; | : ' - v ' o is used here to indicate the assumption that the laws of supply and

‘L‘:if | : o ‘ demand, unhindered by discrimination or abhorence of working fofvthe

| uniﬁersity,'or other interferences, are in effect and, therefore, that
the uni#éfsity proportionally employé all ethnic groups relative only
| to those groups' occupationsl status and level of gdncational attain-
E ment. "Fall utilizastion®™ alsc is used to indicate the placing of

t Aindividﬁals in university employment in positions which require the

! skills and level of‘edﬁcational attaimment which the employees have

f attained.

‘ When particular patterns of employment indicate under- or over-
‘lf | . | utilization of the Negro labor supply available to the university, the
Nﬁii ; 1 variables felt relevant t§ explaining these patterns will be catalogued.
| | Those variables about which data exist will be presented with that data,
but no atiempt will be made to assign anwihing more than relative

§ : : _ | weights to the effect of these variables, as the majority of them have

; ‘ . » ‘ not been quantified, e.g. prejudices and cultural biases.

| :f‘ : .
e & .
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CHAPTER IIX
Patterns of Employment by Families of Occupation

Five and nine-tenths per cent of all University of Illinois
status nonacademic employees are Negro. ‘This percentage compares
unfavorably with a Cha.nmaign«;lrbanaj‘ﬂegro labor force proportion of
: : E. o 8.2 per cent.t The task;of this chapter will be to explore the variables
which are rela.téd to “the j}.evels of educational attaimment of the local

Negro population and their relation to this disproportionately low pro-

portion of the Hniversitj_ of Illinois work force which is composed of

: ‘ blacks.

:1 1 ' | o ' ’ ‘ ‘ Table 2 swmarizes the total mumber of university employees and
| ’ . ' - V | the number of Negro emplayées by 8 families of occupation groupings and

also gives the Negro-total employee ratios for each grouping. Perhaps

the most striking feature of this table is its indication that Negroes

constitute by far a greater segment of the family "no education-no

experience? (18.5 per cent) than they do of any other family.

B . | Figure 2 below contrasts the distribution within each of the
families on campus of both Negro and total employment. I% indicates
that Negroes are distributed predominately in the "no education-no

ol ' : . , ' | experience” category (62.h per cent}, with a sizeable proportion being
N , ‘ ‘ | distributed in the "high school-no experience" and "high school--

experience” categories (30.0 per cent), and the remaining categories
accounting for only 7.6 per cent of total Negro employment. Markedly
indicated are patterns of employment for the Negro which are extremely

unlike total university employment patterms.
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Pigure 23 Proportional Distribution of Status Nonacademic Employees
By Race and Families of Occupation
{March 31, 1968)
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Source: Table 2

Total university employment is concentrated in jobs which require

8 high school education (59.8 per cent); Negro employment, on the other

hand, is primarily limited to jobs requiring no education (64.8 per cent) .
Also setting p'atterns of Negro employment apart from patterns of total
employment is ﬁhe factor of experience, with 75.2 per cent of all Negro
employees being in jobs whi;:h have no experience requirement, while 58.8

per cent of the total employment is concentrated in jobs which do

require some degree of experience.
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Such unequal distributions oi’ Negro and white employment give '
canse to investigate several variables ﬁhich mi‘ght indicate the reasons
for this inequality. Those variables which shall be considered in the
remainder of this chapter are the following: 1) the educational ‘J
attainment of the Negro labor supply in Champaign-Urbana, 2) the
irrelevance of educational attaimment to the assignment of Hegroes to

jobs at the University of Iilinois, i.e. routine assignment of Negroes

, to jobs which are stereotyped as Negro jobs, and 3) the competition for
3 i o " . .. o . | . University of Illinois positions between Negroes who are qualified for
| certain positions with whites x#ho are overqualified for thos positions,
i.e. the evaluation of Negro-white scoring on civil service Ase}.ecti“.on

tests.

The Educational Characteristics of the Negro Labor Supply

It is well to note again at this point that the grouping of jobs

into families of occupation refiects only *bhe‘ minipmm ed;”:zca‘ti.oml and
experience requirements established by the University Civil Service

System for the individual job classifications; they do nob reflect the | .
educational attainmment of the incumbents of those positions. Individual
workers may well possess qualifications that would theoretically enable ‘
them to obtain positions m families of occupation which require |
greater levels of educational éﬁtairment. Due to the possibility of
this discrepancy between the position's minimum requirement and the

attainment of the incumbent the reader must be cautioned that a com-
Parison between positions at the universiﬁy which lie vin various families
of occupation and the segment of the Negro labor force which possesses
the minimum requirements for positions in those families has the basic
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weakness of imprecise comparability.z Perhaps this weakness could be

avoided if the entire segment of the Negro labor force which possesses

qualifications equal to or greater than those required for the positions
in X fam:.ly of occupations were compared with the positions in X family 2

of occupations. Since, however, one of the assumptions of this paper is

' that the university wishes to fully atilize the abilities of the

members of the Negro community, it is essential that the Negro labor
force be matched only with positions which would fully utilize its
abilities. Given this qualifying assumption, it is legltmate to
compare minimun job requirements with the maximum educational attaimments
of segments of the Negro 1a‘bor force.

In making the comparison by educational level between the dis- ¥

tribution of Negroes in the University of Illinois work force and those 3“

in the Chanpaign-Urbana ilabor force, it was ‘necessary to develop com-
patible groupings of educational levels. The 196} Urban League SW,S J
from which the labor force data was taken, is divided into nine segments g
according to the number of years of school completed. These nine |
groupings were merged into ’ghree very broad cé.tegories: 1) less than
high school graduation, 2} high school graduation but less than college
graduation, and 3) college gradmation and above. The experience
categories {"no education-experience” "high school-experience™ and

m  B.experience") were merged into the category of education which they

=enresent, and their experience factor was disregarded because there was ' i

no way to match experience with education in the Urban League study. (The
category of experience will be dealt with in a later chapter concerned |

with patterns of employment within promotional sequences.)
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Figure 3 indicates that the university hires proportionally
more Negroes into jobs requiring less than ‘hig,h school graduation than |
the proportion of Negroes in the commnity who have less than a high
school education. The fact, however, that the most massive block of
community blaéks lack a high school diploma certainly contributes o
the top-heavy university employment of blacks for jobs with this
educational prerequisite. On the other hand, the university employs
a proporticnally smaller mmber of Negroes into jobs requiring at least
a high school &iplcma than the proportion of commmity Negroes so
qualified. Therefore, the educational characteristics of the Negro
labor force are not solely responSible for the assigmment of such small
proportions of blacks to jobs requ:.ring a high school education.

