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The Center ' C

The Center for Social Organization of Schools (CSOS) has two primary
objectives: to develop a scientific knowledge of how schools affect their
students, and to use this knowledge to develop better school practices and
organization. The Center works through three research programs to achieve
its objectives:

.The School Organization Program investigates how school and classroom
organization affects student learning and other immediate outcomes of
’ schooling. Current studies focus on parental involvement, microcomputers
in schools, usa of time in schools, cooperative learning, and other organ-
izational strategies that alter the task, reward, authority, and peer
group stuructures é,in schools and classroars. '

The Education and Work Program examines the relationship between .
. schooling and students' later-life occupational and educaticnal success.
Current projects include studies of the competencies required in the workplace,
the sources of training and experience that lead to employment, college “\
students' major field choices, and employment of urban minority youth.

The Schools and Delinquency Program studies the problems of crime,
violence, vandalism, and disorder in schools and the role that schools play
in delinquency. Ongoing projects address the development of a theory of
delinquent behavior, school effects on delinquency, and the evaluaticn of
delinquency prevention programs in and out of schoels.

CSOS also supports 'a Fellowships in Educational Research Program that
provides opportunitics for talented researcher$ to conduct and publish signif-
icant research in conjunction with the three research programs.

This report, prepared by the Education and Work Program, includes three
research studies that investigate the relationship of race, sex, and other
variables to employer recruitment methods, job placement decisions, and
school desegregation.
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» 'Abstract

(

The high rate of unemployment and low occupational attainment of blacks,
especially black males, remains a major concern in the United State®. Despite
some positive gains, this group continues to be confronted with major barriers
to achieving parity with whites in employment and attainment. At the same
time, achieving parity with white males remains an.elusive goal for females.

These three reports examine three areas of the transition from school to
work in order to identify elements of the process differ for blacks and
women compared to whites white males, and how these elements might better
meet the needs of blacks and women. )

The first report examines employer recruitment methods and how their use
varies by race and sex groups, by public and private sector, by education level,
and other variables. Major findings include: (1) particular methods are
associated with high education level jobs (schorl placement, professional organ-
1zations, private employment agencies, and media ads) -- while other methods

i are associated with low education level jobs (use of friends and relatives,
publit employment services, and unions); (2) high school placement ; ices are
infrequently used by employers or graduates to fill or get low education level '
jobs, but are used occasionally in recruiting for female office jobs, and
(3) social networks to which whites are attached are more useful for access to
} igher level jobs than are the social networks to which blacks are ‘Gttached.

The second report examines placement decisions made by persorinel officers.
The results suggest that white personnel officers tend to assign black male
high school graduates to lower paying positions than those assigned to white
- male high school graduates. Similar patterns are observed for black female
college graduates. These patterms of apparent bias in job placement are found
to be offset to some degree in firms that have strong affirmative action policies.-

The third report examines the effects of-attending desegregated schools on
the occupational attainment of blacks, following students who began desegregated
schooling in 1966 as part of a randomized experiment. The main finding of this
report is that the desegregated black students obtained different types of
employment than did the students in the control group. The desegregated students
are now working in occupations which are less commonly held by blacks — men are
salesmen rather than postmen, women are secretaries rather than nurses' aides.
In general, those who experienced desegregated schooliny are more likely to be
working in white collar and professional jobs in the private sector, while those
from segregated schools are more likely to be working in govermment ard in
blue-collar jobs. ;
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Research on\how“imployers reprﬁit neﬁ workers is needed

to develop and examine more realistic theoriés of educa-

. tion's role in career development processes and to develop

ptactical ways to help stddents make a successful transition

from school to work.
1.1 Recent theories of education and work

Unt}l_recently, theories of career development have
emphasized the broductivity aspects of schooling to coincide
with a wage competition model of education and work. 'Under
a wage competition framework, individuals seeking jobs would
sgfi their skills in the labor market by negotiating the
b;st wage for thefz talents éith employers who had opepings
that required such skills; The role of schools in this
model is to train the human capital that is required for

iifferent jobs., A great deal of research has been devoted to

estimating the market value of education in terms of the

jncreased earnings that is returned to additional education,

The need for schools to edbb;te and train students in the
skills required for different jobs remains of -theoretical
and practical interest. But he recent development of a job
vacancy competition theory has>edded new questions about the
role of schools in the economy. Under this theory, individ-

uals do not negotiﬁte wage rates with employers to create a

: .—-\'4
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 hiring occasion. -Instead, vacancies occur at fixed wage

levels due to- .current employees leaving their position or

due to new jobs being created in firms. To find employment,

an individual must learn of a vacancy, show up as an eppli- )

cant and be chosen by the employer to £ill the position.

The issues that arise abqut thg role of education under this
formulation include qtestions at each stage of the employ--
ment process., At the recruitment stage, how do schools help
individuals become candidates for certain vacancies? Do
they provide formal placement services that employers can
use to get applicants? Do they provide informal networks of
information and contacts that individuals can use to learn

about particular job openings?. At the selection stage, how

are credentials and information provided by schools used by .

-~

employers to rank candidates? How are appropriate job
skills learned at school measured by employers in the pro-
cess of selecting new employees? At the job promotion
stage, what school credentials continue to have meaning, and
how do skills learned at school compare to skills learned on

the job in determining who moves up in a firm?

This paper, will concentrate on the recruitment stage of
the employment process. We will investigate the use snd
importance of school placement services and education cre-
dentials in employer recruitment and 1nd1vidua1.job search

o

methods. -

11
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1.2 Som: practical issues

.

|

Queétioﬁ% about thé role of schools in the recruitment
; phase of eméloyﬁenﬁ.also gelaté to practical issues of effi-
ciency, effgctivéness, and fairness. Can and do séhools
provide cost-effective formal mechanisms foé matching appli- -
cants with vacancies? Can and do emplqyérS'use information
provided by schools about individuals employers to accu-
rately rahk and match candidates to new'positions? Do all
gegments of the population, including racial  and ethnic
minorities, have equal access to and equal succesa)in using
£he information and éroeesses through which different job
opennings areﬁfilled? | ’
2. Research Design
We will anal;ze a set of data that was a;sembled to study

both employer and employee behaviors associated with- the
same job position in the same firm at major stages of the
employment process. In this paper, we ex>mine the job
recrgitment activities of the employers and the job search
actiyities used by employees to fill openings in a nation-
‘ally representative sample of jobs filled by young workers

in the approximate age range of 22 to 25,

Our data are from a national survey of 4078 employers.
The informathn provided by the survey ‘is linked to jobs
held in 1976 or 1979 by a éample of individual respondents
to the Nation® Longitudinal Survey of the High School Grad-

ERIC | 12
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| | PAGE 4
uating Class of 1972 (NLS). The National Longitudinal.Sur-
vey is a large-scale study conducted by the National Center
for Education Statistics that collectad base year datq from
over 20,000 high school seniors in 1972 and follow-up survey
data from tpem at four subsequent times. The third and
fourth NLS follow-up surveys were used to select a sample of
employers through the information provided by NLS respon-
dents on the name and location of their employer in October
1976 and October 1979. The sampling and survey procedures
are described elsewhere (McPartland ~nd Humphrey, 1984).
Completed survey questionnaires we. obtained ;n 1983 from
apprbximately 75 percent oépthé sgmpled enployers for a

total achieved sample size of 4078.

Many questions on the employer survey pertained to a spe-
cific "sample job" title and duties described on the earlier
individual NLS respondent questionnaires as the position
filled by the individual in 1976 or 1979. By merging the
employer surveys with ;he individual NLS surveys 80 as to
match information in a single record in the same “"sample
job" in the same firm, we are able to investigate similar
issues about the job from the perspe;tive of employer and

employee.

The data we have, in essence, describe how the employer
views a job, how it is generally filled, and how it reiates

to the firm. At the same time, our data describe the actual

13
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employee in that job, and the job search procédures that
he/she used to get the job.

" “From the employee qugsttonnaires, we will use information
on the individuals' race, sex, and educaticnal attainmeﬂt,
as well as the job s;arch behaviors used to £ind the jop.'
From the employer questionnéires, we will use information on
the demographic characteristics of incumbents of the sample
job (percent male, race distribution, and educational "
attainment distribution) as well as the«job-recruitment
methods used most often by the employer to £ill openings 1n_
the "sample job." We will examine jobs from both the pri-
vate and public sectors. The private sector workers were
defined as *an employee of a PRIVATE company, bank, busi-
ness, school or individuzl working for wages, salary, or
commissions,” and public sector workers were defined as “"a
GOVERNMENT employee (Federal, State, county, or local insti-
tution or school).”

3. A Statistical Description of Job Recruitment
and Job Search Behaviors. ‘

The employee questionnaire listed twelve job search meth-
ods, and asked the individual "How did you find this job?
(Circle as many as apply.)" The employer questionnaire

listed eleven corresponding job recruitment methods, and

asked the employer "How often do you use each of the follow-

ing methods to find applicants from the outside when open-

14
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. (-
ings occur in the SAMPLE J0B?" (Circle one response for

each method: Always, Often, Sometimes,\Seldom, Never.) The

wording was the same or similar for the employer and

employee methods, as follows: .

Employver

1. Ask your current employees la,
to recommend their friends 1b.
and acquaintances.

2. School or college placement 2.
services.

3. Professional periodicals or 3.
organizations.

4, Civil Service applications, 4.

5, Public employment services. 5.

6. Private employment agencies 6.
or services.

7. Community action or welfare 7.
groups. “ ’

8. Newspaper, TV, or radio ads. 8.

9., Unsolicited applicants 9.
("walk-in® applicants)

10. Referrals from a union. 10.

11. Other (please specify__ ) 11.

Employee

Relatives.
Friends.

SAME
SAME
SAME

SAME

Private employment
agency.

SAME

SAME

Direct application
to employers.

Registration with
a union.

SAME

3.1 Comparison of public and private sectors.

Table 1 presents the pe:cenﬁ of employers and employees

who reported using each method, with separate tabulationse

. for private and public sector jobs.

(Employer results are

the percent who circled "always" or "often".)

15
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=2

Table lyabout here

We notice from Table 1 that (a) the public and private
sectorsjpiffer in the most'freqdently used search and
recruitment methods, and (b) there is good agreement between
) employer and eﬁployee in t.e relative rankings assigned to

each meéhod.
I

Besides the obvious sec£or diffference in use of Civil
Service applications, which are exclusively the domain of
public employment,* there are other sizeable differences
between private and public'eﬁployment in job recruitment and
job search methods. Public sector jobs are more likely to
be f£illed by the use of school placement services, comﬁunity
action or. welfare groups, professional organizations, and
public emﬁ;oyment services. Private sector jobs are more
likely to be filled by the use of friends or relatives of
current employees, private employment agencies, media adver-
tisements, and uaions. In each of these comparisons,
employer and employee sources agree on the direction of the
'sector difference, and at least one source demonstrates a
statistically significant difference. The only:method that
does not show a statistically significant sector difference
from either source is the method that ranks first in fre-

* The small percent in the public sector reporting use of

Civil Service applications are probably errors either in the

. sector classification of the employer or in the respondent'
.understanding of the question. oo

16



PAGE 8
‘quency of use: direct application (or "walk-in"® appli-

cants).

Except for the obvious sector difference in civil Service
applications, it is not clear from these simple.tabulations
"why public_and private jobs differ on other methods. The
reasons may derive from possible differences in the distri-
bution of job skills and training required in each sactor,
or from organizational aspects of the enterprises suca as
size and formalization of operations, or from characteris-
tics of the local labor markets in which the various activi-
ties are located. We will examine some of these factors in

our further research with these data.

3.2 Consistency of emplover and employee reports.

While the absolute frequencies reported for each method
differ between employer and employee, the reiative rank
orderings . = methods are in good agreement. 1In the Total ,
columns, both employer and employee sources rank "Direct
application (walk-in)" above all other methods: botﬁ'rank
"Friends" as the second in frequency of use, and "media ads”
as third. "School placement services” are about in the mid-
dle of the tankings of both sources, ranked fourth by
employees and fifth by employers. The least frequently used
methods are union sources, community agencies or welfare
groups, professional periodicals or organizations, Civil

Service applications and private employment services, The

17
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PAGE 9
rank-order correlation coefficient between employer and
employee values is .812, which is statistically significant.
In the next sections of this paper, we will examine_how the
use of various methods is related to different typeg of jobs

and job candidates within each sector.

Employers and employees differ in therabgolute frequen-
cies of use reported for each method. One reason is that
the question asked employees to "circle as many as apply"”
but forced employers.to assess each method individually. A
sum of the percentages down the Total columns of Table 1l
across all methods for each group indicates hLow many.dlffet-
ent methods were indicated by the average employer and
employee. The average employer had indicated freguent use
for about two methods (average = 2.27), while the averége
"employee had only circled about one method (average = 1.21).
Apparently many employces did not realize from the wording
of the question that they could answer more than one method,
or they did not conceive that more than one method could be
~ used in finding a single job. Another possible methodologi-
cal reason for employer - employee differences in response
rates is the differerce in the time of the questionnaires:
employee data were collected in 1976 and 1979 while employer
data were collected in 1983. There may also be response
errors in the employer understanding of the "sample job"™ and
in the employer or employee understanding of descriptions of

specific methods.

1§
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Besides methodological sources of response rate differ-
ences, there are also possible substantive sources of
employer-employee differences. Most specific jobs in a firm
are filled by several different individuals over a period of
time, especially if the establishment is large. Therefor;,
an employer response will usually be a generalization over
the various individual cases who have been recruited to the
job, while an employee response will constitute just one
case that may or may not reflect the typical way in which
the particular job is filled. Also, when multiple methods
are used by employers and employees for the same position,
each party may have different perceptions of which method
was the most important in filling the job.

‘Table 2 is a inter-correlation matrix between employee
job search methods and employer job recruitment methods used
for the same job. If employér and employee agree on the
methods used, then the largest positive value in any row or
column of the matrix should be the value on the diagonal
(which is the position in the matrix of variables where
there is a match between employers and employee methods).
The absolute value of the diagonal entries indicates the
strength of the agreement between employer and employee

methods.

The diagonal values in Table 2 (underlined) are usually

the largest positive numbers in the relevant row and column

13



PAGE 11
and all are statistically significant. But several of these
values are below .10 in absolute value. This provides ove-
rall evidence of the validity of-our measures of the methods.
used to link job candidates to job openings, and indicates
which particular ﬁethods are measured with lower validity.
Thé methods showing most agreement (in order of the size of
the diagonal intercorrelation) are: Civil Service, private
employment agency, union referral, media ads and school |
placement service. The methods with less agreement (in des-.
cending order of size) are: professional organizations,
public employment services, community groups, friends, and
direct application. The three most informal methods demon-

strate the weakest agreement between employer and employee

for the same job.

3.3 Frequency of use and importance

The method that employers use most frequently to find
applicants for job openings may not be the same as the
method that they view as most important for finding the per-

son who is actually hired for the job. For example, one

method may produce many candidates, but a different method

may produce fewer but better candidates. To examine these
possibilities, a subsample of 1945 employers were asked this
question following their answers to questions about fre-
quency of use: "Which THREE of the above methods have been

most important for finding the persons who are actually

20
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hired from the outside for the 3ample job? Which is most
important? Which is second most important? Which is third
most important?" Table 3 shows that the responses to these
questions for private and public sector employers parallel
the findings from Table 1. The rank order of methods and
the public-pri#ate sector differences in Table 3 are essen~
tially the same as previously shown in Table 1. Thus the
frequency with which employers use each job recruitment
method is strongly related to the importance that method has
for loc: :ing the person who is actually hired.

LLWWMW

Table 4 summarizes factor analyses of the 10 items on
employer recruitment methods, examined separately in the
private and public gsectors. The table presents the varimax
rotated facator matrix and the final communality estimates
for each item. Three similar factors emerge in the private
and public sectors. The minor differences between the sec-
tors concern the amount of variance of specific variables
accounted for the factors, and the sincle variable in each

gector that loads equally on two fact.ors.

Three factors are clearly defined in Table 4. The first
factor is composed of four items: use of school placement
services, professional periodicals or organizations, private
employment agencies, and newspaper and media ads. Each of

these methods requires more expense OI effort on the part of

21



PAGE 13
the employer than do other methods, and, as we shall see
later ih this paper, is usuaily agsociated with £illing jobs
requiring education beyond high school. This factor is pre-
sented in Table 4 as Factor 1 in the Private Sector and Fac-

tor 2 in the Public Sector.

The second factor is composed of three items: -use of
public employment services, community action or welfare
groups, and union referrais. Each of these methods involves
. low cost and limited employer effort, and, as will be
revealed in subsequent analyses, is primarily assgciated
with filling jobs that require higl school compléiion or
less. (In Tabie 4, see rfactor 2 in the l'vrivate Sector and
Factor 1 in the Public Sector.) The third factor is com-
posed of two iteris: use of current employees for recommen-
dations, and unsolicited or "walk-in" applicants. These are
the informal methods that use of i.ord-of-mouth and social

networks to bring job candidates to the employer.

One item, use of Civil Service applications, is not
included L any factor, because it mainly dis%inguishes
between the Private and Public sectors and has no clear
relationships with other methods within either sector.
within the Public Sector, this_item has the lowest communal-
ity, indicating that the factors account for the least vari-
ance in this measure. In the Private Sector, this item

loads about equally on two factors and has a relatively low




PAGE 14 .
communality, indicating unclear and unimportant meaning. AS |
‘suggested earlier, variation on this item in the Private
" Sector is probably due to invalid measurement or classifica-

tion.

Within the Private Sector, the item with the lowest com-
munality is use of friends of employees, and use of walkfins
is the next-lowest. Either these items are poorly associ-
ated with other methods of job recruitment used by employ-
ers, or (as suggested by Table 2, discussed earlier) not
reliably measured by the employer reports used 'in thesef

analyses.

In the Public Sector, the item on Civil Service is lowest
in estimated communality, suggesting that it accompanies
other method; of recruitment with equal frequency anong pub-
lic employers; and the use of private employment agencies
has the least distinguishing factor loadings, suggesting
that this method is infrequently used as an adjunct to other

methods.

