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I.  INTRODUCTION

Black Employment History Prior to Affirmative Action Program

The University of I1linois first committed itself to a policy
of equal opportunity in 1946, when the Board of Trustees voted ". . . to
continue a policy which will favor and strengthen attitudes and social

philosophies which are necessary to create a community atmosphere in which
racial prejudice cannot thrive."l Implicit in their public statement was
the Board of Trustees' belief that the University always had maintained a
policy of equal employment opportunity.

The Board of Trustees' statement was made at a time when the
first fair employment practice laws and orders were being drafted and
debated in Congress. The definition of equal opportunity dufing the
Forties was "color blindness" or complete objectivity in hiring without
regard to a man's ethnic background. "It was believed that this was a

1ega11y sound and necessary principle, and that faithful adherence to it

would automatically eliminate discrimination and lead to full equality of

employment."2 "Color blindness" was the equal opportunity guideline until

around 1960. At about that time civil rights leaders began qﬂestioning
"color blindness™ as a criterion for selection in employment because it did
not advance adequately the employment status of blacks.

With the advent of the Civil Rights movement nationwide in the
early 1960's, equal opportunity policies of all types of employers were

challenged by numerous civil rights groups and legislators. The employers

were criticized mainly for allowing racially discriminatory practices to




exist under a guise of equal obportunity policy. The University of
I1Tinois was no exception. In 1961, the Human Relations Commission of
Champaign reported some alleged cases of discrimination in nonacademic
employment at the University. The University agreed to cooperate with
the Human Relations Commission in setting up procedures . . . "to assist
~in the. uniform application of‘its (the University of I11inois') merit
employment policy."3

The discrepancy between.pOTicy statements and the actual
practices 6f many employers was one reason for the failure of "color-
blindness" as a criterion for equal opportunity. A second reason was
that "the emphasis on 'co]or-b]ind'.evaluation of qualifications obscured
the goal of getting the nonwhite minorities into the job stream."* It is
very important to note that under the "color-blind" policy, an organization
could not keep records which identified an employee by race. Therefore,
it was virtually 1mpossib]e to statistically asseSSfthe mﬁnority repre-
sentafion fn a large organization, where a "head count" woujd hardly be
feasible. However, in 1967 President Kennedy issued Executive-Ordef 10925,
which required all government contractors to fi]e compliance reports
indicating the exact number of minorities employed-by.the institution
and demonstrating the organization's effort to employ and upgrade minorities.
Executive Order 11114, mandated in 1963, extended the scope of Order 10925
to include all applicants for federal assistance throUgh grants, loans,
insurance or other contracts.

In response to the Orders, the University began its formal

collection of ethnic data in 1965 in an action authorized by the Board of



Trustees. . The Board authorized the use of ethnic data for the twofold
purpose'of reporting to the federal government and carefully evaluating °
. . the various questions which have to do with the experience of‘
minority group members on our campuses."”S The collection and analysis of
racia1;ethni¢ data represented the first step toward the end of the "color-
blind" policy. |

In July of 1965, Title VII of the Civil Rights Act, entitled
- "Equal Employment Opportunity,” was enacted to strengthen requirements of
previously-issued Presidential Executive Orders by establishing the Equal
Employment Opportunity Commission (EEOC) to act as a monitor and enforcer
of Title VII provisions. Then in September of 1965, President Johﬁson
issued Executive Ordef 11246, which reaffirmed the policy of the two
preceding orders and furthermore required that covered organizations take
"affirmative actions“_to insure equal opportuhity. Executive Order 11246
also established the Office of Federal Contract Compliance (OFCC) to
monitbr "affirmative action" programs of Federal contractdrs and recipients
of grants and loans.

Title VII and Executive Order 11246 represented thé federal
government's official announcement that "color-blind" equal opportunity
policies were no longer adequate in coping with the effects of past
discrimination againét‘minorities. The new documents demanded a policy of
”affirmative action," which required that the employer take active steps
to hire minorities in all phases bf employment. Affirmative action steps

included special recruitment outreaches to the black community, reanalysis

of entrance tests and job qualifications, assessment of minority employee




~show more than verbal commitment to hiring black people.

representation and potential for upgrade, and other actions designed to
increase the employment status of blacks and other minorities. Thompéon,
Powers points out that the federal government was in effect saying that
"equal opportunity is a condition, and affirmative action is the means by
which this condition is échieved.“é Since the federa1 government required
all organizations to take affirmative action, their action 1mp1ied that

fhe state of equal employment opportunity did not eXist.

Initiation of Affirmative Action Program

The University of I1linois, Urbana-Champaign campus, required by
law to establish an affirmative action program; did so formally on February
5, 1968, when Chancellor Peltason committed the campus to a.poiicy of

affirmative action in a directive issued to Deans, Directors, and Depart-

ment Heads. The Chancellor stated that

affirmative action means that when we find that
socio-economic conditions have retarded a person's
development of skills required to do useful work,

the University will develop programs to help
applicants overcome these disadvantages. Affirmative
action also means instructing academic and non-
academic personnel in carrying out the University's

pledge of providing equal opportunity for employ-
ment. 7

On April 4, ]968,_Mértin Luther King's assassination served to

heighten public sensitivity to the issue of racism. Local pressure groups,

especially the Citizens for Racial Justice, demanded that the University

The Chancellor's

general policy statement was subsequently defined more specifically. by

Vice-Chancellor Briscoe in a May 2, 1968 memorandum which spelled out a




lengthy, step-by-step process for .the implementation of the affirmative
action'po]icy at the University's Urbana campus.® Briscoe initiated two’
programs in the directive to Deans, Directors, and Department Heads. The
first program requested that each department develop an affirmative action
program ahd the second required the submission of a quarterly "Minority
Group_Emp]oyment” report.
In further specifying the steps of an acceptable Affirmative
Action Program, Briscoe reduested that the departments designate one of
their members as an affirmative action officer. The appoihted officers
were given a twofold responsibi]ity:
1. To develop collectively an overall campus affirmative action
plan under the guidance of Joseph Smith, the Campus Affirmative
Action Officer; and |
2. To develop and implement the affirmative actionAprogram for
their respective individual departments.
As a Quidepost for departmental affirmative action plans, Briscoe recom-
mended systematic reviews of educational and experience requirehents for
the positions in the department and use of learner and trainee programs to
hire disadvantaged people. Briscoe;s most interesting and controversial
remark, however, was his strong recommendation that "each projected
vacancy (entry or higher level) for which a-qualified Negro is certified
from an original entry register will be filled by that Negro unless the
appropriate Affirmative Action Officer for good cause approves another

eligible candidate. "

Briscoe's controversial statement was quickly challenged on the




basis of unlawful "reverse discrimination” by numerous outraged departments.
This issue brought about a quick "test case" of-the amount of power that
the Chancellor's Office could exért over departmental affirmative action
- programs. The departments won a crucial victory when Briscoe, only 11
days later, backed away from his original stance by omitting the preferential
selection clause in an ammendment to his directive. He explained that
! it was not intended to suggest diécrimination against a white
candidate. Discrimination in any'form‘is unacceptable and contrary to
Taw and University policy."® The importance of Briscoe's statement lay in
its establishment of an early precedent in the Campus' affirmative action
plan: that each department could control the way in which it interpreted

and implemented affirmative action.

Meanwhile, the new]y—appointed departmental affirmative action
of ficers conducted their fif;t organizational meeting, a two-day workshop
held on June 7 and 8. Dividing themselves into several small committees,
the officers discussed the scope, range, and intensity of problems related
to minority group Hiring. The committees managed to generate a collection
of 106 prob]ems, which mainly dealt with nine general areas of affirmative.
action: recruiting, inventory, qualifying, placement, training and de-
velopment, orientation and motivation, bases for employing minorities,
administration, and black-white reTationships.lO Important for the purpose
of this thesis were the large number of questions raised by the Officers

about how to overcome Civil Service barriers to black employment, such as

the merit system, the minimum qualifications, selection tests, and place-

ment, upgrading, seniority, and layoff regulations. The Civil Service




System, which will be examined in greater detail later in this thesis,
governs nénacademic employment procedures .at the University Of'111inoﬁs.{

In a follow-up meetingbhe1d two weeks Tlater, the officers re-
grouped in order to identify priority problem areas and to recommend
so]utidns for overcoming barriers to minority employment. Interestingly,
their recommendations dealt primarily with the definition and implementation
of the overall University affirmative action program. No steps were
recommended for eliminating barriers to minority employment inherent in
the Civil Service System. Furthermore, the recommendations revealed an
attitude of mistrust and pessimism on the part of the affirmative action
officers towards the Univefsity;s commitment to affirmative action. For
example, the officers recommended that "the University should define the
Affirmative Action goals, assess its financial resources in light of
these goals, and, either redefine these goals, or obtain money to meet
them"!l Also, the final recomﬁendatjon ended with three questions which
conveyed suspicion and mistrust of the University's intentions: "As an
institution how committed are we? Will the University just let this fade
or will it back the program to fruition? Will Affirmative Action Officers
'get caught' with the Univeréity not supporting the program fn fact?"

There are two probable explanations for the total lack of
recommendations for offsetting Civil Service barriers to black employment.
One plausible reason could have been the fee]fng of frustration and futility
On the part of the affirmative action officers as to whether it was possibie

to bring about changes in the traditional system procedures. However, a

second contributing factor was the fact that on April 1, 1968, the Civil




Service System had finally established an avenue whereby a ‘Timited number
of "culturally and economically disadvantaged people" could bypaSS'nofmal!
Civil Service procedures by enterfng'entry Tevel jobs via Learner programs.
A Learner program énab]es a disadvantaged individua] to be hired for on-
job-training in a particular position. Provided the pérson successfully
comp]efes the program, he then becomes a status University employee with-
out being required to take the Civil Service exam for the class. A
Learner thus 1is not required to cdmpete with other people on a Civil
Service register. This affirmative step on the part'of Civil Service
persuaded the officers to explore the Learner avenue and to ignore pur-
suing ény changes in traditional System procedures. In their recommen-
dations, the officers made only oné statement concerning the Civil Service
hiring process, and that recommendation advocated extensive use of Léarner
programs by all departments. A detailed explanation of Learner programs
will occur Tater in the thesis. The only other recommendation of the
affirﬁative action officers dealing with hiring matters called for the
University's se1ection of craftsmen without involvement from the unions;

due to the difficulties encountered by blacks attempting to enter the

trade unions.

The Chalmers-Shulenburger Report

On June 26, 1968, an extensive statistical research study of
racial employment patterns at the Urbana Campus of the University of

IMTinois, conducted by Professor W. Ellison Cha]mers and David Shulenburger

for the 0ffice of the Chancei]or, revealed dramatically the gross racial
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imbalance in the University job structure.l? Their two major findings
showed that only 330 or 5.9 percent of the University's nonacademic work-

force were black, as opposed to an 8.2 percent black participation in the

labor force in Champaign-Urbana in 1960. Furthermore, the study demonstrated

that over two-thirds of all black nonacademic employees were concentrated
in the two Towest job'categories of laborers and service workers. The
following breakdown illustrates the kfnds of jobs in which the majority

of blacks were employed.!3

POSITION NUMBER OF BLACKS
Cook 31
Kitchen Helper 68
Janitor 26
Kitchen Laborer : 47
Maid : 12
Other Food Service & Custodial Jobs 28

0f the remaining 118 emp]qyees, 63 were clerical employees, representing
only 2.6 percent of the total number of clerical positions at the Urbana
campus.

The Chalmers-Shulenburger report expfessed optimism for the
Quarterly Minority Reports requested by Vice-Chancellor Briscoe, 9roVided'
that they were ”(1)_very7carefu1]y policed to see that they are in fact
filed with consistent definitions, etc., and (2) analyzed carefully and
objectively by those familiar with the problehs involved and who can
relate these data to all other kind of data origihating within and without
the system."1% In their final recommendations, they encouraged each indi-
Vidual department to statistically analyze the distribution of black

employees in their particular unit and then to set targets for hiring

n 7 LT - . . - i
"norities in particular classifications. Also, the Chancellor's Office,
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under which responsibility for the overall University affirmative action
»p}ogram for the Urbana Campus resided, was encouraged to set up adminis-
trative machinery for statistical analysis of racial data to be used as a

basis for setting minority hiring goals for the Campus. Finally, the report

expressed a need for not only mass racial data but for identification of

individual black employees currently employed at the University, who could

be up graded to better jobs.

Affirmative Action Program Activities: 1968-69

Aware that its nonacademic work force was racially imbalanced, the
University set out to improve the inequities pointed out by the Chalmers-
Shulenburger report. During the period from the inception of the University
affirmative action brdgram in the spring of 1968 through the end of 1969,
black employment increases were substantial, as the total number of black
employees rose from 330 to 449.15 This 36 percent increase in total black -
emp]oyment,was facilitated by an expanded University budget which enabled the
University to raise its total number of nonacademic empToyeés on the Urbana
Campus from'5594 to 6539; ah increase of 945 employees or 17 percent. The
percentage of total nonacademic employees who were black rose from 5.9 to
6.8 percent.

The advent of the Clerical Learner Program had a great impact
during this period, as almost half of the increase in black nonacademic
employment came in the clerical occupational area. The Clerical Learner
Program gave culturally and economically disadvantaged females intensive

training in clerical and office skills (i.e., typing, office protocol,

filing, grooming) as well as educational training to enable women without
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the high school diploma required by Civil Service to obtain a High Schop]
Equivatency Diploma. The Civil Service Learner rule provided the mecﬁanism
for initiéting the Clerical Learner program, since it allowed disadvantaged
women to be hired without meeting normal Civil Service qualifications.

The clerical area was not the only occupational category that ‘
showed. minority employment increases during tﬁe 1968-69 period. The
skilled craftsmen area, bound by tight union regulations and selection
barriers, increased from 0 to 15 black male employees. The.success in the.
skilled trades area was due primarily to two pre-apprentiéeship training
programs conducted by members of the campus Personnel Services Office,
one in the Spring of 1968 and a second in the Spfing of 1969. Black men
from the Champaign-Urbana community wére recruited for 6-weék pre-
apprenticeship programs which provided intensive trainihg aimed at over-
coming three barriers to black employment in the skilled trades:

1. The applicants were aided in filling out and sending fn the

bmany various fofms and certificates necessary for admission
into the apprenticeship programs; |

2. The applicants were prepared for the complete battery of

aptitude tests required by the apprenticeship program; and

3. The applicants were prepared for handling the types of

questions encountered in the rigorous pre-apprenticeship
interviews conducted by the joint apprenticeship committes.!®
It is importanf to note at this point that the impetus for the Pre-

Apprenticeship Program was provided by neither the Chancellor's Office

‘nor the departmental affirmative action officers, but was rather created

and carried through by individuals in the Campus Personnel Service Office.
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Affirmative Action Program Activities: 1970

The year of 1970 proved to be the year of greatest gain for
minority employment at the Urbana campus. Déspite a 10 percent decreaée
in total nonacademic employment caused by budgetary cutbacks in the summer
of 1970, black employment increased by 13 percent (from 449 to 507 black
emp]q}ees). The percentage of nonacademic employees who were black rose
to 8.6 percent. The clerical occupational area again proved to be the
greatest source of increased employment, due to the continued success of
the Clerical Learner Program.

There are several possible explanations for the good progress
made in 1970.. One factor could be the organizational change initiated
'by the Chancellor's Office, which created the campus Affirmative Action
for Equal Opportunity Office as a separate entity reporting directly to
the Chancellor's Office. Affirmative action activities had previously
been~perfo}med by individual members of the Personnel Services Office
along with other types of personnel duties. The‘reorganization Tn structure
gave the University's affirmative action progrém_highef visibility across
campus and a stronger power base from which to operate. Affirmative action
had become a strong, separate thrust rather than mefe]y one of many personnel
functions performed by the Personnel Services Office.

A second important factor was the utilization of Learner programs
by the newly-created Affirmative Action Office. Although the Learner rule

had bean approved by Civil Service in April of 1968, it was utilized

Sparingly by the Personnel Services Office training section. The
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Affirmative Action Office took the responsibility of program writing and
established programs in 33 new job classifications during 1970 alone. .
The programs not only provided for an increase in total black ehp]oyment
but also paved the way for blacks to enter new occupations.

A third contributing factor could have been the outstanding
individual efforts on the part of certain.departmentaf affirmative action
officers to utilize Learner programs in their respective departments. It
should also be mentioned that>the Personne] Services training seﬁtion held
two consecutive "Racial Skills WOrkshops“ in May and July of 1970 for
departmental affirmati?e action officers. The overall purpose of these
workshops was to sensitize the officers to the problems of supervising
black workers effectively and to strengthen their commitmenf to affirmative
action. |

The final important factor which undoubtedly influenced the
University'é increased hiring of blacks was the compliance review conducted
by tHe Department of Hea1fh, Education, and Welfare in October of 1970.

HEW reviewers

found that despite the evidence of some affirmative
action activity, the work force composition of the
nonacademic job .classifications at the University of
I11inois shows only a small increase in the utili-
zation of blacks and other minorities and this mainly
at the lowest job Tevels.l?

Specifically, HEW criticized fhe»Urbana campus Personnel Services

Office for:

1. Not sending qualified blacks to some departments because of

prior discriminatory actions of the supervisor;
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2. . Not adequately recruiting blacks for higher level jobs;
3. Discriminating in the way émp]oyee interviews were conducted
as well as the way in which examinafions were made available;
4. Relegating blacks to Learner and Trainee job categories;
5. Fajling to keep preemployment records of applicants according
to race and sex; and |
6. Fai11ng to keep a "skills bank" of current employees for
ideﬁtifying and upgrading underutilized workers.18
The bulk of HEW criticism, however, was directed at the University
Civil Service System, which they described as "the greatest single
impediment to the EEQ program at this University."19 Civil Service tests
and minimum qualifications for job entrance were said to be "operating
discriminatorily and effectively e1imihqﬁing quatlified minority group
members from consideration.” The reviewers questioned whether the
tests and qualifications were related to successful job performance and
requeéted that the Civil Service tests and qualifications be validated.
In addition, HEW criticized the racial makeup of the University's
Council on Equal Opportunity, composed entirely of high level white male
administrators. The Tack of black employees at the Personnel Services
Office, Bursar's Office, Health Service, and Student Loan Office was also
criticized, due to the sensitive and visible contact points which these
departments have with the black community.
Finally, HEW closed their analysis by ordering the University
to take appropriate remedial action in its affirmative action program. HEW

also hinted at possible penalties for failure of the University to commit

itself tg remedial action:
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Without such a- commitment, we are unable to certify

that the University of I11inois is a responsible

contractor ‘and eligible for the award of Government ‘
contracts . . . your commitments will be evaluated

in the 1ight of our findings to determine whether or

not they are responsive to the problems we have
identified. 20

The University was then given 30 days in which to respond to HEW.

In summary,.despite the gains in black employment made in 1970,
HEW made clear that the University's affirmative action program was
inadequate and that certain remedial aﬁtions would have to be.taken. The
HEW review served to spark a flurry of activity in black employment
hiring late 1h 1970 as the University began to correct some of its problems.

However, it muét be mentioned that a few unfavorable signs
cropped up in 1970 to cast an ominous shadow on the future of the Uni-
versity's affirmative action program. One‘prob1em arose in the auditing
system when Vice-Chancellor Briscoe announced a new auditing system for
racial-ethnic data, effective July 29, 1970.21 The positive aspect of
the new syétem was its provision for a central racial data bank, based on
employees' racial ethnic cards (a self-identification card filled out at
time of application), from which racial data ana]yse§ could be more easily
attained. However, the negative aspect was the discontinuance of required
quarterly minority employment reports from departments. The reports had
Dfevious]ylbeen submitted to the Personnel Services Office. Little follow-
Up was done with the reports, but their potential use by the newly-created
Affirmative Action Office could have been great. Without being required

to submit quarterly manpower reports, departments no Tonger were directly

nvolved in the affirmative action process.
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A second negative sign was the gradual collapse of the relationship

between many departmental affirmative action officers and the campus ‘

¥ | Affirmative Action Office. The major cause of this collapse was the fact
that not all departmental affirmative action officers were committed to the

University's affirmative action program. Bantoft and Foster (1971) point

out that many of the officers had 1little or no desire‘for the role, but
were appointed by‘their department head.?22 Frustrated'with uncooperative
departmental affirmative action officers,‘the‘campus Affirmative Action
Office for the most part only communicated to and worked with those
officers who were commftted to affirmative action. The.unity among de-
partmental affirmative action officers, which characterized the meetings

held among them in June of 1968 when they were first appointed, had

completely broken down for all practical purposes. No meetings had been

held among departmental officers since 1968.

A final problem waé fostered by the establishment of the Affirm- |

ativé Action Office as a separate entity from the Personnel Services Office.

Because training programs were the main vehicle for blacks becoming Uni-

versity employees and the responsibility for training programs was taken

over by the Affirmative Action Office, black applicants began to bypass

the Personnel Service Office and to apply for jobs at the Affirmative
Action Office. The result was the evolution of two personnel offices:

& white personnel office and a black personnel office. The Chancellor's
Office grew increasingly anxious over this outcome of their reorganizéfion.
The Affirmative Action Office was not equipped to be a personnel office

but rather was created for the purpose of assisting and monitdring the
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employment process. An additional negative aspect of this problem was
the inevitable conflict and problems of coordination which thé two offices

experienced in working with one another.

Affirmative Action Program Activities: 1971

The year of 1971, pTagued by another budget cut, saw total

black nonacademic employment dip 9 percent (from 507 to 462 b]ack employees).
As a pércentage of total Univeksity employment, however, black employment
figures showed a slight increase from 8.6 to 8.7 percent. This latter
figure indicates that of those losing their jobs due to budgetary cutbacks
in 1971, blacks fared better than whites. Nevertheless, the number of
newly hired blacks significantly declined in 1971 and 1itt1é progress was
made in the University's affirmative action program. The primary problem
of surviving budgetary cuts had for the time replaced affirmative action
as a primary campus issue.

| The University submitted a revised Affirmative Action Plan to
HEW on August 4, 1971, in response to HEW's fequest in October of 1970.
HEW.evident1y overlooked the fact that the plan was submitted well past
the 30 day limit for response. The plan was then distributed to all

University employees through the Staff Observer, a nonacademic newsletter

edited by the General University Nonacademic Personnel Office.23 The
plan began with the University's acknowledgment “that its provision of
equal opportunity in a general atmosphere of nondiscrimination has not

markedly increased the representation of minority,and‘fema]e employees at

most Tevels and in most categories of employment.” The plan then provided
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a basic outline of steps that would be taken to correct the underuti]izatfon
of minorities and females in University.academic and nonacademic posi£ions.
The featurés of the plan relating to nonacademic employment
included a plan to upgrade minority and female employees. Included in
the upgrading plan was the announcement that a skills bank was being
developed "so that the qualifications and interests of present-emp]oyéeék
vare consjdered,when_positions become vacant."2* A second feature was the
announcement of thie development of a new internal audit and reporting
systém, a centralized and coordinated data bank. The unique aspect of the

data bank was its provision for preemployment racial data, assessing the

skills andlintefests of‘appWicants as well as curreht employees. A third
positive feature concerned the announcement of a Civil Service affirmative
action program, designéd to validate tests and restructure entrance
requirements. Job element exams were'being designed to replace written
tests in order to help blacks pass the Civil Service examinapions.- Ex-
tensiVe validation studies were being undertaken by a professionaI»re-
searcher in order to assess Civil Service exams. A final positive feature
was the announcement that nonacademic hiring goals fbr fhe Urbana Campus

were set for 1971 by the University Nonacademic Personnel Director. Hiring
goals had never been previously set for nonacademic employment.

