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TO FLAY IN INCREASING THE NUMBER OF NEGRO APPRENTICES. (HC)
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CHAPTER I

INTRODUCTION

A number of developments during the 1950's and
1960's focused attention on the rroject of equal appren-
ticeship oppcrtunities. The clashes becween increasingly
militant civil rights organizations and discriminatory
unions during the 1950's drew attention to the absence of
Negroes from many unions and apprenticeship programs.l
While the unions' motives for exclusion were not based en-
tirely on racial considerations, the vigor with which they
defended their restrictive policies, and the fact that
there were few, if any, Negroes in their unions, made it
difficult to avoid the racist conclusion. These contests
gave the apprenticeship issue a symbolic significance
which often obscured the quantitative importance to Ne-
groes of the jobs they were likely to get through appren-
ticeship training. As presently constituted, apprentice-

ship brograms are not quantitatively very important.

For a discussion of these see Ray Marshall,
The Negro and Organized Labor (New York: John Wiley and

Sons, 1965).
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The apprenticeship question alsc attracted at-
tention as a solution to some of the economic problems
facing young Negro males during the 1950's and 1960's.
Declining employment opportunities in Jobs traditionalily
open to them, together with population shifts which in-
creased the number of young Negro males, caused these
groups to experience declining relative labor force par-
ticipation rates, rising unemployment rates, and declining

relative incomes during these years.Z?

®The relative income position of Negro males de-
clined in every region during the 1950's, in spite of im-
provements one would ordinarily expect as Negroes moved
increasingly from low income agricultural activities to
urban jobs. (Alan B, Batchelder, "Decline in the Relative
Income of Negro Men," Quarterly Journal of Economics,
August, 1964, pp. 539-547.) After having been consis-
tently less than double the white rates before 1957, non-
vhite unemployment rates were consistently more than
double those of whites after 1957. In 1948 teenage male
unemployment rates were 7.8 percent for nonwhites and 8.3
percent for whites; in 1965, these relative positions were
reversed and the teenage male unemployment rates were 22.86
percent for nonwhites and 11.8 percent for whites. It is
also significant that in 1964 the rate at which unemployed
Negroes had involuntarily lost their jobs was at least
two and a half times that of unemployed whites. (Curtis
L. Smith, Jr., "The Unemployed: Why They Started Look-
ing f§r Work," Monthly Labor Review, October, 1965, p.
1199. _

Unemployment rates do not, however, tell the
whole story because there also has been a worsening of the
extent to which nonwhite males have participated in the
labor force. In 1948, the civilian labor force participa-
tion rates for both nonwhite meles and females were higher

L
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The present study is designed to accomplish
these objectives. The remainder of this chapter will dis-
cuss the reason for fhe attention given this problem and
the research procedures which produced our findings.
Chapter II presents a brief general discussion of the na-
ture of the apprenticeship system in the United States.
Chapter III discusses the extent of Negro participation
in apprenticeship programs. Chapters IV-XI present our
findings with respect to Negro participation in apprentice-
shlp programs in various cities. Chapter XII analyzes
various remedial measures which have been adopted to in-
crease Negro participation in these programs. Our recom-

mendations for increasing the number of Negro apprentices

(84.8 percent and 44.4 percent) than the rates for whites
(84.2 percent and 30.6 percent). In 1965, the participa-
tio1 rate for nonwhite females (46.0 percent) remained
much nigher than the rate for white females (36.9 percent),
but the rate for nonwhite males (75.2 percent) was now

lower than the rate for white males (77.6 percent).

The participation of nonwhite males in rapidly
expanding white~collar and service jobs also has been less
than any other group. Employéd nonwhite men constituted
9.2 percent of the employed male labor force in 1955, but
only 3.0 percent of white-~collar workers; their propor-
tions in 1965 were 9.7 percent of the labor force and 4.2
percent of white-collar workers. Nonwhite females con-
stituted 12.4 percent of the employed female labor force
in 1955 and 12.6 percent in 1965, but their proportions
of white-collar workers increased from 3.4 percent to 5.3
percent. (Joe L. Russell, "Changing Patterns in Employ-
ment in Nonwhite Workers," Monthly Labor Review, May,
1966, pp. 503~509).
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are presented in the final chapter. Appendix A gives a
brief summary of some of our interviews.

Efforts to get more Negroes into apprenticeship
programs increased tenslons between the civil rights move-
ment and the apprenticeshir establishment (unions, em-
Ployers, and specialized government agencies), During the
early 1960's civil rights pickets sought to halt work at
some construction sites, and civil rights leaders threat-
ened unions with legal proceedings designed to get more
Negroes into apprenticeship programs. Various levels and
branches of government responded to these developments by
adopting measures designed to cool tensions and lncrease
the number of Negroes in the skilled trades.

It became very clear during these disputes that
there was much mutual misunderstanding between the appren-
ticeship establishment and the civil rights movement.
There was therefore an obvious need to clarify the issues,
to evaluate the measures being‘taken to promote equal
apprenticeship opportunity, and to make recommendations
for further remedial action.

The urgency of the need to get more Negroes into

the skilled trades is indicateq by the U.S. Department

of Labor's projections of nonwhite employment and

(R



unemployment patterns. Beil.cen 1965 and 1980, the ncn-
white labor force is expected to increase by 41 percent as
compared with an incrzese of 28 percent for whites. These
projections are based cn the high population increases ex-
pected among nonwhite youths. Nearly half of the projected
increase in the labor force between 1965 and 1970 (3.% of
7.6 million) will be among workers 14 to 24 years old; non-
whites in this age group are expected to increaze by nearly
30 percent compared with 26 percent for whites, As & con-
sequence of these projections, by 1980 nonwhites in the 14-
24 age bracket are expected to constitute 14 percent cf the

total labor force as compared with 12.3 percent in 1960.3

Coming at a time of declining opportunities in the unskilled

and semiskilled jobs, these projected increases make it ob-
vious that unemployment rat=c among Negro youths will con-~-
tinue to deteriorate ominously unless something is done to
produce significant shifts in traditional racial employment
patterns.

Althoush as presently constituted apprenticeship

programs are not important enough quantitatively to have

Review, September, 1966, pp. 965-967.

®Scphia Cooper and Denis F. Johnston, "Labor
Force Projections, by Color, 1970-1980," Monthly Labor
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much impact on this problem, the fact that these programs
provide skilled job opportunities primarily for male

Yyouths obviously makes apprenticeship opportunities quali-

tatively very important to Negroes.

The Project

Staff

In the summer of 1965, the Department of Eco-
nomics of The University of Texas entered into a contract
with the Office of Manpoﬁer, Automation and Training (OMAT,
now known as the Office of Manpower Policy, Evaluation and
Research) to undertake a study of Negro participation in
apprenticeship programs. The project's principal staff
members were F. Ray Marshall (Professor of Economics at
The Universilty of Texas), Director, and Vernon M. Briggs,
Jr. (Assistant Professcr of Economics at The University
of Texas), Assocliate Director. .

Although the director, the associate director,
and two interview coordinators condw ted most of the inter-
views in the ten cities selected for study, 21 special
intervievers also were utilized. These special iﬁter—

viewers, selected mainly on the basis of their interview-

ing experiences, came from a variety of occupational




backgrounds: graduate students, human relations commis-
sion staff members, university instructors, high school
teachers, social workers, and staff members of civil rights
and union organizations.

The main immediate objective of our study was to
identify the approaches and methods which had succeeded in
increasing Negro participation in selected apprenticeship
programs and to determine why other approaches had not
been successful. Our main ultimate objective was to recom-
mend policies which would make it possible for Negroes to
increase theilr partiecipation in and successful completion
of apprenticeship programs.

Because of our mandate, we took two basic propo-
sitlons as given (not to be explained): that the appren-
ticeship system is a good form of training and that to get
more Negroes into these programs is a desirable objective.
We recognize that these questions need to be examined

critically, but they are beyond the scope of our assigned

task.

Procedures

We sought primarily to examine the recent dyna-

mic situations involving the participation of Negroes in
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populations. The cities were selected in such a

rprograms, as well as to be representative geographically.
The cities were selected after consultation with civil

rights, government, industry, and union spokesmen.

Since we were primarily interested in "trouble
spots" where civil rights organizations Oor government
agencies were attacking or about to attack the apprentice-
ship establishment, we did not attempt to study Negro par-

ticipation in all apprenticeship programs. We taerefore

paid less attention to the trowel trades and the carpen- Q:}
ters, where Negroes are known to have had little diffi-
culty, and concentrated our efforts on such Programs as
the electricians, lronworkers, sheet metal workers, the

Plumbing and pipefitting trades, the printing trades, angd

Some mechanical trades in. industrial pPlants.

We decided that revealing answers to our ques-
tions would require an examination of many published and

unpublished documents and detniled interviews with two

groups of people. One consisted of ‘officials concerned

with Negro participation in apprentice programs. In-

cluded in this group were representaﬁiveé of the Bureau

.
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of Apprenticeship and Training, the Bureau of Employment
Security, state employment services, state apprenticeship
offices, localubuilding and construction trades unions,
regional and national AFL-CIO bodies, employer and joint
industry associations, employer training groups, Jocint
apprenticeship committees, apprenticeship information
centers, city government agencies, local human relations
commissions, schools, federal equal employment opportunity
agencies, and civil rights organizations. From this group
we sought to elicit background information, to gather
names of potential Negro interviewees, to seek suggestions
for remedial action, and to verify conflicting reports.
In most instances, these interviews were conducted by the
director and associate director.

The second group of interviewees consisted of
Negroes who were: currently indentured in apprenticeship
programs, awaiting a decision on their applications, re-
jected when they applied, dropouts from programs after
they had been admitted, or had failed to complete the ap-
plication procedures after expressing an initial interest.

In addition to these two broad groups of inter-
viewees, a number of miscellaneous persons were inter-

viewed. Those included in this "catch~all" category were
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“ Negro journeymen (to learn how they entered the trade);
f%i white apprentices and white journeymen (to learn how they
fii entered but, more importantly, to gain some insight into
| their explanation for the paucity of Negroes in their

1 trade); and with several Negro and white youths involved

in various ways with the subject.

In retrospect--while we learned many interesting

incidents, experiences, and opinions--the interviews with

the second group were highly impressionistic and, in many

5 respects, uniform in their conclusions. However, the most
g informative and instructive interviews were those with the
| various officials. The officials represented the differ-

ing facets of the apprenticeship issue and usually had

accumulated a vast amount of knowledge or firsthand ex-

perience with the issue. We profited greatly from their
~accounts. Although we sought to obtain some uniform kindc
of information from each interviewee, we did not use a

structured questionnaire because we wanted the inter-

viewees to tell their own stories.
Yet, we feel the study gained from tapping both
sources. The Negro youths themselves provided specifiec

details about particular happenings; the officials con-

& tributed broader, overview comments. Both sources--for

et A eRIITEA Y . B R R A e T T S T T




“ 11
different reasons--were valuable to our understanding of

the depth and the scope of this complex topic.