It was not possible to examine possible underlying factor
structure: for the individual job gcarch items, since the
average individual selected one method only as having been

used to find the job.

In defining the three factors for employer recruitment

methods, we followed the convention of selecting an eigenva-

23
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lue of 1 or ggeater as the cut-off point'in a principal com-
ponents analysis thaé~preceded'the varimax rotation, As
such, a bit less than 50 percent of the variance in the ten
component 1tems is accounted for by the thzee-factor solu-
tion in each sector (47.0 percent in the private sector, \
49.4 percernt in the publ;c sector). We will continue to
study the separate items in the rest of this paper, to cap-
ture as much as possible as the full range of complexity in
job search and job recruitment methods.
4. How Job Recruitment and Job Search

mmmmmmw
of Job and Applicant.

Do employers within each sector use different job
recruitment methods depending upon the type of vacancy to be
filled? For what types of jobs do private and public
employers rely most on school placement services to locate
cand:-lates for job openings? How is the use of other
recruitment methods geiated to the type of job opening and
type of employer? In this section, we will analyze these
{ssues for two dimensions of job openings: the education
level of past occupants in the job at the establishment, and

the sex composition of previous incumbents in the particular

job. "

Wwe will conduct parallel analyses from the perspective of
job recruitment methods used by employers to £ill jobs with

different sex composition and educational distributions, and

ER&C
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from Fhe perspective of job search methods used by -individu-
| als féom different sex and educational attainment subgroups.
Our analyses will be conducted separately within the private

and public employment gactors,

1.1_Msunmnnnd'mgi_:h9.da

Two multiple regression anglyses of employer practices to
fill different jobs:are summarized in Table 5. For these
analyses, the job is the unit of analysis, and the dependent
variable is either (a) the percent male of current employees
in tne job, or?(b) the percent of curreht job occupants
~ whose highest educational attainment did not include any
college stgdy (that is, those who gpaduated from high school
and those who did not finish high school.)

The first regression-analysis estimates an eﬁuation to
predict the percent m#le in the job by one single employer
recruitment method (such as use of "friends of employees”),
controlling for the percent with no college education. Each
employer recruitment method is measured on.a five-point
scale with higher values equalling more frequent use. For
example, the first 3 values in the top row of Tahle 5
(-.0094, -.029, 2.6) are the regression coefficients and
test statistic when the recruitment method "friends of
employees” is used to predict "percent male in the job", and
"percent with no college in the job" is included as a con-

trol variable in the regression equation.
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A second regression analysis estimates an equation to

predict "the percent with no college in the job” by one
method of employer gecruitmeht, controlling for "the percent
male-in the job." For example, the values in columns 4, 5 \g
and 6 of the first row of Table 5 (.0012, .114, 0.0) are the
regression coefficients and test statistic when the recruit-
ment method "friends of employees” is used to predict “the
percent with no college in the job," with 'percent-maliﬂ
included as a control. Thus each set of three values (b, B,

F) in Table 5 if from a separate regression analysis.

Multiple regression analyses of individual job search
behaviors are reported in Table 6. 1In this case, the unit
of analysis is the individual Jjob applicant, and the depen-
dent variable is the job search method used.to £ind the job
(scored as a 1/0 dummy variable). Two independent variables
are used in each analysis: the individuals' sex (scored
Male = 1, Female = 0) and the individuals' educational
attainment (scored High School = 1, Some College = 2, Col~-

‘lege Degree = 3). Thus each row in Table'6 is from a sepa~

— —— G G WD G I AR IS G GnS W I GNP NS W G SN0 S

* An alternative analysis would switch the roles of depen-
dent and independent variables in the multiple regression
analyses, using the job recruitment ~ethod as the dependent
~variable and "percent male in the job" and "percent no col-
lege in the job" as independent variables. The values for B
and F shown in Table 5 would be exactly the same under the
alternative analysis, only the unstandardized values would
be different. The substantive interpretations provided for
rable 5 would not change under the alternative approach. We-
chose the order of variables used for the Table 5 analyses
because we believed it to more correctly follow the actual

causal process.
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rate multiple regression-analysis.

4.2 Results on education level of job and applicant in pri-
yate sector. '

The size and consistency of results in Table 5 and Table
6 show that education level of the job and the education of
the job applicant #re strongly related to the job recruit-

ment and job search methods used.

Table 5 and Table 6 about here
The four methods most strongly associatz? with jobs that

requi;e advanced education are school placement services,
" professional riodiczls and organizations, private employ- -
ment agencies, and media ads. The results for these methliods
are similar in Table 4 and Table 5: the same methods have
the four largest statistically significant values in the
same direction for increasing education levels; This simi-
larity of results indicates that employers and employees
agree that these four methods are the most used to recruit

for or search for jobs that require advance education.

.The results for methods associated with filling lower
education jobs are not so clear: the four largest (posi-
tive) values in Table 5 are not statistically significant in
Table 6., Employers (Table 5) report that they use four

methods are used more often when jobs are fllled by workers
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with low education levels: public employment services,'com-
munity action or welfare groups, direct application
(walk-in) and union regerrals. Employees (Table 6) report
that individuals with lower levels of education are more

likely to use friends and especially relatives to find jobs.

Although none of the statistically aignificant values in
one Table statistically significant in the other Table, each
of the six significant valuee found in Tables 5 and 6 have
substantix; meaning. We previously obser#ed (Table 2) that
the items Qith the poogest,employer-employee intercorrela-
tions are medias ads, friends and relatives,-community
‘groups, and public'employment services, which are the same
items at issue in Tables 5 and 6 (along with ﬁnions). Thus,
it should be no surprise that relationships in Tables 5 and
6 do not match in strength. Also, an employee may often be
.more aware than the emploxér when informal sociai networks
(friends and relatives) ar; used to match job seeker; to job
vacancies..sq‘that the results with the 2zmployee measure may
have more meaﬁiﬁi\in our studies. On the other hand, the
employer data is likely to be more valid on most other meth-
ods, because the question formats required a diregt rating

of each methoé:by the employer but not by the emplojbe.

Taking the employee results as more meaningful for the
"friends" or "relatives®” measure and the employer results as

more meaningful on the other items in question, we conclude

28
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from Tables 5 and 6 that the five methods used especially to
£i11 jobs with lower educational requirements are: (1)
employees' friends or relatives, (2) public employment ser-
vices, (3) community action or velfare groups, (4) direc-

-tion application (walk-in), and (5) unions.

1.axcmuannmé*mmauinno£mandmoimm
in private sector

The pattern of results in Tables 5 and Table 6 is not as
stroné or consistent for sex of job as for education level
of job. With one exception, job recruitment and job search
methods are more strongly associated with education level
than with sex, as seen from a comparison of columns 2 and 5
and of columns 3 and 6 for each row. The exception is the
use of uniong which is used mo:c for male jobs in the pri-

vate .sector..

This suggests the need to analyze sex differehces within
fi;ed categories of jobs accdrding to their education level.
Before separately cxamining each education subcategory, ir
is useful to note the redults for sex composition of job in '
Table 5 and cex of.job applicant in Tablo 6 when education

level is held constant statistically.

t

Employer reports (Table 5), indicate that unions are used
more often to fill mostly male jobs, while school placement®

services, media ads.and direct application (walk-ins) are

29
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methods used more often to £ill mostly female jobs.
Employee :eports (Table 6) agree strongly with the finding
of more use of unions by males'and the gtéater use of ads by
females. However, employee reports also suggest that males
use friends and relatives more to find jobs, and that

females use private employment services more to f£ind jobs.

Table 7 shows the relationship between each employer
recruitment method and percent male in the job for different
types of jobs categorized by the educational level of the
current job occupants. The following tesults.are of iptet-

est:

\

Table 7 about here

1. When school placement gervices are used for high school
jobs, the method is more often used to fillipositions held
by females, and these jobs are often clerical and office

work.* For jobs at higher educational levels where schocl
(college) placement services are used most often (Table 5),

there is no tendency to use the method more for one sex than

another.

\.\

*We examined the job titles of female-high school jobs
filled by school placement services compared to other meth-

ods.

30
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2. when private amplovment services are used for high
school jobs, the'method is algso more often used to Iill
positions held by females (frequently for office and cleri-
cal work). For higher level jobs where private services are
used most often (Table 5), there are no significint differ-

ences by sex composition of the job.

3. Media ads are used more to fill jobs held by women at
each separate educational level of work. Media ads are used
more for higher level jobs (Table 5), and ﬁhe tendency to
yse this method to fill women's jobs was also greater for
positions at the higﬁez educational levels (comparison of

b's across row 6 of Table 7).

4. Direct application (walk-ins) is more often used to
£i11 jobs usually held by women at lower and intermediate

educational levels, This method is not as frequently used
for jobs usually held by college graduates (Table 5) and

X
there are no significant sex differences in the method at

this level.

5. The only method wit. a significant sex difference
' that favors jobs usually held by males is union referrals.
.This method applies mainly to lower level jobs (Table 5)

where the sex difference is greatest,

o 31
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4.4 Public sector results

Public and private employers differ in the frequency with
which they use particular recruitment methods, but when a
given method is used it often is directed toward the same
educational level and sei iype of job regardless of the sec-

tor. Tabies s and 6 show the similarities.

Like private firms, public employers more often use
school placement services, professional organizations and
media ads to recruit for jobs filled by those with advanced
education. For lower education jobs, public employers are
more likely to use public employment services, and community
action or welfare groups, following the same tendencies of
private employers. On the other hand, use of emplovees'

' friends, private employment agencies, walk-ins an¢ union
referrals are nct related to the education level of public
. sector jobs, where these methods are used significantly less
N\ frequently than in the private sector where they are related
to job level. Civil Service Applications, used exclusively

in the public sector, tend to be used more for lower level

positions. ~
4.5 Cannonjcal correlation analyses

cannonical correlation can be used when there are multi-
ple independcat variables and multiple dependent variables
to estimate an equation that is the best linear ggmbination
of the independent variables that has the highest multiple

., correlation with the best linear combination of the depen-

lc 32
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dent variables. The coefficients for Gariables on each side
of the equation can be interpreted as'estimates of the rela-
tive importance and direction of influence of each measure,
in the same manner that standardized regression coefficients
are interpreted in ordinary multiple regression analyses. A
gsecond cannonical correlation analysis can be performed fol-
iowing the estimation of the initial equation that is based
on the set of residuals from the first, to estimate the
linear combination ot variables that best accounts for the
remaining variation (Cooley ond Lohner, 1971; Thompson,

1984; warwick, 1975.

Our case, with ten job recruitment techniques'being uced
to predict the percent male in the job and the percent with
no college in the job, is well suited to cannonical correla-
tion analysgs. We will report separate cannonical analyses
"of both employer recruitment methods and employee search
methods in the private and public sectors. gTabie 8 summa-
rizes six cannonical correlation ane.yses for different'
methods and sectors. | :

gach cannonical analyéti}shown in Table 8 reports the
cannonical weights for each variable for the first and sec-
ond cannonical equation, toéether with the eigenvalue that

gives the percent of variance accounted for by the best fit-

ting equation. For example, the first column of values in
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the top panel of Table 8 shows the weights associated with
each of ten employer recruitment methodsthat best predict a
combination of education level and sex ¢ompoeition of job.
This first equation (CANVI) is mainly preéicting education
level of job (weight'- .967) rather than sex composition of
job (weight = ,183) and shgws that jobs held by a high per-
cent with no college are mainly filled by public employment
service (.429) and unions (.196) rather than by the methods
with large negative weights such as school placement ser-

vices (-.548{ professional organizations (~.374) private
employment services (-194) or media ads (-.253). This
equation explains 20.7 percent of the variance (eigenvalue =
.205). The adjacent column of values in Tahle“a (CANVZ)
gives the second cannonical equation, which explains about 4
percent of ?hq remaining variance (eigenvalue =.041) with an
equation primirily concerned with high percent male jobs
(weight = .987). Other portions of Table 8 report separate

cannonical analyses in the same format,

The following conclusions seem warranted from Table 8:

1. Reports of employer methods are much superior to
employee methods in accounting for variance in job composi-
tion. The eigenvalues indicate that the first cannonical

equation estimated for employer methods accounts for over 20

34
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percent of the variance, while the use of reports of

‘employee search methods accounts for about six percent.

2; There is strength and consistency to results about
how methods are related to the education level of jobs. 1In
both sectors and for both employer and employee-féports,
barticular methods are associated with high education level
jobs (school placement, professional organizations, private
employment agencies, and media ads) wvhile other methods are
.agsociated with lower education level jobs (public employ-
ment sercices and unions). In addition, according to
employee results, friends and relatives seem to be used
especially for lower level jobs. The pattern for direct
applications (walk-ins) is small in size and inconsistent in

direction.

3. Most of the results for sex composition of job are
inconsistent across sector and methods and account for a
small cmount of the variance explained by recruitment or
search methods. Table 9 reports a partitioning of variance
explained by employer methcds in sex composition and educa-
tion level composition that shows the minor role of sex com-
pcsition in the first prediction equation. The unique por-
tion of variance for sex is the difference between the
squared cannonical correlation for the total equation
(elgenvalue = ,20682) and the correlation from a conven-

tional multiple regression of ten employer recruitment meth-
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ods to predict percent with no college in the job (.20682 —

~.20130 = ,00552). The unique portion for education level
is the difference between the cannonical correlation and the
R2 from a conventional multiple correlation of percent mal?
in the jéb on ten employer recruitment methqds (.20682

-.05316 = ,15366). TLke joint portion is thl difference
between the squared cannonical correlation and the sum of

the unique portions (.20682 - (.00552 + .15366 ) = .04764.
Table 9 shows that most of the variance in job composition
explained by ten employer recruitment methods is uniquely
assigned to education composition (74.3 percent in thg pri-
vate sedtor, and 83.3 percent in the public s;égor). Almost
none is uniquely assigned to sex composition (2;7 percent in
private sector and 0.1 per;ent in public aector)g Some of
the explained variance cannot be empiﬁgcally seﬁarated-iuto.u,
components for'sex composition or education level ofwaob
(joint portion equals 23.0 percént in the priéate sector and

16.6 percent in the public).
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Besides this minor role of sex composition in the tirst
cannonical equation, Table 8 shows the weak ability of the
second cannonical equations to account for the remaining
variance in job sex composition with job recruitment meth-

ods. The very small eigenvalues range from .041 to .0ll.
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4. The'weights that show the’most donsistent strength
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h‘\\\“‘~%~and'direction between method and percent male in the job
aﬁply to the use of unions (positive).

4.5 Summary of sector, sex and sducation level differences

A convenient method to summarize c«ur results so far is to
pick one -subgroup as a basé for all comparisons. Figure l
shows the relative frequency that different gmployer
recruitment methods are used to fill private sector male
jobs, depending upon whether the job is usually held by high
school graduates or college graduates. The values graphed
in Pigure 1 are reported in Table 10, together with adjust-
ment factors to estimate the use of each method in the pub-
lic sector and for jobs usually held by femalee. 'The
adjustment factor is an estimate of the amount to be added
or subtracted to the percentages shown for male private sec-
tor jobs to obtain the value for puSIic sector and/or-fémale
jobs. These adjustment factors are the unstandardized
regression coefficients from a multiple regression where the
dependent variable is thé percent of employers using each
method and the independent variables are job sector (Public
= 1, Private = 0)and job Qex (jobs with 50 percent or more
female = 1, otherwise = 0), with percent in the job with no

college also included as an independent variable,

-—-——-—--———--———-------——--_-—-
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- Pigure 1 illustrates both. the comparison between educa-
tion levels and the relative importance within each educa-
tion level of each employer recruitment method. Thus we can
see that while some methods are used more fdr higher level
jobs (school placement, professional organizations, private
employment agencies and media ads) and some are used more
for lower level jobs (public employment services, community
groups, walk-ins and unions), the most frequently used
mechod at each level is "walk-ins," and “"friends of employ-

ees"” is near the top in relative use.

Table 10 shows that when we ‘examine public sector jobs,
there would be major adjustments for less frequent use of
friends and walk-ins and more frequent use of civil service
and community groups, with minor adjustments for use of
other methods in the public sector. The adjustment factors
shown for female jobs in Table 10 are not as large as for
sector and do not indicate how sex differences may vary for
separate education levels. Nevertheless, we can'observe
tﬁat the three largest average adjustment factors for female
jobs include a greater use of walk-ins and media ads and a
lesser use of unions. Our studies of more detailed tables
in the previous'section suggested that the sex differences
for walk-ins and unions were mainly for lower level jobs and

the sex differences for media ad use were greater for higher

level jobs.
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The meghod of school placement services is of special
concern for our interest in the role of education in career
« processes. We learnQE that use cf school placement shows
the larges: diffcrence between low education level jobs and
hich education level jobs, with school placement services
assisting in‘rec:uitmeat mainly at the college level., PFor
1owé; education level jobs, high school placement services

k are gsed occasionally in recruiting for female office jobs.

ERIC \.
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5. Characteristics of Pirma and Labox Markets .
- Related to Employer Recruitment Methods
We have reported how employer recruitment methods differ

on the average for private or public employers. We also
examined how other selected features of the firm and labor °
market are related to thé frequency ‘with which diffetent
employerﬁrecruitment methods are used for jobs in different
categories of education level and sex composition. These
features are size of labor market, size of firm, industry of

firm, and priority worker traits for the job.
5.1 Size of establishment and lakor market

Table 11 reports the coefficients for firm size and city
size as 1ndepehdent variables in multiple regresfion analy-
ses where each employer recruitment method is a depend;nt |
variable (scored 1 to 5 on a scale corresponding to the
range of use from "never® to "alvays"), with "percent male
in the job'.and_'percent with no.college in the job" as
additional independent variables in the equations. The size
of the firm* is defined by the empioyer's ansver to the |
question: "Overall, about how many pereons are currently
employed full-time and nnxh:iimg at this locatioh?' City -

size is measured by individual respondents' answers to the

- D ey Gy S SN G P ED G S = G e 6 - e S uR G -

* The paragraph preceding this question made it clear that

the size estimate should apply to a single location for

those organizations that have multiple locations. - “"Estab-

lishment® is the phrase often used to signify this unit of
. analysis. . o ‘
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question "Which of t@c-following best describes the location
of the place where you live?" with categories ranging frojj’
"In a small city or town ;f-fewer than 50,000 people® to "In

a very large city over SO0,0QO p:bple.'**

. S n .Y ; R

Table i. shows'that séﬁergllgéhiéier recruitment methods ~y,
v?ry with firm size and/or city-8ize. In the private sec-
: S ' o
tor, city size has its largest effects on the.use of private

. LI
qmﬁployment agencies, community action ur welfare groupsg,.and

m;éia ads: the frequénc§ of each ‘s greater in larger <% v N
cities. In the private secﬁdr; snaller atatisticallqu%gni? | \\\
ficant effects of gity size 1nc1udé poaitivé effects ¢n the -

use of friends ofysmplojeas, professional drganizations §hd |

union referrals, and negatigg effects on the.use of public

employment services. In the public sector, city size has

only one large effect: c1§11 service applicationf are used

more in larger cities. A smaller positive statistically.

significant effect of city size in the public gsector is on

the use of community action or welfare groups.