The University's Revised Affirmative Action Plan was not without

1ts weaknesses, however. One problem which plagued the affirmative action
Program in the past persisted in the revised plan: ultimate responsibility

for implementing affirmative action was diffused throughout the various

University departments where hiring decisions were made. A second problem
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lay in the failure of the University to specify who was responsible for the

proposéd upgrading progbam. The same problem existed with the failure of’

~ anyone being designated to utilize preemployment data once they were

compiled. Another obvious weakness in the plan was its failure to involve
departmehts in setting hiring goals for 1971. Although goals were indeed set
by the Director of the General University Nonacademic Personnel Office, he
is not the one that decides whether or not to hire a black--that decision
Jies with the hiring department. The final negative aspect of the ﬁ?an lay
in the»noticeab]e lack of affirmative action activity beyond dissemination
of the plan to employees. |

It is interesting to note at this point that the University's
Affirmative Action Plan differed 1nvmany crucial .aspects to'the p1aq
proposed by the Campus Affirmative Action Officer, James Ransom, Jr. in

his annual report.2> Ransom strongly recommended a "color-conscious

approach" that was "results oriented." He defined the color-conscious

approéch as one that first assumes that "the present effects of past
dﬁscrimination remain and that discrimination is still being practiced
overtly and covertiy;” and secondly, it "focuses on and spotlights all
barriers to equal opportunity," recommending actions to overcbme these
barriers. The color-conscious proposal was quite obviously a significant
change from the past philosophy of color blindness in equal opportunity.
Ransom's plan differed from the University's in the following
ways. He called for a "strong commitment from the top," not just in
rhEthiq but in the form.of financial resources and people. Secondly, he

called for a goal-setting system which would involve specific hiring

Commitments to be required of departmental supervisors. Thirdly, in order
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to increase black hiring,'he recommendad selective éertification of b]acks
on Civil Service registers who qualified with a passing score which was too
Tow for them to be referred. Finally, Ransom encouraged the University to
utilize auditing and reporting systems to identify those departments and
classifications where blacks were not employed and to employ corrective

actions to remedy those problem areas.

On the national level, 1971 was the year in which/a.landmark case

in the area of equal opportunity in employment was decided upon by the U. S.

Supreme Court. In Griggs vs. Duke Power Company, the Supreme Court had

before it a class action brought by 13 blacks c]aﬁmfng that the company's
educationai and testing requirements were discriminatory and therefore
invalid.26 fhe Supreme Court found that the tests involved did not measure
the ability bf the applicant to perform successfully in the position con-
cerned, and that both the high school completion requirement and the
general intelligence test were adopted by the company without meaningful
study.of their relationship to job-performance ability.

The Supreme Court ruled thét "any non-job related selection
devices which exclude a disproportionate number of minority applicants from
employment are unlawful."27 Furfhermore, the Supréme Court required "the
removal of artificial, arbitrary, and unnecessary barriers to employment

when the barriers operate invidiously to discriminate on the basis of racial

Or other impermissible classifications." Griggs vs. Duke Power Company also

established a revolutionary policy for dealing with discriminatory cases;
namely,

that intent is not the critical element.28 The Court stated that

'900d intent or absence of discriminatory intent does not redeem employment

Procedures or testing mechanisms that operate as 'built-in headwinds' for
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mindrity groups and are unrelated to measuring job capability. The

(Civil Rights) Act proscribes not only overt discrimination but also

practices that are fair in form but discriminatory in operation."

The Griggs decision affected the University of I1linois in

three major ways:

1.

The University Civil Service System, aware that the exams
which it administered for nonacademic positions were not
validated for job—relatedness; began an eXtensive validation
study in the fall of 1971;

The University could no longer use "good intentions" as an
excuse for its failure to hire and upgrade a sufficient
number of minorities; and

Specifically, if the “ru]e of thfee“ (the University's
practice of referring the three people with the highest
scores on the Civil Service register for a given class to
a job vacancy withiqgﬂthat class) while fair in form did
in fact operate discriminatorily. in a specific situation,
the University would be in violation of the Griggs

ruling.

On the local labor scene, Builders Association vs. Ogilvie,

June 1971, -also set an 1mpoftant legal precedent for affirmative action.?2?

Construction companies were required by the Ogilvie Plan to have the same

Percent of minorities in their work force as the proportion of minorities

Viving in their immediate labor market area in order to be eligible for

government contracts. The construction companies questioned the con-
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stitutionality of such "quotas" in court, arguing that such a requirement
fostered "reverse discrimination" with its preference given to minorities.
However, the U. S. District Court ruled that "minimum required ratios of

minority-groups employment, whether de jure or defacto, are constitutional

and valid when adopted for purpose of implementing affirmative action to .
achieve equal employment opportunities."
Finally, on August 31, 1971, the U.S. Department of Labor

issued Revised Order No. 4, a comprehensive document which described in

detail what constituted an affirmative action program for private, non-
construction contractors. The required contents of an acceptable affirma-

tive action program, as outlined by Revised Order No. 4, had to include

an analysis of areas within which the contractor is
deficient in the utilization of minority groups and
women, and further, goals and timetables to which
the contractor's good faith efforts must be directed
to correct the deficiencies and thus to increase
materially the utilization of minorities and women,
at all levels and in all segments of the workforce
where deficiencies exist."30

The extreme importance of the issuance of Revised Order No. 4

lay in the fact that the federal government had finally set down in

detail guidelines for affirmative action programs, and that these.guide—
lines represented a results-oriented apprbach including establishment

of goals to overcome present inequities caused by past discrimination.
Interestingly ehough, the Department of Labor's guidelines for affirmative
éction programs resembled Ransom's color-conscious, results-oriented approach
far more than the University's revised Affirmative Action Plan submitted

to HEW on August 4, 1971. Although the University of I11inois, being a
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public institution, was exempt from Title VII of the Civil Rights Act

-at the time Revised Order No. 4 was issued, it became clear that the

University's affirmative action program would not pass federal requlations.

Moreover, an ammendment to Tit]e'VII, which would extend coverage of the
Civil Rights Act to public employment at the federal, state, and local
level, was in the process of being submitted for passage in 18972. This
latter prospect indicated that the University's affirmative action program

would be unacceptable to HEW, accdrding t0 the guidelines of Revised Order

No. 4.

Affirmative Action Program Activities: 1972-Current

As 1in 1971, budget cuts p]agued.hiring of minoritfes in 1972.
The Chancellor's O0ffice enacted a "freeze" on nonacademic hiring whiﬁh
stretched from spring through late summer. During fhe freeze period,
significant changes occurred in the responsibilities of the Affirmative
Actioh Office and the PersoﬁneT Services Office in regards to minority
employment. At the suggestion of the Chancellor's Office, the Affirmative
Action Office relinguished its personnel work to the Personnel Services
Office and assumed the role of monitoring the employment process to ensure
equal opportunity. The Chance11or's'0ffice strongly urged thi§ change
of roles because the Affirmative Action Office's involvement in personnel
duties had brought about two personnel offices, one serving whites énd

one serving blacks.

Although the Affirmative Action Office halted its personnel
work,

its change of roles was not made clear to the Personnel Services

i
;
;
:
{
:
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Office. The relative inactivity in hiring during the job freeze made this
role change obscure operationally since during this period few vacanciesf
were available for filling by minorities. ansequentTy, when the job
freeze was suddenly Tifted in August 6f 1972, the Personnel Services

Office was swamped by an enormous backfog of vacancies and was unpre-

pared Fo secure positions for minorities via training posifions. Each

of fice thought the other was working with departments to secure some of

the vacancies for minorities. Departments, needing to fill their vacancies
immediately to cope with the large amount of work required at the beginning
of the fall school term, préssured Personnel Seryices to refer applicants
to them immediately, with Tittle time to 1isten to pleas for affirmative
action.” The result was that very few minorities were hired into budget-
line nonacademic positions in 1972. It should also be noted that even
though the organizationaT mixup of roles was partially responsible for the
lack of minority hifing, the budget cut itself was*partia]]y”responsib]e.
Most departments lost at Teast one position due to budget cuts and were

unwilling to hire a minority learner or trainee with an already reduced

work force. !

Minority employment at the University would have been signifi-
cantly reduced during 1972 were it not for the federal Emergency Employ-
ment Act, which provided funding for University jobs for approximately
133 disadvantaged applicants, primari]y black. Hiring of these minorities

PEQBn during May of 1972 and was not subject to the employment freeze

' .because the positions which were federally-funded were not regular budget-

line, nonacademic positions. The intention of EEA was to provide 'dis-
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advantaged people with federally-funded pub]ic Jobs until a vacancy occurred
within the hiring department, up to a maximum of two years. Unfortunétely,
only around 28 percent of the EEA employees have yet (August, 1973) been‘
subsumed into the work force and the turno?er amdng EEA employees has
been a high forty percent.- The overall effect of EFA has been to keep
the minority work force at approximately the same level as at the end of
1971 or possibly s]ightTyv1ower. It is hopeful that by June of 1974 many
-of the remaining EEA-budgeted empToyees will be assimilated 1nto'budget7
Tine jobs through normal attrition.. This prospect looks bleak, however,
due to further budget cuts during 1973, which again hdvelcaused a cutback
in the number of nonacademic University employees.

At the national level, Title VII was extended in scope to apply
to public institutions as well as private institutions on March 24, 1972.31
A few months Tater on October 1, 1972, HEW sent a pubTlication to all college

and university Presidents entitled Higher Education Guidelines-Executive

Order 11246,32 a document outlining the requirements for an educational
institution's compliance to Title VII. The guidelines outlined by HEW

were based on Revised Order No. 4. Revised Order No. 4's guidelines‘for

affirmative action thus became the official benchmark by which Qniversities'
~affirmative action programs would be measured by HEW. It was therefore

not too surprising when HEW rejected the University of ITinois' revised
Affirmative Action Plan on October 27, 1972.33 Although the majority of

the reasons for rejection of the University's plan dealt with sex dis-
Crimination issues, the Tack of significant progress toward minority

hiriﬂg and upgrading goals was also cited by HEW as a major reason fof
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the inadequacy of the University's affirmative action program. The
University resubmitted an analysis of the composition of its work force
to HEW in December of 1972. HEW officials are currently reviewing the
University of I1Tinois' employment situation to determine whether the

University's affirmative action program'is meeting Revised Order No. 4

guidelines.

“
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Harnessing our cown Expressions

Program: Febuary 19, 1983

4:00

5:30

5:55
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6:40
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7:30

8:00

8:30

9:15

10: 00

- 6:00 P.M.
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P.M.

PQM.

P.M.

P-M.

= Opening Reception And Art Exhibit

of levis Faculty Center. Pianist: Glen Jordan

Musical Prelude

Vocalist: Ollie Davis, Pianist: Carleton Hines

Introduction And Welcome

A Fashion Array

Original fashions from local designers,

Angela Rivers, ang Adrienne Hoard,

THEATRICAL PERFORMANCES

Dance Solo = Sharon Hunter

Designers: wade Lester

Drama : Leslie and Company

A FASHION ARRAY (continuca)

Gospel

Performers; Keaton Clan, & Voices of Praise

POETIC PRESENTATIONS

Poets: Mary Venson, Connie

Fizgeraldq

THEATRICAL PERFORMANCES

Drama : Leslie & Company

Dance Sclo: Sharon Hunter

INTRODUCTION OF ARTISTS
Music Room will be open for viewing of the Visual Art Exhibit 9:00-10:00

Intermezzo

Vocalist: Barbara Suggs, Tim Sharp

JAM SESSION
Musicians: John McClendon,

Vocalist: Terance Carson

Buddy Davis,

Violinist: Pam Page

Grover Washington,
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SYMMETRY - HARNESSING OUR OWN EXPRESSIONS

TIM DAVIS-Director of Symmetry-Drawing, Sculpture - B.A. Art Education, Eastern
I11inois University - M.A. Art Education - University of Illinois, presently pro-
ducing and teaching in the field of Art. Mr. Davis has exhibited throughout
northern and southern Illinois and has collections throughout the midwest. "My
interpretations and expressions of form" symbolize that the "spirit of life and
change has meanings that the human mind-soul has never felt, visualized or

touched.”" . "Praise God,..He knows All."

ANGELA RIVERS-Assistant Director of Symmetry-Painting, Drawing-- B.F.A. University
of Illinois, Candidate for masters degree at Eastern Illinois University and

- Southern Methodist University - "My work is a reflection of myself. I try to
create a visually sensitive piece, expressive of personal statements, but not
-diminished by them."

BENNY DRAKE - Painting, Drawing - B.S. Art Education - M.A. Art Education Eastern
I1linois University, presently teaching at Urbana Jr. High School. .

ADRIENNE W. HOARD is an abstract painter with an international and national ex-
hibition record. She holds a B.S. in Art Education from Lincoln University in
Missouri (1970) and a M.F.A. in Painting from the University of Michigan in Ann
Arbor (1972). She was a Fulbright Scholar in Creative Arts to South Korea in
1980-81, and has held numerous university professorships.

KEVIN COLE - Painter, originally from Pine Bluff, Arkansas where he received his
B. 5/ in Art Education from the University of Arkansas. He is currently working on
& MiA. in Education and a M.F.A. as a painter at the Univérsity of Illinois-Urbana.
His works have been exhibited throughout the South and in New York. He was
nominated as one of the most outstanding young men in America in 1982.

FRANK COBBS - Painter - a native of Champaign, Illinois, graduated from Southern
I1linois University, 1980. Mr. Cobbs' main interest is a combination of expres-
sionism and realism dealing with the relationship between color and the object in
producing forms. : '

WADE HAROLD LESTER - Fashioner Designer, attended the International Academy of
Merchandising and Design, Chicago, Illinois. He feels fashion should satisfy the

purpose of the person vearing the garment. It is his aim to make it a pleasing
arrangement to the visual eye.

SABRINA GRAHAM - Fashion Consultant has worked in different retail stores in the
area specializing in many styles of clothes. She presently has her own modeling
agency and school which is called Corinda's named after her daughter, Her agency
has shown fashions at Jumers Castle Lounge and the Ramada Inn on numerous-
occasions. :

ELAINE SHELLY - Commentator for fashion shows has studied folk music and reggae
at the Jamaica School of Music in Kingston, Jamaica. She is also very talented in
the field of piano and vocal music. She states "I am an ethnomusicologist.”

(SEE BACK)
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Lfi?:ﬁngﬁlﬂxf - Actor,is a "Theater Junkie" with 23 years in theater directing ane,

; 8> including stints at the '"0ld Vic" London, England; The Edinbutgh R
estival, Scotland; The Lyric Theatre, Belfast, North Ireland; and theaters in
Los Angeles, Colorado, Virginia and Vancouver, B.C. Leslie's dream is td see

a solid Black theatre ensemble come to 1life i Champ :
n the aign-Urbana area:. He's
a licensed hair-stylist, forty-five and aingle. : % ' '

JA(I:QUI JOYNER is the mother of three lovely children and have been a VISTA
volunteer. She recently starred in the production of "For Colored Girls Who
Considered Suicide When the Rainbow is Enuf" at Danville Community College. She

has a love for the stage and has an int £ :
tailoring business. grost ;n 53h¥°ﬂ,tag§ opening up her own

QBAILING.KING is a graduatg of Illinois Staté University with a B.S. in
Communication/Public Relations. At 21 years of age, he is presently working at
WYOU Cable Radio in Danville as a Promotion and P.R. Manager.

HAB!‘BUDsgﬁ_QENSOR - Poet, writer - my profession 1s'peqplé, their lives, their
gmotions. I am neither better than nor worse than anyone, therefore, I try alway

to hha: respect for each person who comes into my 1ifé or into whose life I
enter. : My 5 3 ’

SHARON HUNTER - Dancer, born in Danville, Illinois, began dance training at
Frederick Taylor Dance School, Atlanta, Georgia'and later joined the company: in
&976. She dances African, Ballet, Modern and Creative, She states the the
creative dance is what she enjoy, choreographing "The themes of the dances I

choreograph are very important, I want to feel the movements using lyricism,
spirituism and purity of form. . 4o _

BRENDA WILLIAMS - Musician, she enjoys music and loves to pérform ~ presently she
resides in Champaign and is a musician at two local churches. Her primary instru-
ments are organ and piano. :She is vice-president, musician, and vocalist for the
Black Chorus, University of Illinois-Urbana. AT S

BARBARA ELAINE SUGGS - A native of Champaign, is a soprano who received a
bachelors degree in Music Education from Northwestern University and a masters
degree from the University of Illinois. Ms. Suggs' musical background includes a
variety of experience including teaching, conducting and solo performances in .
opera, oratorio, and recital.. ’ , ‘ . i

PAM PAGE - Violinist received her B. M. E. from I11in6is Wesleyan in 1979, and
is working on her Master in Education at the University of Illinois. She has
taught in the public schools and privately for four years and currently is the
Orchestra Director at North Ridge Middle School, Danville, Illinois. She is a
violinist in the Danville Symphony Orchestra. il

VOICES OF PRAISE - A vocal group which consists of mémberb>£tom local churches
in Champaign-Urbana. They have a singing, Christian ministry which is composed of
Clarence Lowe, Velma Jackson, Cletus Easley, and Laverne Wheaton. -

KEATON KLAN - A vocal group. The Keaton Klan is a part of a religious family
tradition, they are the daughters of Rev. W. B. Keaton, Pastor of Pilgrim Baptist
Church, Champaign, Illinois. The Klan is composed of Audrey A, Kathy W.,

Cynthia D., and Kimberly K. They come to praise His name.




CARLBmﬁ_H_MSQ a native of West Palm Beach, Florida, 1s a graduate of Bethune-
Cookman College and Florida State University. He is currently in the D.M.A.
program at the University of Illinois-Urbana. A lyric tenmor, Mr. Hines has per-

formed a variety of roles in oratorio and opera.

OLLIE WATTS DAVIS - Mezzo-Soprano is currently participating in the D.M.A. in
voice at the University of Illinois-Urbana. She received her maste¥ of science
degree in Secondary Education from West Virginia University and her master of
Music Degree from the University of Illinois-Urbana. Ms. Davis has wide solo
experience and is currently the director of the Bniversity of Illinois Black.
Chotrus. !

HAROLD "BUDDY" DAVIS,- musician, received his B.S. degree in Music Education at"
West Virginia State College. '‘His primary instruments are flute and guitar. He
has profesaional performing experience in a variety of musical style, Mr. Davis is
curéntly the Music Specia¥ist at Carrie Busey Eleméntary School.

84t ¥ q ' .

TIM'SHARP ~ Tenor, is'a mé#sters candidate in Music Educition at the University of
Itiinois-Urbsna. He hiéis 'perférmed recitals in his homptown of Miami, Florida.
and Daytona Beach, Florida.

GLENN H. JORDAN - Musician - is a Phi Beta Kappa (Honors) graduate of Stanford
University with a double major in African and Afro-American Studies and in
Psychology. He also received a masters degree in Anthropology and has done
further work toward his doctorate. He has played piano (and other keyboard
instruments) for various gospel choirs, including radio and recording choirs.
He currently works as an administrator and researcher in the African and Afro-
American Studies and Research Program.
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CHAMPAIGN COUNTY ARTS AND HUMANITIES CQOUNCIL
17 East University Avenue, Champaign IL 61820
217/352-8979

Grassroots Regrant

" PROGRAM EVALUATION REFORT

(Return this form 1 month following the completion of this program)

Grant # 26-84

Name of Organization Symme trv

Program Title e:gqu Enli A TENMER

<

1, Program attendance: number of events, paid and free attendance at each. i

2. Describe what actually occurred, specifically noting any deviations from
the original plan. (Attach copies of programs, publicity, newspaper
articles, etc,

me them.

m
]
[¢]
<

3. Indicate problems you encocuntered and what you did to owv

4, What were your objectives and how well were they met?

5. What follow-up does the organization plan as a result of this project?

Signed: \§£i§’1hﬁﬁv(E£;:E>ZKAAAA”‘ Phone Eglljf3!CY Date /ol

Program Director




\,
~ *Attach explanation of sources.

p—

CHAMPAIGN COUNTY ARTS AND HUMANITIES COUNCIL
17 East University Avenue, Champaign IL 61820

217/352-8979

Grassroots Regrant

PROGRAM FINANCIAL REPORT

(Return this form 1 month following the completion of this program)

SECTION ONE:
Name of Organization Svmmetrvy Grant # 26-84
asaress PO, 2y1  Champaise, 701 (/820
Title of Program _ S RaANY & py/ ishfemn ment
The above program ran from Fg h -84 to Fe b- 8 /7(
mo/yr mo/yr
SECTION TWO:
—Sthar
EXPENSB Graﬂt Sources Total
Personnel
J0p2° | /152 | 2522
Materials and Supplies ;
Insurance/Royalties .
Travel and Transportation _g—o /O?J ) /ajj/
Rented Equipment 5_0§ “U_k,’ﬂb_ 5‘0@
Space, Facility and Real Estate Rental
IN-KiwD| iN -k b IN-Kinp -
Advertising, Public Relations and Printing
1ensB] 2775 | )93 53
Administrative Expenses o)
- 5p2 | e | gpee
Total |534.791 282,75 | B(1.5Y
INCOME* Cash In-Kind Total
Grant 550 go 550 0,_2
Contributions — ~
ACT == AL+
Earned Income 6059 %C”;C-
Other Sources
! oC U
Total | A PH~— RosP |




NAME OF ORGANIZATION - SYMMETRY
PROGRAM TITLE - EBONY ENLIGHTENMENT

T Ebony Enlightenment - February 5th, 1984 - Illini Union
University of Illinois, Urbana, Ill.
No. of Events - Eight - Art, Music, Theater, Dance, Fashion,
Poetry
Attendance - 105 - Free Event

II. New Arts - February 10th through 23rd - McKinley Foundation
Champaign, Ill. - Opening - February 10th
No. of Events - One - Art Show
Attendance - 30 - Free Event - Open to the Public

III. Young, Gifted and Talented - February 18th, 1984
Douglas Center - Champaign, Ill.
No. of Events - Five Events - Dance, Music, Theatre
Attendance - 150 - Free Event - Open to the Public

IV. Art Celebration - February 26th, 1984 - Danville Community
College - College Theatre - Danville, Ill.
No. of Events - Five
Attendance - 143 - Free Event - Open to the Public

PROGRAM TITLE -
EBONY ENLIGHTENMENT - February 5th, 1984

The program started off with an Art Reception, lasting
about an hour in length with musical performances in the back-
ground of violin and piano. The next performance was a musical
prelude of copera, geospel, featuring individual artist.

Following this event was a Fashion Array with many local
designers, fashion consultants and models highlichted. Dance
and Theatre Performances followed the fashion and during the
Fashion Show Part II, music was played by a local D.J. From
that point, poets read and a jam session featuring jazz musicals
(see attachment). The show this year was video taped and
hopefully will be aired on Channel 10 - community access. The
complete show went like clockwork - from one performance to the
next. All performance exhibitions were of fine quality.

Some problems occurred with space and room for models to
dress in the Illini Union. We overcame them by using a storage
room. One performer of opera music cancelled out a couple of days
before the event because of illness, but we were able to get an
artist with the same caliber. Most of the performers rehearsed on
their own so when showtime came, individuals were supposed to bring
tapes, etc. for the disc-jockey to play them, but a lot of
individual artists were unprepared. So that prolonged minutes in
the show. To utilize the time, where artist/performers were
changing clothes or rewinding tapes - we did talk about the artist,
the art show, the raffle and Symmetry. The biggest problem was
there were not enough people at the actual show. We had the Union
set up at least 500 chairs and the crowd came and went, totalling




about 100-150 pecople. (See attachments for publicity/flyers and
programs) .

What were your objectives and how well were they met?
The objectives was to enlighten the community to the Arts as a
whole & to bring together black professionals, in one way or
another, together to share experiences of the Arts during
Black History Month. Our objectives were met, even in our
Children's Art Show. The young people worked very hard to put
on a show and awards were given and over all, it was a very
inspirational and a positive feature in the Black community.
Our other objective was to promote Black Arts. Now after the
second year in existence, we feel confident that our name is
out, and people are aware that there are very talented Black
artists in the community of Champaign-Urbana.

Our follow-up will be first to organize an Open House,
to let individuals know we exist and then, to have more public
meetings to enlighten the community about the Arts. We will
also send out questionnaires to let individuals know we are in
existence and let them tell us what they want from an Arts
organization.