The analytical worth of Figure 3 is that it demonstirates that
the educational atbainment of the Negro labor force daes not 1imit the
university to hiring only Negroes with less than a high school education,
for proportionally there is a greater supply of Negroes with higher
education in the labor force than the university currently employs. In
other words, the nature of the supply is not totally responsible for the
university's pattern of Negro employment., Yet, the presence of this
qualified supply does not, however, guarantee its availability to the
university as it is proportionally distribubed educationally.

Two factors acting separately or in concert could account for this
proportional nnder@lo;yment of educalted Negroes on the university campus.
The first of these factors is that Negroes may apply for employment at the
University of Illinois in disproportionate numbers relative to the '
proportion which their educational level group in the population
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Figure 3t Proportionsl Distribution of Universily Employed Negroes
by Families of Occupation (March 31, 1968) and of the Champaign-Urbana
Negro Labor Force by Educational Level (1964).

Proportion
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E:I University Negro Buployment by Families of Occupation

BN Comuunity Negro Lebor Force by Educational Level

‘Sources Table 2, and Joel Beak, "Employability of the Champaign-
Urbana, Illinois Negro" {unpublished Master's thesis, Institute of
Labor and Industrial Relations, Umiversity of Illinois, 196L}, p. 29.
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constitutes; the second, that the educational level of Negro job
applicants is somewhat irrelevant to the deternination of what level

of university employment the Negro applicant may get.

Disproportionate Application}" of Negroes by Educational Level

Were area Negroes with less than a high school education to see
their best 'occupaﬁional opportunities at the University of Illinois and
apply for work there in great numbers, while Negroes having at least a
high school education avoided university emplbyment disproportionate to
their numbers in the Negro population, then one could surmise that the
majority éf blacks who work for the university are fully utilized
inasmuch as they qualify for no jobs requiring a high schoél education.
The remainder of this subsection will concentrate ori investigation of
the validity of this hypothetical set of circumstances. ' _

- Sixty-one per:cent of the Hegroes who applied for work aﬁ» the
wniversity during the ‘ten-morith p‘eriod beginning July 1, 1967, had at
least graduated from high SGhOOl-‘S This high proportion stands in
marked contrast to the 31.8 per cent of university Hegro engalqyees who
work in jobs which require a high school education or more and the
4.1 per cent of the local Hegro labor force which possesses at least a
high school education (Figure 3). |

Since a proportionally greater number of high school educated
blacks apply for university emi:loyment than exist in the community,
disproportional application of uneducated blacks for university employment
does not account for the concentratio;z of Negroes in university

positions requiring no education. The logical conclusion from this

assertion alone must be that if blacks are hired proportionally from
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those that apply for emp}.oyment; some of those blacks employed in
universiby positions musi undoubtedly be underutilized relative to
their educational achievement. |

The reasoning in this subsection is dependent upon the acceptance
of the data for the tén—month period 65.‘ invéstigation as a generally
accurate sample of the educationzl and racial .characteristics of all
university applicants. Since there is no empiirical data for other periods
which contradict the data presented here, it is assumed that the sample
is a good one Two reservations rémst be voiced, however:s 1) prior to
the sampled period the university had not actively encouraged Hegroes
to apply for employment, as was done during some of these ten months, and
2) university encouragement of black applications is more intense ai the
present time than it was during the sampled period. The overall effect
of the active recruitment of black employees is an increase in the
mumbers of blacks who apply; it is not known what effect this encourage-
ment to apply will have on the educational hackgz-oﬁnd mix of those

Negroes who file applications.

Irrelevance of Negro Educational Attaimment to Occupational As&igxment 4

If employment into positions requiring specific minimum levels of
education were to vary more directly with certain criteria, e.g. the
applicant's being Negro, the nature of employment competition, and
scoring on employment itests, more than with the actual educational
attainment level of the applicant, and if Negroes were found to possess
the characteristics necessary for employment into certain positions, then
the disproportionate representation of Negroes in certain families of

occupation could be pa.rtialiy explained. This subsection will investigate

the variables related to the above hypothetical statement.
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Table 3, a catalogue of each university position in the "no
education-no ezperience¥ family of occupation, indicates that Negre
employees are not distributed among jobs with the same educational
fequirements as is tobal employment. A cursory examination of the
positions listed in the table is sufficient to reveal the menial,
unskilled nature of these jobs. It would seem that anyone qualified for
one of these positions would be qualified for all of the other positions
listed (barring only health problems, rendering one unsuitable for

kitchen work). TYet, Negro employment is not randomly distributed
among these positionsy 90 per cent (184/212) of all Negro employees in
: | _ » ‘ this category work either as cooks, kitchen hélpers,'janitors s kitchen
‘ ] - : - | o laborers, or maids, while only 76 per cent (BLl/11L0) of the total |
category employment are employed in these jobs. Thus some discriminating
factor other than objective qualification must function in assigning | ’ |
b ‘ | ’ Negroes primarily to these five categories of employment.

’ . ' | ‘ In a study of recruitment of nonacademic employees on the Urbana
| U | | campus, it was found that Negro employees are recruited for work at the
University of Illinois by current university employees relatively more

6

frequently than are non-Negro employees.” SJince the majority of

university Negro employees are in five job categories (56 per cent},

o perhaps word of mouth recruitment by these Negro employees functions to
: : ' - S } acquaint potential Negro employees only with openings in these five
| categories. Consequently, these potential employees apply for the cpenings
in those categories with which they have been acquainted by their friends,
in spite of the possibility that they educationally qualify for other jobs,
; and, because of the large numbers of blacks applyingl for the five jobs |
mentioned, employment in them becomes increasingly concentrated with Negros.
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Distribution of University of Illinois Nonacademic Status

Employment (Urbana Campus} by Race and Pay Code Within the Family of
Occupation "No Education-No Experience® (March 31, 1968).