--‘--—--—----—----—-

The size of firm has large eifects on many job recruit-
ment methods in both sectors. In the private sector, firm

size is significantly related in ore direction or another to

#+* Other measures of city urbanicity based on Census data,
such as whether the location is an SMSA or the percent urban
in the county, show the same regsults as Table 1l.
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all methods except use of professional organizations, ‘civil
service applications, and media ads. Larger private seétor
establishments more often use community action or welfare
groups, public employment services, unsolicited applicants,
school placement services and union referrals. Larger pri-
vate sector establishments less often use friends (as
reported by the employer) and private employment agencies.
The effects of establishment size are much the same in the
public sectir, stzblishment size increases the use of
unsolicited Ebpl}i)h%s, community action or welfare groups,

public employment éer)ices, union referrals and civil s«r-

vice applications. A smaller negative effect of establish-

ment size is observed for use of employee friends.

5.2 Industxy diiferences

Using census codes for the industxy within which each

| sample establishment is loccted, we congtructed dichotomous

variables for eight broad industrial categqories. Table 12

displays how our sample is distributed across\ the eight
industrial categories wit-in the private and public sectors,
and names the most frequent industry codes that appear in
our sample for each category. Our sample of public Qnstor
jobs is concentrated in the categories of Service, Pubf}c\ )
adminisi:ation, and Communications (pbstal service), with\\

all other industrial categories having less than 3 percent

of our public sector sample and less than half the percent
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for the same ca{;gﬁry found for private sector jobs. The
{ndustrial cateqories’h{}h most jobs from our private sector
sample are Services, Man&faqsuring, and Trade (wholesale and.
retail) . Other industrial c;;égpries that are mainly in the
private sector are Ffﬁance, 1nsu;;hqg, and real estate;
Transportation, communications and ugfr{51esz Construction,

and Agricultur2 and mining. = N

Table 13 suwmarizes the relationship of industry with
employer job recruitment methrds within private and public‘\\
sectors. Each recruitment method is used as a dependent .
variable in a regression analysis and the independent varia- A
bles are one industry dichtomous Qariable, size of estab- \\\\\
lishment, city size, percent with no college in the job and \\\\
percent male in the job. Each set of three coefficients (b,
B, F) iﬁ Table 13 is from a separate regression equation
using a particular combination of recruitment method and

industry category in the analysis, along with the remaining

four control variables.

Table 13 about here
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We wili describe the major results of Table 13 in tv

ways. Pirst, we will discuss each separate industrial cate-
gory and examine the\>gcruitment methods that are used more
than in other sectors and the methods that are used less by
comparing B and F statiié*cs down the columns of each indus-
trial category. Second, w&\will examine each recruitment
method separately and highlight the industrial categories
where it is used espec1a11y£¥;equent1y and the categories
-where it is used least, by comparing b and F statistics
across the rows of Table 13. We will focus on the large

statistically significant values in Table 13.

Beginning with the Agricu;tﬁre and mining category in the
p;ivate sector, no method stands out for greater use, but
several methods (especially media ads) ere used. less to
recruit new workers than in other industries. The Construc—'
tion industry is where union referrals stand out as the
characteristic recruitment method, with all other methods
being used less frequently than in other industries. Pri-
vate manufacturing industries use public employment services
and communiﬁy groups more frequently, and use of friends,
school placement, professional organizations and walk-ins
less frequently. Private Transportation, communications and
\\ugilities use community groups and unions sopewhat more;
méé{g ads less. Private wholesale and retail trade indus-
trieé“Qﬁe much more walk-ins and much less public employment

services) unions and professionallorganizationa. Three
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methods are more frequent}y used in private FPinance, insu-
;ﬁhCe and real estate industries: private employment agen-
cies, friends of employees, and community action groups.
.'The private Service industries, including schools and hospi-
tals, make especially heavy use of professional organiza-
tions or periodicals, media ads and school or college place~
ment services in their recruitment, and less use of public
employment services and'cbmmunity groups. Industries clas-
sified as Public administration are not a ﬁ?gnifiéant part

of our private sector sample.

In the public sector, we discuss the three industrial
caﬁegories where we have our largest sample. In the Trans-
portation, communication and utilities category (including
the U.S. Postal Service), compared to other public sector
industries, somewhat less use is made of walk-=ins or public

employmenﬁ services to recruit new workers.

In the Service and the Public administration categories
of public sector industries, we see opposite patterns in the
use of methodé. For services, CivillService appl ications
and public employment services are used much less than by
other public employers, while unsolicitied applicants are
used somewhat more. A closer examination of the industrial
codes underlying this comparison shows that methods used to
recruit public school teachers largely accounts for this

contrast among public employers.
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\Bh the other haﬁd, the Public administtation category of
the pubic sector shows a much greater emphasis on using
civil service applications, somewhat greater eﬁphasis on
using public employment services and somewhat léss L3e of
unsolicited applicants, compared to other public employers.
Government officials and workers in this category are the

positions that primarily account for these results.

We now go back over the results of Table 13 to highlight
the industrial categories where each recruitment particu-

larly stands out. In the private sector:

l, Friends of employees are used more frequently in the
Finance, insurance and real estate catgegory (including

banking), and used less in manufacturing.

2. School placement services are used more in Service
industries and in the Finance, insurance and real estate
_category, and used less in construction and manufacturing

industries.

3. Professional organizations and periodicals are used
more frequently in Service industries and lzss in the whole-

sale and retail trade category.

4. Public employment services are more often used in
Manufacturing, and less often in Trade and Service catego-

ries.
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5. Private employment agencies stand out in the Finance,
insurance and real estate category, and less often in Ser-

vices and Trade industries.

6. Community action igroups are used more to recruit new
workers in the Finance, Manufacturing, and Transportation,
communication and utilities categories, and lesa in Services

and Construction industries.

7. Media ads are more frequently used to recruit in Ser-
vice industries and less often in Transportation, communica-

tion and utilities.

8. Use of unsolicited (walk-in) applicants is much more
typical in retail and wholesale trade industries and some-
what less typical in the Construction, Manufacturing and

Transportation categories.

9. Unions stand out in Construction and Transportation
and are less common to recruit workers in the Trade and

Finance categories.

In the public sector, constrasts in the use 9f recruit-
ment methods are mainly between the Service and Public
administration categories, where Civil Service and public
employment services characterize the latter and unsolicited

appl icants characterize the former,
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5.3 specific job traits

Our analyses have focused on two aspects of jobs (educa~
tion level and sex composition) to study the use of differ-~
ent employot.fecruitment methods. But it is likely that |
other aspects of the job, such as the need for particular
worker competencies, may be related to employer methods
after the education level and sex composition of the job are
taken into account. We will use cannonical correlation
analyses of 17 job traits that were rated by employers for

each sample job in our survey to investigate this issue.

Each employer was asked to rate each of 17 job traits on
a four point scale from "extremely important® to "not at all
important,” with the following survey question. |

when you are looking for new workers to £ill the SAMPLE
job, how important is it that they....

.~ ...work well at a set routine schedule; that is, are
METHODICAL?

...are able to work well with-their hands; that is have
MANUAL DEXTERITY?

...are able to learn new things quickly; that is, are
QUICK LEARNERS? : X

{
.

...are able to read materials aboutfas difficult as the
daily newspaper; that is, have BASIC ADULT LITERACY?

...are abl2 to rezd complex written materials; that is,
are ADVANCELD READERS?

...are able to accu:ately add, subtract, multiply and
divide; thav is, can PERFORM BASIC ARITHMETIC?

...are ajle tn handle complex numerical calculations;
that is, are EXCELLENT AT MATH?

....-ave prior knowledge of how to perform the spacific
duties of this job; that is, have SPECIALIZED KNOWLEDGE?

48
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.s.are able to make a good impression outside the organ- .

ization with clients or customers; that is, are good at
CLIENT RELATIONS?

...are likely to stay with the organization for a long
time) that is, will have PERMANENCE? _

...are likely to move up within the organization to
higher level jobs; that is, have GROWTH POTENTIAL?

.. .are able to get along well with people; that is, are
GOOD TEAM MEMBERS?

.. .will easily accept supervision; that is, have the
PROPER ATTITUDES about work and supervisors?

»e sCan be counted on to come to work regularly and on
time; that is, are DEPENDABLE?

...can deal with new complex situations; that is, have
GOOD JUDGMENT? -

«sesCan provide direction -and leadership; that 13. CAN
SUPERVISE?

“..have OTHER qualifications? (PLEASE spncrry).

Tables 14 and 15 present the results of cannonical corre-
lation analyses using the 17 job trait measures. We will
investigate how the percent of variance accounted for by the
ten employer recruitment methodé changes as we use different

combinations of job traits and job composition measures.

The first column of Table 14 gives results for the pri-
vate sector. Row 1 shows that when ten recruitment methods
are used in a cannonical analysis to predict the percent
with no college in the job and the percent male in the job

the percen:t of variance account2zd for by the cannovical
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equation éguals .20682. Row 2 shows that when the measure
of the sinéle job trait of "Methodical®™ is added to percent
no college and percent male in a cannonical analyses with
the same ten recruitment methods as predictor variables, the
percent of variance accounted for by the cannonical equation
increases slighﬁly to .21083. Eahh of the remgining rows 2
through 18 show the amount of variance accounted for by the
best fitting cannonical eéuation where a different mesure of
one job trait is added to percent no college and percent
malé in the job in a prediction equation with the same ten

employer recruitment methods.

The same analyses are shown for the public sector in the
second column of Table 14. We also present parallel analy-
ses in Table 15 where 'pércént in the job with a college
'~ degree" replaces "percent in the job with no cpllege' for -
every estimated equation. Although these measures are
highly related in a negative direction, we repeat the analy-
ses in Table 15 to check whethér the pattern of results
changes when we distinquish the educationally most demanding
jobs from all others rather than distinguishing the least

demanding jobs from all others.

Rows 19 through 23 of Tables 14 and 15 present estimates
of the partitioning of variance explained by recruitment
methods among job composition component: and job traits.

(These analyses use the same type of calculations described

20



PAGE 42
earlier for Table 9). Row 19 gives the total variance
accounted for by ten methods predicting both job composition
measures and all 17 job trait measufes. Row 20 presents tne
vafiance accounted for by predicting only the 17 job traits.
Rows 21, 22 and 23 present the unique and joint proportions

of variance explained.
we draw the following conclusion froﬁ Tables 14 and 15:

1. Job composition measures (education level and sex
composition) and job trait measures have some common rela-
tionsh;p to the kinds of recruitment methods used by employ-
ers to.fill job vacancies, but some job traits reveal addi-

tional impact on the recruitment methods.

The 17 job traits are more strongly related than.the two
job composition measures to differences in job recruitment
methods (row 20 versus row l). But the two sets of.varia-
bles overiap considerably in their ability to account for
variations in recruitment methods, as seen'from the bottom
three lines. We estimate that the jdint contribution of job
composition and job traits in acpounting fgr job recruitment
difference is about half of the total variance explained -
(line 23). The unique contribution of job composition meas-
ures in the equations is estimated to be between 12 and 15
percent (line 22), while the unique contribution of job
traits is estimated to be between 30 and 40 percent. In

other words, when we characterize jobs only by their educa-
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tion and sex composition, we can account for between 60 and .
70 percent of the variance in job recruitment methods, com-
pared to the predictive power when 17 job traits are also
available with eduaction and sex composition*to measuré job

k]

cdifferences.

2. The specific job traits which add most to accounting
for recruitment methods beyond what is picked up by job com-
position are clieﬁt relation s, advanced reading, and good
'judgment in the private sector; and supervisory skills, good

judgment, and basic arithmetic in the public sector.

An inspection of each of the columns of Table 14 and 15
reveals which individual job traits add most explanatory
power to the equation. We indicate the rank order among the

17 traits in parentheses on each line.

3. ou'r understanding of the particular recruitment meth-
ods that are used more often to target each specific trait
may be helped by a comparison of the cannonical weights
associated with each variable for the first equation esti-
mated for ten methods with two job composition mesures
(equation associated with line 1) versus the weights for
equations where one job trait is added to the equation
(linés 2 through 18). 1In addition, the inspection of
weights for variables in a follow-up cannonical equation on
residual variation may be helpful, if the weight for the job

trait measure stands out from the job composition measures

P
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in the particular equation. These anflyaaa will be the sub-

ject of further research.

,/\‘m;ugummmm\s_-mmm
are Related to Race and

x\ﬁggﬂgaa_also investigate whether the methods used to match
job openings with job applicants differ koz racial or ethnic
minorities, when other characteristics of\tha job and appli-

- cant are taken into account Do blacks ana Hiapanica have
equal access to the information about job vacancies and have -
equal opportunities to-become candidates £pr the positions

for which they otherwise qualify?

We address this question wiah analyses that use race of
job and job applicant to parallel our earlier investigations
of the determinants of .sex composition of jobs. First, we
examine relationships in.the public and private seétora
controlling for sex and education levels. Table 16.aumma-
rizes multiple regression analyses to estimate how. each
employer réc:uitment method is related to percan:-black or
percent Hispanic in the job, controlling for percent male in
the job,lpercent with no college in the job and sector.
Tables 17 and 18 report cannonical correlational results
concerning employer recruitment methods. Table 19 presents
results from multiple regression analyses of employee job

search methods.
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Second, we will look ‘at relationships within Eifod cate- .
'gories of the education level of the job. Tables go and 21
present these results. ‘
6.1 Race and ethnic effects, controlling for gex and educa-
tion level

The following conclusions are drawn from Tables 16, 17,

and 18:

l. 1In the private sector, jobs with highér percent black
composition are strongly related .0 the use of community
action or welfare groups as an employer recruitment method.
Table 16 shows this finding in in row 8 for the Private Sec-
tor. This is substantiated in Table )7 where the third can-
nonical equation (CANV3) associated mostly with job race in
the Private sector (row 13) has oné recruitment method (row
.7) that is much larger than any others in the same column
and row: use of Community groups. This cannonical correla-
tion result indicates that the use of éommunity groups is a
recruitment method primarily related to the race composition

of the job.

The other method in the private sector with an especially
strong association with job race composition {; use of media
ads, which is negatively related to jobs with larger black

concentrations.
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2. In the public sector, no method really stands out as

one producing large independent impacts on the race composi-
tion of jobs. There is some indication in Table 16 of a

negat.ive impact of use of media ads or professional organi-
zations on producing higher black representation in jobs.
But, in Table 17, no cannonical equation associated with

race of job passes cohventional levels of statistical signi-

ficance.

3. The Hispanic composition of.jobs in the private sec-
tor is not clearly related t6 recruitment methods that are
independent of other job composition factors. Table 18, °
which reports three stages of cgnnonical analyses in the
frivate Sector, produces no equation with a high weight for
Percent Hispanic in the Job (row 13). The only statisti-
cally significant value in TAble 1§ as&ociated in the Pri-
vate Sector with Hispanic compoesition is the netagive effect

of use of media ads (row 18).

4. In the public sector, the use of community action or
welfare groups has a clear positive relationship to Percent
Hispanic in the Job. This can be observed in Table 16 for
the Public Sector (row 17) and in Table 18 for the third
equation in the Public Sector (CANVZ. row 7). There i3 also
sore suggestion from the cannonical analyses in Table 18
that using friends of employees to f£ill Public jobs has a

positive impact on Percent Hispanic, and using Civil Service
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applications has a negative impact, but these suggestions

are not substantiated in Table 16 results.

5. Analyses that use employee search methods have few
silmilarities to the results just reported from analyses of
employer recruitment methods. Table 19 shows the results
from regressions using employee data. For example, in con-
trast to earlier Tables, Table 19 suggests that blacks and
Hispanics use public employment services more than whites to

obtain private sectof jobs,

As we concluded ecarlier, the employee reprrts may be
especially useful for learning about informal methods of
finding jobs, such as use of friends and relatives or in
direct applications (walk-ins). Table 19 does not indicate
race and ethnic differences in these factors, with the pos-
sible exception of less frequent use by blacks of direct

. application in the private sector.

6.2 Race and ethnic effects within education levels

As was true with our study of sex differences, some
interesting race and ethnic patterns emerge when we examine
jobs within fixed categories of education level, Table 20
presents results for percent black in the job and Table 21

presents results for percent Hispanic in the job.
[ +

l. With regard to methods associated with higher black

compositions in private sector jobs, Table 20 shows that use
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of community groups (positive) and edia ads (negative) have
impacts at each education level. The strongest method, use
of\ community groups may‘even grow in importance for produc-
ing acks in jobs as the education level of the position

increaégg (comparison of b across row 7).
\, '

Table gb\::so suggests two methods that are only impor-
tant for college degree private sector jobs in relation to
percent black ih the position. First, use of friends of
employees as a job\ recruitment method is négatively related
to percent black i;\tyis category, suggesting that the
informal networks in Sbsfation are mainly useful td'whites
at this level. Second, when union referrals are used to
recruit workers for college degree jobs (which is not

often), they tend to produce higher black compositions.