PROGRAM TITLE -
VISUAL ARTS SHOW - February 10th through 23rd, 1984

The program consisted of a visual arts show. Paintings
and photographs were displayed by the following artists: Benny
Drake, Tim Davis, Danny Taborn, Angela Rivers and Charles Butts.

The objective of this program were to broaden and
promote community interest in the visual arts and local artists.
These objectives were met in this presentation.

As a result of this presentation, Symmetry will coordinate
a similar presentation for the Black Women's Conference at the
University of Illinois.

PROGRAM TITLE -
YOUNG, GIFTED AND TALENTED - February 18th, 1984

The program began with a speech recognizing Black History
Month and a short play entitled Martin Luther King - The
Peaceful Warrior. Performances by young people followed. Groups
or individuals, in order of appearance, were: The Be-Bop Dancers,
Cosmic Dancers, Conrad Davis, Piano and the Player J's Band.
Individuals were presented with certificates of participation and
skate passes at the conclusion of the program.

Problem: Audition dates for performance - The publicity
was sent out by the Champaign Park District through the schools
in Champaign-Urbana - not much help in some schools to promote
our program - lots of students did not hear about auditions and
we had to schedule many appointment dates to try to get students
in. Also, students and some performances look very unrehearsed.
The older individuals in the organization did put things in
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Builders Association vs. 0gilvie, 3 FEP Cases 571, June 2, 1971. .

U.S. Department of Labor, "Revised Order No. 4," 41 Code of Federal
Regulations 60-2, Federal Register, vol. 36, no. 234, December 4,
1971. . :

Equal Opportunity Act of 1972, ammendment to Title VII of Civil Rights

Act of 1964, March 24, 1973.

‘U.S. Department of Health, Education, and Welfare, Higher Education
Guidelines--Executive Order 11246, October, 1972.

Kenneth Mines, Regional Civil Rights Director, Letter to President
John E. Corbally, October 27, 1972. _
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IT.  PROBLEM FORMULATION AND STUDY DESIGN

This chapter begins with a discussion of the aspects of the
University's nonacademic emp1oymént procedure which affect black employ-
ment. Awareness of these factors is essential for an understanding of
the data analyses performed in this study. The discussion of the employ~

ment hfocédhre provides a foundation for the problem formulation and the

study design of ‘the thesis, which is dealt with later in the chapter.

Critical Aspects of University of I1linois Nonacademic Employment

Process Affecting Black Applicants

A basic understanding of the Urbana—Champaign campus' nonabademic
employment system is essential in order to identify those aspects of the
hiring process which affect black employment. There are three different
parties that influence an applicant's destiny at various phases of the
employment process. The Nonacademic Personnel Services 0ffice sekves as
an 1n£ermediary between the University Civil Service System of I1linois
and the University department which desires to hire someone. The Civil
Service System governs the employment process through a set of rules. and
regulations intended to aésure appointments and promotions within the
State University System on the basis of merit and fitness for the position
being filled. The actual selection is made by the hiring department. A

discussion of the critical aspects of the employment process ensue.

1. Recruitment

The University occasionally recruits for specific jobs (primarily
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clerical) through advertisements in Tocal newspapers but usually has moré
than an adequate supply of applicants for most positions without any
recruitment efforts. In order to 1nqrease the pool of black app]icanté
the University had set up a’recruiting station in the black community as
early as 1965. The University took this action in response to pressure
from various Tlocal civil rights groups.! Through the Fall of 1969 the
University continued to recruit in the black community and there was a
successfui?y'coordinated effort betweeh the Personnel Services 0ffice,
Opportunities Industrialization Center (0IC), I1linois State Employment
Service, and the‘Champaign County Urban League to recruit blacks for
‘University employment. This recruitment thrust fell off considerably in
the latter part of 1969 when Paul Hufsey (the University officer who
spearheaded this effort) left the University for a private business and
the building in which recruiting had taken place was destroyed by fire.?2
Recruitment of black employees for University jobs is conducted
curreﬁt]y by the Affirmative Action Office. However, no recruiting étation
has been established in the black community since the original one was
destroyed, thé absence of whichvmay hinder some black residents (who lack
transportation or are reluctant to leave the black Community to interview
for a job) from applying for University work. A]sd, there is little evidence
of any successful coordination of activities between the Affirmative Action
Office and other black employment agencies in Champaign-Urbana. At the
end of a study on minority recruitment at the University, Steve Shaefer

(1968) recommended that an employment information bank be established

between these organizations.3 It would seem that implementing such a
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system would help alleviate the duplication of éffort expended by these
agencies at the present time, because it involves the pooling of information

between groups and the coordination of their activities.

2. Applicant Interview

To become eligible for a University nonapademic position, an
applicant must first fill out an application for emp]oymeht and be inter-
viewed by_é placement officer at the Personnel Services Office. Based.on
the appjicant's interests, past work experience and educational level,
the PTécement Officer discusses present and anticipated job openings for
which the interviewer decides the applicant is qualified. The intepr-
viewer's knowledge of the makeup of Civil Service registers for the job
may also be discussed with the applicant. (Civil Service registers will
be defined and explained later). Based on this information, the applicant
chooses the job(s) for which he would 1like to be_examined. The Placement
Officér then schedu]es'the applicant for an exam.

The factor to note here is the discretion invested in the
placement officers. If a black applicant finds it difficult to relate
positively to a white interviewer, the bad impression he creates may
affect adversely the amount of effort which the interviewer puts out to
find him a job. Also, if the black applicant does nof fi11 out the
application in such a way that all his qualifications and past work
€Xperiences are recorded, then the placement officer may grossly under-
estimate the applicant's potential unless this information is drawn from

the applicant through the verbal interview. A final danger 1lies in the
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possibility that the placement officer may have a preconceived notion of
the type or quality of work which a black can do. For example, if a
placement officer felt. that a black could only do food service or custbdia1
work, regardless of qualifications, then that interviewér,may not even
discuss with the black applicant thosé job openings outside the food
service and custodia]rrea1m. Data presented by David Gottlieb, Thomas
Guzzo and Robert Henderson (1968)* -and David Shu]enburger (1968)° suggest
that such interviewer bias may partially explain why so many blacks have
been employed in food service and custodial positions. A black placement

officer has been utilized full-time at the Urbana Campus only since Spring

of 1972.

3. Minimum Qualifications

In order to be admitted to an examination for a certain job
classification, the applicant must meet the minimum acceptable qualifications
for fhe jobbc1ass. The mihimum quaTificatiohs for each job classification
are approved by the Ciy11 Service System. The minimum requirement of a
high school education, prevalent in the majority of Univeréity Jjobs,
serves in many cases as an unnecessary barrier to blacks seeking employ-

ment without a high school diploma.® Griggs vs. Duke Power? and the

EEOC guidelines make clear that this is unacceptable. Requests for revisions

in minimum qualifications within job classifications can be and have been

_initiated by the Personnel Services Office. However, the actual revisions

come very slowly, since the required Civil Service approval is only ob-

tained after the proposed revision is circulated by the Civil Service
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System to the 14 member institutions. The resultant 4 to 6 month waiting

period for approval tendé to stifle efforts for change in this area.

4. Examinations

- The Personnel Services testing section administers tests provided
by the Civil Service System for each job classification. These tests are
either{origina1 entry or promotional in nature, the difference being that
promotional exams are tests given.at the II level or higher within a
promotional Tine. Both original entry and.promotiona1 exams are open and
competitive. Civil Service exams are composed of one or more of the
following types of tests: written performance, oral, physical, aptitude,
practical, and a rating of experience and/or training.

The app]fcant‘s score on the examination determines his register
position, which in turn determines whether or not he will be referred to
any job openings. In effect, the Civil Service System requires that a
persoﬁ's-mérit or fitness for a job be ascertained by examinations.
Unfortunate]y.for blacks, the vast majority of Civil Service exams have
placed a premium on reading and writing skills, which may contain built-in
biases that Timit the performance of undereducated and culturally-deprived —
applicants.Sl Only recently has the Civil Service System begun construct-
ing job element examinations to replace the written exams. "The job
element exam is a‘re]ative]y new concept in testing for jobs where an
individual's skill and work- history are rated according to elements con-

Sidered critical to satisfactory performance of a job."? Although pre--

Viminary statistics have indicated that blacks pass job-element exams more
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easily than written tests, the black applicant still must score high enough
to be referred from the Civil Service Registers. The evidence available °
at this point shows that few blacks are scoring high enough to be se1e¢ted,

a finding which is revealed in the testing analysis in Chapter IV.

5. Referrals - Governed by Rule of Civil Service Registers

To be referred to a job opening, an applicant must be certified
from the Civil Service Registers. A register is a list of one or more
names of candidates Tisted in accordance with the Civil Service Statute
and Rules. = The registers, listed in order of precedence, are the following:

a. Reemployment Register - consists of status employees who
have been laid off, Tlisted in order of senijority.

b. Promotiona] Register - consists of status employees who‘pass
an eXam in their promotional Tine, listed in order of‘exam
score. |

c. Original Entry Register - consists of both>current employees
who pass exams outside their promotional Tine and all
applicants whb.pass exams in any class, listed in order of
scbre with preferential position given to current employees
(regardless of the magnitudenof the passing scofe).

If a reemployment register exists within a.job class, any opening in that
class is filled by the person with highest seniority on the reemployment
register. The person with the highest seniority is the only person

referred in the case of reemployment registers.

IT no reemployment register exists, certification is determined




by the "rule of 3," which maintains that the three names standing highest
on the promotional and/or original registers will be certified. Within
the ofigina] entry register, current University employees have preferehtia]
registef position over outside applicants due to Civil Service Rule 5}2h,
passed fn July bf 1971.

Ih the testing section, it was mentioned that in general,
blacks do not score as high as whites on examinations. Given that situation,
it becomes obvious that the Cfvi] Service Registers.act~as a further
barrier fo blacks becoming employed at the University. Even if a black
applicant attains the highest exam score for a given job classification,
he may not be referred fo the job, 1if:

1. There is a reemployment register;

2. There is a promotional register; or
3. Three or more current white University employees have passed

the exam in that class under Rule 5.2h.

6. Selection

The actual selection of an applicant is done at the departmental
level. The department must choose one of the three referrals except in
the case of a reemployment register where the department must take the
senior lajd-off person.

The potential barrier to black employment in the selection area
1S quite obvious. The department is able to select any one of the three
People without justifying thé reason for the selection. Therefore, if the

dePthmenta] supervisor does not wish to hire blacks, he is free to select
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a white app]icant provided that all three referrals are not black. The

latter possibility is very remote due to the nature of the Civil Service

_ registers.

7. Learner, Trainee, and Apprentice Programs - Alternatives.to
Normal Register Procedures

Respond1ng to the pressures of civil r1ghts groups 1in the Spring.
of 1968, the Civil Service System devp]oped the Learner program on April 1,
1968, a tra1n1ng program designed to offer an opportunity for employment
under a merit system to culturally disadvantaged persons. In actuality,
the Learner program was insfituted primarily as an alternative to normal
Civil Service register procedures so that blacks could be hired. The merit
system, based as it was on written examination scores, had resulted in
registers hopelessly clogged with caucasians at the top and blacks at the
bottom. The learner program, él1owing a black to be hired in a class
without>taking an examination, was based on on-the-job training principles.
The black was allowed to prove his fitness by job performance rather than

by Civil Service exam.

SpécificaTTy,Ithe current Learner program mechanism functions
in the following manner:
a. As employee requisition vacancy cards are submitted by
University departments to the Campus Nonacademic Personnel
Services Office, they are reviewed daily by an Affirmative
Action Committee consisting of two Equal Opportunity Officers

from the Campus Affirmative Action Office and four personnel
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officérs from the Personne1 Services Office training,
classification, and placement sections (four of the six
committe members are black, two of whom are female).

b. If the job opening is an original entry (nonpromotional)
vacancy which committee members feel could be utilized for

X a Leafner, one of them will contact the hiring department and
brequest that the department agree to hire a learner, provided
that there is no laid-off employee on the reemployment
register for the class. Learner programs cannot be estab-
lished in a class where a reemployment register exists. Also,
another condition is imposed by the System regulation that
only ten percent of the positions in a given job classifi-
cation can be filled by Learners.

c. If a Learner program approved by the Civil Service System is
available for the job classification, then Learner candi;
dates may be referred. If no apprdved program exists for
the c]assification, a personnel officer from the Personnel

‘Services training section must design a program for that

classification. Approval must first be secured from the
'University~Personne1 Services Director and ultimately from

the Civil Services Director. The time involved gaining
program approvaT may vary from three days to several weeks,
depending upon the complexity of the program and/or whether
the program is handled expeditiously by the General University

Personnel Services Office or the Civil Service System.
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d. If the department agrees to hire a Learner, three Learner
candidates recruited by the Affirmative Action Office will .
be referred by the Personnel Services Office to the depart-
ment for selection by the appropriate department supervisor.

¢
3. The Learner is employed for a maximum of 12 months (depending

/
L on the classification) at a maximum of 95 percent of the
minimum wage rate of the class.

f. The Learner may be tErminated by the department anytime
during the program for excessive absenteeism or other types
of poor work performance. However, upon successful com-
p]eﬁion of a program the Learner becomes a status University
emb%oyee (entitled to vacation and other benefits) without
having to take the Civi1'Service exam for the class. The
provision of an alternative to a Civil Service Test is the
main feature of the Learner program.

- The Affirmative Action Committee has been functioning since

September of 1972. Prior to that time, departmental contacts for Learner

- programs, as well as responsibilities for writing the Learner programs,

were performed by Equal Opportunity Officers from the Campus Affirmative
Action Office. The Committee was formed to enhance the coordination between
the Affirmative Action Office and the Personnel Services Office.

Although the Learner program has become an effective tool for
bringing blacks into the University nonacademic work force, it is not
Without its drawbacks. One minor drawback is the ten percent Timitation

of jobs in each classification which can be filled by Learners. This has
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proved to be a barrier to the hiring of blacks in some job classes. A
second drawback is that the Learner has no formal right of review if he
feels that he has been unjustly terminated. A third drawback is HEW's

1970 criticism of the Learner category:

Large numbers of employees have been hired and relegated

~ to the Learner and Trainee job category where they work
without status, without paid vacations .or holidays, and
at a percentage of the regular salary. As originally
conceived these programs were to afford training and
employment opportunities either for disadvantaged persons
in the area Tabor market or for individuals who failed to
satisfy entry level requirements for various positions.
However it is our observation that the program has
primarily served as a means of placing minorities in
positions below entry level irrespective of their
needs for such entry training or experience. Since
inception of this program, very few minority employees
have been added to the staff in other than learner or
trainee positions.  This is apparently due to accept-
ance on the part of I.U. placement officials that the
learner program is. the only appropriate route for
minority applicants.10 '

HEW officials acknowledged their understanding of the fact that the Learner
route_Qas being used because blacks were not passing Civil Service tests
with high enough scores to be selected. However, HEW made clear that
change would have to come about within the Civil Service System's tests

and rules and that use of the Learner category for the majofﬁty of black

employees would not be tolerated.

A final serious drawback to the Learner Program is the gradually
decreasing willingness on the part of the University Departments to
CO0perate. Randy Hess (1971) points out that the majority of departmental
Supervisors expressed negative attitudes towards the Learner program on

an attitude survey questionnaire which asked supervisors their feelings
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about various aspects of the Learner program mechanism.1l Several faqtoré
might be contributing to this overall negative attitude. One factor might
be that certain departmental supervisors have witnessed a situation where
a Learner failed to perform adequately, and based on that experience they
have generalized that Learners are less than adequate employees. A second
factor. might be the irritating delays in Learner program-approva1 by gither
the General University Personnel Services Office and/or the Civil Service,
System, which at certain timés resulted in a department being forced to.
compensate for a vacant position for several weeks (this problem has since
been a]Teviatéd for the most part). A third factor could be that reductions
in departmental staff, precipitated by consecutive budgetary cuts in 1970,
1971, and 1972, have made departmenté1 supervisors unw111ing or unable to
give on-job-training to a Learner. A final reason for negative attitudes
could be a manifestation of racial bias on the part of certain supervisors
or key departmental personnel. Whatever the reasons for the overall
negatfve'attitude‘might be, the fact that the 111 feelings exist is
important because the decision as to whether or not a person is hired as
a Learner lies with the hiring department.

Trainee programs have been utilized to employ b]acké to a lesser
extent than Learner programs. Although the process for securing Trainee
P051tionsvis the same as the system described for placing Learners, some

differences exist between Learner and Trainee positions. Basically,

Trainee positions are Usual]y more complex and higher paying jobs than

Learner positions. For this reason a Trainee program is usually established

for a time period exceeding twelve months, whereas one year is the maximum
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time allotment for a Learner program. Secondly, only ten percent of the
positions in a given job class caﬁ be obcupied by Learners, whereas there’
-is no 1imit to the number of Trainees. Thirdly, to be eligible for a |
Trainee program an applicant must lack one or more of the minimum qua1ﬁfi—
cations for the class; an applicant for a Learner position need not 1ack
any of the prerequisiteé. Finally, upon completion of the program the
Trainee must téke the Civil Service exam for fhe Job class, unlike tHe
Learner who automatically assimilates into a status University position.
The main advantage of the Trainee program is that it providés
entrance for blacks into higher level original entry positions as well as
prombtiona] classifications. Most of the trainee jobs are technical or
professional in nature. The major drawbacks of the Trainee mechanism are:
1. Fewer Trainee jobs are available than Learner jobs because
of the reluctance of departments to give on-job-training for
over twelve months 1h a complex position;
2. If the Trainee fails the required exam at the end of the
program, he is not allowed to continue in the position and
a large amount of training time is virtually wasted; and
3. The Civil Service Ru]és do not allow Trainee programs to
be established if a promotional register exists, reducing
the potential for Trainee programs in many classifications.
The final alternative to normé]AC1vi1 Service procedures is the
Apprentice program. However, the Apprentice programs are governed by the-

various local Joint Apprenticeship Committees for the crafts and trades.

The University has no apprentice programs of its own, but rather functions
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as a large contractor which empTOys building trades apprentices. The
apprentices are selected by and indentured to local Joint Apprenticeship
committees. Although the University does not require its apprentices or
craftsmen to belong to the trade unions as a condition of employment, most
new hires are from the ranks of union members.

Before 1968 there were no black abprentices at the Urbana Campus.
A detailed study of barriers to blacks becoming apprentices by Jerry
Briller and Ted Gerber (1968) poinfs out that young blacks were probably
intimidated by the many Qarioué forms and certificates required for
admission, the battery of aptitudes tests, and the rigorous preapprentice-
ship interviews conducted by the Joint Apprenticeship Committees, and the
fact that there were no blacks visible in the University crafts and trades
~positions.12 As mentioned previously in the narrative history, preappren-
ticeship training sessions conducted by Personnel Services yielded the

first black apprentices at the University in the Fall of 1968.

Problem Formulation

Since the inception of the University's affirmétive action program
in the Spring of 1968 there has been no comprehensive statistical analysis
of the effect of this program upon patterns of nonacademic employment at
the Urbana-Champaign campus. This thesis is designed therefore to ana]yze
what has happened to ‘the racial composition of the nonacademic work force
since the Spring of 1968. This study will also focus on specific parts
of the employment process which have affected the implementation of the

affirmative effort, such as preemployment testing. Finally, some courses
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of action will be recommended for the future success of the affirmative.

| ! action program.

This study will attempt to answer four basic key questions:

| . : 1. In what ways have the employment pafterns of the University's

| | nonacademic work force changed since the Spring of 1968?

2. What aspects of the employment process have aided the
affirmative action effort? |

3. What aspects of the employment process have hindered the : 1
affirmative action effort? o

4. What directions should the affirmative action program take

in the future?

Study Design

To answer the first key question of this study, data gathered

by the University Personnel Services 0ffice during an extens%ve analysis
of the racial composition of its work force as of December 31, 1971, will

be‘compared with data compiled by David Shulenburger and El1lison Chalmers

in the Spring of 1968, prior to the inception of the University's affirma-

tive action prdgram. In his thesis Shulenburger analyzed thé patterns of.

nonacademic employment according to families of occupation, occupational
| | |
categories, authority units, and promotional sequences. 13 This study

not only compares 1971 data with‘that of Shulenburger according to. these ‘

four criteria but also includes additional analyses of the more recent ‘ ﬁ

data in order to help explain why various patterns of employment have '

evolved.
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The thesis will proceed to analyze in detail the effect of several
critical aspects of the nonacademic employment process on the University's
affirmative action program. The specific parts of the employment procéss
éna]yzed include the examination process, training programs, turnover
data, Civil Service rules, and the organizationa] framework of the af-
firmative action program.

A final chapter is written for the purpose of proposing some
courses of action which the University might take in order fo ensure
progress in its affirmative aétion program.‘ Included in this section will
be discussions on such topics as goal setting, ﬁategorization of test

scores, upgrading, and an applicant information system.

Scope

A complete affirmative action program must address itself not
only to overcoming underutilization of blacks but also females, Indians,
Oritha]s, Spanish-Americans, and other ethnic groups. Howéver, the scope
of this study-wi]& be Timited to an analysis of black employment. Focus-
ing exclusively on the black employment issue is not intended to slight
the other underutilized groups. This choice is made primarily because
the author has worked fn the area of black employment the past year and
a half, both as an equal opportunity officer and a personnel officer.

There are a few other reasons for this specialization on black
employment. First of all, fhe female employment issue is wide enough in

Scope that to analyze female employment data would excessively lengthen

this study. A second reason lies in the author's desire to assess the




progress of the University's Affirmative Action program, which has been
primarily addressed to black employment through 1971. Thirdly, the other
ethnic groups such as Orientals, Spanish-Americans, and Indians are not
located in the Champaign-Urbana labor market area in sufficient enough
numbers to be a significant factor in the Tabor force.

The scope of this study will be limited to nonacademic employ-
ment at the Urbana-Champaign Campus of the University of I1linois because
the data for this campus is readily available, especially for the period
of Spring, 1968 through 1971. The black academic force at Urbana is so
small in number and availability for employment, that a statistical study
of that issue is not feasible at this time.

Within this study of nonacademic black employment at the Uni-
versity's Urbana Campus, the scope will further be narrowed to an analysis
of institutional barriers to black employment rather than personal or
environmental barriers. Personal barriers to black employment might include
poor quality of education, poor work attitudes, low confidence level,
family problems, etc. Environmental barriers might include lack of child
care facilities, transportation problems, health problems, etc. The
personal and environmental barriers are worthy of study since they can

materially affect black employment statistics. However, due to the

difficulty of quantifying and assessing these variables, this study will

limit itself to the barriers which the institution presents to the black

peop le.

Limitations

The major Timitation of this thesis is that the employment data

ifron which the analysis of the University's nonacademic work force is made
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is slightly over a year old. These data, compiled by the Personnel
Services Office ‘on December 31, 1971, have been chosen for analysis by

the present author because they yield the truest reflection of the Uni-
versity's work force composition. Although more recent databhave been
collected by the Personnel Services 0ffice, the totals are confounded by
the inc]usioh of EEA minority employees who in most cases do not occupy
permanent University budget-Tine positions because their Jjobs are federally-
funded. It 1svunc1ear at this point how many of these employees will be
assimilated into the University's nonacademic work force by the time the
EEA program teéminates in June of 1974. A]so, the recently-collected

data do not reflect the heavy turnover among EEA participants which amounts
to approximately 40 percent of the employees in the program; Thus, the
December 31, 19771, data used in this sfudy, although a year old, still
constitute the best available statistical report for analysis of the
University's nonacademic work force.