Pay Negro
Code Title | . Total Male Female Total % (N/T)
180 - Assistant, Bookbindery 3 0 0
236  Assistant, Foods
- Laboratory B 9 2 2 22
272  Assistant, Nursing 8 0 4]
563 Attendant, School Children 5 L L 80
576 Attendant, Tool Room L 8] 0
577  Attendant, Senior Tool Room 1 0 )
676 Caretaker, Animal 19 1 1L 5
904  Cook 97 7 2h 31 31
916 Cook, Second 2 0 0
99  Custodian, Forest il 0 0
1236 Driver 29 0 O
1535 Fireman il 0 0
1973 Gardener, Agricultural 17 ) 0
1982 Gardener, Assistant Grounds 6 0 0
2015 Groundsman 30 '3 1 b 13
2073 Helper, Elevator Mechanic 2 o o
2078 Helper, Fountain Attendant 9 L i 11
2084  Helper, Kiitchen o 32 68 68" 51
2095 Helper, Laboratory k 2 2 50
210  Housekeeper 3 0 i,
2198 Janitor 436 26 26 5
2199  Janitress 23 L by 17
2205 Laborer 10 0 0
2210 Laborer, Construction 32 0 o
2221  Laborer, Kitchen 8L k7 L7 55
2240 Laborer, Electrician 2k 0 0
2296 HMaid 95 1 11 12 12
2299 HMaid, Linen 9 1 1 1l
2592 Mechanic, Farm 3 0 0
3140  Processor, Food , 11 6 1 7 63
191  Waiter/Waitress 11 2 2 18
Totals - 1,150 oL 121 212 18.5

Scurces Appendix B, Table. B.
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Aﬁoﬁhe: explanation fer the predominance of black employment in
these five particular jobs is the conceivable concern of the Negro about
the possibility of not being accepted by co-workers if he were to apply
for and accept employment in a job in which the co-workers were not
Negro. Corollary to this is the more positive consideration that an
jndividual often wants to work with those individuals whom he knows and
who are his ffiends 3 due to the segregated quality of American life, for
the Negro such persons would probably be other Negroes.

Finally, Negroes are prbbably dispropeortionately assigned to
certain jobs because university persomnel officers,; seeing that Hegroes
both within and outside the university work predominately in certain
jobs, stereotype these jobs as Hegro jobs. Thus when they deal with
Negro applicants, they consciously or unconsciously associate them with
those jobs and urge them {o ‘ap_‘ply accordingly. {The considerable power
of the personnel officer to influence the applicants' choice of jobs is
documented by Gottlieb, Guzzo, and Hendérson.}?

Scoring on civil service selection tests is another factor which
contributes to the assigmment of I@egroeé. to jobs whose minimum educational
requirements do not accurately reflect the applicants' level of vedm:a.tion.
A review of the scores of whites and Negroes who were competing on
these tests during the period of July 1, 1967, to April 26, 1968,
indicates that the race of the applicant tends to be & significant
variable in predicting his success on such tests.

Generally, Table L indicates three things. 1) White applicants
whose educational attainment does not exceéd. the minimum edncationai
requirements established for the job for which they apply pass the

Selection test more frequently than do Negroes possessing equal
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qualifications. 2) Only when the Negro applicant possesses greater

qualifications than the white aﬁplicant » does he pass the examinations

proportionally as often as the white applicant. 3} The over-qualified

black applicant does not compete effectively for jobs requiring a

nigh school education when he competes with an overqualified white.

Table 4t Scoring on University Civil Service Selection Tests by Race,
Educational Level, and Minimum Educational Requirement of Position
Tested For (July 1, 1967-April. 26, 1968).

Educational Position's Vimimum Bducational Requirements

Level of _Less than H.S..Diploma H.5. Diploma Only

Applicant White Passing Negro Passing| White Passing Negro Passing

Less than 12 '

Years 84.2% 58.0% n.a. n.a.

12 Years 92.1% 90.0% 58.1% 42.0%

More than 12 .

Years 97.7% 100.0% 7i.4% 53.9%
Source: David Gottlieb, Thomas Guzzo, and Robert Henderson,

“Affirmative Action and the University Civil Service System of Illinois®
(unpublished term report completed for a graduate seminar in Labor and
Industrial Relations, University of Illinois, May 29, 1968}, pp. 28, 30.

When this information concerning the performance of Negroes on

the tests is coupled with the fact that 37 per cent of the Negroes taking

the tests for positions which require no education actually possess ab

least a high school education (and of whom over 90 per cent pass the

test), it becomes evident that a number of Negroes in university positions

requiring no minimum amount of education actually possess at least a

bigh school education. Conversely, of the 63 per cent of the Negro

applicants who only meet the minimum qualifications for employment, only

58 per cent pass the test. Thus it can legitimately be reasoned that

many Negroes who possess little education are screened ocut of the
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competition for those jobs for which they minimally qualify, while
over qualified Negroes get a disproportionate share 6f these jobs.
Another factor limiting the ability of Negro applicants to
obtain certain jobs is the frequent overgualification of the white
applicants, which,cas Tablé 4 indicates, tends to be positively correlated
with success on the employment tests. Statdistically, 50 per cent of
the white applicants for jobs which require no education are over-
qualified:fk)r these jobs; as_cuz@afed with the 37 per cenﬁ- of NWegroes
who are similarly overqualified.’ Thus the white applicant both belongs
to the white group, which scores 'bet%er on the tests than do Negroes,
and also has a higher average educational level, which also varies
directly with scoring on ﬁests--*bwé distinct advantages over the Hegro.
The finding that the overqualified white applicant tends to
pass the examinations more freQuently ‘than the minmally qualified Negro
might be interpreted to demonstrate that the former is actually more
capable of mastering the test than the Negro. Yé*t., ‘the passing and
failing scores presénted here aré contaminated in that they are composit
scores composed of three parts: 1)} the applicant's raw scoré on the
test, 2) five édditional veteran preference points if he is a veteran,
and 3} a mumber of points for any qualifications which he possesses
that the job specifications may list as "additional desirable qualifi-

cations." The over qualified white often is awarded:the latter bonus

points, which give him an additional advantage over the Negro.
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Summary .
Negroes employed by the universiiy are not distributed among the

families of occupation in the manner in which total employment is
distributed. Rather, the majority of university-employed blacks are
in the family of occupation "no education-no experience,® with sizeable
conceﬁtraﬁians of Negroes in the families of occupation with a high
| school graduation prerequisite and only minimal concentrations in the
‘ ’ ' ‘ : . other families. '
i TR ' Althoﬁgh this disproportional concentration of Negroes Vinv Jjobs
| | reqﬁiring no education reflects to a great extent the characteristics
‘”‘) _ ‘ of the Negro labor supply, the small proportion of Negro university
Iy | . _ : ' | employees who hold jobs requiring at least a high school education is
| | exceeded by the proportion of Negroes in the community who possess
‘ - | S S | ‘ ‘ | this qualification. The educational chéracteristics of the labor force
' ' , thms do not account for the skewed distribution of Negroes among
- | | | ' university jobs requiring the minimum possession of certain educational
requirements.