Interview Statistics

Table 1-1 shows a breakdown of interviews with
121 different officials. Actually the number of inter-
views exceeds this total sinze in many instances these
people were interviewed more than once., We also held group
discussions with Negro high school and college teachers
and counselors, Negro college students, groups of interna-
tional union representatives, joint employer-ualon groups,
equal employment opportunity officials, and special semi-
nars, which are not included in these totals. The totals
therefore represent only those written interviews which are
in our files,

Table 1-2 presents the distribution of the 127
interviews of the Negroes involved directly in apprentice-
ship programs. As is indicated, of the 127 interviews, 61
were with currentiy enrolled Negro apprentices, 11 were
with Negroes whose applications were pending at the time
of their l1lnterview, 25 were with Negroes who were rejected
when they applied for admi;sion, 20 were with Negroes who

--after expressing initial interest in apprenticeship——
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TABLE 1-1
CUMULATIVE BREAKDOWN OF ALL INTERVIEWS CONDUCTED
WITH OFFICIALS CONCERNED WITH
NEGRO PARTICIPATION‘IN APPRENTICESHIP PROGRAMS
N — ——— e
Organization Number of Interviews

Civil Rights Organizations 15
Employer Associations or Training

Officials 8
Human Relations Commissions and State

Fair Employment Practices Commissions

(or equivalents) 12 Q%}
Public School Officials 8 -
Bureau of Apprenticeship and Training 12 : !
Employment Service (state and federal) 12
Other Federal Agencies involved in Equal

Employment Opportunity 15
National Union Officials 10
Regional Union Officials 3
Local Union Officials 19 .
University Experts and Specialized Consultants _1
Total Interviews of Officials 121
- —— S : ——

B e A e NSRRI ST AT 7 %47 e Lo
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TABLE 1-2
INTERVIEWS OF NEGRO APPRENTICES

AND APPLICANTS BY CRAFT

13

— — —_— —_ —

Plumbers 14
Pipe and Steamfitters 4
Ironworkers S
Electricians 29
Operating Engineers 11
Sheet Metal Workers 21
Lathers 1
Plasterers 1
Cement Masons 2
Roofers 1
Carbenters 10
Reinforced Concrete Workers 2
Painters 5
Other Building Trades 9
Bookbinders 1
Printing Industry 9
‘Machinists _2

| 127
— — f=»—ﬁ==============================

-
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railed to complete the applicaviion requirements to be con-
sidered, and ten were with Negfoes who‘after being admit-
ted to an apprentice brogram subsequently dropped out of
their own volition.

If we include 25 miscellaneous interviews, a
total of 273 different individuals were interviewed and

discussions were conducted with many other individuals and

grdups.

Problems

No undertaking worth doing can expect completzly
smooth sailing. Our project was no exception. TFrom the
start it became apparent that the topic involved two al-
mcst equally controversial matters: legroes and apprentice-~
ship. When both subjects were combined, the investigating
task was compounded many times overez Everywhere we were
desured that the issue was a vital one and that our re-
search design--baseqd upon extensive personal interviewg—-
wa s the proper approach; yet few would Initially velunteer
Precise information. In many interviews, it was clear
that those being interviewed were often more interested in

finding out what we knew and concealing information fr m:

us than in adding te our knowledge. On the other hard,

e
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once we gained the confidence of many of these people we
received confidential reports, special studies, memoranda,
and verbal statements (that cou’d not be quoted) which,
frequently, were not even available to people in the high-
est positions of power in each city. In more than one
instance, interviewees wanted to cooperate but did not
want their collaboration known.

The most difficult information to colleect was
the number and names of Negro apprentices or of those who
had sought admission to these programs. In few instances
in the cities was the information made available from the
Same source. In each city the rounds had to be made to
schools, apprenticeship information centers, uniocn of-
fices, civil rights groups, and human relations commis-
sions to seek leads. Locating interviewees angd arranging
interview times often praoved to be dAifficult. We founa
that many young People in their late teens and early
twenties changed addresses very often and therefore were
difficult to locate. Since most of the interviewees were
employed during the day, interviews were held most often
at night. Difficulties in transportation and finding ad-
dresses in ghetto districts at night added to the problem

of the interviewers. 1In some instances, neighbors would

B ey
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refuse to give any assistance in locating interviewees.
In additioh, some of the interviewees did not have tele~
phones and interviews had to be erranged through the use
of telegrams.

This study was not designed to be comprehensive
in a statistical sense. Although we have interviewed a
high proportion of Negro youngsters in all of the cate~
gories in our cities, the numbers are too small--because
there are few Negroes in most programs—--~and Negroes have
gotten in too recently to give a statistically reliable
sample about such things as the attitudes of Negro young-

sters in general about apprenticeship training, their

performance in apprentice programs, and their performance

on the job after they complete their training. Tt would,
of course, be useful to compare Negroes and whites on all
of these points and to take a large encugh sample, with
sufficient disaggregation, to give meaningful answers con

an industry or craft basis. Tt also would be useful to

know the training sources ang employment experiences of

Negro journeymen who currently are employed in the skilled

trades.
\
In spite of the foregoing limitations, however,

we feel that our understanding of the various facets of

e
QoS
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this problem is sufficient %o make a meaningful diagnosis

of its causes and therefore to recommend remedial programs

that have a chance to be gucceezful.
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CHAPTTER I I

THE NATURE OF APPRENTICESHIP TRAINING

IN THE UNITED STATES

The adoption of effective Programs te increase
Negro participation in apprenticeship programs requires
some understanding of the apprenticeship system. This
chapter outlines the apprenticeship system of the United
States. Public policy on apprenticeship willi be presented
first, after which some of the main characteristics of ap-

prenticeship will be discussed.

Public Policy

The baslic federal law establishing apprentice-
ship policy 1is the National Apprenticeship (Fitzgerald)
Act of 1937, administered by the Bureau of Apprenticeship
and Training (BAT) of the U.S. Department of Labor. The
BAT has a field staff and offices in every state, and its
main function is to promote épprenticeship programs by
giving‘technical assistance Qb unions and employers, who

determine their own requirements and administer their own

18

fot .,




19
programs withkin the framewo+k of broad standards laid
down by the BAT or state apprenticeship agencies. The
Bureau also has respongibility for the on-the-job train-
ing programs established under the Manpower Development
and Training.Act of 19é2. BAT is assisted by the Federal
Committee on Apprenticeship (FCA), which is authorized by
the Fitzgerald Act and which comprises five representa-
tives each from labor, management, and the Office of
Education.

The administration of apprenticeship is compli-
cated by the fact that 30 states have programs of their
own. These state programs are administered by state ap-
prenticeship councills (SAC's). The SAC's usually confirm
by majority vote the apprenticeship director nominated by
thé state's commissioner of labor. Although the FCA estab-
lishes general apprenticeship standards, the SAC's take
major responsibility for the registration of apprentices
and the administration of apprenticeship programs in the
SAC states. There is, however, no clear line of juris-
diction betwen=n the functions of the fAC's and BAT's state
and regional officlals in the SAC states. Of the cities
covered by our survey, San Francisco, Cincinnati, Cleve-

i

land, New York, Philadelphia and Pittsburgh are in SAC

y—
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states. 1In October 1966, there were 40,437 registergd
programs in the United States, of which 31,157 were in
SAC states.

BAT approves state programs which meet certain
minimum standards. To receive federal approval, a state
apprenticeship program must be administered by a state's
department of labor. Other federal standards for appren-

ticeship programs include:?

l. A starting age of not less than 16 years.

2. A schedule of work processes in which the appren-

tice is to receive training and experience on the
Job.

5. Organized instruction designed to provide the v
apprentice with knowledge in technical subjects
related to hls trade. (A minimum of 144 hours
a year is normally considered necessary.)

4. A progressively increasing schedule of wages,

S. Proper supervision of on-the-job training with
adequate facilities to train apprentices.,

6. Periodic evaluation of ttre apprentice’s prcgress,
both in job performance and related instructicns,
and the maintenance of appropriate rec-rds.

7. Employer-employee cooperation.

. v b 3
8. Recognition for successful completinns.

lUnited States Department ~f Lator, p. 24 (Bcok-
let, no date).
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9. DBelection of men and women for apprenticeship,

without regard to race, creed, color, national

origin, or physical handicap.
State 1aws usually provide for specific requirements to
which agreements between apprenticeship sponsors and ap-
prentices must confofm. If apprenticeship programs meet
the standards set up by the FCA and the state apprentice~
ship agencies, they can be registered by the BAT or the
SAC, and those who successfully complete those programs
are given certificates of completion either by the state
agency or by BAT,.

The apprentice normally is required to take

related instruction of at least 144 hours a year as well

as to undergo training on the job. Although some programs
rely on correspondence courses for related instruction

(and for keeping journeymen up to date), this training

normally is given through the public school system and
is financed through state, federal, and local funds. The |
Smith-Hughes (1917) and George-Barden (1946) Vocational

Education Acts provide for partial reimbursement from

federal funds for salaries of teachers and vocational
administrators to states with approved vocational plans.

Some joint apprenticeship programs supplement the salaries

of apprentice instructors.
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The local supervision of apprenticeship programs

registered with the BAT usually is by joint apprenticeship
committees representing labor and nanagement. These com-
mittees may be national, state, or local 1in scope depend-
ing upon the trade or industry. There are national joilant
apprentice committees in most of the building and the
printing trades. Those naﬁional committees do not impose
standards or supervise individual training programs, al-

though theilr standards usually are followed by the loecal

committees. TLocal JAC's might comprise a group of em- ]
Ployers, as they do in the construction industry, a single

employer and unlon, or an employer without & union. Joint
apprenticeship committees sometimes merely advise employee

and employer representatives who actually carry cut the

programs, but in a few states the JAC's actually direct

the programs. There are approximately 9,000 Joint appren-

ticeship committees.

Unilon and Employer Attitudes
+ Toward Apprenticeship

Unions use apprenticeship as a means of job and

| wage control. By maintaining control of apprenticeship,

unions are able to standardize the skill content of their

|
]
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crafts and protect their wage rates. Union craftsmen can

maintain their wages only if they have lower unit costs

than the alternatives available to an employer. Appren-

ticeship, by maintaining craft ldentity, also strengthens

the craft unicon as an institution and makes it possible
for the union to supply competent workers to maintain its
Jurisdiction. If the union acquires many unqualified or

incompetent workers, the employer has a %hrong incentive

to mechanize, become nonunion, or look =isevhere for his
) )

| workers.

Unions also take an interest in apprentice pro-

S apprentices in competition with their journeymen members,

as a means of controlling the supply of labor and as a

grams in order to prevent the excessive use of low-wage 1
1
| _ technlique for providing job opportunities to friends and 1

relatives. The unions' interest in apprenticeship is such,

according to Felician Foltman, that:

. . .« although some people feel that apprentice-
ship 1s moribund, many in organized labor feel just
the opposite and so strongly that if the Federal Gov-
ernment discontinued its modest programs, these unions

would continue to develop apprenticeship training as
they have over the years.

2Felician F. Foltman, "Public Policy in Appren-
ticeship Training and Skill Development," in U.S. Senate
|
|
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The employer's views on apprenticeship are not
very clear and seem to vary considerably from case to case.
Construction and graphic arts employers seem to share their
union's interests in apprenticeship though they seem often
to be willing to leave‘the administration of these pro-
grams to the unions. ZEmployers in industrial plants are
interested in apprénticeship training if they require
craftsmen in identifiable and recognized classifications.
Employers in the larger high-wage industries seem to be
willing to support apprentice programs hecause they are
less likely to lose their skilled workers after they
get trailned than are lower-wage employers. However, there
seems to be considerable ferment among employers over ap=
prenticeship. While many employers who dc not already
have programs are perhaps not interested in establishing
them (because they can pirate skilled labor from other
sources), &s the skilled manpower shortgage grcws and wage
costs (and therefore apprentice costs) rise, employers

who already are paying for apprentice programs seem to be

Subcommittee on Employment and Manpcwer, The Role of Ap-
prenticeship in Manpower Development: United States and

" Western Europe, Vol. 3 of Selected Readings in Manpcwer,

1064, p. 112.
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taking more interest in their administration in order to

see that they get more qualified and competent craftsmen.