\

2. In the;public sector, there is no method that cqnsis-
tently produces a significantly higher black percentage for
all eduction level categories of job;\\

In the public sector at the college degree level only, we
note that use of friends of employees is neqstively related
to percent black in the job, just as was true\in the private
sector at this level. Informal social networks .apparently
help whites get college level jobs more than blaékg. That
is, the social networks to which white are attached are more
useful for access to higher level jobs than the sociai\net—

works to which blacks are attached. We will further ex&qine
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the issue of the "quality" of the& soclial networks used by
blacks to obtain jobs in the next ‘section of this paper.. We
will examine the type of job obta;ﬁéd\by blacks who use
segregated black social networks vers&g\blacks.who use
desegregated social networks that include white friends to

find jobs.

3. 1In terms of private sector methods that produce
higher Hispanic concentrations in jobs, no single method has
a consistent impact across all education levels of jobs |

(Table 21).

4. In the public sector, the use of community groups may
produce a stronger relationship with Percent Hisparic as the
education level of the job increases (comparison of values
across row 17 of Table 21). It looks as if use of community
groups is an especially useful method for Hispanics to f£fill
nigher level jobs. However, the impact of community groups
is not very sprong for Hispanics at any given education

level of jobs.

Use of Civil Service applications in the public sector
appears to have a negative impact in producing high Hispani~
concentrations in high school level jobs, while the reverse

may be true for college level jobs (row l4, Table 21).
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6.3 A closer look at black use of social networks.

In our discussion of Table 20, we noted some interesting
interactions of racial differences 1ln the use of informal

social networks and the educational level of the job: col-
lege level jobs that are filled by the use of informal net-
works are less likely to have black workers, indicating that
college level jobs that have fewer black incumbents tend to
use white social networks for recruiting applicants, and
‘these networks are not as accessible to black job seeker.
For lower level jobs, nc significant relationship wvas
observed in Table 20 between an employer's use of social .
networks to fill the-job and percent black in the job.. We
will now look closer at race effects from the use of social
networks, by examining the questionnaire item from the indi-

vidual survey concerning the use of friends to find a job. °

Table 22 shows the percent of wcrkers who reported using
friends or relatives to find their job, tabulated by race,
sex and education level of the worker and sector of the job.
There is a clear ordering of percentages according to educa-
tion level of the worker in the private sector: social net-
works are used more by workers at lower levels of education
than at higher levels. There is also an interesting pattern
of race differences: for the most part whites use social
networks more f-equently than blacks to find jobs in the

private sector, but blacks use social networks more than
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whites to find public sector jobs. The race differences in
the private sector favoring white use of social networks are
especially pronounced for males. The race differences
favoring blacks use of. friends or ;elatives in the public
gector are largest at the college degree level. (The rever-
sal in the race pattern in the pubiic sector is probably due
to some bias of reports in the category of black males with
some college that fails to fit the expected education trend

or other reasonable patterns of percentages).

The race contrasts in Table 22 can be interpreted like
the patterns noted in Table 20: where jobs are more domi-
nated by whites, the social networks used in recruitment
will- be white, so that blacks will be more deprived of
access to the useful information and contacts such networks
provide. 1In the case of Table 22, private jobs have a
higher percentage of white worke:s creating more white chan-
nels of informal job search connections in the private sec-
tor and more black networks in the public sector. This con-
tributes to the pattern where social networks are more
useful to whites than blacks for finding private sectof

jobs, while the opposite race pattern is usually observed in

the public sector.

In Table 23, we focus entlrely on black workers who are
high school graduates (with no college) to compare the kinda

of jobs obtained by using social networks of different

Gu
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racial compositions. Although we have no direct. information
on whether the friendship networks used by blacks to find;
jobs are seqregated (mostly black friends) or desegregated
(includes white friends) we may be able to geﬁ at this dis-
tinction indirectly. 1In Table 23, we use combinations of
categories of whether the black worker used friends to find
the job (column 1) and whether the black worker graduated
from a segregated or desegregated high school (column 2) to
infer the type of informal friendghip networks accessible to
each worker and used by each worker. In column 3 of Table
23 we infer different types of social networks from the
variable cross-classifications in column 1 and column 2, to
study the kinds of jobs blacks obtain in each case. Table
23 presents these measures of the type of job: the average
percent white of coworkers in the same job (column 4), the
average percent white of co-workers in the same firm (column
5), the average hourly wage now paid for the job as reported
by the employer in 1983 (column 6), and the average hourly
wage paid earlier in thejob as reported by the entry-level
employee in 1976 or 1979. There are clear differences of
job type shown in Table 23 depending on whether the black
worker had access to black or white friendship networks and

used them to find the job.

Looking first at the black males, we find that those who
used desegregated social networks (row 4) get the highest

paying positions in firms and jobs with the highest percent
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of white co-workers. Those black male high school graduates
who used segregated black social networks (row 3) on the
average get the lowest paying positions in firmas and jobs
with the lowest percentage of white co-workers. Those black
males who did not use social networké to find_their-job
(rows 1 and 2), fall in between the other groups in pay
level and desegregation of co-workers. Put another way., the
value of social networks for finding good jobs by blacks
despends upon the kiqd of social networks being used: black
friendship networks lead to poorer paying more segregated
jobs (it is better to use other job search techniqués) and
white friendship retworks lead to better paying less segre-

gated work.

The bottom half of Table 23 (rows 5 through B)Vreport the
results for fem#le black high school graduates in private
sector jobs. Therc are no large consistent differences in
average job pay that depend upon use of social networks for
black females. But the same patterns for racial composition
of co-workers that we observed for black males are also true
for black females. Those who use desegregated networks have
the highest percent white co-workers, those who use segre-
gated networks have the lowest percent white co-workers, and
*hose who do not use social networks fall in between.

e G CEn D T Gme G G G S G GRS G G R G G G S

The wage pattern interpretation is clearest from the
employer data (column 6). The highest paying job on the
average is consistently found to come from use of desegre-
gated networks (columns 6 and 7), but the lowest paying job
interpretatinon depends upon the measure being used.
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n&wmmmu.::::_mmm

Thé:most i@portant race and ethnic differences in methods
through which individuals become candidates for job openings
may be in the guaiity of the method rather than in the type
of method used in the job recrnitment and job search pro-

cesses.

We found few overa.l race and ethnic differences in type
of method that were not primarily due to contrasts in a2duca-
tional level ¢_ different jobs and soclal groups. - Except
for the use of community groups in the private sector as a
method that produces jobs with higher black representations,
and the use of community groups in the public sector as a
method that produces jobs with higher Hispanic concentra-
tions, our analyses do not 1nd1cate-1arge Eonsistent race or
ethnic differences in access to jobs through alternative
recruitment methods. Although there were.no nverall large
race differences in the use of informal networks of friends,
we did find race differences in how such informal social
networks were use to match workers with particular job

vacancles.

Use of friends of employees to recruit job applicants was
negatively related to black representation in college level
jobs in both the public and private sectors. This finding
suggests that the quality of {nformat’' /n and contacts within

particular methods that may be more important than the sim-
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ple use of a method. In this case, the social networks used
by whites appear to carry more useful information and con-
tacts for access to college level jobs thar. do the social
networks used by most blacks at this education level. Pur-
thermore, ﬁe observed opposite racial patterns in private
and public sectors in the level of use of social networks to
find jobs. Whites used friends and relatives more fre-
quently thap blacks to find private sector jobs, while
blacks used these methods more frequently than whites in the
public sector. We interpreted this difference to be the
consequence of the greater concentration of white workers in
the private sector that produce segregated white social net-
works used by white job seekers in this sector, and the con-
"verse pattern of black concentrations and segregated black

informal job networks used by blacks in the public-sectOt.

Similarly, the racial composition of social networks was
a factor in our further investigation of the types of jobs
£ill12d by black high school graduates in the private sector.
Black males who used desegregated networks found higher
average paying jobs in less segregated firms, while those
who used segregated (black) networks became employed in
lower paying more racially segregated jobs, and those who

did not use social networks were between the other two

groups.
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Taken together, it appears from our results that there
are important race and ethnic differences in the first‘stage
of the employment process that derive from the quality of
recriutment and job search methods to which the different

groups have access.

7. Sumpary and Discussion

our investigations of how employers recruit new workers
indicates some general ways that education plays a major
role in career processes and some areas where the school's

role is weak.

First, education level of the job is a major determinant
of what job recruitmenﬁ methods and job search methods are
used. Education level is much more important in this regard
than sex, race, or ethnic factors. Education level alone
.also picks up a majority (from 60 to 70 percent) of the var-
jance explained in job recruitment methods by various meas-

ures of job traits.

Wwe find that jobs usually held by individuals with higher
education levels are filled more ofter by School placement,
Professional organizations, Private employment agencies, and
Mecdia ads. At the other end of the education spectrum,
lower level jobs are more often filied by public employment

services, community groups, walk-ins and unions.
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Second, the specific method associated with educational
institutions~-placement services conducted by schools or
collreag-~is often used for matching individuals to higher
level (college) jobs, but infrequently used otherwise. When
.schocl placement services are used to f£ill high school level

jobs, it is primarily for office jobs filled by females.

Some evidence. exists that females 2nd minorities experi-
ence unequal access to job recruitment methods used by white
males at the same education level; but we do find differ-
ences in recruitment methods and employment. Blacks are
proportionally much more likely to work in public seéto:
jobs and to use community groups to find private sector
jobs. Blacks also seem to have less ugeful social contacts
to find higher level jobs, for private sector jobs, and for-
some higher payingjobs in desegregated work environments.
Jobs filled by Qomen make less use of union referrals and

more use of direct applications and media ads.
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Figure 1

Employer Recruitment Methods for Private Sector Male Jobs
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Sch = School Placement

Prof = Professional Organizacions
CS a Civil Service

fub = Public Employment Serv.
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TABLE 1

Percent of kmployers Who Use bifferent Job Recruitment Methods, and
Percent of Employees Who Use Different Job Search Methods,
by kmployment Sector '

Employer Employee
\ e e e : i —
Total Private Public “Pub.-Pri. Total Private Public 'Pub.-Pri.
Sector Sector t-statistic Sector Sector t-statistic
(N=3389) (N=2530) (N=859) i(N=3810) (N=2900) (N=910)
e e = e e e e e o e e o e e A\
Z (Rank) Z (Rank) 7 (Rank) yA (Rank;\ 9
“ v % (Rank % (R ’

Friends 34.5 (2) 18.6 (2) 22.7 (6) -8.4B**% ) (Rank)

Relatives 15.8 116.8 12.8 -2.82%%

Friends 29.0 (2) 29.3 (2) 27.7 (2) -0.96
$chool placement service 20,0 (5) 24.5 (5) 30.4  (4) 3.77k*% 8.9 (4) 7.3 (4) 14.0 (4) 6.13*%*
Professional organizations 8.9 (7) 7.7 (7) 12.2 (8) 3.914%% 1.4 (8.5) 1.4 (8) 1.5 (8) 0.28
Civil Service 1.1 (8) 2.7 (10) 35.5 (2) 29.21%*% 4.9 (6) 0.4 (10) 19.0 (3) 24.37*%%
Pubiic employment service 27.8 (4) 27.0 (4) 30.1 (5) 1.48 6.9 (5) 6.2 (5) 9.0 (5) 2.92%%*
Private employment service 5.9 (9) 7.0 (8) 2.4 (10)-4.95%* 3.7 (1) 4.7 (6) 0.7 (9) =5.59%*%
Community groups 14.0 (6) 11.6 (6) 20.9 (7) 6.78%%% 0.9 (10) 0.5 (9) 2.0 (7) 4.16%*%
Media ads 33.2 (3) 33.6 (3) 311.9 (3) -0.88 11.0 (3) 12.4 (3) 6.8 (6) ~4.68%*%
Direct application (walk=-in) 60.C (1) 60.4 (1) Hs.8 (1) -0.79 37.5 (1) 37.7 (1) 36.2 (1) -0.82
Union referral 5.7 (10) 5.9 (9) 4.6 (8) -1.47 1.4 (8.5) 1.7 (7) 0.4 (10)-2.81%%

Sum = 2.27] 1.212

¥o

e e et o e e+ S A A e s & o S @ s e

*k% = p .00l
kk = p<.01
* = p<.05
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10.

11.

Correlation between Employee Job Search Methods

TABLE 2

and Employer Job Recruitment Methods Used for the Same Job

Employer Methods

Employee Methods -7 1 2 3 4 5 6 7 8 9 10-11
School placement service -133 .085 044 ~-.034 .031 -.004 ~-.011 -.010 -.004 -.024
Professional organizations .070 .086 -.001 -.046 .019 -.012 -.002 -.025 .000 014
Civil Service -.03¢ -~.035 L462 71 -.C71 .074 -.014 -.068 .014 -.125
Public employment serrice -.037 -.016 .025 .074 .005 ..015 .005 -.044 -.016 -.034
Private employment scrvice 040 055  -.033 .026 201 .022 045 =-.006 ~-.010 .024 o
Community group | -.C93 .0u8 .029 042  -.007 <064 .025 -.014 .005 -.034.
Media ads .027 .025 -.0ze -.013 .053 -.002 +145 .016 -.023 .006
Direct application (wa._k-inm) . 068 .030 -.040 -.058 -.058 -.006 -.010 .049 -.030 -.014
Union referral -.055 ~-.040 -.043 ~-.045 -.034 -.046 7.030 -.072 .188 ~.022
Relatives -.096 -.075 -.024 014 -.069 0046 -.092 -.020 .039 .003
Friends -.040 -.008 -.018 .012 -.053 =-.001 ~-.006 .002 .017 .051
B 5,




TABLE 3

Percent of Lmployers Who Rank Each Job
Recruitm-ntl Methods as '"Most Important' and as
“One of Three Most Important', by Sector

3

Percent: Percent @
Most Important One of Three
Method Most [mportant Methods
Total Private Public Total Private Public T-test
Sector Sector Sector Sector (Pri-Pub)
(N=1945) (N=1362) (N=583) (N=1945) (N=1362) (N=583)

l. Friends of employees 17.1 20.6 8.9 50.4 55.7 33.4 ~10.05%*%
2. School placement service 9.5 8.5 11.7 31.1 30.6 32.1 0.64
3. Professional organizations 1.7 1.8 1.7 14.1 13.5 15.6 1.22
4. Civil Service 9.2 2.9 23.8 16.0 8.0 34.8 15.66%%*
5. Public employmeﬁt\nprvicc 12.3 12.8 11.1 35.6 35.8 35.0 -0.35
6. Private employment service 2.5 3.5 0.2 9.3 12.0 2.9 —6.4]1%%%
7. Community groups 0.9 0.4 1.9 11.0 9.7 14.1 2.83%%
8. Media aas 18.4 20.4 13.7 43.0 45.3 37.7 -3.09%*
9. Walk-ins 19.6 21.6 15.1 57.1 57.3 56.6 -0.30
10. Union referrals 1.2 1.7 0.2 3.6 4.6 1.4 =3.46%%
11. Other 7.5 5.7 11.7 12.6 9.8 19.0 5.65%

99

aax = p < (0]
"% = p Z .01
.-pé .05

7

75



67

TABLE 4

Ssummary of Factor Analysis of Employer

Recruitment Methods, by Employment Sector

w N -

O WO~ U

—

Private Sector

. Friends of employees

School placement serv.

. Professional orgs.

. Civil Service

.

Public empl. serv.

. Private empl. serv.
. Community groups

. Media ads

. Walk-ins

. Unions

11.
12.
13.
1a.
15.

1

- .

17.
18.
19.
20.

Public Sector

Friends of employees
School placement serv.
Professional orgs.
Civil Service

Public empl. serv.
Private empl. serv.
Community groups
Media ads

wWalk-ins

Unions

Varimax Rotated Factor Matrix

Factor 1

.10036
44576

.33036
bl 00412
-.00928

.08519
12467
. 04376
.15318
. 71507
. 22445
. 64609
.29861
.27382
.26383

A————

Factor 2

.00147
14948
04874
.26595
.489137
.08306
83377
-.02724
.07593
.29258

.17593
.54940
.79359
-.13225
.13582°
.25189
11722
.36207
.05392
.0604%

Factor 3

.25265
.13215
.02908
-v02051
.13670
.03800
.34698
.24756
.3.801
-.17303

.05978
.16053
68497
.14926

Compunality -

.07391
.23851
55171

.13037 ...

.27394
.22909
.82351
17117
- .10691
.11563

.11784
36406
.64194
.08953
.53074
.11688
43475
.24603
.54707
.09554
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TABLE 5

Summary of Multiple Regression Analyses of
Demographic Characteristics of Job on Employer
Recruitment Methods, with One Control Variable#, by Sector

(b = unstandardized regression coeff.; B = standardized regression coeff.)

Private Sector (N=3100)

Dependent Variable

Independent Variable Percent Male Percent with no College
(Job Recruitment Me:hod) in the Jab in the Job
b ' B F b B F
(1) (2) (3) (4) (5) (6)
1. Friends of emplovees -.0094 -.029 (2.6) .0012 004 (0.0)
2. Schocl placement serv. -.0256 -.080 (18.1) -.0920 _ -.299 (303.4)
3. Professional orgs. -.0054 -.013 (0.5) -.1140 -.295 (298.3)
4. Civil Service L0176 .031 (2.9) -.0239 -.043 (5.9)
5. Public empl. serv. -.0054 -.018 (1.0) .0435 .152 (73.8)
6. Private empl. serv. -.0079 -.018 (L.D -.0726 -.180 (104.8)
7. Community groups -.0110 - -.030 (2.9) .0186 .033 (9.1)
8. Media ads -.0269 -.081 (25.3) -.0477 -.168 (90.2)
9. Walk-1ins -.0340 -.103 (33.5) ° .0l79° .056 (9.9)
10. Union referrals L0698 .162 (83.2) .0317 ".076 (17.9)
Public Sector (N=978)
11. Friends of emplovees -.0113 -.018 (L.4) =.0072 -.023 (0.5)
12. School placement serv. -.0189 -.069 (3.9) -.1160 -.410 (196.8)
13. Professional orgs. L0216 .066 (3.8) -.1192 -.352 (138.6)
l4. Civil Service -.0173 -.080 (6.2) .0388 174 (30.3)
15. Public empl. serv. -.0062 -.024 (0.5) .0372 .138 (19.1)
I6. Private empl. serv. -.0269 -.032 (2.7) -.0039 -.007 (0.0)
17. Community groups .0063 .024 (0.6) .0296 .100 (9.9)
18. Media ads L0077 .029 (0.8) -.0362 -,121 (17.1)
19. Walk-ins -.0138 -.062 (3.8) .0078 .025 (0.6)
J0. Union referrals .Jlo3 .06l (3.6) .0l45 .032 (0.9)

] . '

hen "Percent Male in the Job' 1s the dependent variable, "Percent with no College" is the
control variable: when ''Percent with no Coliege in the Job" is the dependent variable,
"Percent Male" is the control variable.