Since the majority of Negroes applying for work at the university

‘ - | : have a high school education, the educational characteristics of the

applicants cannot be viewed as dictating a pattern of university em-

l ployment which places the majority of Négmes in jobs with no educa-
1 : : " ; | tional prerequisites. Other factors instead have been indicated as
(R

determining the pattern of Negro employment. Certain jobs which have
| no educational prerequisites have been stersotyped as "Negro jobs";

Negroes of all educational levels apply for these jobs because 1} word

of mouth contact acquaints them with openings which occur in these jobs,
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2) they can work in these jobs with individuals with whom they are
familiar, i.e. other Negroes, and 3) persomnel officers influence them
to apply for these jobs.

The small proportion of the ﬁrﬁ.versity work force which Negroes
constitute (5.9 per cent), as compared to their local labor férce
proportion of 8.2 per cent, is probably a product of the fact that
1) only 6.9 per cent of university Jjob applicants are Negro, 2) more of
the white appiicantfs are overqualified for their Jjobs than are the Negro
appliéants, and 3) Neg_i-oes do not compete well against whites on
selection tests when they share the same qualifications as the white
applicants. {In fact, Hegroes compete on an equal basis with whites
only when they are more qualified than the whites.} Additionally, a
sizeable proporition of Negro (and white) university employees are
probably in jobs which underutilize their potential relative to their

level of educational attaimment.

Y
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1y, 5. Bureau of the Census, Eighteenth Census of the Unmited
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R R o o ' ’ : ' work experience of local blacks and the requirements of specific class
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N : work is conceivably available at the university. Information as to
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- ol ‘ o R o ’ individuals. :

A : S Spavid Gottlieb, Thomas Guzzo, and Robert Henderson, “Affirmative
1 A o Action and the University Civil Service System of Illinois” (unpublished
| o term report compleied for a graduate seminar in Labor and Indusitrizl

o Relations, University of Illinois, May 29, 1968}, pp. 9-10.
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(NI : : University of Illinois: Recruiting” (umpublished term report completed
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Iilincis, May 27, 1968), p. 8. .

Tpavid Gottlieb, Thomas (uzzc, and Robert Henderson, op. cit.,
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CHAPTER IV
Patterns of Employment by Occupational Category

Miller and Form maké a rather global assertion concerning the
effect of the ‘applic‘é,tion of "social itests," e.g. race, religion, and
eds;éation, by employers when making decisions concerning the distri-
bution of rewards: "In all cases a viclous cycle of self-fulfilling
prophecy operates. Woi-kers of a given background are denied access to
higher incomes and occupations; the denial makes them unfit for upward
mobility."™ Chapter III has indicated that the majority of the Negro
labor force in this county has less than a high school diploma and
that the university e@lcy‘s many N_egfoes for jobs that raquiré even less
education than they actually possess. If any credence can be given to
the vicious cycle assertion of Miller and Form (and others), it would
indeed be surprising if this chapter were to describe the occupational
pattem of Hegro employment at the University of Illinois as being
focused on other than laborer and service occupationé.

Data presented here will utilize the nine meupationai categories
which the Joint Reporting Commitiee requires employers to use when
completing compliance reports. These categories roughly resemble an
occupational contimuwum, ranging from lowest to highest status jobs when
arranged in this order: service workers, laborers, operatives, craftsmen,
office and clerical, technicians, professionals, and officials and
managers. Exceptions to this ordering appear in each category, e.g.
murses and policemen are included in the service category, and low-

skilled laboratory technicians are included in the technician category;

however, the exceptions do not constitute a large enough proportion of
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the jobs in these categories to prohibit references in this paper to
the categories at the bottom of the continuum as being not so desirable.
as jobs near the top.

If one compares the proportion which Negroes constitute of the
local labor force, 8.2 per cent, with the proportions which blacks
represent of the nine occupational categories at the university (Table 5),
he finds that only in the laborer (20.3 per cent) and service worker
(14.6 per cent) categories is i;he standard of proportional distribution
met or exceeded. Particularly in the professional, sales, office and
clerical, and craftémen categories, the Negro is underrepresented.

Not surprisingly the 5.9 per cent figure that represents the Negro
proportion of the university work force also fails to meet the 8.2 per
cent test.

Distribution of total employmen‘b‘ and Negro employment (Figure L)
within the university is likewise unequal, DNegroes are proportionally
distributed most densely in the service worker (43.7 per cent},
laborer (25.6 per cent), and office and clerical (19.2 per ceat)
categories, while total employment is concentrated most heavily in office
and clerical (L42.8 pér cent}, service worker (17.7 per cent), and
craftsmen (11.1 per cent) categories.

The balance of this chapter will concentrate on variables which
are related to this inequality of employment and which conceivably
contribute to this patterning of Negro employment, i.e. the variables
of occupational structure of the labor supply, occupational distribution
of Negroes who apply for university employment, performance of Negroes
on civil service selection tests, and presence of unionization of many

Jobs in the craft sector of the work force.
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Figure Lit+ Proportional Distribution of Status Nonacademic Employees
By Race and Occupational Category (March 31, 1968)
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‘ : o , Occupational Structure of the Champaign-Urbana Negro Labor Force

‘ : If the proportional distribution of university Negro employment

were occupationally similar to that of the Negro commmnity labor force,

one could assume that the university patterns are as they are due to

B , : the characteristics of the labor supply. This subsection will examine

[ | ' ‘ v the viability of this proposition.
| o The large proportion of university Negro employees who are in
‘ ' the service worker category, 3.7 per cent, fairly accurately reflects

the service worker contingent of the Negro labor force, 48.2 per cent

- ' (Figure 5). In the other occupational categories, however, the




| technicians, clerical workers, and laborers and fewer officials, sales
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gniversity of Illinois employs Negroes disproportionately to their labor 1

force distribution, hiring proportionally more Negro professionals and

and operative workers than the Negro labor force proportions of these.