Importance of Registra-;ion

While they might be paying more attention to the
apprenticeship question, many industrial employers do not
seem to be interested in registering their apprenticeship
programs with the BAT or a SAC. Although registered pro-
grams do not have to be jointly administered by unions and
employers, some employers'consider the federal apprenticé-
ship program to be too closely tied to unions. Others,
lncluding some government installations, are not inter-
ested in training well-rounded craftsmen with general
skills; rﬁther, they seek primarily to train workers for
the speci%lized tasks required in their particular cpera-
tlons. These employers are more interested in flexibility
of manpower utilization across several;craft lines. Some
large employers also have no interest in registering their
programs because they wish to avoid additional government
regulation and red tape.

Most of the followlng advantages to be derived

: \
from registration of an apprentice program therefeore seem
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Lo be of much more interest to the construction end print-

ing industries than %o others:

l.

Wage advantages. Although little use apparently
is made ouf these, federsl and state minimum-wage
regulations often permit registered apprentices
to be paid less than the minimum wage.

The Davis~Bacon Act of 1931 provides for the
establishment of prevailing wages on federal coan-
struction projects, and allows apprentices to be
paid less than journeymen. The Davis-Bacon Act
also requires the maintenance of journeymen-
apprentice ratios. If a& program loses its regis-
tration, apprentices must be paid the journeymen
rates.

Another advantage to registered apprentices is
the recognition which the certificate of comple-
tion bestows on the journeyman. The graduate of

a registered apprentice program knows that his
training is a passport to jobs in geographic areas
other thén his own because of the minimum stan-
dards to which his certificate of completion
attests.

Registered apprentice programs alsc have some

advantages in gaining military deferment for
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apprentices. State selective serviece directors
"are authorized to accept for deferment PUTPOBES
apprgntice training programs which meet its regu-
lations. The request must be accompanied by a
certification from the =wegistration agency that
the program has been in operation at least one
year, and one or more apprentices have been in
training during that time in each occupation cov-
ered."® Although deferment presumably can be
granted to apprentices in nonregistered programs,
those that are in the registered ones are auto-
matically eligible for deferment.

4. There are also some miscellaneous advantages of
registration. In Detroit, for example, cnly
registered programs were permitted to use the
public schools for related training purposes.

The foregoing advantages of registration seem
to be of rather marginal importance to most unions and em-
ployers. The main impetus to apprenticeship is therefore
glven primarily by the advantages of this form of training

to unions and some employers.

®U.8. Department of Labor, The National Appren-

ticeship Program, 1965, pp. 7-8.
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Apprenticeshlip Standards,
Qualifications and Procedures

Many apprentice programs which °1d not previously
have objective standards for admission have adopted formal
procedures as a result of the growing technological re-
Quirements of their trades and the agitation to get more
Negroes into these programs.

These standards, cualifications and procedures
for registered programs are established within the broad
guidelines laid down by the FCA. Within the federal gtan-
dards, local apprenticeship '‘committees establish their own
standards either on the basis of general guides from na- =
tional organizations to which they are affiliated or on s
the basis of local standards.

The standards prepared by the Electrical Joint
Apprenticeship and Training Committee, representing the
National Electrical Contractors Associlation (NECA) and
the International Brotherhood of Electrical Workers (IBEW),
illustrate‘the general requirements of that industry. The
electrical standards provide that the electrical trade

. « « must select men who have a natural apti-

tude for using tools and at the same time, are gifted

enough to master the intricacies of electrical sci-
ence, who can and will keep up with the progress of

4
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the industry, and master a knowledge of the thousands
of installation and maintenance procedures.

The standards add that the electrical Industry "places a
high degree of personal responsibility on the individual
Journeyman." And, ", . . a faulty installation can prove
extremely expensive and hazardous." The electrical stan-
dards require applicants to be between the ages cf 18 ang
24, high school graduates (mathematical and science back-
grounds preferred), and physically fit. Applicants are
required to submit to the electrical joint apprenticeship
committee their birth certificates; transcripts of high
school courses angd grades; evidence of qualifying grades
on an aptitude test; and a record of Physical examination
or satisfactory evidence of Physical fitness. Once the
electrical apprentice is Indentured, he is required to
work for.not lese than 8,000 hours and to undergo a mini-
mum of 144 hours of relateg instruction each year away
from the ij, usually in a public vocational or high
school.

The current apprenticeship selection process
used by the electrical industry was adopted to meet the

requirements of the Department of Labor's Regulations

(Title 29 CFR Part 30) made effective in January 1964 in
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order to provide for nondiscrimination in apprenticeship
programs. In a letter of June 3, 1966,.explaining the

new selection procedures, the National Joint Apprentice-
ship and Training Committee for the Electrical Industry
explained to its affiliates that "A unified industry posi-
tion is necessary if we are to cpntinue to operate our own
programs.f The selection procedares provide for detailed
record keeping on each applicant, periodic rejection and

notification of unqualified applicants. ALl applicants

who are qualified are given an interview. The interviewers

are asked to put the applicant at ease and ask him ques-
tions which will determine: whether or not he is really
intere."ed in the trade or just looking for a job; his
attitude toward hard work and whether he has ever done
any; his sense of responsibility for performance, mate-
rials, safety and the like; his ability to work under
supervision and take orders; whether he looks upon school
as an opportunity or a requirement; and whether hé under-
stands what will be expected of him if he is accepted.
The interviewing committee grades the applicant
on the basis of his education, with extrs credit given
for algebra and additional math and science (physics is

the preferred science course); marital status and

T, " S IR I L S I L TR R e
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. dependents; financial condition (can he meet his obliga-

tions on the income of a beginning apprentice?); whether

or not transportation is available to him; thysical con-
ditions and handicaps; such factors as interest, charac-
ter, cooperativeness, and judgment brought out in tihe
interview (the joint committees are asked to note that
"interview factors should weigh heavily in the final
grading").

The electrical industry standards require that
applicants be selected according to the number of appren-
tices needed and on the basis of their grades with range
from D to A+. The electrical standards also provide for
an apprentice applicant appeals procedure. The appeals
committee 1s composed of one member appointed by labor,

one by management and & public member appointed by these

members. It is provided, however, that no member of the
apprenticeship committee may serve on the appeals commit-
tee. The grievant has a right to a hearing and the deci-
sions of the appeals committee are final and binding upon
the joint apprenticeship committee. On May 26, 1966, the
electrical industry's standards were approved by the Under
Secretary of Labor as being consistent with the Department

of Lebor's nondiscrimination regulations.

e
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Illustrative of the standards of a local program,
the Pittsburgh Carpenters accept workers who are not high
school graduates, bnt give extra points for high school ﬂ
graduation and good grades. The Carpenters' standards
provide the following points for different parts of their

standards:

1. Education and training, maximum of 15 points.
2. Physical factors, maximum of ten points.

3. Past working experience (credit given for voca-
tional training related to the trade), maximum
10 points.

4. References and conduct record, maximum ten
points.

5. Test scores, maximum 25 points.

6. Military service (honorable discharge only),
maximum five points.

7. Oral interview (sincerity of interest, attitude
toward work, attitude toward rélated instruction,
ability to work under supervision, understanding
of responsibilities as an apprentice), maximum
25 points.

Characteristics of
Apprenticeship Programs

While there is considerable diversity in appren-~
ticeship training programs, we can make some generaliza- ;

tions about the factors determining whether or not an
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aspirant gets into this type of training and the usual
procedures involved in becoming an apprentice. For some
youngsters the selection process starts very early because
some trades and local unions have strong "father-son" rela-
tionships. Aithough we do not have current information on
this point, a 1956 study by the BAT of the career patterns
of 3,278 apprentices who had completed their apprentice-
ship training in 1950, found that the following proportion
of craftsmen in the industries indicated were in the same
tradé as their fathers: construction, 32.0 percent; metal-
working, 14.0 percent; mechanic and repair, 8.8 percent;
and printing, 9.3 percent. But over half of the construc-
tion tradesmen typically had fathers in some of the skilled
trades.?

However, father-son relationships apparently are

breaking up in the skilled trades as craftsmen with higher

incomes send their sons to college. As we shall see, more-

over, various antidiscrimination measures have made nepotism

more difficult.

Those aspirants who do not have friends and rela-

tives in a trade get information on such matters as how to

4y.S. Department of Labor, Bureau of Apprentice-
ship and Training, Career Patterns of Former Apprentices
(Washington, D.C., U.S. Government Printing Office, 1956),
b 17' :
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apply and apprenticeship qualifications from employers,
unions, employment service, or other sources. Some indus-
trial apprentices get into their training programs through
the employers where they already work; others are recruited
specifically for apprentice programs. In some major cities
information may be secured from apprenticeship information
centers (AIC's) operating jointly by the Bureau of Appren-
ticeship and Training and the Bureau of Employment Security
through the state employment service. These centers some-
times give certain testing and counseling services for the
Jolnt apprenticeship committees if they exist in an area.
AIC's were established because many youngsters without LT
connections 1in the skilled trades often had real 4diffi-
culties learning such elementary facts about apprentice-

ship programs as the qualifications required, how and

‘where to make application, and when applications would be

received.

The number of apprenticeship openings varies
from trade to trade and city to city. OSome trades, like
electricians, plumbers, sheet metal workers and printers,
typically have long waiting lists, while others, like the

roofers and carpenters,are more easily enteied. The num-

ber of apprenticeship positions with any given employer
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depends upon how many Journeymen he has because agreements
between unions and employers typically specify that an
employer can have, say, one apprentice for each four jour-
neymen. Although we really do not know what effect these
so-called journeymen-—apprentice ratios have on the number
of apprentice openings, they apparently have considerable
influence in specific cases, though in the aggregate em-
Ployers do not seem to train as many apprentices as their
ratios would allow. ©Of course, the main determinant of
the number of journeymen who are employed is the demand
for them, which is determined by business conditions.
Technology also plays a part because it destroys the de-
mand for some crafts while inereasing the demand for
others. The level of employment in a trade is important
because journeymen obviously will resist adding appren-
tices 1if there are many unemployed journeymen.

It should be emphasized, however, that there
are not very many apprenticeship openings in any trade
in any given city. For instance, the electricians expect
to take in about 4,000 apprentices in the United States
during 1966. The total new registrations for some other

trades in 1964 were only as follows:
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Bricklayers 2,588
Carpenters 10,301
Cement Masons 563
Plumbers - Pipefitters 5,755
Sheet Metal Workers 3,229
Structural Ironworkers 1,831

Of 170,533 registered spprentices in 1964, 109,836 were
in the construction trades, 27,960 were in the metalwork-

ing trades and 11,417 were in the printing trades. (See

Table 2-1.)

In the District of Columbia during 1963 there
were only the following cpenings for apprentices in con-

struction trades shown:

Openings Hourly Wages

Craft Each Year Apprentice Journeymen
Ironworkers 15-20 .$2.17 $4.45

Sheet Metal Worker 16-20 2.10 4.68 .
Electrician about 35 1.88 4.70

Carpenter about 60 2.1°2 5.90

Pipefitter : about 26 2.15 4.65

Plumber about 20 2.15 4.65

Painter 6-10 1.77 3.94

Source: District of Columbia Apprenticeship Information
Center.