+

50
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TABLE 6

Summary of Multiple Regression Analyses of
Job Search Methods on Individual's Sex and Educational
Attainuent, by.Sector . ’

(b = unstandardized regression coeff.; B = standardized regression coeff.)

Private Sector (N=3100)

Independent Variables*

Dependent Variable

(Job Search Method) Sex ‘Educational Attainment
b B F b B F
(D) (2) (3) (4) ) ()
1. Relatives .0608 .081 (21.0) -.0664 -.135 (58.3)
2. Friends © L0447 .049 (7.4) -.0256—- ~.042 (5.7)
3. School placement serv. . .0048 .009 (0.2) T .0549 .160 (81.0)
+. Professional orgs. : .0034 0l4 (0.6) .0106° .068 (14.6)
5. Civil Service e © .0049 .036 (46.1) -.0002 -.000 (0.0)
6. Public empl. serv. o =161 -.029 (2.6) 0035 -.010 (0.3) -
7. Private empl. serv. “5 ¢ =-.0265 -.062 (12.3) .0180 .065 -(13.3)
3. Community groups -.0048 -.003 (3.4) .0020 .021 (1.4)
9. Media ads. -.0501 -.076 (18.0) .0207 047 (7.1)
10. Direct application 0171 017 (0.9) .0087 .013 (0.5)
l11. Union - . .0230 .089 (24.9) -.0001 -.0c0 .(0.0)
X =
Public Sector./ ".=978)
12. Relatives .0291 .042 (1.7 -.0307 ~-.073 (5.3)
1)}, Friends .0058 .006 (0.0) -.0040 -.007. (0.0)
1. School placement serv. -.0056 -.007 (0.0) 0885 T .205 (42.8)
15. Professional orgs. -.0022 -.008 (0.0) 0046 .030 (0.8)
16. Civil Service .0182 .002 (0.5) -.0323 -.090 (10.2)
17, Public empl. serv. -.0037 -.006 (0.0) -.0323 ~-+090 (8.2)
13, Private empl. serv. ..0029 .018 (0.3) .0023 :.022 (0.3
19. Community groups -.0120 -.035 (1.2) -.0072 -.041 (1.6)
20. Media ads -.021s -.051 (1.7 -.0138 -.044 ' (1.9)
2l. Direct application .03.3 .035 (L.2) .0568 .095 (8.9)
22, Union -.0026 -.019 (0.3) .0020 .024 (0.5)
*
Sex: Male = l; rfemale =0
fducation 4ttainment: ! = High School, 2 = Some College, 3 = College Degree
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LA,
17,
18.
9.

L Unfon Reterrals .0863 26 (8n ) .0189 49

1ABLY. 7

How kmployer Recrnitment Methode are Related to Hex Lomposition of lobs, by Jducat fonal Level and Sectort

Privite Heotor

Hiph ool Johy (N-182%) some College Jobu (

b 13 F h B
Friends of employees -.0092 -.027 ( l.:a) -.0149 -.049
Sihool placement wcrvioe : S.0u68  -.132 (33.5) -.01lh  -.06
Professional orpmizations -0171 =03 (2.9) -.022h  -.0%8
GCivil Service 0221 MR ( 2.6} 0217 L0139
Public emplaveent sarvice -.0042 -.014 ( 1.0 -.0144 -.048
Private emuloyment ervice ~.0312 ~.0h4 ( 8.0) .0010 .003
Community groups .006G2 000 (0.0 -.0316) -.107
Media ads -.0208 - (1hK ( 9.8) -.)18A -0
Walk-ins ~.032” L) () -.0372 . 1]

fublic Sector

tigh Schonl dobs (N=471)

b K F b B
Friends ol employees TR | -.088 (3.0 .0119 .049
Schaol placement service - .Y “42 (1.8 - -.0079 -.029
Professional organizations L0385 .087 ( }.0) L0094 .026
Civil Service .02139 .107 ( 5.¢) .0401 184
Pahlic employment service L0640 014 { 0.1) -.0252 -.100
Privave smployment servicoe -.0106 -.029 ( 0.2 - 0648 -.127
Commmity groups 0163 055 (1.9) .0145 .053
Media ads L0146 .02 ) (1LY .0040 .015
Walk-ins -.00¢ 1 -.201 ( 6.0) -.0203 -.070
tnfon Referrals 0925 18 ( 6.8) .0667 433
v

High Schanl lobs are those where >U percent or mure of the job {ncumbents have no more than a high
petcent or more have some college. tollege lobs are 50 percent or more have sume collepes College
"vullege degrees. Fach set of coefficients (h, B, F) is from a separate regression analystis, where
varlable. and one employer recruitment method {8 the first Independent variable, and "Peccent with
with a tollege Degtee tn the Tob: $a the second tndependent variable.

L d

_Some College tobs (N=238) _

N=190) College Degree lobs (N=558)
F b B F
C19) -.0058 -,020 ( 0.2)
c1.m - -.0094 ~.034 ( 0.6)
( 2.6) - -.0016 -.012 { 0.1)
(1.2) .0026 .005 ( 0.0)
( 1.8) .0098 .013 ( 0.v)
( 0.1) L0257 .076 ( 1.3)
( 9.0) -.0148 ~.042 ( 1.0)
(13.9) -.0420 ~. 156 (131.8)
(11.1) -.0145 -.048 (1.3)
€ 5.6) L0247 .050 ( 1.4)

_tollege Degree Jobs (N=292)

F b 8 F

( 0.6) -.0186 -.073 ( 1.6)
{ 0.2 -.0353 -1 ( 5.2)
( 0.2) .0089 034 ( 0.3)
( 8 4) .0098 .048 ( 0.7

( 2.5) .0039 .0lé ( 0.1)
( 4.2) -.0222 ~.051 ( 0.8)
(0.7) 0177 .068 ( 1.4)
( 0.1) .0053 .022 (0.1
‘£ 1.2) -.0479 =75 (9.1
( 4.8) -.0336 -.085 ( 2.1)

school diploma; anme College Jnbs are where 50
Depree Jobs are where 3] percent or more have
"ereont male tn the lob: is the dependent
High School Fducation in the Job" or "Pcrcent
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TABLE 2

Partitioning of Variance Accounted for by
Employer Recruitment Methods

Private Public Total
Unique (Sex composition) .00552 (2.7%) .00014 (0.1%) .00228 (1.0%)
Unique (Educ. composition) 15366 (74.3%) .17236 (8,5.3%) .17937 (81.32)
Joint (Sex and Educatiom) 04764 (23.0%) .03472 (16.6%) .03891 (17.67)
Total .20682 (100%) .28194 (100%) .22056 (1002%)
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Table 10

PERCENT OF PRIVATE SECTOR EMPLOYERS WHO FREQUENTLY USE
VARIOUS JOB RECRUITMENT METHODS FOR MALE JOBS WITH DIFFERENT EDUCATION LEVELS,
WITH ADJUSTMENT FACTORS* FOR SECTOR AND JOB SEX

Education Level of Job Adjustment Factor for:

4

Job Recruitaent Method e e el (wlio  (Fewle)
Friends of employees 38 37 38 -16 +l
School placement service 14 27 b4 +2 +3
Professional organizations 4 8 17 +3 ¥ -1
Civil service 3 4 3 +34 -3
Public employment services 32 : 24 16 +4 -1
Private employment services 3 10 16 -5 0
Cczmunity groups 13 12 8 +10 S |
Media ads 26 34 34 -4 +5
Walk-ins 59 52 51 -15 +8
Union refert 10 6 3 -1 -4

56
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TABLE 11

Effect of Firm Size and City Size on Frequency
of Use of Diffarent Employer Recruitment Metli~ds, with
2 Controls*, by Sector

Private Sector (N=3100)

Firm Size City Size

Dependent Variable b . B F b B F
(Job Search Method) (1) (2) (3) (&) (5) - (6)

1. Friends of employees -.1145 =-.040 ( 4.8) - 04ll .037 ( 4.J)
2. School placement serv. .2998 103  (36.5) -.0026 ~-.002 ( 06.0)
3. Professional orgs. .0389 017 (0.9) : .0330 .037 C 4.6)

4. Civil Ser. ice .0456 .028 ( 2.4) .0082 013 ( 0.5)

5. Public empl. serv. ¢ .5403 .173  (96.8) -,0598 ~-.049 (7.7)

6. Private empl. serv. -.0885 =.040 (5.1) .0964 112 (39.0)

7. Community groups .8281 .320 (352.7) : .0740 '3 (18.2)

8, Media ads .0315 .010 ( 0.3) .0927 Jib (17.8)

9. Walk-ins .4735 168 (89.4) .0121 011 ( 0.4)

~10. Union referrals .1586 .073 (17.1) .0331 .039 ( 4.8)

Public Sector (N=978)
Firm Size City Size
b B F b B F
(1) (2) (3) (%) (5) (6)

11. Friends of emplovees -.1641 =-.062 ( 3.6) .0065 .006 ( 0.0)

12. sSchool placem:nt serv. .0493 017 ( 0.3) -.0120 -.009 (0.1)

13. Frofessional orgs. -.0308 ~-.013 (0.2) .0160 .015 (0.2)

14, Civil Service .3821 .104 (10.9) 2317 144 (20.7)
15. Public empl. serv. L4153 .137 (18.1) -.0521 -.039 (1.5)

16. Private ewpl. serv. 0115 .008 ( 0.0) -.01J1 =-.016 ( 0.2)
17. Community groups .5192 .188 (34.5) .0788 055 ( 4.1)
18. Media ads 1612 .055 ( 2.8) -.0335 -.025 ( C.6)
19. Walk-ins .6061 .212 (52.4) -.0628 -.054 (2.9
20. Cnion referrals .2594 .146 (20.1) .0826 .01C ( 0.1)

# Control variables are 'percent male in the job" and "percent with ne college in the job™.
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Table 12

Distribution of Industries in Sample of Employers and Jobs

Private Sector . Publiic Sector
Industrial B
Ca::gorya % in Most frequeat - Z in Most frequent
Sample industries in sample Sample industries- {n Sample
¢
G 1. Agriculture and 2.5 Crude oil, Coal, 0.6 Forestry
Mining Agriculcure ‘
2. Construction 4.3 Construction 2.1 Construction
J. Mauufacturing 26,2 Motor vehicle, 2.7 Paint mfgr.
Apparel, Chem.,
Steel, Elec equip,
Printing
4. Transportation, 7.8 Telephone, Trucking, 6.7 U.S. Postal,
Comm. & Util. *Elec. l'til., Sanitary Serv.
Railroads
4. Trade 22.7 Eating & Drinking 2.1 Eating & Drinking Places
Places; Dept. Stores,
Grocery Stores
6. Finance, Ins. & 9.5 Banking, Insurance 2.6 Real Estate, Insurance,
Real Estate Banking
7. Services 28.4 Hospitals, Schools, 56.1 Schools, Colleges,
Bus. Serv., Hotels Hospitals, Social Serv.
8. Public 0.6 Justice & Sufety, 7.1 Justice and Safecy,
Administration Eavironm .at, General Government
Quality or Housing
Administration

55




Tahle 13

Fffect of Industrial Category on Ft(;\|uency of Usae of
Differont kaployer Recrubtmeat Methods, Ul('.\-ﬁ Controlst, by Sector

.
M e et —— - = T 4 T e ——— . e o~ —— i+ - ——— —— ——8 ¢ W = e S ba e o ey w—r —— —

Dependent Variable

(.lob Recruitment Methnd) Agr. & Mining Construct lon Manufacturing Trans., Comm., & Util.
Private Sector (N = 3100) b A s s r b . r
1. Friends of employees . 2019 029 (1.8) -.0580 -.009 (0.2) -.1675 ~-.056 (8.8) -.0810 -.017 (0.9)
2. School placement service ~.2741 -.0)3 (3.8) \-.6617 ~.069 (15.6) -.1606 -.053 (A.9) -.0900 -.001 (1.2)
3. Prciesnional orga. -.019) -.006 (0.1) -.070% -.014 (0.6) -.1324 -.05% (9.4) -.0284 -.007 (0.2)
4., Clvil Service -.0R97 -.020 (1.2) -.0083 -.00) (0.0) -.046R -.028 (2.2) -.0029 -.001 (0.0)
5. Public empl. O:El'v. -.1624 -.018 (1.1 -.)79% -.09% RUN . 5044 A% (7.9 e .1917 .0V (4.4)
6. Private empl. souv, <0468 007 (0.2) -.1279 ~-.026 (2.1 L1110 L0 (2.8) -.0367 -.0t0 (0.3)
7. Community froups . -.23R84 ~-.032 (1.6) -.3a1} -.05) (12.2) 1784 066 (14.1) . 2624 .056 (10.8)
8. Mndia ads ~.5485 -~.06t (12.0) -.1263 -1 (1.0) 0813 025 (1.9) -.5041 -.096 (29.5)
9. Velk-ins .0708 009 (n.2) ~-.3126 -.050  (7.7) ~.1505% -.09) (8.4) ~.1871 -.040 £5.0)
10. Un.ons -.2129 -.035 (1.8) .92A0 194 (119.6) 0614 027 (2.2) .1928 .054 (9.1)
Public Sector (N = 978 “ '
11. PFriends of employeer -, 518 -.029 (n.8) -.207¢ -.023 (0.5) .235% .030 (0.8) -.2252 =-.04) (1.7)
12. School placement serv. 1294 .007 .1.0) -.05.. =-.006 (0.0) -.0303 -.003 ' (0.0) -.3688 ~-.065  (4.6)
1). Professional orgs. ~-.1439 -.009 .(O.I) 37 010 (0.)) -.0969% -.011} (0.2) -.1248 -.026 (0.7)
l.b. Civil Service -.0411 -.002 (0.0) +J66) .030 (0.9) -.0487 ~.004 (0.9) .2348 .03} (1.0)
15. Public empl. serv. 1.1343 .0%7 (3.2) -.0436 -.004 (0.0) .7108 .017 (6.0) -.42)8 -.022 (4.9)
16. Privats <mpl. serv. -.0444 -~.004 (0.0) -.0)16 ~-. (0.0) _ . 4086 088  (7.5) -.0282 ~-. (n.1)
17. Cosmunity group .1669 .009 0.1) .1649 .018 (0.3) . 460! 055  (1.0) =.0246 ~.004, (0.9)
18, Media ads -. 1111 -.00% (0.1) -.2349 -.02) (0.5) .0021 .000 (0.0) 2568 .009 (0.1)
19. Walk-ine .1369 .008 (0.1) . W2189 .02% (0.6) .5596 070 (5.0) =.7191 -.066 (4.2)
20. Unlows 21668 .02} (0.3) .1%30 023 (u.6) L2242 040 (1.7) ~.0691 -.020 {0.4)

-

four control variablee ere: sise of establishment, city size, nercent with no collepe in the joh, nerceri male in *he job.
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Table 11 (Continued)

Dependent Variable

(Job Recruitment Methud) Trade Fin., lns., Real Fst. , Services Public Admin.
pPrivate Sector (N v Jlooil*M b B F b B F : b B F b B F

1. Friends of employees -.030) -.010 | (0.3) *.4721 .108 (35.1) +0027 .001 (0.0) -.5841 -.034 7(3.6)
2. School placement service .07135 .024 (1.9) .1829 .041 (5.8) .1438 .050 (7.7) 1914 .011 (0.4)
3. Professional orgs. -.1618 -.065 (14.1) .0744 .021 (1.5) .2614 114 (38.8) -.0399 -.003 (0.0)
4. Civil Service . 0060 .00} (0.0) -.0119 -.006 (0.1) .0520 .032 (2.9) .1617 .017 (0.9)
S, Public empl. serv. -.2678 -.081 (20.6) .2817 .060 (11.2) -.3172 -.102 (31.0) .3561 .019 (1.2)
6. Private empl. serv. -.0946 -.040 (5.0) A2¢6 .l;7 (51.0) -.1257 -.057 7(9.5) -.4215 -.032 (3.4)
7. Community gro.ps -.1000 -.036 (4.4) .3386 .086 (25.2) -.2186 ~.093 (27.2) .8266 .054 (10.2)
4. Media ads -.0291 -.009 (0.2) 0149 .003 (0.0) .1957 .06 (11.3) .82539 044 (6.4)
9. Walk-ins . .2967 .099 . (30.5) .0194 .004 (0.1) -.0177 -.006 (0.1) <2124 .013 (0.5)
10. Unions -.1629 -.071  (15.6) -.2498 -.076 (18.1) -.0362 -.017 (0.8) -.0037 -.000 (0.0)

Public Sector (N = 978 .

11. Friends of ewployess ~,0941 -.010 (0.1 -.3331 -.041 (1.6) .1502 057 (2.8) -.0649 -.015 (0.2)
12. School placement Serv. .5139 .052 3.7 .3267 .03? (1.6) .0686 .024 (0.6) -.0674 -.021 (0.5)
13. Professlonal orgs. L0931 011 (0.1) .2021 027 (0.8) 0548 .023 (0.5) -.0651 -.024 (0.7)
14. Civil Service -.5118 -.041 (1.8) .2181 142 (0.4) -1,0054 -.276 (76.2) 1.0256 .254  (72.5)
15. Public empl. serv. <311 .030 (0.59) . 0064 .001 (0.0) -.2798 ~.094 (1.7) .285) 086 (7.4)
16. Private empl. nerv. L0747 .0l4 (0.2) 1701 .036 (1.2) -.0394 -.026 (0.6) -.c248 =-.015 (0.2)
17. Cosmunity groups -.2775 -.029 (0. 1167 014 n.2) -.1834 LY (4.M 1426 N7 (2.2)
18. hedias adn .8235 .082 (6.6) .0805 .009 (0.1) -.0036 -.001 (0.0) -.0728 -.022 (0.5)
19. Malk-ins -.1840 .021 (0.4) -.213) -.026 (0.7) L2492 .096 (8.4) -.2206 -.076 (6.0)
20. \Unions - 2708 -.045 (2.0) _-.a86l ~-.016 (0.2) .0881 .050 (2.2) 0.6870 -.064 (1.9)

e ———— e

o ‘rhc four contral variables sre: size of establlshment, city size, percent with no college in tne job, percent male in the job.