A second Timitation of this study Ties in the possible errors

‘within the Personnel Services Office data. The statistical analyses

reported in this study, however, were hand-tabulated by the present author,

‘who during the course of statistical analysis corrected some of the

obvious errors on the computer printouts. The remaining errors in the
data should therefore be very few in number and minor'in_nature.
A third weakness of the study is the inability to make a truly

adequate assessment of the availability of minorities in the Champaign-

‘Urbana labor market area for particular University job categories and

Classifications. ATthough 1970 Census data indicate the minority repre-
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sentation in various occupational categories, whether these currently-
employed people would be available for University work is questionable.
Also, there is very limited information available concerning the work | '
ski]]s and interests of unemployed minorities in the Champaign—Urbana‘
labor market.-

A final weakness of the data is the inability to adequately
aésess.the Civil Service registers from which applicants are referred to
jobs. The registers change from day to day, and until June:of 1971 register
information was not coded fbr computer printout information. Since an

applicant stays on an active register for two years, it will not be until

o

Fall of 1973 that a computerized analysis will be available. Even this

printout, however, will not indicate register positions of an applicént,
which changes from day to day. The printout will, however, give. a clear
indication of how minoritieg are faring'under the current Civil>8ervice

testing system.

The ‘drawbacks of this study reveal an acute need for the

University to develop a more sophisticated and accurate data system. With
the induction of the.new payroll system in June of 1973, the University is
taking steps to update the data reporting system. Also, a management
1nformation system is currently in the planning stage, designed to give

detailed data concerning applicants for nonacademic jobs to hiring super-

Visors.
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III. ANALYSIS OF PATTERNS OF EMPLOYMENT

Patterns of nonacademic employment at the Urbana- Champaign campus
are analyzed according to four major breakdowns in th1s chapter occupa-
tional categories, families of occupation, location, and promotional
sequences. In each case,-1968 and 1971 data are compared to indicate -

trends in black employment which have occurred since the initiation of the

affirmative action program.

Patterns of Employment by Occupational Category

The EEO categories are the nine occupational divisions required

for statistical reports to H.E.W. and the Equal Employment -Opportunity

Commission. These categories represent the following occupational groups:

officials and ‘managers, professionals, technicians, sales workers, office !
and clerical, craftsmen, operatives (semi-skilled), Taborers (unskilled)

and service workers. Generally, the managerial, professional, and technical
occupations represent higher level positions requiring extensive educational

background and experience. On the other hand, the laborer and service

worker occupations contain Tower Tevel jobs requiring Tittle (if any)
education or experience. The clerical occupations require typing or steno-
graphic ski]]s.butmare characterized by Tow pay. The craft and operative
OCcupations inc]udé semi-skilled and highly-skilled jobs which generally

Pay quite well. There are no sales workers employed at the Urbana-Champaign
Campus. A list of the Job classifications included in the EEO categories

appears in Appendix A.

Table I indicates the progress made by the University in hiring
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TABLE I
Occupational Distribution of University of I17inois
(Urbana-Champaign Campus) Nonacademic Employees by Race
(Spring, 1968 and December 31, 1971)
Total University Black Percent

EEO Occupational Employment Emplovment Black
Categories 1968 1971 1968 1971 1968 1971
01 Officials & Managers 84 168 3 5 3.5 3.0
02 Professionals 366 293 7 14 1.9 4.8
03 -Technical 494 570 21 23 . 4.3 4.0
04 Sa}es 11 0 0 0 0.0 0.0
05 Office & Clerical 2391 2156 63 167 2.6 7.7
06 Craftsmen (Skilled) 623 477 7 18 1.1 3.8
07 Operatives .

(Semi-Skilled) 224 292 1 16 0.4 5.5
08 Laborers (Unskilled) 414 275 84 55 20.3 20.0
09 Service Workers 987 1013 144 164 14.6 16.2
Totals 5594 5244 330 462 5.9 8.8
Source: David Shulenburger, "Patterns of Negro Nonacademic Employment at

the University of I1linois:

Their Consequences for Affirmative

Action,” (Unpublished Master's thesis, Institute of Labor and
Industrial Relations, University of I11inois, 1968; and Personnel
Services Office Nonacademic Personnel Data (December 31, 1971).
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black employees since the inception of 1its affirmative action program in
1968. Despite heavy tufnover among b]ack'emp1oyees, the total number of"
blacks has risen from 330 to 462, an increase of 40 percent. As a pefcent—
age of total nonacademic employment, black employment has increased from
5.9 to 8.8 pefcent, despite a six percent decrease in total nonacademic
employment due to budgetary cutbacks. Significant increases have occurred
in the professional, cJericaT, craftsmen, and operative categories, where
black employment has at least doubled.

The proportion of black employees at Tow level Jjobs has aTlso
decreased, as shown in Figure 1. Whereas 69 percent of the'b1acks were .
employed in unskilled Tabor or service worker positions in 1968, 47 percent
of the black work force is now emp]oyed at these levels. However, the change
in the distribution of the black work force unfortunately has not affected A
the highest three employment 1eveTs, where black participation has remained
at nine percent. The redistribution has rather come about in the clerical
occuﬁationa] area, where black employment has risen from 19 to 36 percent
since 1968, largely due to the efforts of the Clerical Learner Program.

¢

Although the portion of black emplovees at low-Tlevel jobs has

decreased, Figure 2 illustrates that black employment 1s'prbportionate1y
much higher at those levels than current white employment. Almost half of'
the black work fdrce is employed in unskilled Tabor or sgrvice worker
Positions, as compared with 22 percent of the white work force. At the
Opposite end of the spectrum, over twenty percent of the white nonacademic
employees are employed at the three highest occupational Tevels (managerial,

Professional, and technical), as opposed to nine percent of the blacks.
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In the skilled and semi-ski]]ed labor positions, the white representation
is twice as great as the black proportion: The Targe proportion of both f
white and black workers in the clerical area.is to be expected, since
forty percent of the total nonacademic work force is clerical.

A weakness of the EEQ categories\1ies in the éxcessive breadth
of the occupational categories, particularly in the case of the service
workers. The Civil Service Occupational Area breakdown in_TabIe IT divides
the service worker category into six sub-units: custodial, domestic, fbod,
heat-Tight-power, medical, and protective. An analysis of these data in
Figure 3 yields another striking imbalance in University nonacademic
employment. Within the service worker cTassificgtion, over two thirds of
the blacks are employed in food service positions as Opposed to sixteen
percent of the whites. It should be mentioned here that even though the
service worker category is characterized by Tow pay ovefé]], the food
service workers are paid the least by far. In fact, custodial service
positfons (in which sixty percent of the white service workers are employed)
pay a reasonable hourly wage 6f $3.22, compared with an avéragejhour]y wage
of $2.00 in food service positions. Prior to the affirmative action
program, half of the b]agk nonacademic work force was employed in food
service positions.! Almost one third of the black employees are still
employed in food service occupations, indicating that some fmprovement
in the distribution of black empToyees has occurred.

ATthough progress has been made since the initiation of the
affirmative action program, the occupational distribution statistics
Clearly point out that a disproportionately large number of blacks are

Stil] employed in the Towest level University nonacademic jobs. Conversely,
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TABLE 1I s

Racial Ethnic Breakdown of Nonacademic Employment
by Civil Service Occupational Categories ,
Urbana-Champaign Campus of University of I11inois (December 31, 1971)

Civil Service White Black Percent
Occupational Category Work Force MWork Force Other Total Black
01 Professional 136 2 5 192 1.4
02 Semi-Professional 353 10 7 370 ‘2.7
03 Managerial 195 21 2 218 9.6
04 Clerical | 2016 170 38 2008 7.7
05 Stores 109 9 .2 120 7.5
06 Aeronautical 35 2 0 37 5.4
07 Agricultural 94 1 0 95 1.1
08 Service-Custodial 606 50 1 657 7.6
09 Service - Domestic 11 1 0 12 8.3
10 Service -

Food 161 136 7 304 44.7

-

11 Service - Heat, Light

& Power 106 2 0 108 1.9
12 Service - Medical 8 0 0 8 0.0
13 Service - Protective 13 9 0 122 7.4
14 Trades & Occupations

Skilled 583 19 3 605 3.1
15 Trades & Occupations

Semi-Skilled 178 ‘ 28 1 207  13.5
16 Trades & Occupations

Unskilled | 12 2 1 15 13.3

Totals 4716 462 66 5244 8.8
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the black work force is too Sparse]y represented at thevhighest levels of

employment. Little improvement in the distribution of blacks at higher

occupational Tevels has occurred since the affirmative action program.was

implemented. _ ' B
One might attribute the Tack of blacks at high Tevel occupational

categories to the lack of availability of black employees 1p the Champaign-

Urbana community at high Tevels of employment. Table III compares the

occupational distribution of total and black employment in the community

with that of the Universfty, A weakness of this type of comparison is the

possible lack of similarity between University and community jobs within

g
ey
g

occupational categories. For example, black professionals in the community f

include ministers, social workers, and teachers, none of which are employed

in nonacademic University jobs. However, enough overlap of jobs within

categories should exist to warrant a comﬁarison”

The data in Table III ihdicate that the University has empToyéd
b1ack managers, professionals, and technicians from the Champaign-Urbana
community in approximately the same proportion as it has employed its total

managerial, professional, and technical staff from the entire community.

It seems therefore that the University has hired an equitable share of the
available blacks at.thé highest three occupational levels. However, the
University has employed proportionately less available skilled and semi-
skilled black workers than it has employed its toté] skilled and semi-skilled
work force. The data sﬁggest that the University has not hired enough

black craftsmen and operatives, based on the number of blacks working in

those occupational areas in the community.
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The overall percentage of black employment at the University
compares favorably with the black proportion of the total Champaign~Urbané
labor force. The 1970 U. S. Census indicates that the black Tabor forcé
accounts for approximately 7.9 percént of the total Champaign-Urbana Jlabor
force,? a percentage which is smaller than the 8.8 percent of University

employees who are black. This comparison indicates that the University

'emp1oys an adequate number of blacks with respect to the availability of

blacks in the community Tabor force. This finding suggests that the primary
emphasis-of the Universfty's affirmative action program should be upgrading
the current black nonacademic work force. This is not to 1mp]y, however,
that the program should abandon efforts to recruit new black employees.

Data in Chapte? IV pertéining to turnover rates reveal that the black turn-
over rate is disproportionately high in comparison with total turnover
patterns, necessitating a continuous effort to recruit b]ack applicants.

A final interesting aspect of the occupational breakdown»is the
divefsity of mean salaries at the varjous Tevels, listed in Table IV. The
three lowest paying categories (clerical, unskilled, and servicé) contain
83.5 percent of the black employees, as compared with 63.8 percent of the
whites. William Ellinger's (1971) study of the salaries of nonacademic
employees points out that the average white salary is $7223, as compared
with a mean minority salary of $5072.3 1In a multivariate regression study,
E1Tinger showed that blacks were payed signTFicant]y less than whites, even

when such variables as age, sex, education, and tenure were controlled.

Patterns of Employment by Families of Occupation

The occupational famiTy grouping is a breakdown developed by
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Table IV

Mean Salaries in Occupational Categories
for Nonacademic Employees at the University of I1linois
(Urbana-Champaign Campus) December 31, 1971

Cccupational Category ’ Mean Salary
Officials and Managers . $ 14,735
Professionals ' $ 13,043
Technical $ 9,335
Clerical $ 6,764
Crafts - $ 14,037
Operatives (Semi-Skilled) _ $ 10,355
Laborers (Unskilled) $ 8,959
Service Workers , $ 7,093

Source: Personnel Services Office Nonacademic Personnel Data,
University of IT11inois, Urbana-Champaign Campus (December 31, 1971.
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Shu]enbﬁrger for the purpose of examining the effects of requisite job
qualifications on the hiring of blacks. The'occupationa1 families,
grouped according to minimum education and experience fequirements,
include: no education-no experience, no education—experfence, high school
degree-no experience, high school degree—experience, college degrée—no
experience, college degree-experience, masters degree, and special degree
(nursing, law, or architecturaj degree). Although the Job family groupings
of the present study are mostly made up of the same classifications used

in the Shu?enburéer study, there are some job classes in which education

and/or experience requirements have been altered since Shulenburger col- o

lTected his data. Therefore, the classifications used within occupational

categories in the present data differ slightly from Shulenburger's 1968

breakdown.

The pétterns of bTack empToyment by occupational family indicate
a trend towards a more highly-educated black work force. Table V shows
that since the inception of the affirmative action program in 1968, the

number of blacks employed in positions requiring a high school degree has

more thaa doubled. On the other hand, the number of blacks working in
positions requiring no education or experience has slightly decreased.
Figure 4 illustrates that whereas almost two-thirds of the bTack work force
in 1968 were employed in jobs requiring no education or experience, 1ess‘
than half of the black employees are now working at that level. Almost
-half of the black work force now works in high school level jobs, as
COmpared}with thirty percent in 1968. This increase has occurred in spite

of the fact that seVera] Jobs which required a high school diploma during
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TABLE V

Distribution of University of ITlinois (Urbana~Champaign Campus)
Nonacademic Fmployees by Race and Families of Occupation
(Spring, 1968, and December 31, 1971)

Total BTack Percent

Occupational Family %%E%QXQSQ%. %gg%gzggg% 196§l§£%97]
No Education--No Experience 1140 1106 ‘ 212 200 18.5  18.1
No Education--Experience 665 696 8 37 1.2 5.3
High School--No Experience 770 422 46 113 = 6.0 26.8
High School--Experience 2627 2718 53 104 2.0 3.8
College Degree--No Experience 86 61 30 3.5 0.0
College Degree--Experience 215 205 3 8 1.4 3.7
Masters - 2 4 ‘ O, 0 0.0 0.0
Special Degree __ggg‘__ggg | 5 0 5.6 0.0
Totals 5594 5244 | 330 462 5.9 8.8

Source: David Shulenburger, "Patterns of Negro Nonacademic Employment at the
University of I1linois: Their Consequences for Affirmative Action,"”
(UnpubTished Master's thesis, Institute of Labor and Industrial
Relations, University of ITTinois, 1968; and Personnel Services -

"Office Nonacademic Personnel Data (December 31, 1971).
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Shulenburger's analysis no Tonger require it (e.g., Assembly Hall

Attendant, Coiw Machine Attendant, Equipment Attendént; Fountain Attendant,

Locker Room Attendant, Cashier I and IT, Storekeeper I, II, and III).
ATthough the percehtage of black employees working in jobs

which require a high school degree has increased significantly since 1968,

proportionately fewer blacks are yet employed in these jobs than whites.

Figure 5 i]]ustrates that over sixty percent of the white employees work

in Jobs requiring a high school education, whéreas 47 percent of the

. blacks are employed at this level. The 43 percent black population in the

jobs requiring no education or experience is still much higher than the
nineteen percent white employment at this level.

Are blacks employed in lower qualification jobs because their
educational Tevel is Tower than whites, or are thére other factors contri-
buting to this imbalanced distribution? Table VI provides the mean educa-
tiona] Tevel for white and black nonacademic employees in each occupational
lTevel. The mean educational levels indicate that both whites and blacks
are hired into jobs with minimum education requirements comparable to their
educational 1eve1$~ Neither blacks nor whites hired into the no-education
job famiTies havé mean educational levels high enough to qualify for
positions requiring a high school degree. Likewise, those white and black
employees working in jobs requiring a college degree have mean educational
lTevels below a bachelor's degree. Thus it does not seem that blacks with
high educational Tevels are being relegated to positions requiring little

Or no education.

Table VI does reveal, however, that at most levels the white
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Mean Education of University of ITlinois (
Nonacademic Employees by Race and Job Family (December 31, 1971)

TABLE VI

Urbana-Champaign Campus)

67

Occupational Family White Mean Black Mean
‘ Education Education
No Education -

No Experience 10.9 years 10.2 years
No Education -

Experience 11.7 11.8
High School -

No Experience 12.5 12.2
High School -

Experience 13.3 12.8
College Degree -

No Experience 16.0 13.5
College Degree 15.8 15.4
Total 12.7 11.6

iy

Source: Personnel Services Office Nonacademic Personnel Data, University

of ITlinois, Urbana-Champaign Campus (December 31, 1971)
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mean educational Tevel is higher than the bTack level. Also, the overa]1
mean educational Tevel of the white work force is 12.7 years, as compared
with 11.6 years for the black labor force. It seems therefore that
edqcationa] level may be a factor working against black applicants for
nonacademic emp]oymgnt at the University. An alternative explanation could
be tﬁgt black app]i;ants with high educatioﬁa] Tevels are not being hired.
Data bearing on this possibility will be examined in the next chapter, where

testing of white and black applicants is analyzed in detail.

\

Patterns of Employment by Location

W
I

Since the actual decision on Whether orhhot to hire a black
applicant 1ies with the University departments, it is important to examine
the black employment statistics of the various hirﬁng units. The University
Bureau of Institutional Reéearch breakdown ofvmajor administrative units
is used for this ané]ysis, which includes 29 major units and 219 departments.
Although Shulenburger (1968) also used the BIR breakdown, organizational
changes within the University have occurred since that time, especially in
the administrative offices. Therefore, when comparing 1971 data with
Shulenburger's data, a category entitled "general administrative offices"
is used to refer collectively to such units as general university offices,
the Chancellor's office, administrative data processing, business affairs,
admissions and records, legal counsel, and personnel services. Also, the
University Press is now included in the Office of Public Information.

Tab?é VII reveals that in most cases colTeges and administrative

units have increased their percentage of blacks since the inception of
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TABLE VII

Distribution of University of I11inois (Urbana-Champaign Campus)
Nonacademic Employees by Race and College or Administrative Unit
(Spring, 1968, and December 31, 1971)

: Total . Black

College or Employment Employment ©  Percent Black
Administrative Unit ~ 1868 1971 1968 1971 1968 1971
General Administrative 0ffices 902 889 23 72 2.5 8.1
Public Information 131 125 2 8 1.5 6.4
Dean of Students : 50 55 2 6 4.0 10.9
Health Service : 98 102 6 2 6.1 2.0
Alumni Relations & Records ' 13 13 0 1 0.0 7.7
International Programs & Studies 9 11 0 0 0.0 0.0
Library & Library Science : 186 240 8 14 4.2 5.8
Agriculture : , 437 332 10 10 2.3 3.0
Commerce . - . 39 41 0 2 0.0 4.9
Education o 179 93 13 9 7.2 9.7
Engineering 445 341 7 11 1.5 3.2
Fine & Applied Arts 50 102 0 3 0.0 2.9
Graduate College o 179 133 5 6 2.7 4.5
Communications 56 65 1 4 1.7 6.2
Law - 9 17 0 3 0.0 17.6
Liberal Arts & Sciences 395 394 8 28 2.0 7.1
Physical Education 55 67 1 7 1.8 10.4
Veterinary Medicine 77 . 83 4 5 5.1 6.0
Armed Forces 7 7 0 .0 0.0 0.0
Institute of Aviation . 65 77 0 3 0.0 3.9
Labor & Industrial Relations 11 8 2 1 18.1 12.5
Social Work 10 12 0 2 0.0 16.7
Physical Plant h 2319 2037 238 265 10.3 13.0
Totals _ 5722*% 5244 330 462 5.8 8.8

Source: David Shulenburger, "Patterns of Negro Nonacademic Employment at the
University of I11inois: Their Consequences for Affirmative Action,"
(Unpublished Master's Thesis, Institute of Labor and Industrial
Relations, University of I11inois, 1968; and Personnel Services
Office (Urbana-Champaign Campus) Nonacademic Personnel Data (Decem-
ber 31, 1971).

* Discrepancy between Shulenburger's data for total employment figures (see

Iab]e I) is due to his inclusion of nonstatus white employees in this
able.
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the affirmative action program in the spring of 1968. Particularly large
increases in black employment have occurred in general administrative
offices and the College of Liberal Arts and Sciences. There has been:a
decrease in the percentage of blacks only at the Health Service. The
data also reveal a great vériation between hiring units'in'number of blacks
employed. Whether ths difference is due to discrimination on the part 6f
some hiring units or the nature of the jobs in the departments is unc}ear.
The major units are basically of three types: adminiétrative,

academic, and operations and maintenance. The major units have been -

grouped in Table VII éccording to these three fypes. The first group, | .
o ranging from general administrative offices to the library, represent

| administfative units. The academic units\range from agricﬁ]ture to

social work. The Physical Plant encompasses the entire operations and
maintenance function. Table VIII indicates the kinds of occupations
1ocated‘in each type of«unit. The administrative units employ primarily
clerical workers and to a Tesser extent technical and professional employees.

The academic units also employ a large percentage of clericals and a fairly

substantial proportion of technicians. The operation and maintenance , it

units- employ relatively few clerical workers and a very large percentage
of service workers.
Table IX shows that the percentage of blacks in each type of

unit has increased since 1968. Blacks comprise a larger percentage of

Operation and maintenance units than of academic or administrative units,
although the Tatter two have ‘increased in black employment at a higher rate '

Since 1968 than the operations and maintenance units. Figure 6 shows that
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TABLE VIII
Percent Distribution of University of I11inois
(Urbana-Champaign Campus) Nonacademic Employees by
Occupational Category (December 31, 1971)
) : Administrative Academic 0&M
EEO Category ‘Units N=1435 ‘ ‘Units N=1772 'Units N=2037
Officials & Managers 4.4 2.1 : 3.3
Professional | 11.4 5.0 2.0
Technical - 12.2 17.9 3.8
Crafts 2.9 6.7 15.6
Operatives 1.5 3.0 10.7
Laborers ‘ 0.6 3.7 9.8
Service lWorkers 1.7 - _ 6.2 43.2
Source: Personnel Services Office Nonacademic Personnel Data, Univérsity
of Illinois, Urbana-Champaign Campus (December 31, 1971).
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TABLE IX
Distribution of University of I11inois (Urbana-Champaign Campus)
’ Nonacademic Employees by Race and Type of Unit
(Spring, 1968, and December 31, 1971)

h - Total Employment Black Employment Percent Black
Type of Unit 1968 1971 1968 1971 1968 1971
Administrative 1389 1435 41 103 3.0 7.2
Academic 2014 - 1772 51 94 2.5 5.3
Operations & Maintenance 2319 2037 238 265 10.3 13.0
Source: David Shu]ehburger, "Patterns of Negro Nonacademic Employment at

the University of I11inois: Their Consequences for Affirmative
Action," (Unpublished Master's thesis, Institute of Labor and
Industrial Relations, University of IT1Tinois, 1968; and Personnel
Services Office Nonacademic Personnel Data (December 31, 1971).
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72.1 peréent of the black work force in 1968 were employed in operations

and maintenance units. By December 31, 1971, this figure had reduced to°
57.4 percent, due in part to a twelve percent reduction in operations and
2 maintenance employees since 1968. On the other hand, the distribution
| \ | of blacks in academic and administrative units has increased from 28 td
| 43 percent since 1968.

Furthermore, the data dp not indicate discrimination by any
particular type of unit but rather follow predictable patterns. One would
expect a large portion of blacks ih the operation and maintenance units

because of the fact that almost half of the black work force is employed

i

in laborer and service worker positions (see Figure I). Table VIII shows

]
i
S

clearly that most of the service worker and laborer positions are located
in operation and maintenance units. On the other hand, the greatest increase
in black employment since 1968 has taken place in the clerical area (see

Figure 1), explaining the increase in black employment in the administrative

and academic units which employ mostly clerical people.

Before concluding this section it is important to note that the
general nature of the analysis by types of units obscures differences
between the patterns of emp]byment within specific units. Appendix B gives
the occupatiéna] distribution of each specific unit's employment patterns |
by race. An example of variation between units can be seen by comparing
the patterns of employment in the College of Agriculture with that bf the

College of Liberal Arts and Sciences. 0f the 165 clerical positions in

the College of Agriculture, only four (2.4 percent) are occupied by blacks.

By contrast, LAS employs a clerical work force of 251 employees, 21
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(8.4 percent) of whom are black. Since 7.7 percent of the University's

clerical force is black, it is clear that Agriculture has contributed

comparatively less than LAS towards the overall increase of black employ-

ment in academic units.