Figure 5: Proportional Distribution of Negroes by Occupational Categorys
Champaign-Urbana Negro Labor Force (196k) and University of Illinois ' j‘
Negro Nonacademic Employment {March 31, 1968}
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Naturally, the nature of university demand dictates that few
sales workers of either race be employed, as only a grand total of
eleven individuals are hired in this category by the university. TYet,
the university does employ substantial i‘mmbers of professionals,

1 , technicians, craftsmen, and operatives. The analytical worth of Figure 5
A - | | o : | is its indication that a supply of black individuals exists and could
conceivé_bly be employed by the university to increase the black pro-

‘ G S ~ _ ' I ‘ portions of its work force in these four categories. The categories of
: | | | | , craftsmen and operatives are ones in which a critical area of university
| c | underemployment of Negro community labor resources exists,

It is conceivable that the university employs black (and white)
clerical 'workers out of proportion to their proportion of the labor

force, as the university is perhaps the largest employer of clerical

workers in the ai'ea. (Over 40 per cent of its work force is composed

’x ’ - e o . - of 2,391 clerical and office workers.) That the university employs
B | blacks in a laborer capacity so greatly out of propértion to their

pepulation proportion is not so readily rationalizable. Perhaps the

| ' ' answer to this lies in the underemployment of Negro laborers by con-

struction firms in the area (construction normally being a prime source .

e e D e T I———
SUP— —

of employment for laborers} or in the fact that the commmnity's other

T | large employers, Kraft and Humko, have very few laborer positions in

B ; _ their work forces.

Occupational Distribution of Negro Applicants and Their Performances
; , on Selection Tests

If Negro applicants were to apply for work in certain occupa-

; tional .categoriés at the university disproportionately in relation to the

é | : ; 1‘ Negro comminity's proportional occupational make-up and proportionally
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in relation to the current /university labor force ethnic composition;
the supply of applicants available to the University of Illinois would
then dictate its péttern of Negro employment. Since the supply of
applicants does not completely determine the type of individuals who
will be hired due to various selection criteria, i.e. the civil service
selection tests, differential scoring of groups of these applicants,
e.g. black and white, would result in the employment of these groups

of individuals out of proportion to the percentage of all applicants
which each group constituted. Thié subsection will deal with both

of these contingencies. |

The distribution of Negro applicants for university positions
(Table 6). indicates that the high proportion of university Negro
employees who are classified as office and clerical, laborers, and service
workers is possibly due to the concentration of Negro applicants in
these three categories. More Negroes apply than their proportion in
the Champaign-Urbana populaﬁion only for the occupational categories
clerical and laborers worker. '

Perhaps the analytical worth of this table is that it shows
that there is a potential for expanding Negro employment at the
university in every occupational category except those of office and
clerical and laborers if a test of proportional distribution of Negro
applicants is applied to the date on applicants. Of course, certain
categories include Negro individuals for which there exists no demand
for their skills by the university, e.g. the professional category in
the community would include ministers and morticians, skiils which the

university does not demand, and therefore a proportional test as

described is only generally applicable.
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» Table 63 Proportional Distribution of Negroes by Occupational
Categories: In Champaign-Urbana (196L), As U. of I, Job Applicants -
- : (July 1, 1967-April 26, 1968), and As U. of I. Employees (March 31,
o 1 1968} .
Occupational C-U Labor rorce | U. of L. Applicants |U. of L. nmployees
: Categories (%) %) (%)
Officials 1.5 0.0 0.9
b : Professionals &|
i i? i ‘ . : TechniCianS 7¢l ] 6.6 . 835
i ’ R ' Sales Workers | 1.3 0.0 . 0.0
ol e ‘
1 SER Clerical 0.4 28.9 19.2
f ‘ : Craftsmen | 8.4 1.8 2.1
li ‘f.; ' | Operatives il.z : 0.4 0.0
BRE | |
. . Laborers 11.6 , 22.7 o 25.6
! 1  1 ] Service Workers 48.2 39.6 _ 43.7
5 (R
i (I ol
g } [ }
! ‘w!f{fi:;‘ ‘ |
O ) Total ‘ 100.0 100.0 100.0
i
JiE
‘;If ' ‘
‘ L !1‘; _ - ' . Source: Joel Beak, "Eaployability of the Champaign-Urbana,
A FE Illinois Negro" (unmpublished Master's thesis, Institute of Labor and
B N . ~ ‘ { Industrial Relations, University of Illinois, 1964), p. 293 David
A T 3 Gottlieb, Thomas Guzzo, and Robert Henderson, "Affirmative Action and
A { i : | the University Civil Service System of Illinois® (unpublished term
i : ; report completed for a graduate seminar in Labor and Industrial
T t Relations, University of Illinois, May 29, 1968}, p. 173 and Table k.
1 : :,
| |
H ‘i‘ ‘ \
| |
]
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The supply of Negro applicants for crafismen and operative
positions is particularly out of proportion to the numbers of Negroes who
actually are employed by the university. Table 7 indicates that less
than 50 per cent and O per cent of applicants for these categories,
respectively, passed the‘uniﬁersiﬁy employment tests, while a greater
percentage of non-Hegroes taking the tests passed. Thus the differential
! ) N ability of Hegroes to pass the test accounts to some degree for the small
percentage of Negroes in these university positions. In the other
Gfk‘ | | | occupational categories Negroes also passed disproportionaliy to their
 { j ;: f 3 , representation among the applicants, but the tests did not "weed out"
‘”iflb vi Negro applicants to the degree that tests for craftsmen and operative
v | | positions did.

i ‘i g One must conclude from examination of the Negro-total tesi passing
éjy %h ‘ ‘ | ratios thai the tests funciion to cause the patterns of Negro employment
i lef i ; ’ | ' at the University of Illinois to reflect very few Negroes in craftsmen

1; SR and operative classifications and an increasingly smaller proportion of

o f‘y ‘“‘ v v Negroes to total employees in each of the other occupational categories.
Again, this reasoning is contingent upon the validity of generalizing from

the ten-month period from which the data on applicants and test scores

i | S R ' were taken to the fature.