In 1964, there were only 54,491 new registra-

tions in all apprenticeship programs in the Unitead States,




TABLE 2-1 37
ACTIVE APPRENTICES, NEW REGISTRATIONS, COMFLETIONS, AND SUSPENSIONS,
REGISTERED PROGRAMS, BY STATE, 1964

R I N T Y = =X T~ T R A AL S P ST RN T DG

Active at New? Comple-  Cancellations® Active at

" Begkmw':ng Regis- tions (Including End of

~State - of Period trations Suspensions) Period
Total 163,644 59, 491 25,700 26, 961 170,474
Alabama 1,697 618 277 399 1,639
Alaska 260 160 47 22 351
Arizona 2,055 458 288 290 1,935
Arkansas 930 324 85 - 128 1,041
California 23,724 10,334 4,371 4,864 24,823
Colorado 2,256 714 271 467 2,232
Connecticut® 3,648 565 267 3sl 3,565
Delaware 670 171 . 66 36 739
District of Columbia 2,114 ] 980 328 597 2,187
Florida 4,051 1,764 470 981 4,364
Georgia 2,245 656 192 436 2,273
Hawaii 989 461 160 - 318 972
Idaho 362 164 64 76 3493
Illinois 9,374 2,432 1,274 1,790 8,742
"Indiana 3,268 1,063 453 333 3,575
Towa 1,405 294 234 : 182 1,283
Kansas 1,190 315 215 228 1,062
Kentucky 1,154 322 177 152 1,147
Louisiana 1,603 801 198 333 1,873
Maine 581 215 105 30 661
Maryland . 2,120 756 244 442 2,190
Massachusetts 4,030 1,712 624 628 4,490
Michigan 7,986 4,041 1,558 509 9, 960
Minnesota 4,390 1,042 736 279 4,418
Mississippi 788 192 66 102 812
Missouri 3,090 997 363 164 3,560
Montana 734 251 129 108 748
Nebraska 832 299 163 167 801
Nevada 807 198 104 84 817
New Hampshire 204 78 33 8 241
New Jersey 4,931 1,379 434 347 5,529
New Mexico 792 396 131 i86 871
New York 21,710 6,844 3,767 3,389 21,398
North Carolina 2,804 1,676 44] 992 3,047
North Dakota 374 220 45 69 480
Ohio 7,890 2,600 1.42%. 769 8,300
Oklahoma ‘ 1,563 978 - 180 815 1,546
Oregon 2,044 1,088 518 532 2,082
Pennsylvania 7,203 1,766 Q27 653 7,389
Puerto Rico 1,321 752 211 310 1,552
Rhode Island 1,195 119 31 10 1,273
South Carolina 1,179 198 50 100 1,227
South Dakota 353 56 32 : S0 329
Tennessee 2,942 1,114 603 481 2,972
Texas 5,262 2,112 806 1,141 5,427
Utah 1,095 427 201 210 1,111
Vermont 472 259 45 136 550
Virginia 2,981 1,794 427 850 3,498
Washington 3,660 1,178 746 728 3,364
West Virginia 825 242 118 77 872
Wisconsin 4,157 1,758 073 530 4,412
Wgoming 327 125 31 70 351

SQURCE: U.S. Department of Labor, Bureau of Apprenticeship and Training.

m?&?#ﬂcludes reinstatements.

b) Cancellations are not synonymous with $dropouts" since they include layoffs, dis-
charges, and out-of-state transfers as well as supensions for militamxy service
and voluntary "quits."

¢c) Data for the fist six months of Calendar Year 1964 only.
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and over 10,000 of these were in California; 7,772 of the
new registrants in California were 1in the conetruction
trades.

Although we do not have much information on
unregistered programs, a survey of training by the U.S.
Department of Labor in 1963 found that 16.6 percent of
the 1.4 million workers taking formal t¥aining were 1in
apprenticeship programs. The Labor Department'£ survey
thus suggests that there were over 232,000 workers taking
apprenticeship training, which is a much larger numbgr
than previous estimates had indicated. The 1960 census,
for example, reported only 85,682 apprentices, 2.52 per-
cent of whom were nonwhites.

Although apprenticeship training was not very
imbortant for many occupations, it accounted for the fol-

lowing proportions of tralning, according to the 1963

Labor Department Survey:
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Total No.
Taking Formal % Taking
Training Apprenticeship
[thousands ] Training
Compositors and Typesetters 171 30.6
Construction Craftsmen g 2,708 43.9
Linemen and Servicemen, Tele~
graph, Telephone and Power 260 36.8
Machinists ‘ 732 34.9
Meat Cutters 132 56.1

Source: Manpower Report of the Preosident, 1964, Taﬁle F-9,
pP. 256. : - ' |

The registered apprentices in selected construc-

.tion trades are shown in Table 2-2. Tt will be observed

that the ratio of new registrations to complketions variles
considerably from trade to trade. The carpenters have by
far the most new registrants but had fewer completions
than the electricians and the plumbers. The carpenters!
programs have a high dropout rate partly because many ap-
prentices are able to work at the trade without completing
apprenticeships. The carpenters slso have relatively low
édmissions standards‘as contrasted with the mechanical
crafts. We also noted that the carpenters have in many
Places taken in relatively large numbers of Negro appren-~

tices. ©Since carpenters:? programs have a low comple’cionl
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rate and lead to lower~wage jobs, it obviously me&ns less
to gei Negroes into carpenters than into the nlumbers or
sheet metal workers progfams. However, those who complete
carpenters apprentlice programs apparently have better
chances of becoming foremen than those who drop out.

Other factors influencing apprentice dropout
rates include: economic conditions (because apprentices
must have jobs in order to stay in these programe), the
desirability of tiae trade, ard whether or not the length
of time required for training is realistic.. If the time
period is unrealistic, the apprentice can drop out and work
as a journeyman.

0f course, it might be argued that the number of
apprentices should be expanded in order to provide train-
ing for a larger porportion of the skilled work force--only
about 10 percent of whom currently get training through
this means--but this 1s a point which there 1s some dis-
agreement.5 Not only have a relatively small proportion
of journeymen served apprenticeships, but the projections

from 1960-1970 by the 1963 Manpower Report of the President

SSee George Strauss, "Apprenticeship: An Evalua~-
tion of the Meed," in Arthur M. Ross (ed.), Employment
Policy and the Labor Market (Berkeley and Los Angeles:
University of California Press, 1965).
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suggest that relatively fTew craftsmen are likely to serve
apprenticeships. Indeed, the crafts which meet the highest'
proportion of their needs through apprenticeship, the elec-
tricians, bricklayers, and sheet metal workers, are ex-
pected to meet only Sé percent, 22 percent, and 21 percent
respectively of their projected needs through apprentice-
ship.

| If the applicant geté into a program, he often
does so by taking written and oral examinations given by
the employment service, a private testing agency, the em-
ployer; the union, or a joint apprenticeship committee.
The JAC traditicnally has constructed and administered
its own examinations, but there appears to be a tremnd to
the using of professionally-developed tests.

The oral interview is designed to ascertain such
matters as the applicant's interest in the trade, his
physical and financial condition as they bear on his
chances of completing his training Program, his attitude
toward work, etc. 1In general, the committee--which per-
haps 1is going to allot a scarce position to the applicant
and invest considerable resources and time in his training--

is eager to be sure the apprentice stays in the program.

The JAC's also are concerned about dropouts because they

N
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are fearful of "flooding the market" with partially trained
Journeymen. Moreover, the committee is interested in get-~
ting the "right kind" of people in their training programs,
which means percons who are soclally acceptable as well
as productive workers. There is a certain mystigue and
fraternal character about apprenticeship which the JAC
expects the new apprentice to fit into. Part of the ritual
in many trades takes the form of hazing and menial agsign-
ments to the new apprentices desligned to "initiate" him
into the trade. Some Negro apprentices have misunderstood
this hazing at first ang thought they were being mistreated
because they were Negroes. (See Appendix A%)

h Once the apprentice is indentured, he is paid a
progressively increasing proportion of the Journeyman wage
scale until he gets the Journeyman's rate upon completion
of his apprenticeship, at least one year and typically
four years after he enters a program. In some cases, like
the carpenters in San F;ancisco, the apprentice can get
‘into the program by paséing a simple aptitude test, but
must find his own job. In other cases, like most elec-
trician's programs, the JAC's seem to be able to assure

employment to the hpprentice and take responsibility for

finding him a job. Many in the apprenticeship establishment
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are fearful that the "hunting license" approach used by
the carpenters in San Francisco and other places will
bring too many people into the trade.

The apprentice probably will be expected to at-
f tend classes for related training to gain theoretical in-
f slght into his trade. This trailning may be conducted by

the union at its own facilities, and in a few cases 1is

. provided through correspondence courses, but usually is
in a public vocational school. Some programs supplement

the salaries of apprentice instructors and provide appren-

tice coordinators to supervise the apprentice's training, |
but overall policy and guidance is established by the joint :@1
| apprenticeship committee or other sponsor. The appren-
z tice's wages often are paid by the employer while he at-
tends classes during the day, but this practice varies
considerably. In some cases related training classes are
held in the evening.
Apprentices who complete their training usually

stay 1n the trade and earn wages well above the average.

Indeed, apprenticeship programs train many supervisors
and managers. The 1956 BAT study of apprentices who

graduated in 1950, cited earlier, reported that 19 per-

cent of former apprentices were working as supervisors
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and 8 percent were in business for themegelves as employers
or contractors. The rate of upgrading into managerial
positions in some trades ig even greater than this: a
skilied trades representative 1in the Detroit automobile
industry said that 40 percent of thelr apprentice gradu~
ates wind up in managerial positions within five years
and a Houston electrical industry representative said that,
within two years, 75 percent of the apprentice graeduates
in hie craft in Houston enter manageriasl positions. Ob-
viously, therefore, ipprenticeship training provides a

means for advancement even beyond the skilled trades.

Advantages of Apprenticeship

Altkough we did not examine thils question in
detail, apprenticeship programs scecem to have several ag-
ventages to all parties concerned over other means of
acqulring skills. Not only do apprentices train for high-
Paying Jobs, but they also seem to have greater stability
of employment because their tralning 1s more general ang
not specialized narrowly on particular aspects of a trade.
Flexibflity is a particularly important advantage in a

dynamic economy. Whes the task which the semiskilleg

worker has learned is automated out of exlstence, he is
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more likely to become unemployed than the apprentice who
has learned a variety of skills and has mastered the theo-
retical aspects of his trade. The apprentice also earns
while he learns the trade and gets firsthand experience -
in realistic settings which are likely to utilize the
latest techniques. Moreover, the apprentice's training
ldeally is organized and more thorough than many other
training techniques. The apprentice also has contractual
assurance of a stated wage scale throughout his training,
and is awarded a certificate as proof of his training by
the state or the BAT.

Although we do not know the relative costs of
apprenticeship training as compared with other methods of
acquiring skills, apprenticeship representatives argue
that the cost to society of training apprentices is prob-
ably much less than other forms of training. 1In 1963, for
example, Charles F. Hanna, the head of the California Divi-
Bion of Apprenticeship Standards (DAS) estimated that in
his state the publiec cost of training an apprentice was
$130 as compared with $1900 a year for MDTA, training in

one California program.® Hanna termed the California

8U.S. Senate Subcommittee on Employment and Man-
power, The Role of Apprenticeship in Manpower Development:
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expenditure "substantiaslly more than is spent in any other

state, but . . . substantially less than is needed." If
the California experience is typical, apprenticeship train-
ing provides the nation with a supply of ekilled manpowver

at relatlvely low direct cost to the public.