91

do;
Qe

LL



78

TABLE 14

Summary of Cannonical Correlation Analyses of
Job Recruitment and Job Traits, by Sector

Private Public
e (N=3100) (N=978)
Ten Job Recruitment Methods with 53—355951 R2_(Rank)

1. Percent No College and Percent Male In Job  .20682 28194
2. Add: Methodical +,21083 (15) 28295 (15)
3. Manual Dexterity .21522 (14) .28266 (1€)
4. Quick Learner .21893 (13) .29439 (12)
5. Basic Literacy .23929 (5) .28342 (14)
6. Advanced Readers . .26937 (2) .31391 (6)
7. Basic Arithmetic .22622 (9) .33301 (3)
3. Excellent Math .23034 (7) .31182 (7)
9, Specialized Knowledge .24251 (&) .32086 (4)
10. Client Relations .25093 (1) .30480 (9)
11. Permanence : .22273 (12) .30028 (11)
12. Growth Potential .22365 (11) *.30187 (10)
13. Good Team Members .22426 (10) .30849 (8)
14, Proper Attitudes .20688 (17) .28257 (17)
15. Dependable .20795 (16) .28481 (13)
16. Good Judgement .24760 (3) .33336 (2)
17. Can Supervise .23990 (6) .35346 (1)
18. Other .22995 (8) .31587 (5)
19. idd: b1l 17 Job Traits .32019 .44016
20. Ten Methods with 17 Job Traits ,27623 . 38404
21. UNIQUE (Traits) .11337 (35.4%) .15822 (35.9%)
22. UNIQUE (% no coll., % male) .04396 (13.7%) .05612 (12.7%)
23. JOINT .16286 (50.9%) .22582 (51.3%)

33
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. . ,p(‘
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? TABLE 15 S >ZL\

Summary of Cannon:cal Correlation Analyses of

¢ o
« /7

=
<

—

o ro to v

Wty

UNIQUE (Traits)
UNIQUE (% college, Zmale)
.- JOINT

13326 (42.17%)
.54037 (12.8%)
.1429Y (45.2%)

Job Recruitment and Job Traits, by Sector : N
Private- Public ’
(N=3100) (N=978)
) R2 (Rank) R2 (Rank
Ten Job Recruitment Methods with '
1. Percent College Dgree and Percent Male in Job .18334 | . .31588
z. Methodical .18609 (15) .31711 (15)
3. Manual Dexterity .18845 (14) .31596 (16)
4, Quick Learner .20286 (13) .33289 (11)
5. © Basic. Literacy Iy .22901 () 32164 (13)
6. Advanced Readers .23797 (2) 34023, (6) . 7
7. Basic Arithmetic .21659 (8) .36349 (3) .°
8 Excellent Math .21907 (7) .34515 (5) © .
°. Specialized Knowledge 222399 (5) .33375 ClQ)'
10. Client Relations .24180 (1) .33595 ’8)
11. Permanernce .20495 (12) . .32385 (12)
12. Growth Potential .20794 (10) .33539 (9)
13. Good Team Member .20684 (11) .33692 (7)
l4. Proper Attitudes .18353 (17) .31592 (17) 4
L5, Dependable .18384 (16) .31828 (14).
16. GCood Judgement .23611 (3) .36727 (2)
17. Can Supervise .22165°(6) .37037 (1)
18. Other ,21180 (9) .35266 (4)
19. All 17 Traits . 31660 45195
Q. Ten Methods with 17 Job Traits .27623 . 38404 '

.13607 (30.17)
.06791 (15.07)
24797 (54.9%)



i '
L TABLE 16
How Emplover Recrultment Méthods are Related to Race and Fthale Compusitinon of Jobs,
With Twe Cont r-nls,* By Sector
Dependent Variable = P cent Black in the .lob
Independent Variable Pigvate (43100) ' Public.. (¥978) Total (M=4078)

(Job Recru‘ltnent Methad) b B F b B F b B F

1.” Friends of employees .0006  .002  (0.0) -.0093  -.040  ( 1.6) -.0025  -.012  (0.6)
2. School Placement 0030  .014  ( 0.6) -.0077 ~ -.036  ( 1.1) .0002 .001  (0.0)
3. Professional organizations -.0040 -.015 (0.7) -.168 -.066 ( 3.9) -.0080 -.030 (3.6)
4. Civil Service .0140 .037 ( 4.4) .0041 .024 ( 0.6) . 0066 .038 (4.7)
S. Public employment service . 0066 .033 ( 3.5) . 0040 . 020 ( 0.4) .0062 .031 (4.1)
6. Private employment service -.0065 -.023 CLn .0182 .045 ( 2.1) -.0019 -. 006 (0.2)
7. Community groups .0297 .126 (51.3) LO0AG .030 ( 0.9) .0228 .098 (41.1)
8. Media ads -.0125 -.065 (12.8) J131 -.063 ( 4.0) -.0128 ~.065 (17.3)
9. Walk-ins .0078 .046 ( 6.6) L0077 .033 (1.1 .0091 041 . (7.1)
10. Unions .0064  .023 ( 1.6) 0173 050  ( 2.5) .0095 .032 (4.2)

Dependent Variable = Percent Hispanic in the Job
Private (N=3100) Public (N=978) Total (N=4078)

b B F b B F b B F

11. Friends of employees ° . . 0024 .015 (0.8) . 0059 .035 (1.2) .0032 .020 (1.6)
12. School placement -, 0006 -.002 (0.0) . 0004 .003 (0.0) .0001 .000 (0.0)
11. Professional organizations .0001 001 (0.0) .0076 .040 (1.4) .0024 .012 (0.6)
14. Civil Service . - .0083 .030 (2.8) -.0066 -.05) 2.7) -.0022 -.013 (0.5)
15. Public employment service -.0027 -,019 (1.1) .0057 .039 (1.4) -.0001 -.001 (0.0)
16. Private employment service . 0026 .013 (0.5) .0123 .042 (1.7) .0042 .019 (1.5)
17. Community groups -.0013  -.007 (0.2 .0149 092  (8.2) .0040 .023 (2.2)
18. Media ads . -.0064 ~.044 (6.0 .0030 .020. (0.4) -.0061 -.028 (3.1)
19. ¥Walk-ins .0050 .032 1.1) ~.0022 -.013 (0.2) .0030 .019 (1.4)
20. Unions : .0050 .024 (1.7) . 0049 .019 (0.4) .0054 .024 (2.4)

08

& Two control viorisbles are Percent with no college in the jobh, and Percent male in the job. A dichotomous variable for private or public sector is

added to the total analyses ad a control.

G5 BEST COPY AVAILABLE 36
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Table 17

Summary of Cannonical Correlati n Analysee
of Percent Black in the J

private Sector (N=3100) " Public Sector (N=978)

Cannonical : -
Variables . CANVI CANV2 CANV3 7 CANV1 CANV2 CANV3
First Set: ) |
1. Friends -.083 -.043 -.096 .091 -.054 NS
2. Sch. placement «541 -.125 «143 -.677 - +528
3. Prof. orgs. . 372 .282 .155 -.402 .660
4. Civil serv. -.011 .110 .187 © .00 .303
50 Publo sarv. . -0417 --142 --413 0273 -017?
6. Pri. serv. .196 .066 -.033 .093 -.437
7. Comunity "3086 --302 - 0904 0206 0176
80 AdS 0267 --166 -0445 ‘ -0124 0304
9- Walk-in -0078 -0487 -025 ) .141 -0398
10- Unions "-191 -700 0080 . 0030 0337
Second Set: .
ll. 5 no college - =.,942 -.202 -.331 .961 .015
in job .
12. % male 1in -.182 .964 213 .035 ,941
job
13. % black in -.117 -.209 .986 144 -.258
job .
Eigenvalue .209 .042 .021 .287 .034. .011

37
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Table 18

Summary of Cannonical CortclationLAnalylo-
of Percent Hispanic in the Jo

Private Sector (N-3100)'

Cannonical

Public Sector (N-978)

Variables CANVL  CANV2 CANV3 CANVL CANV2 CANV3
First Set: .
1. Fri‘nds "0086 0048 "‘0220 -;107 0107 ‘0300
2. Sch: placement .548 .095 -.089 .691 .503 .186
30 Pl‘of. Otgl. 0374 -030“ 0022 0394 "0690 "0157
4. Ci”il serv. "'0007 -0152 -0371 ‘0198 -0260 0576
5. Publ serv. -.428 .215 .250 -.278 .223 -.010
60 Prio Seﬂo 0193 -0076 -0316 ! -0079 0355 -0282
70 Comunity -0050 0172 0152 "‘0204 "0297 -0770
8. Ads .255 .252 601 .107 -.214 .137
9. Walk-in .072 452 -.655 -.129 .401 .313
10, Unions -.197 -.706  -.024 -.021  ~-.410 .034
Second Set:
llo ;': No COLIQSQ in -0963 0285 0015 -0997 0092 0102
job
{ .
12. % male in job '-.183 -.975 941 -.024 -.995 112
13. % Hispanic in -.022  =-.116  =.258 -.013  =.150  =.994
job
Eigenvalue .207 .042 .005 .282 .033 .017

J5
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Table 19

How Zaployes Rlc.'il Related to Job Search Mathods,
. with Two Controls,* by Sector

s
. . Black (=1) White .
e amech Harhod) Erivate (8e3100) —(Public (r=918)
1. Relatives -.0122 -.016 (0.8) .0224 .033 (1.0)
2; Friends ‘ -.0095 =-.010  (0.3) .0206  .023  (0.5)
3. School placement 0122 .023  (1.6) -.0276 -.060 (1.7
4. Professionsl orgs. +0068 .028 (2.5) -.0063 '=,026 (0.6,
S. Civil Service .0072  .053  (8.7) -.0316  -.040 (1.5)
6. Public empl. serv. .0583  .118  (43.5) .0188 033 (1.0)
7. Private empl. serv. L0140 13 (3.4) - =.0054 ~-.033 (1.0)
8. Community groups . 036 (4.0)  .0027 096 . (8.5)
9. Media ads . 0152 -.023  (1.6) -.0156 -.031 ' (0.9)
10. Walk-1in g -.0481 -.068  (7.3) -.493 -.051 - (2.64)
11. Unions .0014  .005  (0.1) -.G016  -.022 (0.5)
Ethnicity Independent Variable: Hispanic (=1) White (=0)
-Private (N=3100) (Public (N=978)
o b B F b B 3
12. Relatives 0061 .006  (0.1) 0040 #”.006  (0.0)
13. Friends . 0100 .009  (0.2) 0059  .006  (0.0)
14. School placement .("-.0101 -.016 - (0.8) ~  -.0073 -.010  (0.1)
15. Professional orgs. -.0036 -.013 (0.5) -.0046 -.017 - (0.3)-
16. Civil Service : 0077  .048  (6.8) -.0755 -.08)  (7.3)
17. Public empl. serv. ",0478 .08l  (20.2) .0588 .093 (8.0) )
18. Private empl. serv. - ,0106  .021  (1.3) -.0098  ~.056 (2.8) .
19. Community groups 0027  .016  (0.7) .0373 26 (16.2)
20. Media ads -.0267 =.031  (2.9) -.0060  -.01l (0.1)
21, Walk-in -.0344 =.029  (2.6) .0125 012 0.1)
22. Unious ' .C026  .008  (0.2) .0016 .011 (0.1)

.Tvo control variables = individual's educatiomnal attainment (1 = high school, 2 = some collegs,
3 = collegs degree), individual's sex (1 = male, O = female). )
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«  How Fmployer Recrultment Methods are Related to Percent Black in the Jobs, By Fducation Level and Sector?

——t ——— e o S e i - S E me @O e e "t e A e -— -

- — - —— cam i S G amm s & . s mew o - i Btm i & - —— s W RGNS n 4 ge- im0 & o

- Private Sector
Job Recruitment Method e High School Jobs (N=1925) . Some College Jobs ___S_N-790) College Degree Jobs (N=558)
b B F ] B F b g | F

1. Friends of employees L0051 022 (1.0) -.009 -.005 ( 0.0) -.0156 -.088 ( 4.5)

2. School placement service 0037 .016 ( 0.4) .0083 006 (1.5) .00R9 .052 ( 1.5)

3. Professional organizations -—.0109 -.033 ( 2.2) -.0032 -.014 (0.}1) L0063 .034 ( 0.6)
4, Civi]l Service .0128 .032 « 1ﬂ9) .0161 049 (1.9 .0124 042 (0.9 .

S. Public employment service .0057  .028 (1.5) L0073 - 042 (1.3) .0163 .090 (4.7

" 6. Private employment service -.0046 -.014 ( 0.4) L0 .0 ( 0.8) -.0131 -.063 (2.3)

7. Community groupa .0259 .105 (21.8) .0343 A72 (23.4) .0367 1 (17.6)

8. Media ads -.0101 ~-.049 (4.7) -.0127 -.074 ™ (4.3) -.0124 -.075 (3.2)

9. Walk-ins .0106 047 (4.3 .0113 061 (2,9) .0096 .052 ( 1.6)

10.Union referrals ~.0051 -.018 ( 0.6) .0118 044 (1.5) .0532 176 (18.7)

— — - - - o —— - — " — = " - ——

Public Sector

— e e et e i b . e @ . et 4 & e = —— s w Em——— -

Nigh Schopl Jdobs (N=471) Some_College Jobs (N=258) College Degree Jobs (N=292)
b B F b . F b B F

11.Friends of employees .0001  .000 ( 0.0) -.0012  -.006 ( 0.0) -.0313 -.151 ( 6.9)
12.School placement service -.0100 -.040 (0.7) . 0094 046 ( 0.5) ~.0145 -.069 (1.3)
13.Prafessional organizations -.0292 -.N88 ( 3.6) -.0300 -.109 (3.0 .0045 .021 ( 0.1)
14.Civil Service L0082 .049 (1.1 .0187 115 ( 3.1) -.004 -.063 (1.2)
15.Public employment service L0077 .05 ( 0.6) .0194 A2 (2.7) -.0122 -.063 (1.2)
16.Private employment service .0256 .065 ( 2.0) -.007! -.017 (0.1) o .0096 .027 (0.2)
17.Community groups 0099  .043 (0.9 i 0177 087 (1.9 0051 -.024  ( 0.2)
18.Media ads ' -.0182 -.086 ( 3.9) -.0086 -.045 (. 0.5) -.0024 -.m2 ( 0.0)
19.Walk-ins .0116  .049 (1.1) .0187 .086  (1.9) -.0029 -.013 ( 0.0)
20.Union referrals .0263 .079 ( 2.9) .0108 .082 (1.7 -.N040 -.012 ( 0.0)

I3

—— - e e e e e — S L % — e S $ 0

# Dependent variable = Percent Black in the job; Independent variables = one job recruitment method, Percent male in the )ob. and either Percent with

no college in the Job or Percent with college degree in the job.
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TARLY 21
How Employer Recrultment Methods are Related gn Perceat Hispanie in the .t . By Educarion laovel and Sector® *
Private Secinr
Job Recruitment Method liigh School Jobs (K=1925) Some College Jobs (N=790) College Degree Jobs (N=558)
. b B - [ ' b B F b 2 F
1. Friends of empioyces .0036 .021 ( 0.8) -. 0000 -.000 ( 0.9 .0009 .01l ( 0,1)
2. Sclhonl Placomenl service .0020 011 ( 0.2) -.0014 -.010 (0.1) -.0001 |, ~.001 ( 0.0)
3. Profenslonal organizations .0002  -.001 ( 0.0 , .0005 .003 (0.0 .0036 .039 ( 0.8)
4, Civil service .0015 .005 ( 0.0) .0178 .075 ( 4.4) ) “.01132 .088° (4.3)
,5: Publfic employment scrvice -.0049 ~-.031 (1.9 .0060 047 ( 1.8) .0000 .000 ( 0.0)
6. Private employment scrvice . 0026 .010 ( 0.2) .0081 051 ( 2.1) -.0032 -.032 ( 0.6)
7. Community groups = -.0062 -.013 ( 2.0) L0135 093 {6.7) .0015 .014 (0.1)
8. Media ads . . -.0086 -.053 ('5.4) ~.0075 -.061 (2.9 -.0028 -.034 _ (0.6)
9. ‘Walk-ins .0018 .010 ( 0.2) .0165 ._'.22 (11.8) -.0019" -.021 (0.2
10. Unfon referrals _.0m5  .007 ( 0.1) 195 .099  ( 7.8) .0050 .03 ( 026)
Il - - e E— S -y = . ™ e & em W 8 En # mas o = % 8 e e o e SE——— - e - e - . " 8 ————— - —— — ——— . s
Public Sector ‘ -
High School Jdobs (N=471) Some_College Jobs (N=258) College Dogree Jobs (N=292)
b A ¥ b ] F : b B F
11. Friends of emnloyees .0125 ~  ,062 (1.8) L0105 .060 ( 0."): -.00617 -.055 ( 0.9)
12. School placement service -.0047 -.0213 (0.2 L0101 . 060 ( 0.9) * .0078 . 064 “(. 1.1)
13. Professional organizations . 0069 .026 ( 0.3) L0N0 136 ( 4.8) .0050 .041 (0.5
14. Civi]l Service -.0216 -.158 (11.8) -.0125 -.092 +( 2.0) .0128 .131 ( 5.0)‘ "
15. Public employwment service .0023 013 ( 0.1) .006) .040 ( 0.4) .0114 . 100 ( 2.9)
16. Private employment service .0016 .005 ( 0.0) . .0176 .052 (0.2) .0270 .129 .( 4.9) "
17. Community groups . 0064 .07 ( 0.5) .0185% 109 (3.1) .0174 .139 ( 5.7)
\
18. Media ads " . 0060 .035% ( 0.6) ~.0023 -.014 ( 0.0) .0051 . 044 ( 0.6)
19. Walk-ins 2 .0007  .004 ( 0.0) ~.0064 -.036 ( 0.3) -.0035 -.026 (0.2)
20. Union referrals .0095  .035 (0.6) ~.0126 -.040 - ( 0.4) -.0003 -.c0l (0.0)
+ Dependent variable =~ Percent Hispanic in the Job; Independent variables = one job recruitment method, Percent male in the job, and eith Percent
with no cnllege in the job or Percent with college degree {n the Job,
o 1 n 2
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. TABLE 22 -~
! Percent of Workers Who Used Friends or Relatives
_ to Find Their -Job, by Sector and
' Worker's Race, Sex and Educational Attainment
X (Sample size shown in parentheses) -
LY
: v e ! "‘Priyate Sector: - Public Sector
. Blacks ., Whites ~ Blacks  ‘Whites
: I - ' - . -
S. .- Males . V. Toaln - .
, : - . . o b
~High School - .49 (226) .55 (304) .49 (69) .41 (32)
Some College _ . .4b (47) .47 (242) .24 (63) .41 (61)
College Degree | ”'.55 (67) . .38 (188) " .48 (25) .34 (55) —
Females , : ) | .
i s :
High School L .4h (262) < .45 (350) .41 €104) .35 (51)
Some College ' 33 (164) .33°(248) - .37 (83) -;’;35 (49) -~
” . .
- . College Degree _ - .27 (88) .30 (173) .36 (63) .28 (99)
“';’ "
e ,
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TABLE 23

e Job Race Compoeition and Wage Rate for Black High School ‘Graduates, By Use of
s.;rogniod and Desegregaied Social Natworke; Private Sector, Males and Females

1.