Patterns of Employment by'Promotiona1 Sequences

ShuTenburger (1968) focused on the patterns of nonacademic em-
ployment in two specific areas of promotional sequences, food service
and C]ericai.s The present author has expanded the analysis to include

the custodial area. Also, more pkomotiona] Tines are included in the

s
]

clerical analysis. Shulenburger analyzed the c]erk, accounting clerk,

Tibrary clerk, payroll clerk, clerk stenographer, and clerk-typist promo-

tional lines. 1In the present analysﬁs, the typing-clerk, bookstore clerk,

and keypunch operator promotional ladders are added. The promotional

sequences analyzed in this thesis acount for approximately sixty percent P

of the black employees at the University. Other promotional Tines are

not analyzed in this study because of the small number of blacks employed
in them. | |

Table X compares the number of blacks emp]oyed at the various
promotional Ieve]s prior to thé affirmative action program with 1971 data..
The impact of the C]erical‘Learner Program can be readily seen from the
significant increase in clerical employees, especially at the Towest level.
There are eight times as many first level black clericals in 1971 as in

1968. At the second level, the number of clericals has doubled, which

indicates some success on the part of black employees in moving from the
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TABLE X
Selected Promotional Sequences by Race of Nonacademic
Employees at the University of I1linois, Urbana-Champaign
Campus (Spring, 1968, and December 31, 1971)
Percent
: Total Employment  Black Employment Black

Promotional Levels 1968 1971 1968 1971 1968 1971
Clerical I 210 168 9 73 4.3 43.5
Clerical II - 664 614 21 42 3.2 6.8
C]erica]'III : 693 ' 818 11 19 1.6 2.3
Clerical IV 284 293 3 5 1.1 1.7
Clerical V 40 46 0 0 0.0 0.0
Kitchen Helper : 132 97 68 46 51.5 47.4
Cook ' 97 100 . 31 48 32.0 48.0
Head Cook 12 8 3 5 25.0 62.5
Building Service Worker 459 475 30 5 6.5 8.4 ;
Building Service :

Sub-Foreman 20 20 0 0 0.0 0.0
Building Service Foreman 20 23 0o 0 0.0 0.0
Custodial Supervisor -4 3 0 ' 0 0.0 0.0

Source: David Shulenburger, "Patterns of Negro Nonacademic Employment at the
University of IT1linois: Their Consequences for Affirmative Action,"
UnpubTished Master's Thesis, Institute of Labor and Industrial '
Relations, University of I1linois, 1968; and Personnel Services
Office Nonacademic Personnel Data (December 31, 1971).




‘first clerical Tevel to the second. However,. there has been only a slight

increase in the proportion of black clericals at the third and fourth

Tevels. At the highest clerical Jevel the University has yet to employ a

- black, partially because the relatively small number of positions provides

few opportunities for advancement to this level. It is also interesting.
to note that whereas half of the present black clerical force is employed
at the Towest Tevel, less than ten percent of the total clerical work forée
is employed at that Tevel.

| The reason that black clericals have had difficulty moving to the
upper clerical levels despite substantial 1ncreases‘ét the first two Tevels
can best be examined by an analysis of the testing data. Preferential
register position is vauired by any clerical employee passfng a promotional
exam. It follows that either relatively few black clericals are takjng and
passing higher level exams or black clericals who do pass higher level
promotional tests are not being selected for other reasons. This question
will be examined in the following chapter. -

The promotional patterns for food service workers have changed

somewhat since']968. Table X shows that fewer blacks are now employed at

the Towest level, while the percentage of blacks in the cook classifications
has increased. These data reveal an encouraging trend for the upgrading of
black food service workers at the University. It should be noted, however,
that this improvement has for the most part only been enjoyed by female
blacks. The majority of the black male food serv%ce workers are kitchen
laborers, a classification for which no promotional 1ine exisfs at the
Urbana-Champaign campus. .

The custodial occupations reveal no promotional improvement for
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of 1968, the Un1vers1ty has increased its total number of black emp]oyees to

78

’black employees since 1968. Although the percentage of black building

service workers has increased, the University has yet to empioy a black
custodian in the supervisory ranks. Although there are relatively few
custodial supervisory poéitions,:this is a surprising statistic in Tight
of the fact that several b]éckvjanitors have worked for tﬁe University in °
excess_of five years and should be well qualified for supervisory responsi-

bilities. The reason for this pattern of employment will be 1nvest1gated

in the fo110w1ng chapter.

Summary

Patterns of nonacademic employment have been analyzed according to
occupationé] categories, occupational families, locations, and promotional

sequences.

Since the inception of its affirmative action program in the spring

a 1eve1 comparable to the percentage of blacks in the Champaign-Urbana labor

force and has improved the occupational distribution of its black work

force. However, black employees still account For a disproportionaté]y large
percentage of the laborers and service workeré Most gains in black emp]oy—

ment have come in the clerical area, a]though significant increases have

also occurred in the professional, craftsman, and operative categories.

Black employment has not increased markedly in managerial or technical occu-

~Pations since 1968.

The occupational family analysis indicates that a greater percent-

age of the black work force is employed in Jjobs requiring a high school de-

§ree than in 1968. However, most of the black employees are still employed in




79

jobs requiring no education or experience. Educational data indicate.
that the white work force has a significantly higher mean educational
Tevel than the black work force.

The Tocation analysis has revealed that most hiring unfts have
improved their percentage of black employees since 1968. Although most
black. employees are still employed in operations and maintenance units, the
number of blacks employed in administrative and academic units has increased
| significantly since 1968. | |

Promotional sequence data 1ndi¢ate that clerical gains in black
employment have come primarily at the Towest two levels with Tittle im-

provement at the upper levels since 1968. Food service promotional statis-

tics show an increase in the number of black workers at higher levels 1in

the promotional Tine since 1968. An examination of the promotional Tine

for custodial occupations reveals that no progress has been made since 1968

towards moving any blacks up'from'the Towest tevel.
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Footnotes

David Shulenburger, "Patterns of Negro Nonacademic Employment at the
University of ITTinois: Their Consequences for Affirmative Action,"
unpublished Master's thesis, Institute of Labor and Industrial
Relations, University of IMTinois, 1968, p. 52.

2 Bureau of the Census, 1970 Census of Population and Housing, U.S.
Department of Commerce, 1970, p. 11 and 23. '

3 WiTlliam H. Ellinger, "The Status of Nonacademic Employees at. the
University of I1linois," unpublished research report, Institute of
Labor and Industrial Relations, University of I1linois, spring 1971,
p. 47a (Table 6).

n

David Shulenburger, op.cit., p. 27.

5 Ibid., p. 84.
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IV.  ANALYSIS OF PARTS OF EMPLOYMENT PROCESS
AFFECTING AFFIRMATIVE ACTION

In the preceding chapter, patterns of nonacademic employment at

the University were analyzed since the inception of the affirmative action

program in 1968. The present chapter focuses on various aspects of the

employment process which have contributed to these patterns of employment.

These factors include: testing data, training programs, Civi] Service

rules, turnover minimum qualifications for Jjobs, goa] setting, and

organ1zat1on and respons1b111ty for the affirmative action program.

Analysis of Testing Data

Since Civil Service tests are the primary mechan1sms by which

app]1cants qualify for employment, it is very important that the performance

of black employees on the exams be assessed. This section will examine

testing data first accord1ng to occupational categories, occupationa]

fam1]1es, and cler1ca1 promotional sequences. The data for these analyses

are limited to Fiscal gear 1971-72, which should be representative of.

most years in which Civi] Service tests are administered for employment

at the Urbana-Champaign Campus. Detailed testing data necessary for

these analyses is unavailable for previous fiscal years. Second?y, this

section examines testing data for the past four fiscal years from a

Special study reported by Noreen Taylor.! Her study provides a comparison

of black and white mean scores on tests for a variety of classifications
based on data collected from all the colleges and universities throughout

the State, covered by the Civil Service System.
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Table XI presents the occupationa] distribution of the classi-
fications in wh1ch exams were given dur1ng FY 71-72 for the Urbana- Champa1gn
campus.? The d1str1but10n of black applicants closely resemb]es that for
total applicants, both hav1ng more than half of the people in the clerical
category. The total number of black app1icants accounts for approximately
eleven percent of the total applicant pool, a figufe which is comparable
to the proportion of blacks in the community. However, the number of
black applicants in the crafts and operative categories is low in comparison
to the number of blacks employed in these categories in the surrounding

area.

The percent of blacks passing exams 1s.sign1ficant1y less than

the percent of total employees passing tests. In the techn1ca1, c1er1ca1
and operatlve occupational categories the same negat1ve result for blacks
is found. A greater percentage of whites than blacks also pass exams in
the professional and service categories, but the difference is Jess ‘ ;
markéd. Black and white tgst performance is about even in the ]aborer
category. Too few blacks were tested in the managerial or craft occﬁpations
for any conclusions to be made. |

The analysis of job families in Chapter III indicated that the
black work force had a lower educatidna] Tevel than the total work force,
implying that education may be a factor causing blacks to pass exams less
frequently than whites. Table XII shows that for each job family a higher
Percentage of total applicants pass exams than'do the black applicants.
The educaﬁiona? Tevel of the applicants in each océupationaT family reveals

Some interesting findings.3 1In those Jobs with' neither education nor
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TABLE XI

Occupational Distribution of Exams Taken by Applicants for Jobs at -
the University of I1linois, Urbana-Champaign Campus and the
Percent Passing, by Race (Fiscal Year 1971-1972)

% of Total Exams | Percent Passing
. ; Occupational Category Total Black Total Black
3 | | | | (N=3900)  (N=43%)
Officials & Managers 0.6 0.5 91.3 50.0
Professionals | 6.4 6.2 95.6 88.9
Technicians 8.9 5.8 82.0 - 52.0
Office & Clerical 60.8 57.6 69.3. 48.8
Crafts (Skilled) 1.7, 0.2 86. 4 100.0 i;
Operatives (Semi-skilled) 3.8 2.5 89.9 63.6 -
Laborers (Unskilled) 1.2 8.3 91.4 91.7
Service Workers _13.7 . _18.9 = /96.4 90.2
TOTAL 100.0 100.0 78.0 63.4
Source: Civil Service Test Score Report, Urbana Campus, FY 1971-72.
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experience requirements, the percent of total applicants with greater- than
a high school diploma is higher than the percentage of blacks at that
educational Tevel. Conversely, the percentage of blacks in the Jowest
‘job family with less than a high school diploma is significantly higher
than the percentage of the applicant pool at thateducat1ona] level. It

is poss1b1e that the higher educational level of the applicant poo]
accounts 1in part for th%’greater percentage of total applicants passing
exams in this job family than the percentage of blacks who pass.

The job classes requiring no education but some experience
yield a different finding. Although few in number, most black applicants

in this fdmi]y possess greater than a high school diploma, whereas most

of the total applicants are at the high school level. The blacks tested

in this area are too few from which to draw any conclusions, however. Ip ' %

both job families which have a high school diploma as a pYerequisite,

the percentage of total applicants with greater than the high schoo]

d1p]oma exceeds that of the black applicants at that educational level.

This finding indicates further that the high educationa] Tevel of the

total applicant poo] contributes to the greater percentage of total

aopl]cants than black applicants who pass. Very few blacks took exams in

classifications requiring college degrees during FY 71-72. !
The relationship between edueationaT level and test performance

“can be seen most clearly in Table XIII, which gives the percentage of

examinees at each educational leve] who pass exams. The total employment

Patterns clearly reveal that a person's educational level and test per-

formance are positively related in each occupationaf family. The difference




TABLE XIII

Percent of Exams Passed by Total and Black Applicants f

University of ITTinois

or Jobs at the ' ' : |

(Urbana-Champaign Campus) by

Educational Level and Job Family |

~(Fiscal Year 1971-72) |

% *

TOTAL BLACK ﬁ

Occupational Family N % Pass N % Pass |

: !

:

No Education-No Experience ‘

Less Than High School 147 945 4 88.6 |
High School 338 97.9 58 94.8

Greater Than High School _162 98.8 18 100.0 |

TOTAL 647 97.4 120 93.3

, i i

No_Education-Experience » |

Less Than High Schoo] 29 86.2 2 100.0 : ; ;

High School ‘ 145 87.6 - 7 71.4 : ,i%
Greater Than High School _52 86.2 _8 _87.5

TOTAL 226 89.4 17 8.4 i

1

High School-No Experience f

High School 322 60.6 89 50.6 !

Greater Than High School 183 84.2 17 _52.9 "
TOTAL 505  69.1 106 50.9

. w

High' School-Experience ‘
High School 734 61.3 91 51.7
Greater Than High School 1607 _79.0 101 416
TOTAL 2341 73.5 192 46.4

Source:  Civil Service Test Score Report and Digitek Roster, Urbana-
Champaign (Fiscal Year 1971-72) A
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1is greatest in the job families which require a high school diploma,
those who possess an educational level 1n excess of a h1gh school d1p10ma
pass exams s1gn1f1cant1y more than those wha have only a high school
diploma. The black patterns of test performance differ from that of
total employment, however. In the job families which require a high
school diploma, moré black examinees with only a high school diploma
pass exams than blacks with educational training beyond high'schoo1;

in the occupational family where neither education nor experience is

required is black test performance positively related to educational level.

The difference in total and black patterns of test performance in job
families requiring a high school diploma reveals that the high educationa]

level of the total work force puts blacks at an extreme d1sadvantage in

these occupat1ons

Tevel as whites, blacks did more poorly on tests in most instances.

Overall, Table XII shows that over half of the total app]1cant

-poo] has an educational Tevel in excess of a high school d1p1oma as compared

With only a third of the black applicants. This difference reveals a

barrier to the affirmative action program at this campus. Blacks in the

community have difficulty competing with such a highly-educated appTwcant

pool. Table XIV shows that this is particularly true in the clerical area.

At each promotional level a higher percentage of the total applicant pool
POssesses greater than a high school dipToma than does the black applicant
pool (except for the highest level, where only 2 blacks were tested).
Likewise, at each promotional Tevel a significantly higher passing per¢

ceéntage is exhibited by the total applicant pool in comparison with the

where

Only

Even in the cases where bTacks have the same educational

CETT)
Wiy




Distribution of People T
University of I11inoi
and Educational Level (

TABLE X1V

ested in Clerical Prom
S, Urbana-Cham

otional Levels at
paign Campus, by Race
Fiscal Year 1971-72)
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Total Percent Greater
- Abplicants Than
Tested Percent Passing High School
Promotional Levels . Total Black Total Black Total Black
Clerical I 316 82 67.4 54.9 28.8 22.0
Clerical II 1050 95 68.6 45.3 70.8 47.4
Clerical III 695 46 65.0 28.3 65.0 54.3
Clerical 1V , 97 7 61.9 14.3 35.1 28.6
Clerical Vv 22 2 40.9 0.0 -40.9  50.0

Source:

Civil Service Test Score Re

Champaign, FY 1971-72.

port and Digitek Roster, Urbana-
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blacks. As might be expected, progressively fewer of the black applicants

pass exams as the promotional level increases and tests become more complex.

Finally, Table XIV reveals that most of the blacks taking clerical

exams are at the lowest two promotional levels with only slightly greater
than one fifth at the highest three levels. Total emp1oyment on the

other_ hand shows better than one-third of the ﬁeop]e taking tests ét the
highest three levels. In answer to the question posed in the section
dealing with promotional sequences in Chapter III, it appears that the

Tow number of black clerical employees at the highést three promotional
levels is a combined result of few blacks both taking and passing tests

at those levels. In the case of custodial promotional sequences, no blacks
wefe tested at the supervisory level dUring FY.71-72.

Thus.far this analysis has dealt with Civil Service exams
categorically, utilizing pass-fail data. It is important to note, however,
that a passing score does not ensure a person a position. Only the top
threé scorerslaccording to the Civil Service registers are e1igib1é for
referral. It therefore becomes important to examine average scores for
specific classes. An analysis of Civil Service testing data by Noreen
Taylor provides a comparison of black and white test performance within
various classifications for the past four fiscal years." Her data re-

Present average test scores for blacks at all the colleges and universities

‘covered by the Civil Service System. Although hef'study does not report

results for the Champaign-Urbana campus specifically, the data which she
Presents is helpful for better interpreting the effect of race on test

results, because of the large number of blacks included in each classi-

fication.
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Appendix C shows Taylor's data in detail for those c]assificafion;
in which at'1east six blacks were tested.5 The inescapable conclusion one

must come to is that in general, white applicants score signiéicant]y

higher on Civil Service‘exams than blacks. This finding is apparent to

the greatesf extent in the clerical occupations, where most Civil Service
exams- are given.® Table XV summarizes the testing data by giving the number
of job cTaSsificatﬁons where differences between white and black test
performancé are found and whether that difference is statistically signifi-
cant. Over the past four fiscal years approximately ninety percent of the

job classes show whites with a higher mean score than blacks, and in

iy

three fourths of those classes the mean difference is statistically signifi-
cant.

‘Blacks have shown some improvement on tests over the past. four
years, however. The number of classes where the black mean is higher than
white average has increased from one in FY 68-69 to eight in FY 71-72.
TayTor attributes this increase to the initiation of job element exam-
inations in several classifications in the past two fiscal years. Never-
the]ess, the overall results indicate that whites score higher than blacks
in most cases.

The fact that whites score significantly higher than blacks on
the majority of Civil Service exams makes the University vulnerable to lTegal
action because there has been no evidence provided that the exams are
PEJated to successful job performance. Although the newly-devised job

element exams exhibit content validity there is thus far no indication of

predictive validity for this type of exam. Job element exams have also
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shown Tittle promise of helping blacks achieve a high enough score to be .

referred for selection.

The factors causing whites to score higher than blacks on most

paper and pencil tests are complex, but there is much evidence that

cultural variables such as homes and family structure, personality and

social characteristics, learning characteristics, and general school

relationships are the main causes of the differential test performance.

There is Tittle evidence available demonstrating any relationship between

these factors and Job performance. Wallace, Kissinger and Reynolds (1966)

give an excellent summary of the proposed solutions to the problem of

cultural bias in testing:®
1. “Culture-Free" Tests

One croposa1-is that tests be constructed which are free of
cultural bias in their content. Robert Krug (1964).points out that
cu]ture—freé tests must either have test items which all people of
all cu]tukes_have had equal opportunity and equal motivation to learn
or test items which possess complete novelty for all cultures.? Krug
adds that such testing conditions are impractical or impossible to
meet. Howard Lockwood maintains that it is impossible to avoid
measuring cultural influences, aﬁd even if it were, the test would

measure in essence nothing.!®

"Culture-Fair" Tests

Krug recommends the use of a culture-fair test for which the test
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items (though different)

are equally appropriate for at Teast two

cultural groups. Philip Ash (1965) criticizes this approach as being

impractical and 1neff7c1ent for measur1ng aptitudes significantly
related to most ordinary measures of Job performance.ll Another

problem w1th the culture-fair approach is the lack of know]edge which

. test designers have of black culture. Black cultural character-

1st1cs also d1ffer in various environments, €.g9. northern slums

VS. southern rural culture. William E. Enneis, the head of testing

for the EEOC, points out that culture- free or culture-fair tests are

both avo1d1ng the problem of validity.12

3. Creativity Tests

Newton Metfessel and J. J. Risser (1965) recommend the uyse of
creat1v1ty tests rather than traditional 1nte111gence tests for test-

ing the culturally disadvantaged. 13 However, creativity tests are

inappropriate for the majority of University nonacademic Jobs,

4. Differential Selection Among Applicants from

Different Socio-
Economic Ethnic Backgrounds.

Since prediction equations for job-performance for most tests
currently used have been based on performance of whites, it has been

proposed that different prediction equations be employed for blacks.

This solution is based on the premise that a selection device which

is valid for whites may not be a valid predictor of job success for

blacks. In 3 study of 2000 applicants for toll collector positions

[
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in New York, Felix Lopez (1966) found that the instruments by which

successful performance was predicted differed for white and black

ethnic groups.!* Simiiar results were reported by C. J. ABart]ett and

B. S. O'Leary (1969) 1in educational and 1ndustr1a1 work contexts,1S

James J. Kirkpatrick, et. al. (1968) with females in clerical, nureing,
and males in low-manual occupations,!® M. D. Mitchell, et. al. (1968)
with male semi-skilled workers,17 and E. Ruda & L. E. Albright (1968)
with 1034 applicants at Kaiser Aluminum & Chemical Corporat1on 18 In
summary, stud1es in a wide cross-section of occupational Jevels in |

various types of organizations indicate that preemployment selection
devices predict differently for whites and blacks.

Because of the differences in the way tests predict for per-

- formance by blacks and whites, it has been_proposed by Richard Guion
(1965) that a moderator variable approach be used.l? Under this
approach a moderator variable would reflect cultural differences for

‘the way se]ection tests predict job performances; therefore two
different equat1ons would be used to yield test scores for blacks and
whites. D1fferences in selection procedures for d1fferent ‘groups do
not necessar11y mean a ]ower1ng 1n standards, since the standards
which - are important are those of job performance rather than select1on
standards. Krug maintains that "a double-standard for predictor is not
wrong . . . only a double-standard for a criterion is unacceptable. 20

Krug goes on to say, "if it can be demonstrated that Score X for Group

A and Score K-k for Group B are associated with identical levels of

performance on the Job, then an employer might reasonably consider

adopting a more flexible attitude toward test scores.”
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doubtedly occur if blacks with Tower test scores are hired above

whites with nigher test scores,

planation that a high score does not necessarily make one more

"qualified." Enneis (1969) suggests as

-cally defensible solution to this problem, the conversion of all

applicants'

each applicant belongs. "21

5.

bias in exa
potential of the applicant for job success.
feasible for the University,
Aan objective crjterion (i.e

the University Civil Service Statute.?2

Learner, Trainee, and Apprenticeship Programs

Nevertheless, charges of "

reverse discrimination® will un-

regardless of the scientific ex-

"a pragmatic and scientifi-

test scores to predicted criterion scores, using the

appropriate regression equation of the moderator subgroup to whiéh

Use of Test Scores As Only One Indicator

A final solution which has been proposed to overcome' cultural
ms is to use the test score as only one indicator of the
This approach is less

since merit for a job as demonstrated by

.5 a Civil Service Test) is required by

enough to qualify for referrals,
use of Tearner, trainee,

1t work force.23

route whereby black employment has increased in both quanti

of jobs.

Since black performances on Civil Service tests are rarely high

the University has resorted to extensive
and apprenticeship programs to bring blacks into

These bn—the—job training programs have become the major

ty and quality
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Table XVI gives the Occupational distribution of the jobs ob-

“tained by blacks through training programs. It can be seen that learner

programs have enabled blacks primarily to gain access to clerical and

service jobs. Trainee programs have resulted in the employment of 15

blacks at the managerial, professional, and technical Occupational levels

and seven in Craftsmen jobs. Al] of .the nine black apprentiées are employed

in the crafts and trades.

Of the 267 blacks who have been hired into Training programs, .

approximately one—fourth have failed to succeséfu]ly complete their

programs.2% The Clerical Learner Program shows a slightly Tower failure

rate of twenty percent. When the number of people successfully completing

training programs byt failing to succeed as probationary status employees

2

are added, the failyre rate increases to 35 percent of all blacks hired

through University training programs. Of the blacks failing to complete

programs, almost one-third are janitor Tearners employed at the Physical

Plant. The lack of success on the part of most black janitor learners is

a peculiar prob?em%fpr the University's affirmative action brogram. Al-

though many black custodians are successfully employed in the community,

few blacks have succéssfu]]y completed janitor learner programs at the

University. The high overall failure rate indicates a weakness in the

use of training programs to increase black employment. It is unclear

Whether these failures are due to inadequate training, unacceptable job

behaviors, or other factors.

Training programs have provided a means for a large number of

blacks tq become successfyi University employees, however. At the end
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TABLE XVI

é Occupational Distribution of Black Learners, Trainees, and Apprentices
‘ Hired at the University of ITlinois, Urbana-Champaign Campus

| from 1968 to December 31, 1971.

|
Occupaiiona] Category Learners . Trainees Apprentfces Tota]
Officials & Managers 0 1 0 ]
Professionals 0 6 0 6
Technicians 5 8 0 13
Office & Clerical 160 -0 0 160
Crafts 1 | 7 9 17
Operatives 7 3 0 10

“ Laborers : 0 o - 0 0

Service Workers 60 0 0 60
TOTAL 233 25 9 267
Source: Personnel Services 0ffice Nonacademic Personnel Data.
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of 1971, approximately 155 of the blacks who had been hired via tra1n1ng

programs were still working for the University. Since Table I in Chapter

ITI 1nd1cates that the number of blacks has 1ncreased by 132 employees

since 1968 (when learner programs were begun), it follows that much of

this increase can be attributed to training programs.