Although we have noted that their attitudes to-
ward epprenticeship training vary depending upon thelr
circumstances, we have noted that employers benefit by the
apprenticeship system in that they get peorle who are
trained according to methods and standards specified by
the industry itself.

i ) Although we have no reason to doubt the reality
w of the foregolng advantages of apprenticeship training,

and accept them without question for the purposes of this

study, there is very li.tle detalled analytical informa-.

tion on the values of apprenticeship.

United States and Western Europe, Vol. 3 of Selected Read-
ings in Employment and Manpower, 1964, pp. 1109, 1ll12.

]
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NEGRO PARTICIPATION IN APPRENTICESHIP TRAINING

Extent of Negro Participation

Although the statistics on apprenticeship in gen-
eral are bad, and those on Negro participation in +hese

programs almost nonexistent, the available evidence for

the country and for particular areas demonstrates that,
with recent exceptions, there have been very few Negro i
apprentices in the United States. The U.S. Census 3Bureau L 1

reported that Negroes constituted 1.90 percent of appren- o

tices in the labor force in 1950 and 2.52 percent in 1960

(see Table 3-1). According to the Census figures, there

by

were 2,190 Negro apprentices in 1950 and 2,191 in 1960.
It will be noted that the only apprenticeship classifica-

tions in which Negroes even epproximated their proportions

of the total work force in 1960 (10.6 per cent) were the
building trades not elsewhere classified. Within the
building trades, Negrces have been concentrated primarily

in the laborers' jobs and in the so-called trowel (cement

masons, plasters, and bricklayers) and the carpentry

trades.
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Studies made in various states also confirm
the virtual absence of Negroes from meny apprenticeship
programs until arouund 1960. For example, studies in
California and New York found that Negroes constituted

only 1.9 and 2 percent of apprentices respectively; in

New Jersey, Negroes held only about .5 percent of appren-

1l

tice positions. The Connecticut Commission on Civil

Rights reported Negroes to constitute .7 percent of the

apprentices in that state in 1960.2 A survey of 1,000

apprentices in Tampa, Florida, wy the Florida A&visory

Committee of the U.S. Commission on Civil Rights failed

to disclose a single Negro.al Aithcugh the count was ad- Qﬁ}
mittedly only approximate, Maryiand civil rights officials 1
reported finding only 20 Negroes among &approximately

4

2,400 apprentices. Of;some 50 apprentice programs in

Tennessee, only four (bricklayersﬁ carpenters, roofers,
and cement finishers) were known to accept Negroes before

1960. 1In 1961, a breakthrough occurred when one Negro

U.s. civil Rights Commission, Reports on Ap-
prenticeship, 1964, p. 91.

2Ibid., p. 41l.

®Ibid., p. 57.

“Ibvid., p. 67.
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|
apprentice enrolled in each of the follcwing trades in

Oak Ridge: electrician, machinist, sheet* metal worker,
and millwright.

A 1965 survey of 989 construction industry con-
tractors, 281 employer associations and 731 unions by field
teams from the President's Committee cn Egqual Employment
Opportunity (PCEEO) is even more revealing. This survey
foeund that in 30 Southern cities, of 3,696 apprentices
selected for the five b;ilding trades unions, shown in
Table 3-2, only 2§ were Negroes and 20 of these were in the
Carpenters, a uniocn which is reiatively accessible to
Negroes., Negroes were selected for the electricians pro-
grams in Louisville and Huntsville, and for the plumbers in
New Orleans, but nowhere else in the South. The survey
revealed not a single Negro among the 441 apprentices se-
lected for the sheet metal workers program and the 365 se-
lected for the ironworkers. The PCEEO survey also revealed,
however, that very few Negroes were known to have applied
for.any of these apprentice programs in the South.

Table 3-3 shows the experience of the non-Southkern

cities: of the 5,908 apprentices selected for the five

building trades surveyed in these cities, 133 were Negroes,

70 of whom were carpenters. Although these statistics do
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TABLE 3-2
NEGRO AND WHITE CONSTRUCTION APPRENTICE SELECTIONS IN SPECIFIED CONSTRUCTION TRADES
\ FOR SELECTED SOUTHERN CITIES, 1964
B — — — - — . "
l Electri- Sheet Iron- Car-
‘ Plumbers cians Metal workers penters
l Workers
~{ 0 - 0 ~{ 0 - 0 - (o]
58 £ 5 2B F oG £ &
& = £ = & = & = > =
ALABAMA
Birmingham 0O o©° 15 0 0O O 20 O 16 o
Huntsville 5 0] 33 1l 6 0] 18 0 12 0
Montgomery 0O © - e- - - - - 6 0
ARKANSAS
Little Rock 17 0] 18 0 20 0] 0] 0] 16 0
FLORIDA !
Jacksonville-Gainesville 79 O - - 37 0 - - 30 0
| Miami-West Palm Beach 168 O 231 © 114 O 62 O 297 10
| Orlando-Cape Kennedy - .- 142 O 26 O 113 0 137 O
i Pensacola-Panama City 47 O 92 0 14 O - -- - -
! Tallahassee 10 0 22 0 - == - - 2 o
! Tampa 121 0 120 0 54 0 0 o 117 O
r GEORGIA
N Atlanta 33 0 38 O 28 O 29 O 24 O
W Augusta 7 O 9 o0 . -- 2 0 4 0
. Columbus 6 O 2 0 1 0 - e 9 O
| Macon 10 © 14 0 1 0 S — 8 O
}% Savannah 6 O 15 0 9 O 15 0 4 0
5} KENTUCKY
| Louisville 85 0] 18 1l * 0] * 0 18 0
i LOUISIANA
‘ Baton Rouge -—— e- 0 0 —— == 4 O 15 o
Lake Charles 13 0] 15 0] 3 0] 17 0 2 0]
New Orleans 19 4 25 0 6 0 5 0 27 3
Shreveport 16 0 6 0 . -- 10 0 25 0
R MISSISSIPPI
| Gulfport 5 0 13 0 SR S — 5 1
B Jackson S O 9 O 8 O - -- S 0
|
il OKLAHOMA
| Oklahoma City 10 O 20 O 51 0 * 0 40 O
i SOUTH CAROLINA
fg Charleston | 8 0 16 0 11 0 10 0 20 0
TEXAS
{ Austin 4 0 5 0 - - 2 0 20 O
| Dallas 51 0] 22 0] 24 0 10 0] 125 5
‘{ Fort Worth 13 0] 10 0] 6 0 15 0] 39 0
| Houston 40 0] 39 0] 15 0 25 0] 50 0
! Port Arthur 4 0 14 0 2 0 7 0 18 0
u San Antonio 10 0 15 0 5 0 1 0 19 1
] TOTAL SOUTH 792 4 g78 2 441 O 365 O 1,120 20
SOURCE: President's Committee on Equal Employment Opportunity.
*¥In some cases the total number of applicants was unknown.
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TABLE 3-3
NEGRO AND WHITE CONSTRUCYTION APPRENTICE SELECTIONS IN SPECIFIED CONSTRUCTION TRADES

FOR SELECTED NOM-SOUTHERN AREAS, 1964
b e —— - ___ _ "

o
—

Electri- Sheet Iron- Capr=-

Plumbers cians Metal workers penters
. Workers ' -

} CALIFORNIA '

I State (of) 264 7 162 5 200 6 33 1 2047 35
{

! CONNECTICUT ,

| State (of) - - 16 0 00 00 00 00 24 3

ILLINOIS
Chicago ' 54 * 126 22 * 0% 2, 1 72 12

INDIANA
State (of) 55 #* 67 ¥ 0 # 14 ¥ 38 ¥

MARYLAND
Baitimore 50 0 45 4 11 0 - - 53 3

MASSACHUSETTS ; ; |
| Boston 14 O 45 0 23 1 35 O 64 7 E
@ Springfield - == 6 O 0O O ¥ ea 2 1 }
S MICHIGAN |
il ;) Detroit * .- 8 0 —— -w 4 0 250 O |
' MISSOURT
b Eastern 136 * 173 # 58 O 59 * 288 4
1 : Western 31 * 14 * - e - - 45 *
| NEVW JERSEY
? , Newark 12 O - - - - . == - --
Northern N.J. 19 O 36 0 - - - e 19 O
(excluding Newark)
NEW YORK
New York City 169 4 e == - - 50 1 150 0
Long Island - - - - 27 0 - - - - 4 - - 2 l
westChester CO. - - - - - L dnd on . - e - - - 36 o
OHIO
Akron 13 O 8 O 5 0 - i2 o©
Cincinnati 3 0 22 O 10 O 12 0 12 O
Cleveland 20 1 53 2 14 O 19 0O 10 0
Columbus 12 c 10 0 19 O 8 O 14 1
Dayton 16 0 32 O 18 O 17 0 16 0
FENNSYLVANIA
Harrishburg 5 0 - - 3 0 4 O 9 O
Philadelphia 16 2 30 © 15 1 15 1 65 *
- Pittsburgh - -- 15 O 2 5 - e= 25 3
RHODE ISLAND
" Providence 5 0 6 o 2 0 - - 16 0
- WEST VIRGINIA
Parkersburg 12 0 11 0 4 0 10 O .4 0 ﬂ
;:) TOTAL NONSOUTH Q206 14 086 33 432 12 301 4 3273 70
O | = === — e ]
' SOURCE: President's Committee on Egual Employment Opportunity.
*In some cases the total number of applicants was unknown.
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not show how many apprentices there are in these cities, .
they indicate the number of Negroes admitted to these pro-

grams in 1964. There undoubtedly were some programs that .
might have selected Negroes, that madz no selections during

the survey period. While these figures come from a sample é

and not the entire universe, they appear to reflect the

patterns of Negro apprentices in all places except New York
City, where a relatively significant number of Negroes got
in before and after 19864.

A 1964 compliance survey of government contraec-
tors also found few Negro apprentices; of 21,500 apprentices

only 483(or 1.3 percent) were Negroes. i

Reasons for the Absence of Negroes
from Apprentice Programs

Although the reasons why so few Negroes are rep-
resented in apprenticeship trairing are easy to list, it
is much more difficult to assign weights to each of the
factors in the complex constellation of cecauses. Civil |
Rights groups have emphasized discrimination as a causal
factor, while unions stressed lack of qualified Negroes.
Specialized government agencies cften add to the confusion

by supporting the civil rights leaders (if they are
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. antidiscrimination organizaticns) nr +the industry (if they

are apprenticeshlip officials). Although there 1s an element
B of truth in all of these positicns, they tend fto be super-

ficial and exaggerated,

Unicon and Management Attitudes

While there have perhaps been some significant

changes in attitudes in recent years, there can be little

question that racial prejudices and discrimination by unions

and manasgement (reflecting prevailing =ocial attitudes) have

. been major reasons for the absence of Negroes from appren-
S

J tice programs. Employers tracditicnally have felt that
. Negroes were "suited" mainly for hot, &irty or otherwise

disagreeable jobs. Historically, management has been willing

Y ~ to hire Negroes for "white"” jobs only where they would work

for lower wagee than whites or vould acht as strikebreakers
or otherwise help prevent unionization. But these latter
motives became less important after the New Deal period
when the new industrial unions championed Negro interests
§, anG the Negrc community's allegiance shifted from employers
and Republicans to unions qnd Demoecrats.