8‘

Use

Friends

n -

YES

YES

High School
Race Comp.
(2}

SEG

DESEG

SEG

(Y

SEG

DESEG

SEG

DESEG

<
. . o
Black Male, High School Graduates, Private Sactor %
L ]
InLerpretation Percent : Percent Hourly Hourly
of (1) and (2) white of Job White of Firm Wage Now Wage Earlier
(3) . (6) . N ¢)) ’ (6) Cn
Not Use Black Friends .534 (91) .636 (84) 6.66 (91) 4.67 (100}
Not Use White Friends .504 (46) .622 (43 6.42 (46) . 4,78 (49)
Use Black Friends .488 (34 514 32) 6.03 (35) 4.89 (36)
Use White Frienda  +547 (25) .697 (26) 7.73 (23) 5.12 (31)
Black Female, High school GCraduates, Private Sector B
Not Use Black Friends - .470 (87) 549 (717 5.08 (92) 3.79 (79)
Not Use White Friends .507 (53) - .580 ¢(48) 4.81 (58) 3.62 (56)
A Use Black Friefds 440 (41) 530 (38)  5.42 (43) . 3.38 (44)
) .
Use White Friends .580 (17) .688 (15) 4.82 (18) 3.32 (18)

L8
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Abstract .

This study examines the effect of job ?andidates' race on
“employers' job placement decisions. éhalyseg'gre Baéed-pn data
gatﬁered through the fandomi%ed vignette technique as part of the.
Johns Hopkins University Survey of American Employers. The resu)'ts
suggest that, net of controls for educational credentiais,'-
recommendations, age, high school quality, employment sector, firm
size and fegion, white perébnnel officers tend to assign black mgle
high school gradiates to lower paying positions tharn those assigned
to white male high school graduates. Similar pattecns are observed
for black female college graduates. These patterns of apparent bias
in job placement are found to be offset to some degree in firms with
strong affirmative action policies. The findings are discussed in

the context of Thurow's (1975) theory of statistical discrimination.
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" The often hotly debated question of whether blacks continue to”beft”r'
victims;pf_iabor market discriminaticn is important for several
reasons. First, major ditfeténces in black-white unemployment and
average earnings persist despite a dramatic closing of the racial
- gap in educational attainment over the last ‘quarter-century... .parity
and Myers. (1980) point out that young white high school dropouts‘
T, - have lower unemployment rates (16. 7 percent) than black youth with
some onlleg? trailning (21.4 percent) and about the same unemplqyment -
rate as blacks who have. completed college (16.5 percent).. Using the ";“:__
Census Bureau's Current Population Surveys from 1968 to 1978, Darity
and Mye s also show that annuei.relative earnings for black males 1n.

the 16-24 and 25-34 age groups have actually fallen since 1968.

Second, affirmative action practices and youth job training
programs ostensibly aimed at providing equal employment
'opportunities are now being questioned as appropriate public policy.
Some officials argue that the "intent" to discriminate must be

pro::y/fg—;;ch specific instance before any considerations for
minority hiring be extended. :

Third, f; the realm of public opinion, blacii perceptions and
white perceptions of equal employment opportunities for blacks in
America differ sharply. For example, in 1978, 7) percent of whites
responding to a Gallup poll thought blacks had as good a chance as
whites of obtaining any job in their community for which they were
.qualified while only 38 percent of black respondents concurred.

Thus, a better social science understanding of persisting

occupational inequities, more informed public policy debates, and
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- more enlightened public.opinion requires additional research on the

ways in which minorities may face special barriers or may encounter

different processes than white males in finding career
opportunities.c Similar research is needed concerning the problems

of women. f

Most researcn on the concept of ”disoriminationW has been
indirect, non—séecific and static (McPartland and Crain, 1980).
Stédios estimating the extent to_wnich discriminatory factors create
major gaps between-the attainments of blacks and whites have -
typjcally measur ed discrimination indirectly, as the residual gap
between the occupational success of blacks and whites after
individual differences in job credentials or competencies and labor

market locations have been statistically controlled (See, for

example, Siegel, 1965; Duncan, 1969; Ashenfelter, 1972; Griliches

and Mason, 1972; gencks et al., 1972; Weiss and Williamson, 1972;

Welch, 1973; Portﬁr, 1974; Masters, 1975; Wright, 1978; Braddock,
1980). Thus these studies estimate the impact of discrimination
without directly measuring the forms that discrimination may take,

and we do not learn about the specific barriers that minorities may

face. ’ ,

%\\@his study investigates racial discrimination in job placement by

(ﬁ
examining sutvey responses of a national sample of personnel

fticers or other executives responsible for hiring decisions when
they are dealing with job candidates who differ by race and sex.
Thnse broad employment equity-related questions are addressed: Does

a Job candidate's race influence employers' job pl acement decisions?

®,;,
4‘\
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Do human capital and labor market variables influence occupational
out comes differently for blacks and whites? What role does
affirmative action play in reducing racial inequities in labor

market outcomes?
Survey Sample and Survey Procedures

Our sample of firms was cbtained from data provided by employees
who had at least a high school diploma .and were in their
mid—twentiesL In 1972, 20,000 high school seniors in a nationally
representative sampie of phbilc and private secondary schools were
surveyed. This survey, called the National Longitudinal Study of
the High School Class of 1972 (NLS-72), repeatedly resurveyed these
same students after graduaéion to develop a longitudinal portrait of
their post-high school careers. Our Johns Hopkins University Survey
of American Employers (SAE) congtrhcted a sample of firms by
selecting all black and Hisﬁanic NLS-72 respdﬁdents and a sample of
the remaininé respondents and recording the type of jobs they held
and the names o their employers in the third follow-up survey (in
1976, four years after they finished high school) and the fourth
follow-up survey (in 1979, seven years after high school).. The
survey sample is thus a group of firms which employed a national
sample of American 22-year-old high school gr;duates in 1976 and
25-year-old high school or college graduates in 1979. The employers
range in size from the very largest corporations to a variety of

small businesses.

Fach employer was contacted by telephone to obtain the name of

the person who would be typically responsible for hiring employees
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holding positibhs like those held by the respondents 6f.the National
Longitudinal Study. The employer was not told that an anpiqyee‘of
the firm had been surveyed. If the NLS respcndent was employed in a
branch office of a national or international firm, tha£ branch
office was contacted, so for most iatgé corporatiéns a variety of
different personnel officers in different locations around the
United States were surveyed. 1In cases where the employer was a
service station, érocery store, Ot‘bther veiy small business, it was

often the owner who made employing decisions.

..The person-responsiﬁle for employment was surveyed with a mailed
questionnaire in the summer of 1983 that asked a va%iety of
questions about how the firm went about recruiting and employing
personnel, including questions about a hypothetical hiring situation
presented in a vignette. The original sample consisted of 5493
employers.” Of these, 1912 (34%) returned their mail questionnaires.
The présent study is limited to analyses of a subsample of |
nonminocity-owned firms (n=1101) who completed the vignette portion
of the mailed quesﬁionnaire and who provided sufficient usable
information on the demography of their workforce. (An additional
41% cases from the original sample were interviewed by telephone or
completed a shorter mailed questionnaire after failing to complete
the questionnaire initially sent to them. Those respondents are not
included in this analysis, because the vignette items of particular
interest to us were omitted from the shorter mail questionnaire and

the telephone survey).

Our analyses compare how personnel officers in nonminority-owned
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firms react to black and white high school araduates and how they
react to blgck and white college graduates. However, no single
respondeht was asked to directly compare black and white college
graduate applicants or black and whiteahigh school graduate
applicants. Instead, job élacement information was gathered throﬁgh

v a technique called the randomized vignette questionnaire (Nosanchuk,

1972, Rossi et al., 1974, Alexander and Becker, 1978; Cook, 1979).

Thefgail questionnaire primarily asked questions about the ways
in whiég employers recruit and‘hire employees'for a particular
"sample job;‘ namely thé position held by the (NLS) respondent who
had worked for this firm. Later in the questionnaire, we switched

"to a different series of questions, which comprise the vignette, as

o

follows:

A IYPICAL HIRING EXPERIENCE

Earlier, we asked about one particular sample job which
may not be a typical job in your organization. In this
section, we wovld like to ask you about a job position of
your own choosing. Consider the following person, who has
just been hired by your organization:

t

Mr. William Foster was a walk-in applicant. He is a

high school graduate who attended an inner-city high

school. He is 27-years old and white. Now please suggest

a typical position in which this person might be employed

and answer the following questions about how ae was hired

for this position. _

The client was then asked for 21 brief responses about the kind

of position this person might hold and what the process to hire him

might have entailed.

In fact, this hiring scenario is one of 40 different scenarios.
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Other respondents were offered a different .description of Mr.
william Foster (or a Ms. Mary Foster). Vignettes varied along six

dimensions:
SEX: female (0) vs. male (1)
RACE: black (0) vs, white (1);

SOURCE: walk-in (0) vs. someone recommended by another

employee (1);
EDUCATIONAL LEVEL: high school (0) vs. college (1)

and for high Bchool graduates only
AGE: 19-years (0) vs. 27-years old (1)

QUALITY OF HIGH SCHOOL: an "inner-city high school® (0)

ve. a "suburban school with a good reputation® (1l).

Figure 1 shows the 40 possible vignettes generated by this

desian.

-t end S G G Gu I TE: CHF EIS QI P SN Gy SHO

Figure 1 zbout here
Because the vignettes were randomly assigned to employers, the
employers who received any one version of.the vignette are no
different (excapt for random errors of sampling) from those who
received any other version. None of the respondents were aware that
their responses would be compared to other employers who received a
different vignette, so there is no reason to believe that they would

be sensitive to the issue of racial discrimination in job placement.

114




ey

. PAGE 9°

On its :ace, the questionnaire was not about equity issues but about

how firms make personnel decisions in géneral.

In this repg:t we rank occupations in two ways. We use the
conventional Socioeconomic Index (SEI), but are gwaré that this
scale assigns much higher rankings to women's‘occupations:ﬁhan tp
men's occupations, deapite_ghg fact that women's earnings are
generally much less then men’'s. Following a convention used by éone
others, we call this "prestige." We also use a secondband mor e
appropriate two-facet ranking based simply on.the average annual
wages of all employees in the nation who hold that particular
occupation{ One facet of the ranking is based on the wages of male
occupants of these jobs, the other based on women's wages, We call
this ranking simply "status.” The status measure seems to show
clearer and more easily interpreted effects than does the prestige

index.

Status estimates were derived for each occupation assigned to
vignette job candidates based on 1980 U.,S. Census statistics
reflecting average annual earnings of all male or female workers in
detaile@ census job categories. Prestige scores for each occupation
were assignedlusing a socioeconomic index (SEI), a scale from 0 to
100 based upon the mean income and the mean educational attainacnt
of persons holding these positions. Each occupation assigned by
employers was also coued to reflect its.racial (percent black) arnd
gender (percent female) composition, also based on 1980 U. S. Census

national statistics.
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PAGE 10

. ~ .
In addition, several firm level variables obtained in other parts

of the questionnaire were included as bontrols in this analysis:

Firms were catagorized on the relative size of their workforce,
sector (public or privatei. and region (South or North). A fim's

commitment to affirmative action was measured with a.summated index

" based on personnel officers responses to three Likert-type 1tems

reflecting their company 8 equal employment policies: “We believe
that employers in this city have a social responsibility to make

sEtong efforts to provide employment to blacks and other minority

. groups®; "We have tried to go out of our way to hire black and other

" minority groups ‘whenever pbssible': and "We refer to a written

Affirmative Action Plan to guide the recruitment and\g}ring of

RS

Table 1 shows the characteristics -- status, prestige, racial and
gender composition -- gf occapations assigﬁed by employers according
to the type of vignette they received -- whether the vignette
described a white or black male or EEmalg and whether the person was

a college graduate or a high school graduate.

DGO G G g St e S G B o S o

Table 1 about here

Do Employers Assign Blacks to Less Rewarding Jobs?

Table 2 presents the results of regression analysis examining the

effect of the vignette job candidate's race on job status and job

prestige separately for male and female high school and college
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graduates. The upper panel of Table 2 shows that among high school
graduates, race is a significant determinant of male jog status
(b=.12) . Female job status (b=-.03) dnd_job prestigé among both
séxqs (b=.02 and be-.08 for males and females respectively) are not
statistically significant differences by race among high school
graduates;

Table 2 about here

D D S SN S G e R Sy P SR S -

For high school males, the jobs assigned to black vignette

employees pay a lower median annual wage than jobs assigned to white

" vignette employees. This statistically significant net $1009

difference in status associated with differential job.assignment by
employers holds even after taking into account the impact of other
important correlates of earnings including age, high school
reputation, internal employee recommendations, employmént sector, -
firm size and region. In fact, the only factors in our model for
high school males more strongly correlated with status than race
(b=.12) are age (b=.18) and firm size (b=.14): older male high
school graduat .s are assigned to jobs paving about $1501 more in
wages than jobs assigned to 19-year-old high school males and high
school males in small firms are assigned to jobs earning about $304
more than their counterparts in large firms. These findings are
consistent with our expectations. We would expect to £ind a higher
job status return among older workers who are likely to have more

labor market experience and possess greater stability and maturity
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in work habits and attitudes. 1In regard'to firm size, it is
reasonable to expect that larger firms simply have a greater number
of openings at ;he bottom in lower status jobs usually open to male

high school graduates.

We also f£ind for high school graduates that, for job prestige,
firm size is‘negatively significant for males; and firm sector and
high achool location are positively significant factors for females.
Suburban female high school .graduates and female highfschool
graduates in public sector firms are assigned higher prestige jobs.
These findings seem reasonable: we might expect that suburban female
high school graduates might be view&deby employers as potentially
more skilled and better trained job applicants than their inner-city
counterparts, and a higher proportion of white colliar jobs are

located in the public sector.

The lower panel of Table 2 shows that among college graduates,
race is found to be a significant determinant of female job status
(b=,14). Among collegg_females, the jobs assigned to black vignette
b employees pay less in median annual wages than the jobs assigned to
white vignette employees. This net $786 difference is statistically
significant and holds even after controlling for the effect of
internal employee recommendations, employment sector, firm size and
regicn. The net effect of race on college female income is exceeded.
only by the effect of firm size (b=.26): female college graduates

in larger firms earn roughly $375 more than their counterparts in

smaller firms.
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We find that race does not appear to be a major factor in-

determining the race or gender type of job assignment except among
female college graduates, for whom race of the hypothetical vignette
candidate was a significant factor when considering race—typing in
job assignment (b=-.16). As shown in the first column of the bottom
panel of Table 3, employers placeé black females in joba whick on the -
average have a higher concentration of black incumbents. than the
jobs in which white femalea are‘placed. Among college males this

relationship is trivial andfnonsignificant,

Race has no direct effect on gender-typing in job placement of
either male (b=.03) or female (b=-.01) college graduates. Moreover,
no other factors (internal employee recommendations, employment |
gsector, firm size, region) are significantly related to the gender
composition of jobs agsigned to college graduates. In fact, the .
entire set of variables accounts only for a small amount (2 percent)
of the variance in percent female of jobs assigned to either college

males or females.

Among both male and female high school graduates, race is
unrelated to either the percent black or the percent female of the
jobs to which the hypothetical vignette candidates were assigned by

this national sample of employers.

In contrast, firm characteristics do appear to significantly
influence race- and gender-typing of job assignment. Both high
school and college males and females employed in the private sector
are likely to be assigned to jobs with fewer blacks than are public

sector empolyees. High school females and males in large firms are
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] Male job status (b=-,07) and job prestige asong both .sexes
(bm=.05 and b=,11 for males and females respecfive;y) are not

| statistically significant racy differences amqhg college graduates.
We also find that college malgaﬂﬁgﬁ are recommended by current
employees are assigned to.jobs averaging fiveliné two~thirds points
higher in brestigp thgn their.;oﬁnte:pargs without'recommendationé. ‘
* a ‘sdch intefnal employee recommendattons only sé€tm to matter at thy |
| éop‘—- for college. jobs. "For high schoql.jobs,.employers may
perceive such recommendations as attempts to help an unemployed
relative or friend find §ork, vhereas for college trained jobs |
recommendations may be_viewed-as reasonably valid indicators of an
applicant's ability to effectively perform the job. We also ncte in
the bottom right panel that-male college jobs in thé South carry
_ highe;pprestige. Tgis rgther éuprisihg finding may reflect '

macro-level shifts of high-tech industries and financial centers to

the South, leaving the North with declining blue-collar industries,
Do Employers Assign Whites and Blacks to Different Jobs?