Civil Service Rules
~———=="VICE RuTes

Throughout this study references have been made to the effect

of Civil Service Rules on the Universityds affirmative action program.

Civil Service Rules have indeed shaped many of the actions of the program

since the beg}hn]ng of the program in the Spring of 1968. This section

isolates key Civil Service Rules and descr1bes their: 1mpact on black

emp]oyment.

1. The ”Ru]e of Three"--This rule lTimits the selection of an

emp]oyee to the top three applicants on a particular register. Or1g1na11y,

this rule was des1gned to provide an objective, nonpolitical method of

Securing jobs in public employment.25 According to the merit principle, a

department had to. select one of the top three scores on an objective test

for the classification. Unfortunately, the objective tests are not

Sophisticated enough to predict who the three most qualified applicants

are.  Moreover, blacks generally score Tower on Civi] Service tests than

Whites, as seen in the section dealing with testing. The inability of

blacks to score in the "top three" makes the "Rule of Three" a barrier to

blacks who wish to qualify for positions through regular procedures. The

‘Rule of Three" has forced the Unlvers1ty to hire blacks through training

Programs, discussed in the previous section.
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Due to the lack of Precision with which Civil Service tests can’

reflect who the most qualified People are, there is little justificatidn

the University Civi] Service System has for,emp]oying this rule. The State

techniques are not now, and may never be, sufficiently precise to Justify

a numerical ranking of e]igib]és‘ﬁs'is done with a 'Rule of 3' system."26
Chairman of the U.S. EEQC)

I think the courts will dea]
- selection systems requiring s
the top three or top five, for the same reason that man-

dating a high schoo] diploma is unlawful. If you find

that a system using the.ru]e—of-three Operates in such

a way that Negroes are, in fact, qualified for the Jjobs

Finally, William H. Brown III ( recently stated:

election from 3 list of

he courts to prove the job
i This will be very
on the Tist are by

~definition qualified even if they are not 1nc1uded_in

., the top three. I think you will fing

with some substants upon any system
. which permits exclusion of qualified blacks.27

2. Rules of Preferential Register Position--

There are three

- Civil Seryice rules which give preferential register position to curfent
University employees: -

the reemployment rule, promotiona] exam rule, and

Rule 5.2h which gives pre%erential register positign to current employees

Who pass exams outside their promotional lines
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these Jobs through training programs.. The reemployment rule is just in

its protection of layed-off employees. However, it Serves as a barrier

. because it allows a person to remain on a reemployment register for two

years. Most people find other jobs within a year's time, rendering the

two year period exceedingly Tengthy.

. The promotional rule acts as less of a barrier than the re-

emp]oyment.ru]e. Although the promotional rule has blocked estab]1shment

of a training program for blacks in certain cases, it has also served to

assist many current black employees to move to higher positions. During

1971 forty b]ack employees were upgraded to higher Tevel jobs via pro-

motional exams, 32 of whom were c]er1ca1.28 The black people receiving

promotions accounted for thirteen percent of the 308 people who were

promoted during 1971, which is higher than the 8. 8 percent of the total

nonacademic work force which is black. Data giving the number of pro-

motions by race is unavailable for other years, so it is uncertain whether

promotional statistics in 1971 are representative of other years.

- Promotions outside promotional Tines, provided for current

University employees under rule 5.2h, have perpetuated the existing work

force distribution since the rule began in July 1971. Of the 144 people

who have been promoted through this ruyle up to December 1972, fourteen or

9.7 percent are black.2? Forty blacks have taken exams under Rule 5.2h,

approximately nine percent of the total people taking exams. The drawback

to this ryle is that Tittle percentage ga1ns have been made by black people

either in total number or occupational Tevel of jobs. Most of the advances

Made by blacks have occurred within the clerical and service worker
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occupational categories. 1In few instances did blacks move up in occu-

pational leve] through this ryle.

In summary, current black employees generally have benefitted

from the preferentia] position rules. However, the "ryle of three" has

acted as a barrier to black applicants who seek University employment. If

> Some relief from the "rule of

three" must be sought for black applicants. Some suggestions will be

offered in the final chapter.

Turnover

One of the greatest hindrances to progress in the University's

affirmative action program is a disproportionate]y high black turnover
rate. In 1970 and 1971 theFUniversity hired 395 black employees,

but this
substantial number was offset by 295 plack terminations during tho

se two
years.

There is no data available concerning the reasons for the termi-
nations,

but re]ative]y few were for discip]inary reasons. Most termi-

nations were, therefore, voluntary.

Table XVII ‘compares the total emb]oyment turnover figures for

1971 with that of the black work force. The total turnover figures reveal

turnover statistic. The highest number of black terminations took place

n the clerical, laborer and service worker categories, primarily in the

typist, food service, and custodial classifications, As the promotional

data have shown in Chapter III, blacks have hag Tittle success in moving
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ck and Total Employees

Total

Percent

Employment Terminations Turnover v
Occupa%ional Category Total Black Total Black Total Black
Officials & Managers 158 5 6 1 3.6 20.0
Professionals 293 1g 22 4.3 7.1
Technicians | - 570 23 82 7 14.4  30.4
Office & Clerical | - 2156 167 915 50 42.4 29.9
Crafts 477 18 27 3 5.7  16.7
Operatives 292 16 30 4 10.3 25.9
Laborers o5 55 82 38 29.8  69.1
Service Workers 10713 164 18 _ 55 18.0, 33.5
TOTAL 5244 452 1366 159 26.0  34.4
Source:

Personne] Services Office Nonacademic Personnel Data, 1977.
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to higher Tevel positions in the food service, custodial,

and clerical
Promotional lines.

The Tack of advancement poséibi]ities may partially

explain the high turnover rate among blacks in these categories. Another

explanation for the high food service turnover may be the seasonal natyre

of food service Jobs (food service employees are Jaid off during the

summer when stydents are gone). It SEems reasonable that many food service

emplqyees'might seek a year-round job rather than face 3 layoff each
summer.

Approximate]y two-thirds of the turnover for the total non-

academic work force Occurs in clerical Positions. The 1971 turnover rate

for clerical Positions alone amounts to 42 percent, an extremely high

figure. The black clericai turnover percentage is

rate for tota] employment.

force, which includes many student wives who are i

a few years.

both tota] and black employment seems to mirror the Occupational distripy-

tion of the employees as of December, 1977.

is uncertain byt it seems clear that if in the years 1970 and 19771 3 total
of 395 blacks have been hired, then a heavy turnover factor must pe

Operating to Timit the December 1977 black total to 462 employees. The

1971 turnover statistics imply that the black turnover rate is dispropor-

tonately high when compared with total employment figures.
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Minimum Qualifications

“Minimum qualifications of Job classifications at the University
affect the affirmative action program,. Eduéation and/or experience
requirements for Jjobs can serve as barriers to black emp]oyees who fail
to meet them. The key question concerning minimum qualifications is
whether they are related to successfu] Job performance. HEW affirmative
action guidelines prohibit the use of job requirements which cannot be
demonstrated to be positively corrg]ated with job performance. 30

As mentioned previously in this papef, the University has
eliminated unnecessary requirements in several classifications since the
beginning of the affirmative action program.3l There are many classifi-
cations that rémain, however, in which the requirement of a high school
diploma for successful Job performance is very questionab]e. Some examples
are Bow]ing Alley and Billiard Room Attendant, Flight Line Attendant,
Library Attendanf, Food Service Cashier I, Distribution Clerk, FiTm
Inspector, Pot Washing Machine Operator, and Bookstore Clerk I.

S. M. Miller32 and Rose Wiener33 suégest that the high schoo]
diploma is an unnecessary requirement for many jobs but is widely used by
Companies to screen out ”1ow—ach1evjng” applicants. Both authors maintain
there is Tittle evidencé to support the Presupposition that.a high schoo]l
dropout wil] necessarily be a Tow-performing employee. In a survey of a
wWide variety of industries, Ivan Berg found that few employers attembted
to validate education as 3 determinant of satisfactory job performance. 3*

At an educat1ona] 1nst1tut1on there is little doubt that most jobs require
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a high school diploma for successful performance, especially in the cTer1ca1
area where a premium s p]aced on grammar skills, spelling, etc. However
it is the author s opinion that there are several Jobs in the service
area where the high school requirement has been required more by trad1t10n
than anyth1ng else.

. It is important for the university morally and Tegally to make
sure that 1ts Job requirements are sound. The courts have consistently
ruTed that a high schoo] diploma requirement unrelated to performance on

the job is illegal. In Griggs vs.:- Duke Power (1971), the 'U.S. Supreme

Court stated that "if any emp]oyment practice which operates to exclude
‘Negroes cannot be shown to be related to job performance, this practice

is prohibited."35 Ip Bennett vs. Gravelle (1972), the Washington Suburban

Sanitary Commission was ordered to e]1m1nate mandatory educational attain-
ment standards as preemp]oyment criteria for over thirty job classifi-
cat1ons, and to- 1nstead utilize a composite of Jjob-related educat1on,»
exper1ence, and skills.36 Ip Carter vs. Gallagher (1972) the Court of
Appeals held that the requirement of a high school diploma by the
Minneapolis Fire Department and City Civil Service Commissionersvfor
firefighter app]icants discriminated against black applicants, since "a
Substantially smaller percentage of non-white app]1cants in Minneapolis
have completed four years of education."37 Furthermore, the court man-
dated that the high school requirement be eliminated as a screening device,
Since there was “no indication that the high school requirement was an

€ssential and necessary qualification for firefighting."
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Goal Setting

As mentioned in the introduction to this study, the University
affirmative action program included setting goals for black employment for
the first time in 1970. At that time the University set minority and
femd}e hiring goals for 1977 in response to HEW's request. ‘Table XVIII
shoWs~the minérity goals which were set and to what extent they were met.

In the thirteen Civij] Service Occupational Areas where minority
hiring goals were set, only once did the University achieve iﬁs goal--at
thesemiski]]ed?eve?. At the threé highest Tevels the University set
minority hiring goals totaling 25 peop?e but only hired or’pPOmoted ten
people to those Tevels. Most Progress came at the clerical Tevel, where
42 minorities were newly-hired and One was promoted to that level. Overf

all, the report was an embarrassing item for the Univérsity to submit to
HEW. |

n 1970. Nevérthe]ess, severa] weaknesses of the goal system itself also
contributed to the poor results. The same drawbacks rendered the goals
System inoperative in 1972, when goals were set in the same manner as the

Previous year. In the final Chapter these weaknesses are discussed in

Organization and Resgonsibilitx for University's
e Y Y -
Aff1rmat1ve Action Program

A final important factor affecting the progress of the
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Occupational Analysis of Progress on Minority Hiring Goals Set for 1977 at.

the Urbana-Champaign Campus of the University of I11inois

Occupational Area

(Civil Service Codes) Goals New Hires Promotions- Balance
01 Professional 5 2 - 3
02 Semi-Professional 10 4 1 5
03 Managerial | - 3 - 7
04 Clerical 50 42 1 7
05 Stores 1 - - 1
06 Aeronautical 2 - - 2
07 Agricultural 3 . - 3
08 Custodial 30 ‘14 2 14
09 Domestic 4 - - . -
10 Food Service - - - -
11 Heat, Light, & Power 3 - - 3
12 Medical Service 1 - - ]
13 Protective Service 7 | 1 - 6
14 Skilled Trades & _

Occupations 5 2 - 3
15 Semi-skilled Trades

& Occupations 10 11 - 0
16 Unskilled - - - -
TOTALS 137 79 4

55

Source:  Personnel Services 0ffice Nonacademic Personnel Data, 1971.
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University's affirmative action program has been the organization of the

program and the people responsible for imp]ementing it. Throughout the

introduction to this Study the author has made references to organizational

dynamics affecting the program at varioguys points. These organizational

factors are not quantifiable but nevertheless constitute real influences

upon -the direction of the affirmative action program.

has been the lack of adequate leadership on the part of the Chancellor's

Office. Although Chancellor Peltason and Vice—ChancelIor Briscbe have

issued memorandums to Deans and Directors in support of affirmative

action, they have failed to set up the organizatibna? machinery to make

it work. It has already been noted that Briscoe's second memorandum was

far Tess affirmative than the first, a result of pressures from the

hiring units. In the Spring of 1968 the'responsibi]ity for implementing

affirmative action was given to the multitudinous departmental affirmative

action officers throughout campus for their particylar unit. After a

brief flurry of affirmative action activity, it proved impossible to

coordinate affirmative action éctivities among over 100 departmenta]

affirmative action officers. Moreover, the commitment of many of these

officers to affirmative action was questionable, 38

In July of 1970 the responsibility for affirmative action was

given to the campus Affirmative Action Office. However, when certain

departments refused to Ccooperate with the Affirmative Action Office, Tittle

Was done by the Chancellor's Office to show that the University was

committed to affirmative action in fact.  The University's revised
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Affirmative Action Plan of 197] announced the ihitiation of an upgrading

program and the development of a preemployment data bank but failed to

identify the people responsib]é for imp]ementing these programs. As a

fesu]t, these programs have yet to be implemented.

To summarize, responsibility for the affirmative action program

has never been clearly delegated. Furthermore, responsibility for

implementing numerous parts of the Program has never been clarified. It

has rather been assumed by the Chancellor's 0ffice that people will be

"affirmative" if €ncouraged to be so. Unfortunate]y, departments have

not responded affirmatively-in numerous situations.

One critical facet of the affirmative action program that has

never been organiZed adequately is an auditing system whereby thé progress

of the program can be statistica11y assessed. Since Vice-Chancellor

Briscoe discontinued the quarterly minority employment reports,39 depart-

ments have not even been required to know the racial composition of their

unit. Furthermore, since December 31, 1971, when an extensive computer

run was made through the centra] racial data bank (

request by HEW),

in response to a

there has been no way anyone can be aware of the racial

composition of the various departments. Computer runs are not made on

any regular basis nor are periodic assessments of the University's racia]
data made. The data is available if needed but is rarely used. This lack

of feedback information in the affirmative action Program is one of the

major hindrances to Progress in the employment and upgrading of blacks.
Another organizational lapse has come about in the coordination

of the activities of departmental affirmative action officers. At the
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to barriers tg black employment. However, the officers have not been

together since that time. There has been Little or no communication to

them concerning affirmative'action matters. It 1s known to the present

committees to recruit black apprentices who woyuld be eligible for Uni-

versity jobs in the crafts. The University has not taken the affirmative

stance of insisting that the unions recruit an adequate number of black

craftsmen to work On government contracts at the University. The number

of black craftsmen working at the University remains disproportionate]y
Tow. ’

In Board of Trustees vys.

Volpe Construction Company“0 Tyfts
____‘____‘__-______§__‘Jl_____~*§_____~___E__X

University forced a construction company to 17

action demands of a government contract. There 1is no reason the University

could not take a similar tough position with the Tocal construction

Companies. However, the University has seemed to place good public

relations with unions above affirmative action in em

ployment of black
apprentices.

If the number of black craftsmen at the University is to

fncrease, it will be necessary for the University to make affirmative

action demands of the joint apprenticeship committees.
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Summary

process which affect the University's affirhative action program have

been
analyzed.

An analysis of testing data has shown . that the percent of blacks

,passihg exams in most Occupational categories 1s Tess than the total

pattern. . When testing data are analyzed according to job families,

there

1s much evidence that the black examinees are Jess highly educated than

the total number of people taking Civij Service exams. Furthermore, white

examinees have a higher mean SCore on exams than blacks in almost all

categories. In Many cases the mean difference is significant.

Unfortunately, the large number of blacks hired through training programs

has been offset by a Targe failure rate.

“rule of

works against blacks and has been the major factor forcing b]aéks‘

to enter the University work force via training programs. Blacks have

benefitted from the rule of pPromotion but not to any great degree from

the reemployment or 5.2h rule.

An analysis of turnover data reveals that the black turnover rate
is significant]y higher than the rate for all employees. Moreover, the

Majority of terminations for black employees tend to occur in different
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Occupational categories than that of total employees, except for the
clerical area.

A discussion of minimum quaHﬁéations for University jobs
suggests that the University rbeanalyze the relationship of the require-
ments of its jobs to successful performance. Minority hiring goals for
1971 have been examined .and found to be relatively unsuccessful. Fina]‘]y,

: o
the impact of certain organizational factors upon the University's

affirmative action Program is discussed.
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V. POSSIBLE FUTURE ACTIONS FOR AFFIRMATIVE ACTION PROGRAM

This study Up 'to now has disclosed deficiencies both in the
total number of black nonacademic employees ét the University and the
types of jobs in which the black workers are employed. ATthough the
University has made Substantial progress din expanding and upgrading its
b]ack_work fbrce since the inception of jts affirmative action program'
in the Spring of 1968, affirmative action activity has'drobped off con-
siderably since 1971 where budgetary cutbacks made departments Jess w1111ng
to‘hife Learnersvand Trainees. ‘New directions ére clearly needed to
revitalize the University's affirmative action program.

The Tast chapter has examined several factors which have
affected the progress of the affirmative action program. Except for the
Learner and Trainee programs, the factors examined had a negative impact
on the program. 1In this final chapter the present author attempts to
offer some possible directions for the affirmative action program, designed
to overcome some of the parts of the employment process hindering blacks.

The subjects examined include a proposed goal-setting system, selective

certificatiOn, categorization, extension of upgrading programs}' and'app]icant

information.

Goa]—Setting System

In order for the University's affirmative action program to
Succeed, an effective goal-setting System designed to overcome under-

Utilization of minorities must be implemented. The University must also
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have a goal-setting system 1in order to comply with Revised Order No. 4:

"an acceptable affirmative action program must include an analysis of

areas within which the contractor is deficient in the utilization of

’minority groups and women, and further, goals and timetables to which

the contractor's good faith efforts must be directed to correct the
deficiencies, and thus to increase matérialTy the utilization of minor-

ities and women, at all Tevels and in all segments of his work forpe where

deficiencies exist, "1l

- As mentioned previously, the University has set minority hiring

goals the past two years with inadequate results. The lack of results

has been partially affected by the budgetary cutbacks, which have caused

departments to be less willing to hire a learner or traineé when their

work forces have already been reduced. However, several flaws in the

goal-setting mechanism itself have also rendered it ineffective. The

first drawback Ties in the fact that the goals have been set by the

Personnel Services Office, which does not hire employees but only refers:

them to the various departments On campus who- make the hiring decisions |

for their particular unit. The goals set by the Personnel Services |

Office have merely been "quesstimates” of the campus' potentia] for hiring

minorities with no machinery set up to attain the goals. Although the | ”

certain campus units, only in a few cases have these units fulfilled

these 1nforma}‘commitments. Departments have had little or no input 1in

1
the setting of goals. '
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The recently-organized Affirmative Action Panel has been designed to

overcome this problem. The Panel's composition and function were defined

in'the second chapter.

Thirdly, there has been no auditing system designed to assess

the University's progress toward meeting goals. Reports which have been

compi]ed by the Personnel Services*Oﬁfjce fail to reflect the effects of

minority turnover.

Finally, the responsibility for goal-setting has not been

assumed by the highest administrative Tevel

Since the major administrative units and colleges do not report to the.

Personnel Services ahd Affirmative Action Offices (who have Cooperatively

set the goals) but to the Chancellor's Office, the impetus for achieving

minority hiring goals has been 1ackihg.

In their recently published Higher Education Guidelines--

Executi?e Order 11246, HEW defines goals as "projected levels of achieve-
= .

ment resulting from an analysis by the contractor of jts deficiencies, and

of what it can reasonably do to remedy them given the availability of

qua?ified-minorities and women and the éxpected turnover in its work-

force. "2 Revised Order Number 4 adds the following guidelines to goal-
———==-_crder Number 4

Setting: 3

a. Departments muyst analyze the number of minorities
and women 1in each Jjob c]assification, determfning
whether underutilization exists. Underutilization

, T.e., the Chancellor's Office.



119

is defined as "having fewer minorities or women in
a particular job classification than would reason-
ably be expected by their availability,

b.  Personne] staff, department and division heads, and

unit managers must be involved in the goa]-setting
process,

C. Goals shoyld be significant,'measurab1e, and
attainable.

d. Goals shoyld be Specific for planned results, with
timetables for completion.

mitments the [University] Will consider the antici- :

. . }
pated expansion, contraction and turnover of and Q
in the workforce. ‘

9. Goals must pe designed to correct any identifiable
deficiencies.

h.  Support data for the required analysis and programs
shall be compiled and maintained ag part of the
[University's] Affirmative Action Program.

1 The [University] should monitor. records of referrals, !
placements, transfers, pPromotions and terminations ‘

at all levels to ensure nondiscrimination policy
1S carried out.

The foT}owing goa]-setting System,  based on the requirements of

Revised Order No. 4 ang designed to correct the shortcomings which have
——=2£0 Urder No. 4

ffirmative action goals in the past two years, has been

Fecently submi tted by the present author to the Personnel Services Office
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and the Affirmative Action Office—-Nonacademic.' Pending the approval of

those two offices, the proposal will pe submitted to the Chancellor's

Office for initiation at the campus for Fy 73-74.% The plan places

ultimate responsibility for affirmative action at the top administrative

level, i.e. the Chancellor's Office. It involves the college and major

adminjstrative units with their respective departments in the

process. It places the Affirmative Action 0ffice not only in a monitoring

position but also in an assisting role of consultant. Finally, it provides

a checkpoint for compliance to goals by utilizing the Affirmative Action

Panel as well is providing for statistical feedback on the effectiveness

of the system from data provided by the Personnel Services Office.

A. Initiation of Goa1—Setting System

1. Colleges and Administrative Units Will be expected to
complete the setting of goals for minority and female
employees by ___(date) for fy 73-74, based on their
respective utilization analyses.

Colleges and Administrative.Units will submit a copy of
their goals to the Affirmative-Action Office--Nonacademic.
(Colleges and Administrative Units wil] be responsibie
for summarizing the submissions of goals of units under
‘them.)

3. The Affirmative Action Offfce——NonaCademié Will review
the proposed goals and analyses submitted by the Colleges

and Administrative Units, according to the following

criteria:




o W)

4.

121

Will the proposed goats correct deficiencies? |
Is there evidence provided to demonstrate that
all Tevels of management within colleges and
administrative units have been involved in the
goal-setting process?

Is there sufficient evidence to show that
consideration has been given to the expansion,
contraction and turnover bf the work force in
deve]opfng proposed goals and timetables?

If no goal has been'establfshed, doesvthe
affirmative action plan analyze and document fhe
reason for not setting a goal?
Are the‘proposed goals significant, feasib]é,
and in conformance with Policy énd Rules--Non-
academic? (The Affirmative Action 0ffice--Non-

academic will consult with the Personne] Services

- Office to ensyre adherence to this point.)

The Affirmative Action'Of%ice-—Nonacademic will contact

each college and administrative unit individually.

a.

The proposed goals will be discussed, with the
Affirmative Action Office--Nonacademic suggest-

ing any changes to be made in 1ight of the

‘criteria mentioned in section (3) above.

The Affirmative Action Office——Nonacademic and .

each college or administrative unit wil] then
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reach agreement on a final set of goals for
FY 73-74.

C. Should the Affirmative Action 0ffice--Non-
academic and any college or administrative ynit
fail to reach a mutually acceptable agreement,
the co1]ege or major administrative unit will be
prov1ded an opportunity to exp1a1n its case to
the appropriate Vice-Chancellor who will, upon
review, render a decision as to what constitutes

an appropriate standard for affirmative action.

Implementation of g Goal- Sett1ng System into Daily Nonacademic

Employment Procedure.

I.