B Of course, emplquent pcelinies also are motivated

{0 ' by profit considerations. If employers fear boycotts by
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white customers or employers, they are reluctant to hire
Negroes. ©Since many employers in the bneilding trades rely
on the union asg a source of skilled manpower, and since
union leaders have been able to refer better workers to
preferred employers, management has had strong motives to
maintain a good relations with unions.

The supply of Negro craftsmen is an important

determinant of the colored workers' abillity to maintain jobs.

White workers are not likely to attempt tec prevent the em-

ployment of Negro workers who can supply the manpower needs

of boycotted employerﬁ, and they are not likely tc attempt

to exclude Negroes who have sufficient supplies of competent -
workers to break strikes.

Attitudes toward hir%ng Negro workers seem to vary
considerably between different levels of management. Al-
though top management people often agree tc equal employment
‘3 opportunity programs, lover level supervisors and foremen
’% are likely to be more opposed to hiring Negroes.

il Although racial prejudice obviously continues to
| be an important factor in apprenticeship, little overt

racial hostility seems to be expressed against Negro appren- ‘

tices once they get in the programs. 1Indeed, there are

many cases in which employers or union leaders have gone
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out of their way to see that Negrocs "made it." Some Negro
apprentices have been discriminated against in job assign-
ments, a few have had trouble with journeymen which might
have been racially inspired (although because of the hazing
tradition it obviously was not entirely), but most seem to
get along well with fellow apprentices or instructors.
However, Negroes rarely feel completely accepted, even
though there is oltward cordiality.

Similarly, although some apprenticeship sponsors
had trouble with tardiness% absenteeism, and sioppy work
habits ty Negro apprentice%, most of them seemed to feel
that Negroes perform at least as well as the average white

apprentice.

While discrimination undoubtedly is responsible

for the absence of Negroes from many construction appren-

ticeship programs, the unions' motives to exclude also are
based on nonracial factors. For one thing, these unions
attémpt to control the supply of labor in order to maintain
their wage rates. The constructioq industry‘is plagued by
a sense of job insecurity stemming from rates of unemploy-
ment which are consisténtly much higher than the average
rates. 1Indeed, construction unemployment rates typically

are higher than the general unemployment rates of nonwhite
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males. 1In order to p:rotect their jobs, therefore, most

i skilled construction unions attempt to control the supply

of labor through a variety of neans: some of them operate

hiring halls, most of them refuse to work with nonunion

i werkers, and most of them control entry into their appren-

- tice programs.

k , As noted in Chapter II, craft unions also are

|
1
interested in the qualifications of apprentices because they ‘ i

realize that job control requires a supply of competent j

|
f
| workers. As George Strauss has emphasized, unions also

want well -trained men because ". . . the presence of un-

skilled men in the union makes the business agent's 1life )

more difficult; unskilled men are harder to place, unskilled

I meén are far more likely than skilled men to insist on various

I typres of featherbedding, and internal schisms develop as the
l unskilled insist that job opportunities be shared equally.
Local union leaders also have political reasons

j for controlllng apprenticeship training and resisting the

of the Need," in Arthur M. Ross (Ed.) Employment Policy and
the Labor Market (Berkeley, California:
California Press, 1965), p. 320.

)
!
|
! SCeorge Strauss, "Apprenticeship: An Evaluation
f
|
|

University of
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entry of Negroes. For one thing, because it is a source of
Jobs, local bullding trades unions have been closely con-
trolled by their members and business agents and therefore
have been very reluctant to accept any apprentice who would
not be acceptable to their members.

Another important motive behind the pattern of
reacisl exclusion in craft unions hés been nepotism.
Although it appears to be diminishing, the father-son rela-
tionship has been particularly strong in some of the building
trades unions and is defended on the grounds of assuring a
supply of competent craftsmen; the unions argue that one of
the assurances that appreniices will not drop out of their
tfaining programs is the craft tradition which comes from
having relatives in the trades. 1In addition, it is argued
that a strong sense of craftsmanship which comes from long
association with the trade is a prerequisite to excellence
in any skilled trade. Craft unionists argue that their sons
and relatives are more likely to have this feeling of cerafts-
manship than a youngster "off the street" who is merely look-
ing for a Jjob. Mgny Negro youngsters are indeed merely look-
ing for a job and often have been marked down on this point

by apprentice selection committees.
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Craft unionists also;often defend nepotism as
morally justified. "After all " they argue, "we have strug-

gled to build cur trades, why shouldn't we be able to pass

them on to our children just as wealthy individuals pass on
their wealth?” Of course, nepotism also has become a part
of the political system in some unions. Apprenticeship
positions and summer Jjobs have been used by business agents
tofreward'their supporters.

The main objection to nepotism from the point of

view of the Negro,of course, is that few Negroes are in

some of the crafts and, although discrimination might not

Just be against Negroes per se they are barred from appren-

evidence that Negroes as well as whites are more likely to
get in trades where they have friends and relatives. (See

Appendix A%) IBEW Local 3 in New York has permitted its

¢ noncraft members to recommend their sons for the craft ap-
prentice programs.

Although discrimination is undoubtedly involved

in their attitudes, many craft unions, particularly in the

building trades, seem tc have been uncooperative in lowering

racial barriers--or have actually adopted "standards" which

ticeship training by this system. However, there is some
t | tend to perpetuate exclusion--because of a defensiveness

o~ et
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- stemming from the belief that muech of the criticism of them

is unfair and based on ignorance of the industry. Many

building trades leaders partisularly resent the implication

that zpprenticeship training is a place for dropouts, point-

g ing out that this attitude has contributed to the weakness
of vocational education in this country. These leaders also
resent what they consider to be governmental efforts to
regulre them to give préferential treatment teo Wegroes

4

wh;ch would require them to discrimlnate against their own

| members. They also resént the implications'that their
qualifications are designed solely to exclude Negroes from

, ‘) membership. Such an implication is, they argue, due pri-

% N narily to ignoran;e of the apprenticeship system and the

requirements of the skilled erafts. BEven those unionists

who admit discrimination in the past argue that the present

fewness of Regroes in somevapprenticeship programs is due
primarily to the lack of qualified applicants. Theif con-
victions on this point are strengthened by the meager re-
sults of the recrultling campaigns undertaken in various
Northern cities during the early 1960's. The building

trades' defensiveness likewlise is strengthened by the few-

ness of valid cevmplaints of discriminatlon in apprentice-

ship programs filed with government agencies and the small
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number of qualified Negro applicants for apprenticeship

training. Union leaders also resent the implication that

the absence of Negroes from a program proves discrimination

and are critical of government officials who sanction action

to get Negroes in by "whatever means."

Cultural PFactors

Of all the factors tending to perpetuate the ex-
clusion of Negroes from apprentice programs, the most im-
portant have been those which relegated the Negro to in-

"2t v ctecpations., The Negro's main problem historically

is that he lacked the political and economic power to force

whites to share their job opportunities with him. Indeed,
apparently the only time Negroes were able to enter the
skilled trades with relative ease was under slavery, when
slave craftsmen were protected from hostile whites by the
powerful slave-owning class.

After emancipation, however, the only skilled
occupatioﬁs in which Negroes were able to maintain their
positions with any success were those which performed ser-
vices in'thé Negro community or in which Negroes were too

numerous to be excluded by whites. The main crafts which
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Negroes continued to practice were those which had rel-
atively stable technologies. For example, Negroes have

held a relatively significant share cf older trowel crafts,

but have had a very low proportion in such newer occupa-

tions as electricians, sheet metal workers, elevator con-
structors, plumbers, and pipefitters. These latter occupa-
tions often required training, experience, and skills which
were beyond the Negro's reach.

Status also has ‘been an important factor in ra-
cial exclusion. In the hierarchy of Jjobs in each industiry
it has generally been understood that, with few exceptions,
certain inferior jcbs would go to Negroes. Because of the
racial prejudices of the white community, Negroes were ex-
cluded from certain."status" joﬁs such as electricians,
locomotive engineers, and superviéors of all kinds. Many
craftsmen whose status has been due to daring and risk as
well as skill--such as ironworkers-;have excluded Negroes

because of the stereotyped idea that Negroes were afraid of

.heights or other dangers. As might be expected, experience

shows these stereoiyped ideas to be completely unfounded.
As a consequence of these job limitations, Negro

employment patterns have become deeply entrenched and are

therefore difficult to change. Not having worked in a

A
t
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variety of skilled, technical jobs, Negroes became stereo-
typed for certain jobs by employers, white workers, and
even themselves. ©Since Negroes usually live in segregated
neighvorhoods and go to segregated schools, they rérely
learn about jobs with few or no Negro;s in them, and they
apply for the kinds of jobs they know they éan get. Since
aspiratibns are conditioned by one's associlations, few
Negroes are motivated to'apply for Jobs from which they are
excluded.

As a consequence of these historical and cultural
forces, as well as for a vaFiety of other reasons, Negroes
often have not applied for épprenticeship openings which
have been opened to them. For one thing, very few Negroes
have known much abouﬁ apprenticeship programs; in spite of
the publicity given tltem by the eivil rights movement.
Indeed, racial demonstrations in some cases, while un-
deniably contributing to the lowering of racial barriers,
a2r the substitution »f tokenisﬁ or more subtle forms of
discriminations, have tended to symbolize to Negro young-
sters the obstacles to becowuing ;pprentices. Very few

school counselors have advised Negro youngsters to apply

for apprenticeship openings, either because of ignorance of

apprenticeship or because they thought that Negroes could
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not get in. Moreover, mary emplcoyment coﬁnseldrs apparently
have low opiniocns of the skilled trades and have therefore
discouraged the more quaiified Negro youngsters from =nter-
ing apprentice programs. In scme caées the counselor’'s
attitudes are based on the reality of the situation and
prevailing community prejudices against manual work. This
is poor counseling if the youngster has an aptitude for the
skilled trades,‘because apprenticeship tréining often leads
to satisfying work and high-paying supervis~ry jocbs.

Civii righte and union 1eéders have been surprised
at the apathy shcwn by Negrc youngsters toward apprentice
programs even when they had a c¢hance to get in. Of course,
the main reason fcr this is that Negro ycungsters apparently
do noct aspire to the skiiled trades. Many of those whe arse
qualified to enter these programs either aspire *o white
coilar jobs or wish to get jchs with immediate earnings.

In some of the latter cases, Negrn ynungsters take jobs out
of necessity, but in some cases it is bercause they aré nct
interested in the trades. The findings ¢f our study confirm
thore of B. A. Turner who studied the occupational choices

of

xV)
s

s
i

.2 high schcel seniocrs in fourteen Negro, two all

}

white. and two integrated sechoncis.® Oniy 3.2 rercent of

"B, A. Turner, Occupationai Choizces of High Schoel

Senicrs in the Space Age {H-uston® Texas Southern Univer-
sity, 1964}, :
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these students aspired to the skilled trades and expressed
interest mainly in the trades llegroes have traditionally
been able to enter. The most popular first and second

cholces of these 2,012 seniors were:

Cccupation Choice
- 1st 2nd
Business 140 115
Nurse 203 T4
Secretary 36 64
Teacher 171 161
Engineer 54 19
Home ZEconomics 59 62
Mathematics 53 40
The occupational choilces by broad groups were:

Number Percent

Professional and

Managerial 1332 66.2
Clerical and Sales 283 14.1
Service 75 3.7
Skilled 65 3.2
Agriculture 17 .9
All Other 36 ‘ 1.8
Not Classified 204 10.0

Some observers have been surprised that qualified
Negro youngsters have taken nonskilled jobs instead of ap-

prenticeships which, on the average, pay more than the av-

erage nonskilled Negro youngster can hope to make. But

youngsters who are otherwise qualified for apprenticeship

P
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are above average and have bee.. able to earn more than the
beginning rates for apprenticeship programs. The wage
factor is particularly important in the more desirable oc-
cupations for which there are typically many more applicants
than jobs. In these trades, the wages of apprentices typ-
ically are lower relative to journeyman rates than in car-
pentry and other occupations which are likely to have lower
qualifications for entry. Wages are likely to be more im-
portant to Negro apprentices, who seem older on the average
than their white classmates,

Digsatisfaction among Negro youngsters is likely
to result from those who are overqualified for occupations
as well as for those who are underqualified. Highly quali-
fied Negroes and whilites get bored with even those apprentice
programs which have the highest qualifications. Some of
these apprentices would be in college if they had the fi-
nancial resources to pay their way. Some of those who
failed toc follow through on their applications for appren-
ticeship programs go to college rather than become appren-'

tices, and others drop out for this reason.