P ' S Factors which were demonstrated as being important to the patterns

of Negro employment relative to minimm job educational requirements alsc

affect this pattern by occupational category. For example, the stereo-

SR VPR

typing of certain jobs as "Negro jobs" by both personnel officers and appli-
cants and the fact that Negroes are recruited by word of mouth more fre-
quently than are whites both function ﬁo cause university Negro employment

to be concentrated in certain occupational categories rather than in others.
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Table 7: Proportional Distribution of Negroes as a Percent of U. of I.
Job Applicants, of those Passing Selection tests, (July 1, 1967-

 April 26, 1968) and of the U. of I. Work Force by Occupational
Category (March 31, 1968} .

Occupational NEGROES AS & % OF

Cateﬂgpries Applicants Applicants Passing U. of I. Work Force
Officials 0.0 : 0.0 3.5
Professionals 3.0 0.0 1.9
Technicians | g.2 6.1 ‘ L3
Seles I 0.0 ‘ 0.0 | 0.0
Office & ‘

Clerical L.h 3.3 2.6
Craftsmen 12.2 5.9 1.1
Operatives : 14.0 G.0 : L.l
Laborers 23.3 . 13.7 20.3
Service . 16.9 14.6 | 1.6
A1l Categories: 6.8 5.9 5.9

Source: Table 4 and David Gottlieb, Thomas Guzzo, and Roberd
Henderson, "Affirmative Action and the University Civil Service System
of Illinois" (unmpublished term report completed for a graduate seminar
in Labor and Industrial Relations, University of Illinois, May 29, 1968},
. 17.




Unionism and Negro Employment as Craftsmen

Seven of the 623 university-employed.craftsmen, 1.1 per cent,
are Negro {(Table 5). In contrast to this, 8.4 per cent of all Negroes
in the Champaign-Urbana labor force are craftsmen. Why is this ample
% . | supply of Negro crafismen underrepresented on the university labor
‘ force?
| ' _ Table 6 revealeé that few Negro crafismen apply for university
eﬁployment relative to their proportion of the local labor force.
Superficially one might conclude that the university employs few Negro
‘x craftsmen because very few apply for employment. Furthef consideration,
however, leads one to investigate the factors immanent in the limited
nunber of Negro créftsmen applicants.

Data on this subject is somewhat sketchy. HNegroes could possibly

5 | be discouraged to apply by the fact that they pass university employment

‘} ' selection tests omly 50 per cent as often as whites (Table 7). Yet,

O : _ since no attitudinal research has been done concerning such attitudes

& _ ‘ _ of defeatism, speculations about the relationship between the high

{ M . ‘ : Hegro fail rate and rate of Negro application therefore cannot be

gwf”“‘W‘f substantiated.

] | w“ 5 _ | Craftsmen jobs on campus have one characteristic that is not

shared by the other categories of campus occupations; their incumbents are

highly unionized. In the Champaign-Urbana area, as is generally true
nationwide, there are very few Negro unionized craftsmen.? Even though
the university does not permit a "closed" union shop, a large percentage
of its bﬁilding trades craftsmen are, however, unionized; this factor

perhaps has the effect of excluding Hegroes from many craftsmen jobs.
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(Table 8 indicates that no Negro building trades crafismen are

employed by the university.) '

Table 8: Honacademic Employment in the Building Trades at the U. of I.
by Craft and Race of Incumbent (March 31, 1968} .

s

Nogro Employees

Pay Code _ Craft ___Total Employees

6‘6%3 Carpenter 40 0
1262 Electrician 62 5]
2196 Iromworker h 0
3027 Painter 13 o
3060 Plumber 2l 0
3222 Roofer 5 0
3309 Steamfitter 18 ¢!
4273 Sheetmetal Worker 22 0
Totals 2Lt 0

Source:s Appendix B, Table 1k

Unionization functions to keep Negroes out of craft employment
at the University of Illinois_ and union members in craft employment there
in three important ways. 1) A prerequisite for becoming a member of the
union is high school graduation. A4As Table 3 indica?.es, only about one-
third of the Negro labor force (of whom many are female) meets this
requirement and are thus eligible for union ;aem’bership. While the
university does not require that individuals in the eight craft jobs
listed above graduate from high school, it does add bomus points to the
selection test scores of applicants who have a high school diploma.3
Therefore, union members, as do all high school graduates, receive bomus
points for high school education, while nonunion Negro crafitsmen may or
may not receive them). 2) The union apprenticeship programs, which have
only nominally been open to Kegroes, acquaint union men with the pro-
cedure of taking tests and with the specific jargon of the frade 3 this

Probably enables them to pass university selection tests more frequently
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than can Negroes who have not benefited from épprenticeship. 3) Over
the years an unofficial "closed shop" situation has developed in units
in which craftsmen are selected. The hiring superviser will hire only
union members, hence when Negroes are refered to them for employment,

they are not selected because they are not union members.

Summary

Negro nonacademic employees at the University of Illinois have
been relegated mainly to service, laborer, and clerical occupations.
Only in the former two of these three occupations do they, however,
constitute as much as 8.2 per cent (the Negro proportion of the
Champaign-Urbana labor force) of the workers in each occupational
category: in those they compose 14.6 per cent and 20.3 per cent
respectively, much sbove 8.2 per cent.

Occupational distribution of the Negro labor force in Champaign-
Urbana and the proportions of Eegroes who apply for work at the uni-
versity are very similar to the distribution of Negroes on the University
of Illinois work force. The structure of the supply is, therefore,
in large part responsible for the universiiy work force patterns of
employxﬁent. Exceptions to this general rule are the clerical and laborer
categories, in which proporiionally more Negro' individuals are employed
than their labor force proportion. These exceptions are partially

accounted for by the structure of university demand, as these two

particular categories compose 60.5 per cent of University of Illincis
nonacademic employment.
- Moreover; Negroes compete poorly with whites in every occupational

category on university selection tests, passing these tests less
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frequently than whites especially in the craftsmen and operative occu~-
pational categories. This differential ability to pass these tests
has the general effect of holding down Negro-total ratios in every
occupational category.