As employee requisition cards are received by the
Personne] Services Office, vacancies will be reviewed by
the Aff1rmat1ve Action Panel according to the finaj goals
of the employing unit. (The Affirmative Action Panel,
comprised of members of the Affirmative Action Office--
Nonacademic and the Personnel Services Office, was
established by Viée Chancellor Briscoe in a December 18,
1972, memorandum to Deans, Directors, and Heads of .
Academic and Administrative Units for the purpose of
securing status, Tearner, or trainee'positions for
minorities and women. ) |

The employing unit is éncouraged to contact the Affirm-

ative Action Pane] as soon as vacancies are anticipated
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Tn order that necessary Preparatory actions (i.e., .
establishment of 1earner or tra1nee programs, seTect1on

of cand1dates etc ) can be taken by the Pane] to ensure

attainment of the employment goal.

If the employing unit has not specified how it plans to

meet a particular goal, a member of the Affirmative

Action Office-—Nonacadem1c will d1scuss with the appro—

priate unit representative how the goa] -commitment might

be met. The following are Suggested actjvities which the

employing units might undertake to meet employment goals:

a. Identification of current minority and female
employees for upgrading. The Personnel Services
Training Section is available for assisting
employing unit's efforts to ubgrade their person-
nel through courses or training programs.

b.

Acceptance of learners or trainees for positions
where on-the-job training is feasible.

1. fhe employing unit shoU]d_identify
certain jobs which can be utilized for
Tearners or trainees.

The employing unit shoyld try to antici-
pate.when vacancies will occur in these
positions, and then contact the Personne]

Services Training Section for ass1stance

C. Temporary down- -grading of positions (pr1mar1]y
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clerical) for the purpose of hiring a Jearner.
The Personnel Services 0ffice will make evety ,
effort to cooperate in upgrading a position which
has been temporarily down-graded for affirmative
action purposes.

. o d. Restructuring'of Jobs by the employing unit in
order to establish positions which can be utilized

for learners or trainees.

e. Dissemination to minority and female employees of
information on promotional opportunities within
the college or major administrative unit.

4. Unantiéipated vacancies in classifications where goals
have not been set are not exempt . from affirmative action;
the emp]oy1ng unit is expected to exercise aff1rmat1ve
action in all employment vacancies.

5. If thevémp1oying unit maintains it cannot fulfill a goal
commitment, it will explain-the case to the Affirmative
Action Office--Nonacademic. If the employing unit and .
the Affirhative Action Office--Nonacademic are unable to
arrive at a mutually acceptable agreement the case will-
be referred to the appropriate Vice Chancellor for a

final decision.

C. Reporting and Auditing System

1. Goals will be proposed annually by each college and major
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administrative unit and submitted to the Affirmative

Action Office-»Nonacademic. The process for establishing

goals for FY 73-74 (outlined herein) will pe followed

each year.

A semiannual progress report will be submitted by the

college or major administrative unit to the Affirmative

Action Office——Nonacademic, assessing its progress on

the annual formalized goals at the midyear point.

a. The report wilj include an analysis of the
feasfbf]ity of the college or major unit's goals
which up to then have not been met.

The report wil] also include an éna]ysis of what
the college or major unit plans to do in the
future to correct'specific problems and fulfilj

goal commitments.

Using the semiannual progress reports; the Affirmative

Action Office--Nonacademic will make 3 semiannual assess-

ment of progress made by the campus as g whole in the
area of minority and female hiring and upgrading.

a. The Affirmative Action Office——Nonacademic will

confer with those colleges or major units failing
to achieve their formalized goals, offering
assistance in the reevaTuation and redesign of
their particular unit's affirmative action plan.

b. The Affirmative Action Office~--Nonacademic will
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continually evaluate the Goal-Setting System as
to its flexibility and effectiveness in meeting
- the Urbana-Champaign campus' affirmative action

commitments.

Selective Certification

Even if departments desire to hire minorities Civil Service
rules mandate that only the top three people on the emp]oymenL register be
referred for a particylar vacancy in a classification, and one of those
three must be selected by the hiring unit. Therefore if no minorities
OCcupy one of the top three positions, the department cannot fulfill qts
minority hiring goal for that c1ass through normaT Civil Service procedures
Since the test1ng data has shown that whites score significantly higher
than blacks on Civil Service exams, it is an extremely infrequent situation
when blacks occupy one of the top three register positions. The so]ution
in the past has been to resort to Learner or Tra1nee programs for an
alternative route to normal Civil Service procedures. For the reasons
mentioned in Chapter IV, however prospects for extens1ve use of these
programs for- h1r1ng blacks in the future appears dim.

Selective certification for the purpose of affirmative action is
@ possible method by which the University might employ minorities according
to its goals system. Selective certification is g method of personnel
selection in which the highest three qualified blacks in a certain classi-
f1cat1on are referred by an appropriate personnel officer to a part1cu1ar

vacancy, regardless of their register pos1t1on There are three important
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conditions that should exist beforé selective certification is used in a
pafticu1ar classification:
1. There must be qualified blacks. on the Civi] Service regfster;
2. It must be established that there is no significant positive
correlation between high test score and job performance 1in
. the classification; and
3. There must be a need for se]ectiveAcertification in the class,

1.e., a department wishing to hire a minority in a particular

class in which its minority employment is deficient.

The first condition is particu]ar]y important. Selective
certification is not intended to allow unqua]ified people to be hired in
place of qualified applicants. Se]ective.certification prdvides for
preferential selection of qﬁa1if1ed minorities from a pool of qualified
applicants. Al1 people on the active Civil Service register for a partic-
ular class have passed the eXamjnation for that c]aés and are, in theory,
qualified for the job.

| If it can be proven statistically that those qualified applicants
with the highest passing scores are better performers on the job than
those with Tower passing scores in a particular Job-class, then selective

certification should not be usad in that case. However, few Civi] Service

exams have been validated for job performance. Furthermore, most_ selection
devices currently in private industry and public employment have their
limitations wheré validity is concerned. Edwin Ghisel]li reports that the
average pdrre]ation between tests and Job performance criteria is approxi-

Mately 0.20 while the average coefficient between tests and training
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criteria is only about 0.30.5 E. A. Rundquist maintainé that the highest
validity coefficient possible is about 0.50, because of the 1nab111ty of
testing devices to take into account the many complex criteria assoc1ated
with satisfactory job performance 6

Se]ect1ve certification wou]d be a usefQ1 tool for employing
blacks in those classes in which the tests have no demonstrab]e relation
to job performance and blacks who pass the exam score lower than whites.
It would provide a means for a department to fulfill a m1nor1ty hiring
goal in this type of classification. Se1ect1ve certification should not
be used, however, without simultaneous revision of invalid examinations.
The Un1vers1ty Civil Service System should make every effort to replace
invalid exams with valid tests as soon as possible.

The problem with selective certification resides in the question
of its legality. Although this device is currently being used in the
cities of Sacramento and San D1ego and the State of Nash1ngton,7 the
courts have not clearly indicated whether it is permissable to ut111ze
this mechanism. Selective certification is challenged on the basis of
"reverse discrimination" against the other qualified white applicants
who are not referred to the vacancy in a particular c]assiffcation. What
the courts have estab]ished in several cases iS that a preselection device
which has a d1scr1m1nat0ry effect on minorities and is unrelated to
sat1sfactory Job performance is. prohibited by law.?8 Furthermore, the
COurts have ordered remedial action in the form of a hiring quota from
a pool of dua]ified mfnorities. The remedial actions of the courts

CTOSe]y resemble selection certification in principle. Whether the courts
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have reserved the right of .remedial actions for themselves and not fof

employers is unclear at this time.
Categorization

Another alternative that might be used by the University to
increase thebquantity and quality of jts minority work force 1§ catego-
rization, currently utilized by the State of I1Tinois Department of
Personnel. The basis for categorization lies in the employer's admittance
that the testing devices used for preemployment screening are hot accurate
enough to predict the top three or top five candidates for a certain Job.
Furthermore, since blacks tend to have a mean score lower than whites a
"rule of 3" or “rule of 5" for referring applicants rarely results in any
black applicants being referred to a Jjob opening. As a solution to this
dilemma , categorization classifies the top 25% of scores as Category A,

the next 25% as Category B, etc. For a given Job opening, ali candidates

in Category A are equally eligible for that vacancy. 1In eéssence, intervals

are used rather than absolyte highest raw scores.

Categorization is subported by both the National Civil Service
League and thevAmerican Psycho]ogica] Association.? The NCSL recommends
that "in order to give the operating agencies and departments maximum
flexibility in the selection of personnel, yet at the same time assure
that the public servant will be chosen from persons who are qualified,
that the direc;or of personnel, using objective criteria shall categorize
those persons eligible for a,position'as being qualified.” The APA recom-
Mends fhat "obtained cutting scores be expressed in terms of intervals (e.qg.

Plus op minus one standard error) instead of specific points."
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Categorization concerns jts practicality in cases wher
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If categorization were used at the University to extend more

Opportunity to minority applicants, it would have to be accompanied by an

effective minority goal-setting system. Otherwise, sych a mechanism

setting system, however

categorization would give the hiring'department an enlarged pool of

qualified applicants from which to select. If the departments desire to

hire a black to meet a minority hiring goal in a particular class, the

enlarged pool of applicants woyld enhance the possibility of a qualified
bTack‘being eligible for selection. 1Ip comparison with se]ective certifi-
cation, categorization would have thé obvious advantage of being immume
to charges of reverse discrimination. Since a large pool of applicants
simply Possess a rating of A, indicating'that they are equally qualified

for the job, arguments between applicants with different specific scores

need not exist. Categorization woyld also help displace some of the

undue emphasis'which'people place on examination scores.

- One major disadVantage to categorization is the instance where

no blacks score in Category A. The example of Driver classifications in

the Preceding section would be one sych case, where the

highest ranking
bl

However, as job element exams

ack would be Tocated in Category C.
become 1ncreasing]y utilized by the University ¢

Vil Service System, the

difference in mean scores between white and black applicants should

decrease enough to make categorization effective. Another problem with
e Civil Service

Pegisters are very large. For example, a department woyld have to
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interview over 75 applicants if all candidates fn category A were inter-
viewed for a custodial vacancy (Building Service Worker). An additionaf
probTem would be posed by current Civil Service rules which give preference
to current employees who take exams. If departments were required to

select a current employee over anyone from the outside, they would per-

- petuate discriminatory niring patterns which are reflected in the current

racial makeup of the nonacédemic work force.
It is the present author's opinion that categorization could
be an extremely effective tool for overcoming underutilization if:
1. An effective goals-setting system was set up to coincfde
with it; and
2. Civil Service tests were revised to yield scores for black
and white applicants based on two different prediction
equations'to account for cultural differences in test taking
(as mentioned in the Testing section).
The fesu]t’wou]d'be a number of qualified black applicants in most classi-

fications who would be eligible for selection.

Extension of Upgrading Programs

To upgrade the University's current black work force the
University needs to improve and extend its current upgrading system. The
following points suggest ways in which the University cou]d'he1p its
Current minority employees:

j. The Univer;ity needs to conduct an inventory of the skills

possessed by its current minority employees, to determine
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whether their present jobs are underutilizing their abilities
and potentials. There is an acute need for’identificatioﬂ
of underutilized minority employees. |
a. Training programs could be utilized to enhance a
minority's promotion potential
b. Better pubTicity to black employees of their rights
uhder'Civi1 Service Rule 5.2h might increase the
4_number'of blacks moving to hiéher Tevel jobs out-
side their promotfona] }ine.
There . is a need fof more reexamination of the minimum
qualifications of nonacademic positions, eliminating un-
necessary requirements which tend to screen out minorities.
There is a need for‘restructuring of job career ladders.
Many blacks, especially in the food service area, are
locked into dead-end categories with 1ittle hope of promotion.
The University could begin conducting Preapprenticeship
traininglfor black males who demonstrate aptitudes and
interest in the crafts and trades. It was such training
programs which led to the hiringvof the University's only
black craftsmen in 1968 and 1969.
Stenographic training courses are needed to increase hlack
representation in higher level clerical positions. OQut of
the 574 clerical positions involving stenographic skills,
only 9 or 1.6 percent are filled by blacks, despite the fact

that black participation in clerical jobs 1is quite high.
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University funding would enable black clerical employees to
take stenographic training courses at Parkland or I11inois

Commercial College.

. Need for Applicant Information System

. Under the present nonacademic personnel system, an excessive
amount of responsibility is placed on a placement officer's interviewing

skills. Based on an applicant's educational background, past job‘experi—

ence, training, and interests, the placement officer decides what ciaési—
ficatioﬁs for which the applicant should take tests. If an applicant's
biographical data could be coded and computerized for immediate retrieval
when a job vacancy arises, a much more efficient matching bf people with
Jjobs which tap their skilis would result. A problem here lies in the

difficulty of adequately .coding a person's past job experiences and current

interests.

Conclusion

Based on the analysis of patterns of black employment during the
affirmative action brogram in Chapter III and the examination of parts of
the nonacademic process which affect the program, this chapter has proposea
SO0me possible directions which the University might take to enhance the
Program's effectiveness.

An organized gqai system such as the one proposed in this chapter

would greatly enhance the organizational framework of the affirmative ac-

tion Program, as well as involve departments in the process. Its success




be a knowledge of the

racial makeup of the category of eligibles, which necessitates the establish

ment of an applicant information system.

The University cannot afford to
p-]ay 1"

color blind" games with Tts hiring Practices but must inteTTigent]y

approach the problem of racial imbalance in its work force with the willing-
ness to take necessary corrective actions.

In addition to new black hires, the'University must focus on up-
grading its current black work force. An extensive upgrading program is

fully exercise their abilities.

Minimuquualifications for jobs must be reassessed as to their

necessity for satisfactory Job performance. Career Tadders need to be formed

to provide a vehicle for those blacks locked in "dead end" Jjobs, especially
In the fooqd service area. It might also be wel] worthwhile for the Univer-
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In conclusion, the University needs to commit itself to new steps

'such as those discussed in this paper to revitalize its affirmative action
program. HEW and the courts have made clear -that theicontinuation of‘racial
imbalance in a work force will not be tolerated, especially for those in-
stitutions Fe]ying heavily on federal grants. As the HEW guidelines for

affirmative action state, “unless positive action is undertaken to overcome

the effect of systematic institutional forms of exclusion and discrimination,

a benign neutrality in employment practices will tend to perpetuate the

status quo ante indefinitely."10

|
ey
"
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Footnotes

L' Revised Order No. 4, U.S. Department of Labor, Title 41, Chapter 60,
Part 60-2. ,

2 Higher Education Guidelines--Executive Order 11246, U.S. Department
of Health, Education, and Welfare, p. 3. '

®  Revised Order No. 4, op. cit.

A goal system similar to the one presented in this paper has recently

been implemented at the Urbana-Champaign campus. The major difference
between the University's goal system and the one proposed in this
thesis is the absence of a detailed outline for daily implementation
of the University's goal system. It is too early to evaluate the
University's goal system at this time.

>  Edwin Ghiselli, The Validity of Occupational Aptitude Tests, 1966,
p. 125. 3

6 L. A. Rundquist, "The Prediction Ceiling," Personnel Psychology, 1969,
22, 109-116.

7 Robert Fisher, "Nationwide Survey of Selective Certification
Practices," Los Angeles City Unified School District Personnel
Commission, 1968.

8 Carter vs. Gallagher, 4 FEP Cases 121 (8th Cir. 1972), 406 U.S. 959
- (1972).

® John Klinefelter, Director of Testing for State of ITlinois Department
of Personnel, "Use of Category Rankings in Establishing Eligible
Lists," report to Civil Service Commission, 1972.

10 U..SJlbepartment of Health, Education, and Welfare, Higher Education
Guidelines--Executive Order 11246, October 1972, p. 3.
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- ' APPENDIX A

Distribution of Nonacademic Employees at the University
of I1linois (Urbana—Champaign Campus) 1in Each Class-
ification by Race and Sex (December 31, 1971)
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WHITE BLACK OTHER
EEQ CODE* . CLASSIFICATION o Male Female Male Female Male Female

Accountant 1 14 1 2
Accountant 11 , 15 2 1
Accountant 111 ‘ 10 1

Accountant, Assistani Chief
Accountant, Divisicn Chief
Accountant-Statistician
Administrator I, Food Service
Administrator II, Food Service
Adminisirator II1I, Food Service
Administrator IV, Food Service
Administrator II, Hospital
Administrator 11, Housing
Administrator III, Housing
Administrator IV, Housing
Administrator I, Space’
Administrator 11, Space
Administrator III, Space
Advisor II, Financial Aid
Advisor ITI, Financial Aid
Aide, Administrative

Aide I, Computer ’

Aide II, Computer

Aide I, Meteorological

Aide II, Meteorological

Analyst I, Data Processing
Analyst IT, Data Processing
Analyst III, Data Processing
Analyst I, Nuclear Data ‘ 1
Analyst 11, Nuclear Data

Analyst, Procedures and Systems

Analyst, Scientific

Announcer, Chief

Architect 11

Architect 111

Architect I, Landscape

Artist I, Commercial

Artist 1I, Conmercial 1
Artist, Scientific

Assistant I, Administrative

Assistant, Bilingual Secretarial

Assistant, Bookbindery )

Assistant, Broadcasting Program 7
Assistant, Costumer :

Assistant, Editorial :
Assistant, Electronics Engineering 7
Assistant, Foods Laboratory

Assistant 1, Libravy Technical :

Assistant, Motion Picture Production 3
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k WHITE BLACK OTHER
EEO_CODE . CLASSIFICATION Male Female HMale Female Male Female
g RssTstant L, Ratural ScTence Tab 5 8 i 8 .
3 Assistant II, Natural Science Lab 5 15 1 1
3 Assistant 111, Natural Science Lab 22 15 1
3 Assistant, Matural Science Technical 4 2
9 Assistant, Hursing 6
5 Assistant T, Personnel 1 1
-5 Assistant II, Personnel 1 8 T
5 Assistant III, Personnel 2 1
2 Assistant, Physical Science Staff 12
3 Assistant, Physical Science Technical 8
1 Assistant, Program Administrative 1 1
-3 Assistant I, Purchasing 3
] Assistant II, Purchasing 15
1 Assistant 11T, Purchasing . 4
3 Assistant, Research Engineering 8
3. Assistant to Art Editor 1
2 Assistant to Auditor 1
2 Assistant to Comptroller 1
3 Assistant to Curator of Herbarium 1
1 Assistant to Director of Auxiliary Serv. 1 .
1 Assistant to Director of I119ni Union 2
1 Assistant to Director of Physical Plant 3 i
1 Assistant to Military Property Custodian 1 i
3 Assistant to Museum Curator 2
1 Assistant to Superintendent of Bldg. &
Grounds ]
9 Attendant, Assembly Hall 26 2
7 - Attendant, Bowling and Billiard Room 6 1
9 Attendant, Coin Machine 5
9 Attendant, Dairy and Food Plant 3
.7 Attendant, Equipment 2 1
9 Attendant, Fountain v 3
9 Attendant, Gorage 10 1
9 Attendant, Library 6 1
5 Attendant, Main Desk .6 ] 2
9 Attendant, Locker Room 4 4 3 2 1
8 Attendant, Tool Room 4
7 Attendant, Senior Tool Room 1
2 Ruditor II, Internal 2
9 Baker, First 4
6 Brickmason 5
2 Bursar, Assistant 2
6 Butcher 2 1
3 Cameraman, Offsct ]
1 Caretaker, Head Airport 1
9 Caretaker I, Animal 2 2
9 Carctaker II, Animal 15 1
3 Caretaker 11I, Animal 5 ]




o WHITE BLACK OTHER
EEQ CODE CLASSIFICATION Male Female Male Female Male Female
6 Carpenter , 35 1
2 Cartographer 1 1
5 . Cashier I 3 2
5 Cashier II 2 4
-5 Cashier I, Food Service 4 .
6 Chef - ' : 2
5 Clerk I 3 16 1 1
5 Clerk 11 26 2 1.
5 Clerk III 3 43 1
5 Clerk I, Accounting : 13 3
5 Clerk 1T, Accounting 7 33 2 2
5 Clerk III, Accounting 9 8
3 Clerk, Administrative 3 ]
5 "~ Clerk I, Booksiore 3 1
5 Clerk II, Bookstore ’ 1 6
5 Cierk, Chief 11 54 2
5 Clerk, Distribution 11 1 2
5 Clerk, Inventory 4
‘ 5 Clerk I, Library . 1 4
5 Clerk II, Library 8 83 4 11
5 Clerk ITI, Library 1 29 ] 1 |
5 Clerk, Chief Library 6
5 Clerk, Operations 1
5 Clerk I, Payroll 3
5 Clerk II, Payroil 1 7 1
5 Clerk 111, Payroll 7
5 Clerk, Chief Payroll . - 5
5 Clerk, Statistical 1 4 2
5 Clerk, Transportation 1
5 Clerk I, Typing 13 15
5 Clerk II, Typing 65 7 3
5 Clerk III, Typing ] 80 3
5 Clerk-Stenographer I -1
5 Clerk-Stenographer II 53 1 2
5 Clerk-Stenographer 111 259 5 3
5 Clerk-Typist 1 19 42
5 Clerk-Typist 1I , 2 224 19 6
5 Clerk-Typist 111 1 337 8 1
6 Compositor - 11 1
9 Cook 51 5 43 1
] Cook, Head 3 5
9 Cook, Test Kitchen 2
6 Coordinator, Printing Production 1
2 Coordinator, Television Production : 1
5 Copyholder 2
7 Cos tumer 1
9 Custodian, Bands Property 1
g9 Custodian, Forest 1
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WHITE BLACK OTHER
EEQ CODE CLASSIFICATION _ Male Female Male Female Male Female

2 Designer, Interior 1 1

2 Dietician 1

2 Director, Assistant Program 1 3
2 Director, Telcvision Program

2 Director-Producer, Television

1 Director of Assembly Hall, Assistant

1 Director of Civil Defense, Associate

2 Director of Nursing ) 1
2 Director of Public Information, Assist. 3

1 Director of Purchases, Assistant
5 Dispatcher, Central Receiving Station 1

5 Dispatcher I, Routing

5 Dispatcher II, Routing

5 Dispatcher JII, Routing

3 Draftsman

3 Draftsman I, Engineering

3 Draftsman II, Engineering

2 Draftsman, Chief Engineering

3 raftsman-ITtustrator I, Technical

3 Draftsman-I1Tustrator 1I, Technical

7 Driver

2 Editor, Assistant Mathematics ] |
2 Editor, Publications

g Editor, Technical 7
1

2

2

2

3

2

3

7

7
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Electrician

Engineer, Aircraft Maintenance
Engineer, Architectural Electrical
Engineer, Architectural Mechanical
Engineer, Chief Arch. Mech.