The Negro's low aspirations for apprenticeship

training programs seem to contradict the emphasis given

these programs by the civil rights movement. In some sense
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this contradiction is based on different objectives., Many
Negro adults compare the skilled trades with the jobs they
now hold ané consicer apprenticeship program. to be highly
desirable, while Negro youngsters who are otherwise quali-
fied compare apprenticeships with their aspirations and
consider them undesirable. Many civil rights leaiers, who
sometimes are intellectuals with little understanding of
apprentice programs, approach the apprenticeship problem
symbolicelly. They reason that some Negro youngsters ocught
to go into these programs and are incensed by the manifes-
tations of diserimination which have barred Negroes fron
skilled occupations. The conspicuousness of constructicn
projects and the fact that many cf them are financed by
government funds make the building trades apprentice pro-
grams logical targets for civil rights organizations. But,
since many Negro youngsters appérently are not eager to
enter these programs, and since, as we shall see, very few
Jobs are involved, the emphasis on apprent_.ceship training
often either is symbolic or is based on a misunderstanding
of realities. However, many civil rights leaders have
learned more about apprenticeship programs as a result of

the conflicts of the early 1960's and take a more realistic

approach. They realize that not many Jjobs are involved but

s
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that they are good jobs. They also realize, of course, that

symbolism also is important for the civil rights movement.

The foregoing is not intended to imply that there
are not more qualified Negro youngsters who would like to
get into apprentice training programs if they knew about
them. Some high school counselors have been successful in
getting Negro youngsters to apply to these programs and,
although much effort was required, some organizations have
succeeded in recruiting Negro youngsters for apprentice
programs,

Negro youngsters who apply for apprenticeship
programs often do not follow through for a variety of rea-
sons which do not follow any particular pattern. (See
Appendix A;) Some anplicants are discouraged by fees
charged either to take the tests or to enter the unions.
Many of those youngsters who have persevered through the

difficult process of finding out about the gualifications,

starting times and application procedures for apprenticeship -

programs have falled to' appear for tests or avail themselves

of opportunities to enter these programs because of the
time delays and uncertainties involved. As a consequence,
many of them either are drafted, find other jobs, or move

away before the time comes for them to enter apprentice

programs.
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Some Negro youngsters fail to follow through with
these programs because of poor disecipline. We have no way
of knowing how these compare with whites, but some of the
reasons given by Negro youngsters for their failure to fol-
low through with their applicaﬁions seem very trivial:
some "forgot," others overslept, and still others had no
excuse at all. It is often necessary for some organization

to see Negro youngsters through the difficult and uncertain

process of making proper application to apprentice programs,

preparing them to take the tests, and seeing to
develop proper work habits once they are on the
course, white youngsters also need this kind of

but they are more likely to get it from friends

it that they
job. Of
attention,

or relatives

in the trades.

Lack of Qualifications

As we shall see in our discussions of the appren-
ticeship experience of Negroes in the various cities, =
large proportion of Negroes recruited for apprentice pro-
grams are found to be ungqualified. Ailthough Negroes often
feel that the tests and qualifications are designed to keep

!

them out, there is also agreement that for many reasons

Negroes are not likely to do as well as whites on paper

1
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and pencil tests designed to discover aptitudes and abil-

ities.

Education

A larger proportion of Negrces than whkites are i
barred from apprenticeship programs by educaticnal standards. g

As noted in Chapter II, almost all apprenticeship programs

require thet applicants be high school graduates and some
require, or give extra credit for, sperified eccurses in
mathematics and seilences. Although there is a marked in-
crease in the trend Tor Negroes to complete high school,in
October, 1965, 60 percent of whites but only 37 percent of
nonwhites in the labor force had ccmplefed four years of
high school cr more. Median nonwhite education lagged 3.8
years behind whites in 1952; 2.6 years in 1262, and only 1.8
years in 1965. Nonwhite male education levels lag signif-
icantly behind other groups; thelr median years of education

completed in 1965 was 10.2 as compared with 12.2 for white

males, 12.3 for white females and 13 .1 fcr nonwhite females.
These statistics do nect telil the whole story,

however, because it is well known that Negro education has

been inferior to that of whites in all sections of the
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country. According to a 1966 report by the U.S. Office of

Education, Negroes in the metropolitan Northeast in the

sixth grade were about 1.6 years behind whites; at grade
nine, 2.4 years behind whites, and at grade 12 Negroes were

3.3 years behind whites.”

The report also concludes that
"by grade 12, both white and Negro students in the South
score below their counterparts--white and Negro--in the

North. 1In addition, Southern Negroes score farther below

Southern whites than Northern Negroes score below Northern

8

whites." Although these tests measure educational achieve-

ment, the report emphasizes that thev "do not measure in-

telligence, nor attitudes or character."® JW)'

Professor Kenneth B. Clark's conclusion concern-

ing employers is equally applicable to apprenticeship pro-

granms:

The fact is that the massive inefficiency of
the public schocls where the masses of Negroes go, .
does the discriminating for any prejudiced employer, i
so that he doesn't have to do it himself.

; f “U.S. Department of Health, Bducation, and Wel-

? fare, Office of Education, Equality of Educational Oppor-
iuniix,(Washingtont U.5. Government Printing Office, 1966),
p. 20.

8Ivida., p. 21.

®Ibid., p. 20.

1

\
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All he has to do is to maintain even ninimum
standards of qualifications in such basic subjecis
as resiing or arithmetic, and a= things now siand,
b the vast bulk of the Negro youngsters from the work-
R ing class, the lower mlddle class, are unable to meet
i minimal standsrds for employment in other than
menial lowzr status ,jo’os."Q

Vocatlonal schools, Whiéh night be expected to
ﬁ give ycungsters an advantage in applying for the skilled
trades, actually seem to put them at a disad%antage in ap-

plying for apprenticeship training (see Appendix A).

Many Negro yocungsters have not had suech courses
as algebra, trigonometry,and physirecs, all of which vere
. emphasized by the electrical, plumbing, sheet metal, and

| ﬁv) other apprentice programs.

The Problem ot Testing

Negro youngsters attempting to enter apprentice-
ship programs sometimes are barred by the tests used to
select apprentices. Although there has been a long-run trend

in the use of tests, there seems 1ittle question that the

[ |
Lol 1%y nneth B. Clar¥, foclial and Econonmic Impli-
j

i

cations of Integration in the Fublic Schools, Seminar on Man-

! power Pollcy and Program, U.S. Department of Lator, Man-

- pover Administraticn, Office of Manpower, Automsticn and
Training, 1964, p. 6. '

s L TR e 4
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civil rights movement's demands for better Jjob opportuni-
ties have accelerated the use of these selection devices.
It is therefore understandable that Negroes and civil
rights leaders suspect the tests were introduced as a means
of continuing discrimination under the guise of maintaining
standards.

Although it was not our purpose to appraise
either the validity of the tests or the reasonableness of
the qualifications and standards imposed by the unions, be-
cavse of its importance to Negro participation in appren-
ticeshi) programs we sought some answers to the question of
the fairness of the tests given. Except in a few cases, the
tests seem to have been fairly administered, but there is
some question concerning the weight given certain parts of
the tests, especially the heavy reliance on oral interviews.

Some interviewees suggested that orxral interviews
should be eliminated or their weight should be no more than,
say, 5 percent of the test. Industry interviewees reject
this suggestion, arguing that many attributes which indi-
cate probability of successfuily completing a program can
be determined onlf by oral interviews. Moreover, our evi-
dence indicates that written tests are more likely to ex-

|
clude Negroes than oral interviews. The orals obviously
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are flexible erough to permi. the erxsminers to do what-
ever they want to do. Negroes also can be tutored td im-
prove their chances of making grod impressions in oral in-
terviews.

Efforts trn get Negrces imntoc appreaticeship pro-
grams also raise the questlion of whether or not written
selection tests are inherently biased against Negrces. Most
of the JAC's apparvently make up their own written tests
vhich supplement oral interviews in order to make better

selections and reduce drOpouts.ll

The testing question has
received considexratle publiclty as a result of the famous
Motorcla Case, in which the Illinois Supreme Court (in March
1966) reversed a ruvling by tha* state's FEP Commission hold-
ing that the Motcrela Company had discriminated against a
Negro by giving an aptitude test. The hearing examiner had
ruled tha*t the test was normed on advéntaged groups and
fherefore did not "lend itself to equal employment oppor-
tunity to qualify" by "eulturally deprived disadvantaged
groups."' The publicity given the Motorola Case led to the

sc-called "Tower .mendment" tc the Civil Rights Act of 1964

M nutes of the Adwvisory Committee on Equal Op-
portunluy in Apprentioenhip and Training, 10th Meeting,
June 29, 1965, (dittoced}), pp. 4-5.
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which provides that it shall not be unlawful to rely and

% a3}

act on the results of a "professioneslly developed" ability
test that is not "designed or intended"” to be used to dis-

criminate.

Although testing is a complicated question on which
professionals disagree, there seems to be some consensus on
several general conclusions. There is agreement, for exam-
ple, that, in spite of considerable overlap in individual

cases, Negroes usually bave lower scores than whites on writ-

ten tests. These differential results are thought to re-
fleect cultural or background differences as compared with
: the populations on which the tests were s*tandardized. Such

tests therefore will not be accurate predictors of perfor-

4 mance on the job or in the training program. Psychologists

have attempted to get around this problem by devising "ecul-

ture free" or "culture fair" tests which would hold culture
constant either by using test items which are equally novel
or equally familiar to all cultures. As a practical matter,
however, psychologists apparently have ndt succeeded in de-
veloping "culture free" performance tests which are cor-
related with the more comprehensive verbal scales.

Some psychologists have suggested using different

racial standards for evaluating test performances. Where
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the tests are biased against Negroes, lower standards are
justified in order to correct for the bias. It has been |
very difficult, however, to determine the extent to which

the tests are biased against Negroes. The use of separate

of racial inferiority. - There is, hovever, some precedent
for the use of different standards because sczveral widely
used tests, sﬁch as the Benet, Wonderlick, Minnesota Paper
Form Board, énd the Thurstone Temperament Schedule, provide
different norms for males and females.