Finally, unionism of many crafismen jobs at the University of
Illinois s-eéns to vary inversely mth the proportion of Negroes who
ave employed there as crafismen. Variables affecting this are 1) the
limited mumber of Negroes who are craft union members and who, there-
fore, get borus points for their educational attaimment on selection
tests, 2} the préparaﬂoxx ﬁhich.;pprentieeship gives same union members
for passing university selsction tesis, from which non-union Hegro
craftsmen do not benefit, and 3} the prevailing "closed shop" situation

in craft employment alt the university functions to keep all non-union

members, i.e. Negroes, from working.




3
FOOIHOTES-~Chapter IV

1peivert Miller and William Form, Industrial Sociology (New
York, Harper and Rowe, 1964}, p. L39.

ZJerry Briller and Ted Gerber, "The Apprenticeship System and
Negro Employment in Champaign-Urbana" (unpublished term report completed
for a graduate seminar in Labor and Industrial Relations, University of

3Comments made by Len Gorden, Campus Training Director, at the
Affirmative Action Officers Meeting, Allerton Park, Illinois, June 8,
1968.
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CHAPTER V
Patterns of Employment by Authority Units

In a very real sense the University of Illinois, Urbana campus,
is a grouping of quasi-autonomous authority units which are federated
into a university. ‘Each is dependent upon the university for its
financing and for a general framework of rules governing admissions and
employment of peréonnel 3 little efforﬁ is made to direct or dictate
exactly what the pélicies of each unit will be. Instead, the university
takes é very democratic stance; permitting the constituent units to be
largely selfjdetermining. Robert E. Wilson observes that it is pre-
cisely this democratic authority-sharing stance that causes universities
generally to be known by their iaeffic.iency.l

Hence if one accepts the preceding premise of autonomy, it is

 quite legitimate to investigate the patterns of employment by individual

authority unit, for it is precisely these units which have developed the
racial character of their employment patterns and conceivably play an
important role in altering those patterns. This chapter will desecribe
these pattérhs of employment and investigate certain variables which are
probably related to them--the variables of discrimination by employing
supervisors, nonaccepiance by work group peers, and the structure of

departmental demand.

Discrimination by Employing Supervisors

Merit employment as a system of employment practices appears to

be commonly adopted by governmental units primarily to insure objectivity

in the selection of applicants, as opposed to patronage selection,z and
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secondarily to svelect\ the most competent employeés available. Due to
emphasis upon the goal of objectivity, partial attainment of the goal of
merit is sacrificed, but such inefficiency is permitted to exist as long
as employees are selected objectively and are competent to perform the
duties assigned to them. The nonacademic ez@loyment’system on this
campus appears to function in this iaanner, changing only when it does not
supply competent applicants, in spite of the fact that a whole segment

of excellent applicants who appear to be competent, bui who are aléo
Negro, are oi‘ﬁen not seiected i‘of employment .

iy Within a strictly merit system of employment, the applicant

;t‘ ‘ : | ‘ : : best qualified for the position opening is, by definition, the one

| 5‘ ‘  ] . ‘ : ' ‘ ; employed. Nonacademic employment at the university utilizes a number

| of devices--entrance inﬁerviéws, minimum requirements, written tests,
physical exams, and a final selection interview with the employing

anit for the three applicants who score highest on the selection tests-- ' |

‘_ ‘ : _ S | in an attempt to maintain merit employment, 4o select the best qualified

applicant for each opening.>

| ' S . . ' : When determined by individuals, however, merit, an objective
i

i ' term, often becomes defined in subjective terms, and characteristics
. Y | . : » of the applicant, such as his appearance or race, become part of the
subjective definition of merit. Such definition may result in these two i

‘ : . : situations. 1) A lack of formal, established criteria by which the

empleying individual can objectively Judge merit forces him to establish

his own judgmental standards, which naturally include subjective criteria,

! e.g. race and sociability, by which he can discriminate among several

¢ potential employees. 2) The prejudices of an individual cause him to

selectively disregard objective selection criteria and substitute his
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subjective standards when individuals possessing characteristics
which stimulate his prejudices apply for employment.

Merit employment at the University of Illinois perhaps has its
greatest tendency itc be governéd by subjective definitions of merit in
the final selection process, in which supervisors in each campus
departmental unit are permitted to select from among the three ap-
plicants who have scored highe.st on the civil servize selection test
for the éosition opening in that department. A supervisor who for any
reason wished to exclude Negroes from his work group has merely to
accept only white applicants who are seni: to him. Prior to the
establishment of the affirmative action program,h no check whatsoever
was made as to whether Negro applicants were consistently rejected by
departmental supervisors; such applicants could be rejected with impunity.

Actgally, there exists no data which prove conclusively that
departmental hiring supervisors discriminate against Negroes in
wniversity hiring. A 1968 stud;vS of the racial prejudices of University
of Illinois supervisors found, in fact, that the race of the applicant
was not a criterion which was used in the selection of employees. The
authors of the study nevertheless expressed reservations about the
attitudinal measurment instrument used, feeling that perscnal interviews
with these supervisors indicated that discrimination on the basis of
race was one of the major criteria used in selection. The inconclusiveness
of the study, however, does not exclude the possibility of discrimination.

An examination of Table 9 reveals what appears to be an unequal
distribution of Negroes among campus autboriity units. The moddl pro-
portion of Negroes in these department is O per cent, ocduring in 15 of

the 34 authority units; the median proportion, 1.5 per cent; and the mean,
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Table 9: Nonacademic Employment on the Urbana Campus of the University

A | of Tllinois by Major Administrative Unit and Race of Ewployee (March 3L,

1968} . :

Dept.
Humber College~-Department Name

Negro

Total HMale Fer%ie Total % {(N/T)