Engineer, Broadcasting

Engineer, Chief Broadcasting

Engineer, Assistant Chief Broadcasting
Engineer, Building Operating

Engineer, Asst. Chief Building Operating
Engineer, Chief Building Operating
Engineer, Civil

Engineer, Electrical

Engineer, Junior Electrical

Engineer, Electronics

Engineer, Fire Equipment 1
Engineer, Instrument & Efficiency
Engineer, Asst. Instrument & Efficiency
Engineer, Mechanical

Engineer, Assistant Mechanical

Engineer, Junior Hechanical

Engineer, Operating

Engincer, Lead Operating
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EEO CODE

WHITE BLACK
o CLA§§}FICAI}ON Male Female Male Female
B S — === ldle remale
Engineer, Operative Crane 5
Engineer, Power Plant Mechanical 1
Engineer, Power Plant Operating - 5
Engineer, Project : 5
Engineer, Structural 1
Enginecr-tstimator 1
Estimator } 2
Fieldworker ©o 16
Fire Captain 3
Fire Chier, Battalion 3
Fireman ‘ 20 2
Foreman, Agricultural Gardener 4
Foreman, Aircraft Shop 1
Foreman, Automotive - 1
Foreman, Bookbindery 1
Foreman, Brickmason 1
Foreinan, Building Service ‘ 23
Foreman, Carpenter 1
Foreman, Composing Room 2
Foreman, Construction Labor 1

Foreman, Cylinder Press Room 1
Foreman, Electrician 2
Foreman, Elevator Hechanic 1
Foreman, Farm . 3
Foreman, Supervising Farm 2
Foreman, Furniture Repairman 1
Foreman, Garage 1
Foreman, Grounds Korker 1
Foreman, Herder 6
Foreman, Laborer-Electrician 1
Foreman, Machinist 1
Foreman, Mailing Service 2
Foreman, Millworker . . 1
Foreman, Painter 2
Foreman, Photo Offset 1
Foreman, Plumber 1
Foreman, Poultryvorker 1
Foreman, Refrigeration Mechanic 1
Foreman, Roofer 1
Foreman, Sheet Meta] 1
Foreman, Sound Technician 1
Foreman, Steam Distribution 1
Foreman, Steamfitter - 1
Foreman, Water Station 1
Sub Foreman, Aircraft Shop 1
1

0

. Sub Foreman, Automotive

Sub Foreman, Building Service 2

Sub Foreman, Carpenter 4
Sub Foreman, Construction Labor 1
Sub Foreman, Electrician 2
Sub Foreman, Garage ‘ 1
Sub Foreman, Grounds Worker 3

147
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Male Female
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WHITE BLACK OTHER
EEQ CODE CLASSIFICATION Male Female ‘Hale Female Male Female

Sub Foreman, Machinist
Sub Foreman, Painter
Sub Foreman, Plumber
Sub Foreman, Sheet Metal
Sub Foreman, Steam Distribution
Sub Foreman, Steamfitter
Gardener, Agricultural
Gardener, Grounds
Gardener, Assistant Grounds
Glass Blower I
Glass Blower II
Glass Blower, Supervising
Croundsworker
Helper, Aircraft Maintenance Mechanic
Helper, Elevator Mechanic 1
Helper, Fountain Attendant 2 2
Helper, Kitchen 1 45
Helper, Laboratory. 1 7
Herder 30 '
Horticulturist
Housekeeper 1
lousekeeper, Guest Room 1
I1lustrator 4 ]
Inspector, Building : 3
Inspector, Film 6 1
Inspector, Fire
Inspector, Housing Maintenance 1
Instrument Man
Ironworker
Laborer, Construction
Laborer, Kitchen :
Laborer-Electrician 19
Legal Counsel I1I, Assistant 2
Librarian, Medical Record 1
Flight Attendant I
Flight Attendant II
Chief Flight Attendant
Locksmith I
Locksmith II :
Machinist 1
[taid . 78 8
Maid, Linen 8
Haker, Instrument ) 3
taker, Model
lianager, Bookstore
Manager, Assistant Bookstore
Manager, Bowling Alley and

Billiard Room
Menager, Assistant Business
Manager, Departmental Business
fianager, Assisiant Departmental Business
lanager, Laboratory :
HManager, Traffic
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_ ] WHITE "BLACK OTHER
EEQ CopE CLASSIFICATION © Male Female Male Female Male Female

1 Manager of General Chemical Stores 1
1 Manager of Office Supply Stores
2 Manager of Photographic Laboratory
3 Manager of Photographic Lab, Asst. 1
9 Marshal, Airport Fire
7 Meat Cutter
L Mech, Master Aircraft and
i Aircraft Engine
6 Mechanic, Junior Ajrcraft Maintenance
6 Mechanic, Senior Alrcraft Maintanance
6 Mechanic, Master Airport
6 Mechanic, Automotive
6 Mechanic, Elevator
7 Mechanic, Farm
6 Mechanic, Laboratory
6 Mechanic, Senior Laboratory
7 Mechanic, Plant
7 Mechanic, Principal
6 Mechanic, Refrigeration
6 Mechanic, Temperature Controi
6 Mechanic, Tool and Instrument
5 Messenger, Mail
6 Mi1lworker
.6 Molder, Senior Foundry
g Nurse I, Administrative
1
3
2
2
2
1
8
2
1
1
1
9
2
2
1
1
1
7
5
5
5
5
7
7
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Nurse II, Administrative
Nurse IIT, Administrative
Nurse, Licensed Practical
Nurse II, Staff

Officer I, Admiss. & Rec.
Officer II, Admiss. & Rec.
Officer III, Admis. & Rec.
Nurseryworker

Officer I, Equal Opportunity
Officer II, Equal Opportunity ' _ 1
Officer, Fire Department Training
Officer, Fire Inspection

Officer, Investigation

Officer II, Personnel

Officer III, Personnel

Officer IV, Personnel

Officer V, Personne]

Officer, Safety

Operator, Auxiliary

Operator II, Bookkeeping Machine 2 ‘
Operator I, Key Punch 12 6 1
Operator 1I, Key Punch 30 6 1
Operator 111, Key Punch .8
Operator, Cold Storage 1
Operator, Chief Cold Storage 1
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: WHITE " BLACK OTHER
EEQ CODE CLASSITICATION ’ Male Female Male Female Male Female
7 Operator, Conveyor 1
3 Operater I, Digital Computer 3 6 1
3 Operator II, Digital Computer 6 . 4
3 Operator III, Digital Computer 6 2
5 Operator I, Duplicating Machine 2 1 1
5 Operator II, Duplicating Machine 18 4 1
5 Operator III, Duplicating Machine 6 2
-3 Operator, Environment Laboratory 1
6 Operator, Linotype 4
6 - Operator, Linotype-Machinist 1
6 Operator, Mailing Service Equipment 1 5
6 Operator, Monotype-Combination 1 ,
5 Operator I, Office Appliance 2
5 Operator 11, Office Appliance 2
9 Operator, Pot Washing Machine 1
3 Operator I, Reactor 1 :
3 Operatlor II, Reactor 1
7 Operator, Rehab Transportation 8
7 Operator, Head Rchab Transportation 1
7 Operator, Steam Distribution 35
7 Operator, Assistant Steam Distribution 5 1 ;
3 Operator, Switchboard 8 : 1
3 Operator, Chief Switchboard 2 ;
5 Operator I, Tabulating Machine 3 4 1 1
3 Operator II, Tabulating Machine 10 3 '
3 Operator I1I, Tabulating Machine 7 1
7 Operator, Water Station 10
6 Painter 51
3 Photographer I 3 1 1
3 Photographer 11 4
3 Photographer III 5
2 ~ Planner I, Procedures & Systems 1
2 Planner I1, Procedures & Systems 1
2 Planner, Site 1
6 Plumber 21 1
1 Police Captain ]
1 Police Lieutenant 4
9 Police Sergeant &
9 Policeman 53 6
6 Potter 1 :
8 Poultryworker 2
3 Preparator, Art Museum . 3
6 Pressman, Cylinder 8
3 Press, Cam & P1t Mkr Comb Offset 12
8 Processor, Food 4 2 3 1 2
3 Programmer I, Computer 6 3 1
3 Programmer II, Computer 9 13 1 1
3 Programmer ITI, Computer 3 1
2 Programmer I, Systems 2
2 Programmer II, Systems 1
5 Proofreader, Junior 2
5 Proofreader, Senior o]
6 Repairman, Master Aircraft Instrument 1
g ‘Repairman, Master Aircraft Radio 1

Repairman, Automotive Body 1




EEQ CODE

6
6
6
7
5
5
3

3
7
2
1
3
2
3
6
2
6
5
5
5
2
2
1
1
1
1
1
6
1
2
5
7
5
7
1
1
7
9
1
7
7
5
5
1
1
2
1
3
1
6
5
3
3
5

_CLASSIFICATION

Repairman, Furniture
Repairman, Master Grd. F1t. Simulator
Roofer '
Routeman

Secretary, Stenographic

Secretary, Transcribing

Secretary, Admin Stenographic
Secretary, Admin Transcribing
Servicenan, Coin Hachine

Specialist I Community Affairs
Specialist I Community Affairs
Specialist, Crach Rescue and Security
Specialist Instruct Materials
Specia]ist, Securities

Stagehand, Assembly Hali

Statistician I

Steamfitter

Storekeeper I

Storekeeper II

Storekecper II7 .

Superintendent, Architectura)
Superintendent, Mech Construction
Superintendent of Building Maintenance
Superintendent of Building Services
Superintendent of Building Serv. Asst.
Superintendent of Operations
Superintendent of Print Shop
Superintendent: of Print Shop, Asst-
Superintendent of UtiTities
Supervisor, Assembly Halj Phys Facilities
Supervisor, Bookstore Department
Supervisor, Building Service
Supervisor, Key Punch

Supervisor, Custodial

Supervisor, Digital Computer
Supervisor, DupTicating Service
Supervisor, Food Service Area
Supervisor, Fountain

Supervisor, Guest Room

Supervisor, Gym & Facilities
Supervisor, Housing Maintenance
Supervisor, Inventory

Supervisor, Mail

Supervisor, Mailing Service
Supervisor, Asst Mailing Service
Supervisor, Motion Picture Productions
Supervisor, Musical Instrument
Supervisor, Office

Supervfsor, Public Functions
Supervisor, Research Leboratory Shop
Supervisor, Routing

Supervisor, Stores

Supervisor, Tabulating Machine
Supervisor, Asst Tabulating Machine
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| _ WHITE: BLACK  OTHER
EEQ CODE CLASSIFICATION ' . Male Female Male Female Male Female

Supervisor, Technical Service

Supervisor, Ticket Control

Supervisor, Transportation

Supvr of Accident Compensation

Supervisor of Building Craftsmen

Supvr of Central Receiving Station
Supervisor of Credit Collections

Supvr of Dairy Herds Records Program
Supvrr of Educational Prog, Radio Station
Supervisor of Information

Supervisor of Insurance

Supervisor of Inzurance, Assistant
Supervisor of Motor Vehicle Nivision
Supervisor of MHotor Vehicle Div. Asst
Supervisor of Husic, Radio Station
Supervisor of Rehab Equip and Facilities
Supvr of Residential Custodial Operations
Supervisor of Security and Traffic

Supv of Security and Traffic, Assistant
supervisor of Univ Union Operation
Technician II, Accelerator

Technician, Assembly Hall

Technician I, Audio Visual Aids
Technician II, Audio Visual Aids
Technician III, Audio Visual Aids
Technician, Central Sterile Supply 1
Technician, Ceramic Engineering
Technician, Clinical Laboratory 4 1
Technician, Closed Circuit T.V. :
Technician, Crops: Testing
Technician I, Cryogenic

Technician II, Cryogenic

Tech II, Data Processing Equip
Technician I, Digital Computer
Technician 11, Digital Computer
Technician, Elect Discharge Machine
Technician, Electrocardiogranhic 1
Tech, Electronic & Chemical Treatment
Technician I, Electronics

Technician I1 Electronics

Tech 11, Engineering

Tech, Instructional Materials

Tech I, Instrument and VMeasurcment
Tech II, Instrument and Measurement
Techinician I, Fed X-Ray 2
Technician I1I, Med X-Ray
Technician, Chief Medical X-Ray
Technician. IT, Musical Instrument
Technician I, Photographic
Technician II, Photographic 1 1
Technician ITI, Photeographic
Technician, Properties
Technician, Sound 10
Technician, Stock Culture 1
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WHITE BLACK OTHER
EEQ CODE CLASSIFICATION =~ e Male Female lMale Female Hale Eeﬁ%]e
2 Technologist, Superv Clinical Laboratory 2
3 Technologist II, Electron Microscope 1
2 Technologist, Principal Laboratory | 2
2 Technologist 1, kedical 1 ‘ ]
g 2 Technologist 11, Medical 2 ‘
§ -2 Technologist, Hicrobialogy 1
! 2 Therapist, Staff Physical 1
7 Tree Surgeon 1
8 Tree Surgeon, Assistant 3
8 Utility Man 14 1
5 Vari-Typist II ]
9 Waiter/Waitress . 7
9 Watchman , 3 ‘
6 . Welder II, Laboratory 1
6 Welder, Senior Machinist 1
8 Worker, Bookbindery 4 1
9 Worker, Maintenance 3
6 Worker, Sheet lletal 19
2 Writer, Editorial 1 1
2 Writer-Producer, Television 2
9 Worker, Child Care 4 ) 1 1
] Worker, Building Service 395 39 36 4 1

*EEQ codes represent the following occupational categories:

Officials & Managers
Professionals

Technicians

Sales

O0ffice & Clerical

Crafts & Trades (Skilled)
Operatives (Semi-skilled)
Laborers (Unskilled)
Service Workers
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APPENDIX B

Occupational Distribution of Nonacademic Employees at the
University of I1linois (Urbana-Champaign Campus) in Each
College or Major Administrative Unit b '
Race and Sex (December 37, 1971)
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APPENDIX C

-Black and White Test Scores on University Civil Service Exams
(in which at least Six Blacks Have Been Tested)
during Past Four Fiscal Years
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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, .




10

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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v 1
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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i

. 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.




i
i
i
|
i
P

-

22
FOOTNOTES~-~Chapter I

INational Advisory Commission on Civil Disorder, Report of the
National Advisory Commission on Civil Disorders (New York: Bantam

Books, Inc., 1960}, p. L.

°Ibid., p. 251.
31bid., p. 253.
Upia., p. 25k.

-
2. S. President and Council of Economic Advisers, The Economic
Report of the President and the Council of Beconomic Advisers: 1907,

PQ 1}4.0'

63. S. President, Manpower Report of the President, April, 1968,
P 259.

7(5. S. Buresu of Labor Statistics, Social and Economic Conditions
of Negroes in the United States (Report 332), 1967, p. 49.
BU. S. Bureau of the Census, Current Population Reports,

9II. S. Bureau of Labor Statistics, op. cit., p. 193.

10y, s. congress, Subcommittee on Economic Progress of the Joint
Economic Commitiee, Federal Program for the Development of Human
Resources, Joint Committee Print (Washington, D. C.: CGovermment
Printing Office, 1966).

ll{f._ S. President and Council of Economic Advisers. The Economic
Report of the President snd the Council of Economic Advisers: 19608,
Pe 142, ' '

?'Ziﬁational Advisory Commission on Civil Disorder, op. Cit.,
PP- 236-2780 .

135, 5. Bureau of Labor Statistics, op. cit., p. 138.

theorge Schermer, Employer's Guide to Equal Opportunity
(Washington: The Potomac Lnstitute, Inc., 1966), p. 13.

5Tpid., pp. 68-T5.

1%, Ellison Chalmers, "The Limited Potential for Negro-white
Job Equality" (Chempaign: Institute of Labor, 1967}, p. 19. (mimeographed}

l?Congressional Quarterly Service, Revolution in Civil Rights
3rd ed.; Washingtons Congressional Quarterly Service, 1907), p. 25.




23
FOOTHOTES==Chapter I (Con't.)

lBSpeech by Edwin L., Berry, Director of Chicago Urban League,
Institute of Labor and Industrial Relations Seminar, Champaign, Illinois,
March 15, 1968, and Congressional Quarterly Service, op. cit.

190rsice of Career Development, U, S. Civil Service Sysiem,
nEqual Employment Cpportunity Training; A Program for Affirmative
Action" (Washington: Office of Career Development, 1964}, p. 1.
(mimeographed. )

204ational Ind'ezs%rial Conference Board, C%ﬂ %erience B
with Negro Employment ("Studies in Personnel Policy," o 1y Noa. 2013
Tew Yorks Natiomal Industrizl Conference Board, 1966), p. ii.

Zgee Hannah Lees, "The Not-Buying Power of Philadelphia Negroes,®
The Reporter, XXIV (May ll, 1961), 33-35; Eric Lincoln, "The Strategy
of a Sit~In," The Reporier, Jammary 5, 1901, pp. 20-22; "More Race
Pressure on Business," Business Week, May 12, 1962, pp. 130-131; and
nNegro Buying Power," Ebony, XXI (September 11, 1966), 56.

22Bernard Karsh and Kenneth Downey, "Merit Ek@loyment in Champaign®
(Urbana: Institute of Labor and Industrial Relations and the Department
of Sociclogy, University of Illinois, 1959), pp. 6-7. (mimecgraphed.)

23“0hio Sets a Precedent for Egual © anitr, ® 35 :
: Teceds B pportunity," Engineering
News-Record, CLXZX (March L, 1968), 5h-55. ? ==

2hngacial Issue Makes Builders Edgy," Engineering News-Record,
CLXXVII {Augusit 25, 1960}, 69-70.

25up aministration Hardens Stand Against Job Bias," Business Week,
February 12, 1966, p. 95. '

26George Schermery loc. cit.

27"Schoemann Urges "Affirmative Action,'® John Herlingis Labor
Letter (Washington), March 30, 1968, p. 2.

28‘09 S. Civil Service Commission, Federal Practices Mammal, Bulletin
No. 300-9, p. 1L and attachment, p. 713-3 and Office of Career
Development, op. cit., pp. 1-15.

29 Bureau of National Affairs, Fair Employment Practices: Labor
Policy and Practice. (Binder 6) (Washington: Bureau of National
Affairs (loose leaf) 1968) p. L90:31.

30gichard D, Alexander et al., The Management of Racial Integra-
tion in Business (New York: Mc Graw-Hill, Inc., 196L).




<
Lo i & PR
(O U S B
g »J
A
e U ORI N P R
RO S
N
R
FEEIE R A .-
t - [P
R : g
] o !

(ay, 1966), 503-509,

2k

3Louis A Ferman, *The Negre end Equal Ewployment Opportunitys A
Review of Iﬁﬁzmagemewh Emarieme m Twenty Compsnies® (Ann Arbors
‘ Relaﬁ@m, Emivarsmy of Hichigan,

Bpnsaip ash, SDiscrimination in Hiz'ing and Placemems” Parsam&lﬁ
LIV (m@va, 3.%7) s B<l7; Bugens Rowan and Stephen N. Shulman, “Hire
and Train Minority Groups? Two Views on Why You Shauld,% F actory,
CXXVI (mg&%, 1967), lh-15; W, Ellison Ghal.mem, op. cids Geerge
Sehemsr, #The Demand far Egual Rights,® }_a: in

oine World erome W, Blood (New Y@ﬂsﬁ American
-wwi& Ton, ,?%&;, pp. 320-338; Nationel Industrial ( renve Board,
cit., V@l, I; No. 2013 and Jos L. E&mﬁel, "Changing F‘a‘tﬁem& in

Labor Review, LIIITI

Toyment of Non-white Workers,® Monthly

%Far examples See Richerd Alexander &b al., 1@&. cit.,, Ea@m.a
5.. yermn, .%.m' cn.t.; and (eorge @chemw, Eep-ooyerte Guide bo Equal

BSJezm E%’, %iae;r, Chalrman of U. S Givil S«mﬁ.@e System, "Hemow
randem to Heads of Departments an@&gezwias“ (Waahi’mgmm U, S Gz:vil
Service G@@ﬁ.saﬁ.tm, &prﬁ 2k, 1968).

%%by Kahx“, Imewﬁ.ew as reporied ’&y ﬁ«?, mimm cfha‘lmm, Orbana,

mimia, Mareh 7, 1968,

B?Ra Co ﬁavi&, “Business Policy,” Sﬂw m e s mﬁ
% 6 } tg’aﬁ@?ﬁ Ih&g &d& Ba Eo my f 51:::&!" @Iﬁ%&‘ﬁi @f .. 14 7oy v ’
9 ? : .;“%l_,t « ) .

Spesch by Virgil Martin, mwmm of Labor and Indus
Relatﬁ.ma Smmar, Februsry 23, 1

LD Im’ B@m’ M" Qi‘h’

m”ﬁfﬁs@rs Appointed te Advise Affirmative Action Program®
ampug Report from the Office of the Chane '~~,v_mr» Vol. I, No. & (June 1,

mcaﬁz:w Hatton, "The U, of I. and the Drive for NHegro Equality,
Jig?é% -1951® (unpublished graduate seminer paper, ‘Unimmiﬁy of Iilinois,

}s B 8a
K2m34., pp. 20-21.
m“?@lwy Concerning Student Housing,® Faculiy Letter from the

Office of the President, No. % {4pril 30, 1955)




FOOTHOTES--Chapter I (Con't.)

Wi aron Morris Bandman, "Minority Collective Action Against
Loczl Discrimination® (unpublished Master's thesis, Department of
Sociology, University of Illinois, 1961}, p. 7.

hSurpne University and Civil Rights," Faculty Letter from the
Office of the President, No. 66 (October 15, 1903), 2. ’

M"University ‘Action in the Area of Human Relations and Equal
Opporbunity, 196L-65," Faculty Letter from the Office of the President,
No. 129 (November 1, 1960), 1. ’

UTgi11iam K. Williams, "Collection of Ethnic Data at the
University of Illinois, 1965-66," Faculty Letter from the Office of the
President, No. 121 (May 26, 1966}, 2.

W8university Action in the Area of Human Relations and Equal
Opportunity, 1965-66," Faculty Letter from the Office of the President,

b9 Jack Peltason, Chancellor, Letler to Deaus, Directors, and Heads
of Departments, Urbana, February 5, 1968, :

SGJo’an W, Briscoe, Assistant bo the Chancellor for Administrative
Affairs, Letter to Directors, Deans, and Heads of Academic and
Administrative Departments; Urbana; May 2, 1968.

.S*John W. Brisco, Assistant to the Chancellor for Administrative

- Affairs, Letter to Deans, Directors, and Heads of Academic and Adminis-

trative Departments, Urbana, May 13, 1968.

5215nda Picons, "CRJ Locates 18 Jobs," The Daily Tllini (Urbana),
¥ay 16, 1968, p. 3.

5‘3University of Illinois, Champaign County Contractors Association,
and Champaign County Building Trades Council, "Public Statement®
(Urbana: University of Illinois May ll, 1968). (mimeographed.)

S“U . S. Bureau of the Census, Eighteenth Census of the United
>
States, 1960: Characteristics of the Population, XV, 104.

£
553, W. Peltason, loc. cib.




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
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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




16

—

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

&R
6ly. 8
59,1

\Ji
<
37.8
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2.9

o | | | .
Educational = Less than High ~ High School More than High
Levels School Graduation L Graduation Schaol_&:aduatim

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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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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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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1y, 5. Bureau of the Census, Eighteenth Census of the Unmited
States, 1960s Characteristics of the Population, XV, 310, 3L5.

2Tne Champaign-Urbana Elack Census, which is currently being
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1 ;!~“ | - E Relations, University of Illinois, 196k).
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P J‘l ‘ . v S . : - ‘ Office of Nonacademic Personnel seeking employment. The use of the
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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.
A, : ‘ ' ~ 68%?@ Schaffer, "Expanding Minority Group Employment at the
(NI : : University of Illinois: Recruiting” (umpublished term report completed
- for a graduate seminar in Labor and Industrial Relations, University of
Iilincis, May 27, 1968), p. 8. .

Tpavid Gottlieb, Thomas (uzzc, and Robert Henderson, op. cit.,
pe 62- : .

e | - 8tbid., p. 62.
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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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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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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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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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Aﬁother explanation for 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
individual often wants to work with those individuals whom he knows and
who are his :i":éiends 3 due to the segregated quality of Ametican life, for
the Negro ;;uchv persons would probably be other Hegroes. |

Finally, Negroes are prbbably disproportionately assigned to

certain jobs because university personnel 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 uncoﬁ.sciously associste them with
those jobs and urge them o _gp?ly accordingly. {(The considerable powsr
of the persomnel officer to inﬂuance the applicantst choice of jobs is
documented by Gottlieb, Guzzo, and Hendérson.)T

Scoring on civil service selection tests is another factor which
contribute‘s-. to the assigmment of Negroés to jobs whose minimum e&ncational
requirements do not accuraﬁely reflect the applicants' level of edncation.
A review of the scores of whites and Negroes whe were competing on
these teét-s during ‘the period of July 1, 1967, to April 26, 1968,
indicates that the race of the applicant tends to be a significant
variable in predicting his success on such tests.

Generally, Table 4 indicates three things. 1) White applicants
whose educational attaimment does not exceed the minimum edmatiomi
requirements established for the job for which they apply pass the

selection test more frequently than do Negroes possessing equal
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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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L Sources Joel Beak, "Employability of the Champaign-Urbana,
{1linois Negro" (unpublished Master's thesis, Institute of Labor and
Industrial Relations, University of Illinois, 1964), p. 29, and Table 3.
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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.




74
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,




17

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
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