Whatever conclusion one reaches on adjusting to
the testing bias, there is little question that tests should
be used with care and must be interpreted by qualified per-

sons.

standards also has the‘djsadvantage of perpetuating the idea
Moreover, tests should rarely be us=d as the only
standard for selecting trainees or emplcyees because other
criteria usually will be important in determining success- j
ful training or job performance. It is also important for i
employers and training directors tovcheck the validity of
their tests by examining the correlation between test scores

and performance in their specific jobs or training programs.12

12Tn August, 1966, the Equal Employment Oppor-
tunity Commission adopted guidelines on testing and advocated:
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Although our evidence is far from conclusive, we

are persuaded that fairly administered tests are not

I.

ITI.

Use

of a total personnel assessment system that

is nondiscriminatory within the spirit of the law
and places special emphasis on:

(a)

(b)
(e)

(a)

(g)

(h)

Careful job analysls to define skill require-

ments . .

Special efforts in recruiting minorities . . .

Screening and interviewing related to job

requirements . . .

Tests selected on the basis of specific ,job-

related criteria. The Commission views tests

as only one component of the personnel system
~--no better or worse than the selection sys-
tem of which they are a part. "It is quite
possible to take a test that has been pro-
fessiconally developed in one situation and mis-
use it in another situation." The charac-
teristics of a test, apart from the situation
in which it is used, are not sufficient evi-
dence on which to judge its qgquality.

Comparison of test performance versus job per-

formance . . . . Since cultural factors cau

s0 readily affect performance on so many tests,
it is recommended that the test be judged
against job performance rather than by what
they claim to measure.

Retesting. Mindful of the special problcas

of minorities, employers are encouraged to
provide an opportunity for retesting to those
"failure candidates" who have availed them-
selves of more training or experience.

Tests should be validated for minorities.

Objective Administrution of Tests. . . . Members

of disadvantaged groups tend to be particularly
sensitive to test situations and those giving
tests should be aware of this and be able to al-
leviate a certain amount of anxiety.
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insurmountable obstacles to the entry of Negroes into ap-
prenticeship programs. The experilence of the Workers De-~
fense League in New York suggests that, with proper selection
and tutoring, Negroes can perform at least as well as whites

on apprenticeship selection tests.
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CHAPTER IV

NEW YORK

Because of the size and diversity of its popu-

lation, New York has had a greater variety of minority
employment problems than any other city. Equally signifi-
cant for our ﬁurposes, New York also has had a wide variety
of programs designed to improve the employment conditions
of minorities.

New York's large nonwhite population is highly
concentrated within certain areas of the city. 1In 1960, {”\
for example, although only 14.7 percent'oﬂ New York's
7.8 million people were nonwhite, nonwhites constituted
over 25 percent of the population of the Borough of Man-
hatten. While the proportion of nonwhites in New York was
lower than it was in any of our survey cities, New York's
total nonwhite population--1,167,298--vwas larger in abso-
lute terms in 1960 than the nonwhite population of any bf

our other ten cities.

The construction industry, which gives employ-

ment to more people than‘any other industry in New York,

80




8l
hés been a major target of attacks by civil riéhts groups
because 1t has had a relatively low proportion of nonwhites.
As shown in Table 4-1, 22.1 percent of the 189,122 con-
struction workers were white. This percentage was exceeded
by only one other city (Pittsburgh) included in this study.

| Because of thelr size and importance the ﬁew York
building trades unions have exerted considerable influence
in the city, state, and national labor movements. The
president of the state AFL-CIO, Raymond Corbett, is also
the business agent for New York Ironworkers Local 40. Like-
wise, Peter J. ﬁrennan is chairman of both the state and
city building and construction trades councils, and George
Meany, President of the AFL-CIO, is a member of Plumbers'

Local 2 in New York and a former president of the New York

Federation of Labor.

The Extent of Negro Participation

in Unions and Apprentice Programs

A study on the degree of Negro participation in

apprenticeship programs, released in 1960 by the New York

State Commission Against Discrimination (SCAD), disclosed

that (1) "both historically and currently Negroes ha-e not

been utilized by industry [in New York] in the skilled
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craft components of the labor force"; and (2) that "appren-
ticeship has not been, nor is it presently, a significant
| mode of entry for Negroes into skilled-craft ocgupations."l
With reference to the entire state, the report stated that

in 1940 there were 36 Negroes out of 7,421 apprentices (or

about .5 percent); 'by 1950, there were 152 Negroes out of
10,000 apprentices (or about 1.5 percent); in 1960 there
were about 300 Negroes out of 15,000 apprentices (or about
2 percen,t).2 About 73 percent of the total apprentices in
the state were in New York City, with the bulk of these

concentrated in the construction and printing trades. SCAD

state, nearly all are located in the New York City region,"a

; and primarily in the electrical, bricklaying, painting,

4

and "possibly carpentry trades.” Similarly, the report

stated that there were no Negro apprentices in the city in

the following trades: plumbers, steamfitters, sheet metél

’New York State Commission Against Discrimina-
tion, Apprentices, Skilled Craftsmen and the Negro: An

A found that "of the relatively few Negro apprentices in the
l

15.

| 2Ibid.,

P.
31bid., p. 64.

z g- 41pigd.

e
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vorkers, structural and ornamental iron workers, plasterers,
and mosaic and terrazo workers.® SCAD attributed the lack
of participation to a varlety of causes: the lack of in~-
formation concerning the general nature of apprenticeship
and the specific details of how to gain admission to spe-
cific programs; the availability of alternative training
opportunities; the limited number of apprenticeship open-
ings (given set journeymen-apprentice ratios and strong
competition from many white youths seeking these posi-
tionsj; the low wages of apprentices (a youth can often
earn more as a helper than as an apprentice); the stan-
dards for selection (a high school diploma, written test
performance, and subjective evaluations); management preju-
dice about Negro Jjob performaﬁce; anticipated objections
by other employees of an enterprise; overt acts of dils-
crimination by trade unions; and the nature of internal
union structure wherein the union leader (unliké manage-

ment) i3 responsible to the membership for its actions.®

/

i ®Ibid. | /

/

®In this regard, the Comm1581on reported that
"{t appears that most indenturing units use criteria which
do not lend themselves to objectiv§’measurement. Proper
attitudes, correct motivation, a sense of responsibility,
Job interest, and general intelleikual skills are deemed
more valuable than specific attairments." (p 87).
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In spite of these findings, the Commission
reported very few cases involving discrimination by ap-
prenticeship programs, in violation of the New York State
Law Against Discrimination. The reasons for this paucity
of cases, according to SCAD, included: the Commission
could not initiate investigations, but relied on complaints
of aggrieved parties; discrimination in apprenticeship
training 1s difficult to prove; few Negroes apply for ap-
prenticeship positions; and many people do not know that
they have the right to file a complaint with the Commis-
gion (a conclusion that has been verified many times over
during the course of this study).

Another study was releas8d during the height of
the 1963 summer demonstrations by the New York Advisory

Committee to the U.S5. Commission on Civil Rights, and con-

cluded that:

- » » Negroes are denied access to employment
in most of the building trades in New York City.
The study further indicates that retention of present
practices in admission to apprenticeship programs
will mean that Negroes can expect no more than token

participation in most of the building trades in the
future.”’

""A Report of the New York Advisory Committee to
the U.5. Commission on Civil Rights," reprinted in The Role
of Apbrenticeship in Manpower Development: United Siates
and Western Furope Vol. III, Committee on Labor and Public

Welfare, Washington, 1964, p. 1250. -
t
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The

‘ormat of the 1963 report was similar to the earlier
{ ) .

SCAD ifindings except that 1t indicated 1little had been done
since%1960, except the notable action by IBEW Local 3--to

be di%cussed below~-about which the report 1s highly com-

plimertary but pessimistic in its expectation that other

unionssmight follow the example.
" The third study, which was an outgrowth of the

investﬁgations begun by the New York City Commission on

Human ﬁ;ghts during the 1963 street demonstrations over

the issﬁe of Negro parvicipation in the building trades

and reléhsed in December of that year, concluded that:

The City Commission on Human Rights finds a
patiern of exclusion in a

substantial portion of the
buillding and construction

industry which effectively
bars nonwhites from

participating in this area of
the city's economic life.

O accept responsi-
bility for including minority group workers in the
staffing of his Projects,

union harriers to Negro
admittance and government

_ fallure to enforce regula-
tions barring discrimination.®

The CCHR recognized that "the city has no authority to

enact legislation to outlaw race discrimination by trade

®The City Commission on Human Rights, Bias ‘n
the Building Industry: An Interim Report to the Ma or,
Decem»er, 1963, p. 10.

‘ﬁ‘—‘b
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unions"® but it felt that it was inéumbent upon the state
agencies to enforce the state laws in earnest. The CCHR

report also criticlzed unions for not relying on vocational

students:

It was shocking to hear from Board of Education
representatives that many union ofricials did not
seek apprentices, or permit realistic applications
from graduation of training schools in the very area
of the unions Jjurisdiction. Since many nonwhites
attend such schools before they learn the true state
of affalrs, the union rejection of this source of
apprentices is most destructive.?l©

As wi’l be indicated shortly, however, academic students
seem to perform much better than vocational students on

apprenticeship tests.

Since 1963, the Bullding and Construction Trades

Council has released figures indicating the number of non-
whites admitted to various apprentice programs. Table 4-2
shows the number of apprentices and Table 4-3 shows the
number of nonwhite Jjourneymen admitted over the same time

span. Ca.e must be takén in evaluating these figures since

Puerto Ricans are often included as nonwhites in New York

°Ibid., p. 23.

191bid., p. 15.
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TABLE 4-~-2
NONWHITE PARTICIPATION IN APPRENTICE PROGRAMS IN
SELECTED BUILDING TRADES UNIONS SINCE
MARCH 1963
Total
Nonwhite
Apprentices
Nonwhite Apprentices Admltted
Admitted Between Between
Union March March
1963-1965 1965-196€6 1963-1966
Carpenters District
Council 623 7 630
Operating Engineers #15 7 (No Pro- 7
gram)
IBEW #3 240 35% 275
Ironvworkers # 361 8 N.A. 8
Ironvworkers # 40 N.A. 14 14
Elevator Constructors N.A. 2 2
Plumbers 1 16 6 22
Plumbers 2 9 0 9
Sheet Metal Workers 28 0 11 11
Steamfitters #638 9 6% 15

*Data supplied by Worke

Source:

rs Defense League.

7éData\ suppllied not by union but by Area Coordinator for
the U.S5. Equal Employment GUpportunity Commission.

N+.Y. City Building and Construction Trades
Council (except where indicated).
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TABLE 4-3

NONWHITE JOURNEYMEN ADMITTED TO SELECTED BUILDING

TRADES UNIONS BETWEEN

MARCH 1963 AND MARCH 1966

Total
Nonwhite
Journeymen
Nonwhite Journeymen Admitted
Admitted Between Between
Union March March

1963-1965 1965-1966 1963-1966

Carpenters District

Councll 276 146 422
Operating Engineers #15 55 N.A. 55
IBEW #3 N.A. N.A. -
Iroaworkers #361 N.A. N.A. -
Ironworkers #40 N.A. 7 7
Plumbers #1 14 1 15
Plumbers {2 10 2 12
Sheet Metal Workers #28 0 0 0
Steamfitters #638 N.A. N.A. -
Elevator Constructors 3 - 3

| Source: New York City Building and Construction Trades
; Council,
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City statistics and these tables do not indicate the num-

ber who have dropped out after having been admitted.
Nevertheless, there can be little question that

in spite of uneven progress in some apprentice programs,

develcopments since 1961 nave caused considerable change

in New York programs. We turn our attention next to some

J

of the more important of these developments.

The 1963 Demonstrations