ST | | . 09  2ADM-Dean of Students

] | . ‘ 17 BCOMMERCE
1 | 20 PepgcatIon
L 22 PENGINEERING

iR | | 32 DPLIBERAL ARTS & SCIENCES
AT }. 36 PpHYSICAL EDUCATION |
I | - | 40 bEXTENSION DIVISION

N 50  DaRMED FORCES

e | 60  PINSTITUTE OF LABOR &
. IND. RELATIONS

L : - ' OF SOC. WORK

- | 78 CUNIVERSITY PRESS

L 79 2INTERNATIONAL COOPERATION
| PROGRAMS

80 3L,IBRARY & LIBRARY SCIENCE

00 aBoard of Trustees e 4] 0.0
01  SADM-Trust. 18 0 0.0
| 02 24 pM-Pres. 52 2 2 3.8
03 25DM- Prov. 161 1 I 5 3.1
oL SADM-Comp*t. 22 b b 1.6
05 ADH-Admis. 1h7 L L 2.7
06 ADM-Legal Counsel 5 0 0.0
07 “ADM-Nonscademic Personnel 160 3 3 6 3.7
08 ZpmMmblic Information 22 0 0.0
50 2 2 4.0
10 2HEALTH SERVICE 98 2 L 6 6.1
12 SALUMNI 13 0 0.0
13 20FFICE OF V.P. 2 0 0.0
15 DAGRICULTURE 67h L 6 10 1.5
39 0 0.0
179 5 8 13 7.2
_ L5 1 6 7 1.5
2k LRINE AND APPLIED ARTS 50 0 0.0
26 DORADUATE 179 1 k 5 2.7
28 b JOURFALISH 56 1 1 1.7
‘ 9 0 0.0
395 L N 8 2.0
55 1. 1 1.8
107 1 1 0.9
Ly bYETERINARY MEDICINE 77 3 1 Iy 5.1
7 0 0.0
52 DINSTITUTE OF AVIATION 65 0 0.0
56 DINSTITUTE OF GOVERNMENT |
& PUB. AFFAIRS 3 0 0.0
1l 1 1 2 18.1
68 DJANE ADDAMS GRAD. SCH.
10 0 0.0
109 2 2 1.8
9 ) 0.0
186 | 8 8 4.2
82 CPHYSICAL PLANT 2319 110 128 238 10.3
Misc. 1 1 1
TOTAL 5962% 138 - 192 330 5.5

—iﬁdmi mistrative UMt
_Academic Unit

R ¥

Sources Appendix C, Table 23.

Manufacturing, Operations, and Maintenance Unit
dMmis total is not comparable with the total for Tables XII and VI as
it includes 368 non-status white employees.
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5.5 per cent. This nonrandom distribution of black employees is perhaps
a fanction of the refusal by supervisors in certain departments to hiz_'e |
Negro employees, Yet, it appears also to be a function of the type of
work available in each department, as will be considered in the next

| ' o subsection.

‘ . j | ' - | ‘ Structure of Unit Labor Demand

i | 1 » Each campus unit performs functions that are dissimilar te the
i - functions of other units; therefore, they do not all require the same
i 1 : : type of nonacademic employees. Since university Negro employees are

distributed among a rumber of occupatbional cabegories (Table 5), and

| | | : ‘ since Negroes more frequently apply for work at the university in certain
| occupational categories than in other (Table 7), only departments
| | | requiring the same occupational types of employees could ideally be

; expscted to have similar proportions of Negro employees--provided, of

SR

‘\ course, that there were equal opportunity for qualified Hegroes to work

i in any unit, and Negroes as a group had no preferences for working in

i , ‘ ) certain departments.

T

}
O ‘ ' Three basic divisions of these authority units can be made on

the basis of homogeneity of nonacademic employment in the units. These

divisions are 1) administrative units, indicated by an a'on Table 8§,

i 3;'-‘ | ‘ 2} academic units, indicated by a b on Table 9, and 3) manufacturing,

h ‘ a ocperations, and maintenance units, indicated by a ¢ on Table 9. Admin~-

istrative units emplcy mainly clerical and administrative individualsj

| | ' | academic uuits employ ;greddmina‘bely clerical people, with sizeable

exceptions being the technical individuals employed by the physical

i sciences depariments; mamufacturing, operations, and maintenance units
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employ persons mainly in the service worker, craftsmen, operative, and
1aborer categories. An examination of Appendix C, which contains tables |
breaking down the employment of each authority unit having at least siit.y
nonacademic employees into the families of occupation discussed in
Chapter III, reveals that the employment of both the administrative and
academic units usuélly requires at least high school gradustion, and the
employment of the marmufacturing, operations, and maintenance unitis
frequently does not require a high school diploma.

Table 10 indicates that of the three broad divisions of non-
academic employment, academic units employ proportionally the fewest
Negroes, with administrative units employing slightly more. Mamufacturing,
operations, and maintenance units both proportionally and muomerically
employ overwhelmingly more Negroes than dq the other two types of wunmits.
Table 10: Nonacademic Employment by Type of Administrative Unit and
?-;.gg)?f Incumbent at the University of Illinois, Urbana Campus (March 31,
Type of Unit ____ lotal bmployment _ legro E_g%l‘oyment % (Negro/ Total)

Administrative 1,173 3.15%
Academic 2,346 ' 52 2.20%
Mamufacturing,

Operations &

Maintenance 2,428 213 9.90%

Sources Table 8

A significant factor in explaining the high proportion of Negroes
employed by the manufacturing, cperations, and maintenance units is the
characteristics of Negro employment in these units. Eighiy-two per cent
of the blacks working in manufacturing, operations, and maintenance

units are in jobs which are classified in the family of occupations

"no education-no experience.® Not surprisingly, this block of Negro
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employees compose ol per cent of all university-employed Negroes in the’
ramily of occupations just meﬁtioned and fully 60 per cent of all
wniversity Negro nonacademic workers. These employees are predominantly
xitchen workers. Were it not for this large contingent of kitchen
workers in mamufacturing, operations, and maintenance units, the Negro-
total employee ratio there would be 2.8 per cent, which is between the
Negro-total proportions f‘of the two other authority unit groupings.

Because administrative and academic units employ Negroes nainly
in clerical occupational categories, while mamufacturing, operations,
and maintenance units primarily hire unskilled blacks, it appears that
the administrative and academic units' Hegro employment pabtierns
approximate the supply of Negro labor available, rather than being solely
Punctions of discriminatory activity on the part of supervisors. Ieb,
this argument has its greatest relevance to averages rather than to
spgcifics. Some discriminatory factors are undoubtedly operating in
the fifteen departmental units that have no Negro employees but have
essentially the same structure of employment as do déparments which |
have Negro employees.

A few of those factors which might function fo limit the numbers
of Negroes who are employed in some departments but not in others are
1) that the Office of Nonacademic Personnel does not send Negro applicants
to certain departments because they perceive that Negro applicants would
not be welcomed there, 2) that Negro applicants do not chose to work in
these departments because they do not feel that they would be welcomed
there, or that they would rather work in departments in which there are
other Negro employees s 3) that departmental supervisors refuse to employ

any blacks referred to them by the Office of Nonacademic Personnel, and