Table 3 presents the results of our regression analysis examining
race-typing and gender-typing of job assignments in the vignette
experiment. The general question is whether minorities or women are

steered toward same-race or same-sex occupations.
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more likely to be assigned te jobe with higher proportions of blacks
than are their counterparts -in qu}} firms. In general, these -

reletionehipe between the structural,K characteristics of firms and
s Xirn racial demography are consistent with existing tbeoretical_and
eméi;icel literature noting higher demog;ephic concentretions of
black workers in the public sector than in the private sector and in
larger firms than in smaller firms. These patterns a£§ :ygically
attributed to factors such as more egalitarian and formalized
employment practices in the public sector and greater interest and
reeponsiveneee to equity concerns among public secter employers. A
similer rationale exists in regard to fiiﬁ"size: larger firms aie,
characterized by more formalized, if not centralized, employment .
practices and perhaps greater discfetionery resources to commit to

equal employment programs (Szafaran, 1982; Braddock, 1984)

Suburban high school males are somewhat more likely -to be
assigned jobs with higher femele'repreeeﬁtation than idhezﬂéity high
school males. This may reflect the fact that suburban male
graduates are more likely to Se placed in office rather than factory
jobs. Thiseinterpreteiion is consistent with the data in Table 2
showing that male suburban high school greduaﬁes are assigned to
jobs roughly three and two-thirds points higher in prestige than are
male inner-city high school greduetes.'

C . -

Considering the f£indings in Tables 2 and 3 jointly, it might be
argued that black female college greﬁuates in this eiperiment earn
less than white female college graduates, in part, because employers
seem to steer theﬁ_into racially isolated -- treditionally black —

7
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PAGE 16
occupations. . Racial steering, however, does not explain why black

" male high school graduates are assigned to jobs which pay less in

median wages than jobs assigned to white male high school graduates.
We can only speculate that other unmeasured tacto:s.-- such as
negative racial stereotypes (statistical diqcrimination) - may
operate more strongly to the disadéantage of black male high school
graduates., We will discuss the issue of statistical discrimination

ih.greater detail later in the paper.

¢ Do Personal Credentials and’émployer Characteristics
Operate Differently for Blacks and Whites?

[}

If race serves as a negative or "aversive signal® to employers or

if personnel officials exercise a “"taste for discrimination®™ in the

hiring process, as’:he preceeding analyses suggest in some

instances, it may be beneficial for black applicants to provide

‘extra information about themselves -- good references, school

credentials or previoys experience -- to employers in order to
receive equal consideration for good-jobs. We expect that extra
sources of information provided by the applicant may be more
important for blacks than Io:.whites. For example, additional

.. information about the applicant;s age, the reputation of the

applicant's school or whether the applicant is known and recommended
by a current employee of the firm may counterbalance negative racial
stereotypes. Knowledge that an applicant is 27-years old instead of
19-years old may suggest to an employer that the older job candidate
may have more labor market experience or that the older candidate

possesses greater maturity and stability, either of which could >
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influence productivity. Similarly, a job candidate recommended by a
current employee is likely to be considered a better risk than a
candidate for whom work or character evaluations are unknown. And
knowledge that the job candidate graduated from a suburban school
with a good reputation rather than an inner-city school is likely to
signal to emplbyers that the quality of education was better in the
suburban school, and for blacks it may also suggest to employers
that the job candidates are likely to be more experienced in
functioning in interracial situations. We expect that such specific
information to broaden the basis of employer evaluations will
typically be more beneficial to blacks than whites. 1In this section
we test this hypothesis by assessing the influence of three types of

information on job ‘placement decisions.

Tables 4 and 5 show the relative effect of personal credentials
and employer characteristics on job placement outcomes for blacks

and whites, separately for feqalés (Table 4) and males (Table 5).

/

9 . /
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Considering females first, we see in Table 4 that thg entire set
of variables accounts for only a small fraction of the variance in
job status among black and white high schgol females (S'percent'and
2 percent). Among black high school females, age is the only
statistically significant factorg/aith 27-year-olds being assigned

to jobs paying an average of $623 more in annual income’ than jobse
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aséigned'to their 19-year-old coﬁnterpar:s. Among white high school
females, however, geither personal credentials nor employer
characteristics contribute significantly to job status
determination. uFrom a hdman capital perspective, this finding
suggests that employers may até?&pute to older black females either
greater stability/maturity or more extensive labgr force experience,
which they value and reward with higher status jobs. Such a_view
appears consistent with traditional patterns of higher }abor force

participation rates among black women than among white wfmen.

Among college grﬁduates, the model accounts for th[;e times more
of the variance in white female job status (Multiple R2 = ,19) than
in black female job stagus (Multiple R2 = ,06). PFimm size
influences white college female job status, with larger firms paying
rcughly $508 more than smaller firms. The corresponding large firm

income advantage to black female college graduates is only $172,

however.
I

For job prestige, employment sector is the only important factor
among white female high school graduates; public sector employees
hold jobs roughly eight and one-half prestige points higher than
\\\ ' private sector emplQyees. This difference is nearly twice'as great
as that among black females. And, among black female high school
ékaduates, firm size is the strongest determinant of job prestige in
our model; bl ack high school females in larger firms hold positions
roughly one and one-half points lower in prestige than jobs held by |
their éounterparts in smiller firms. Neither of the individual
predictors contributes significantly to job prestige for either

’
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blacks or whites among colleges females.

Por jdb racial composition, the model has stronger explanatory
power for black females (Multiple R2 = .21 and .09 for high school
and college graduates respectively) than for white females (Multiple
R2 = ,03 for both high schoool and college graduates). Among black.
female high school graduates, younger women and those\who aﬁtended
inner-city schools, worked in the public sector, or worked for large
firms are more likely to.be assigned to jobs with higher
concentrations of other black incumbents. Among white female high
schosl graduates, the only significant predictor of assignment to
jobs with higher proportions of black workers }B publiic sector
employment; Similarly, public sector employment is the major
determinant of black female colleée graduates' assignment to jobs

~ with high black representation. ' -

For job gender composition, firm size is the only significant
correlate of the se;ual'makeup of the jobs assigned to womens white
female college graduates in largn firms are less likely than their
counterparts in small firms to be assigned to jobs with higher
concentrations of other females. Considering the overal} pattern of
results for female oollege grac.ates it miyght be arqgued that the
‘wage advantage held by white women isf in part, a consequence of
large firms assigning them to less traditionally female jobs than

those assigned to black women.
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Table 5 shows that our model is better in accounting for job
status among white males (Multiple R2 = .10 and .07 for high school .
and college graduates, respectively) than among black males
(Multiple R2 = ,03 for both high schoél and college graduates).
Among white high school males, age and firm size are tﬁe major
explanatory variables; older white males and those employed in
smaller firms are assigned to higher paying jobs. Here the race
differences are rather striking. Employers assign 27-year-old white
male high school graduates jobs paying roughly $2000 more in annual
wagegs than the jobs that‘are assigned to 19-year-old white male high
school graduates. In contrast, similarly qualified 27-year-old
black male high school graduates are assigned to jobs paying only
about $8q0 more in annual wages than jobs assigned to their
19-year-old counterparts. This pattern contrasts wita that observed
among high school females (Table 4) where age was more highly
rewarded among blacks than among whites. 'Apparently, employers
agsume that older black high school males are less likely than white
high school males to have accumulated highly valued labor market
S experience -- an assumption that could be based on traditionally
higher uneriployment rates among young black males than among young
white males at all educational levels. Nevertheless, negative
attributions based on either perceived or actual subgroup norms can
form the basis for statistical discrimination in employment
decisions and lead to potentially unfair treatment in job placement.

We also find that white male high school graduates in smaller
firms earn roughly $500 more than their white male counterparts in

larger firms, while black male high school graduates in larger
126
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versus smallet?firms earn;gbout $125 more. This racial differential
in returns to age and employment in 1ar§e firms may, in part,
explain why on the average black male high school graduates are
placed in lower paying jobs than their white counterparts.

For job prestige among male high school graduates, school
reputation is the major predictor for blacks; among whites,
employment sector and firm size are the most significant factors.

| Black male graduates of suburban high shcools are assigned jobs
averaging nearly six and one-half prestige points (B=6.45) higher
than those of black male graduates «f 1nne; city schools. However,
the cortesponding suburban advantage to white male high school
graduates is just\Bﬁe and one-quarter points (B=l1.27). .Moreover,
BN wﬁite male high school graduates in public sector jobs are assigned
.to positions which average ngarly seven and one-half pbints ”
(B=~7,.45) higher than jpbé assigned to their white asale counterparts
in fhe priv&te sector. In’contiast, the employnment sector .
difference for black male high school graduates, 1s'nonsign1f1caqt
and much smaller, favoring private sector workers by only about
one-half point (B-.SB)‘on the prestige scale. White male high
school graduates also receive a one and onehalf point (B=-1.47)
prestige advantage from employment in small firms, while the

corresponding advantage to black high school males in small firms is

nonsignificanf -- roughly one-half point.

For job racial composition, the only significant predictors of
occupational integration are firm size among white male high school

graduates and employment sector among black male college graduates.,

ot
'\
~2

ERIC

Full Tt Provided by ERIC.



| ‘ | PAGE 22
White male high school graduates in large firms are more likely to
be assigned to jobs held by more blacks in the-nation than are white
male high school graduates in small firms. -Black nmale college
graduates employed in the public gsector are likely to be placed in
jobs more often held by blacks than their black male counterparts

located in private sector jobs.

~ For job gender composition, the right panel of Table 5 shows that
none of the variables exert a significant influence for either black

or white male high school or college.gtaduateh.

Do émployer Affirmative Policies Courterbalance The
Impact of Race on Labor Market Outcomes?

The analyses presented above show that racial considerations play
2 part in channeling black high school males and black college
females into lower paying and (in the case of black college females)
racially segregated occupations. We now ex&mine how enpioyets'
affirmative action policies might mediate the impact of race on ‘

labor market outcomes.

Table 6 presents the results of regression analyses est;mating
the impact of a stronger commitment to affirmative action (race
equity/ on job status, job prestige, job racial composition and job
gender composition by sex and education level. The results are
direct or net effects of stronger employer commitment to affirmative
action on labor market oéthmea, controlling for the job candidate's
age, school reputation, internal employee recommendations, public v.

private sector employment, region and firm size. Unstandardized
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(metric) regression coefficients are presented to facilitate |

comparisons across race groups.

T e Bt R D I T I W G Y S R . e

These results suggest that a sttongér commitment by employers to
affirmative action accounts for a modest but significant increment
($206) in the annual waée status'of jobs assigned to black male high
school graduatesf A gimilar pattern is also observed for job
prestige. Stronger employer commitménﬁ to affirmative action
results in a one prestige point increment for black male high school

+  graduates. Although the effect of strong affirmative action
policieé on job status and job prestige is positive for the other ——
groups its effect is statistically significantly among black male |
high school graduates only. These results suggeét that strong
employer affirmative action policies'may serve to offset some of the
negative impact of race on wages for'black male high school
graduates who, as the data in Table 2 suggest, appear to be most
adversely affected by employer discrimination in job placement.

These findings further suggest that while affirmative action
policies may help ameolierate racial inequities by promoting the
placement of blacks in jobs with higher pay and prestige levels, it
is not a zero-sum game. White workers also receive higher, though
not statistically significant, pay and prestige increments as a

result of strong employer commitment to affirmative action.
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Regarding the race and gender composition of jobﬁplacement, it

appears that employers with strong affirmative action policies ar;
more likely to assign white female college graduates to more gender
balanced (e.g.; less femgle dominated) jobs than are employers |
without such policies. A strikingly similar pattern also operates
for black femaie college graduates, although this difference’ is
significant at a lower statistical level (p<.l0).

Discussion

The vignette experiment it is not a study of the actual

employment of real people. It Is an experiment that assesses the

‘predispositions and behavioral orientations of one central figure

involved in the employment process -- the personnel officer
responsible for hiring. Our analyses are limited to white personnel

officers working in firms whose employees are mostly white.

when a personnel officer is presented with a vigpette describing
a particular candidate, told that his firm has employed that person,
and asked what sort of position that person is likeiy to be hired
in, we can interpret his or her response in either of two ways. It
can be viewed as his/her perception of what the firm is likely to
have done. If most of the black male high school graduates employed
had been hired for semi-skilled positions and most white applicants
hired for skilled positions, his/her decision to assign a low status
occupation if presented with a black vingette and a higher status
position if presented a white vingetté is probably an objective
reporting of the likely reality. Let us call this the perceptual

interpretation. 'Alternately we can view the response as indicating
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a snap personal judgment, an “"affective response.® If, confronted
with the words black male high school graduate, the respondent
instinctively thinks "semi-skilled" then we have identified a

stereotyped emotional response.

If we view the assignment of low status positions to blacks by
the respondent as a perceptual response, an objective reporting of
the experience of a firm, we do not know whether it is a report of
occupational diécrimination:on the part of the firm or a report of
the results of a fair hiring system which tends to place
less~qualified blacks into lower status positions. There may or may
not be discrimination ‘present. If we view the assignment of blacks
to low status positions in the questionaire as an affective
response, then this must be viewed as a prejudiced act. If the
personﬁel officer instinctively stereotypes black candidates as
sultable only for low status positions, this is likely to lead to
the creation of a process of occupational discrimination in the firm
because the personnel officer is one of the important actors in the
hiring and job placement process. Whether this reflects.a personal
distaste for blacks ("old fashioned prejudice®) or wha?irhurow
(1975) called "statistical discrimination® -~ using.the color of the
respondenc as a source of information based on actual or putative
correlations between race and job~related skills and attitudes --
makes no difference to the individual who is being responded to only

as a member of a racial minority group. v

-t

we believe the questionnaire triggered an affective response more

than a perceptual response. In fact, it is highly unlikely that the
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firms have been routinely placing black male college graduates into
higher status positions than vhite male college graduates. Thus the
(nonsignificant) reverse discrimination pattern observed for biack
male college graduates is probably wishful thinking -- a desire to
put blacks into higher positions ‘because this will be a *good thing
to do". Or, it may reflect an objective response to prevailing
market forces == black male college graduates are in short supply
relative to white male college graduates thus the small numbers in
the pool are able to command premium wages, at least at the point of
job entry. But it that response is affective rather than
perceptual, then should we not assume that the other responses to
the questionnaire are also affective? 'Future analyses can test this
by looking at personal characteristics pf the respondents to see if
they are associated in predictable ways with the amount of

discrimination revealed.

The clearest case of occupational discrimination revealed here is
among 27-year-old male high school graduates. Table 2 shows white
males being assigned higher status jobs —- occupations which
typically pay $1,009 more in annual salary. Combining data in Table
2 with Table 5, which shows the effect of age on black and white
status separately, we find that the mean Qifference in status for a
19-year-old high school graduate is about $383 vhile the difference
for 27-year-olds is $1,634. Because the design is randomized, these
numbers are very close to those shown in Table 1, which gives simple
differences, without controls, of $330 and $1,651. Tabiel al@o;
shows that the standard deviation of the status of 27-year-old white
males is much higher than for black males: $5486 versus $2807.
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Apparently there are a number of cases where employers, confronted
with a 27-year-old white male applicant, assumed that the candidate
. would have been hired for a very high status skilled position.

Evidence of race discrimination does not appear when we use the
Socioceconomic Index qﬁ job prestige. Table 2 shows white males
being assigned to positions a non-significant three-quarters of a
point higher in SEI than black male high school graduates. Table 5
shows that fhe SEI gap is actually smaller for 27-year-olds than for
younggrxblacka. Table § also shows little indication that employers
are affected by the other information provided. Being recommended

by another emplovee of the firm benefits whites more than blacks.
Interestingly enoujh, the data suggest (although the diffgrences are
not significant) that blacks fare better in the South thaﬁ in the
North. The status gap for all high school éraduates is $899 greater
in the North than it is in the South. School desegregation --
attending suburban desegregated schoolﬁ -= is helpful to black
males; graduates of suburban schools have positions that are
significantly higher in prestige. Table 5 also shows that black
male graduates of suburbah schools are placed in jobs which have
more fémale occupants, suggesting. that deaegregateq school ing
encourages the emplo&er to find an office position rather than a
position in the éaant for the candidate. Suburban high school
attendance shows an opposite effect for white males; white male
suburban high school graduates (Table 5) receive $346 less than
white inner-city high school graduates. Although this difference is
not statistically significant it implies that employers may have

"reservations® about the qualifications or character of white
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~ suburban males who possess only high school'credentials when their

group norms suggest high rates of college attendance.

The fact that 19-year-old black candidates receive positioﬁh
whose status is only $383 lower than that given to white
19-year-olds is not necessarily an indication. that there is no
discrimination at this level. It may be that black salaries are no
lower than they are simply because white 19-year-olds are offezed
the worse jobs in the firm, and blacks cannot be given even lower

jobs.

However, the critical issue for 19-year—6lds is the déciaion to
hire, more than the type of position in which they are placed after
hiring. Given the very‘high unemployment rate of black teenagers,
especially males, it“ﬁay well be that the major source of
occupational discrimination in this age group is simply the refusal
to hire blacks. Given the wording of the guestionaire, we cannot

" determine how likely it is that the personnel offiéer would have
viewed”fhe black high school graduate applicant as unemployable and
hired the 19-year-old white applicant instead.

Ifﬁseems reasonable that the greatest amount of discrimination in
job place@ent should occur with older high school graduates. The
high status positions for male high school graduates are in the
skilied trades, positions which have traditionmally not been open to
blacké. Firms need skilled reliable workers in these positions, for
they represent the backbone of the production staff. They also
represent positions where therv is often a great deal of on-the-job

training invested in each candidate. Here the fear that older bl ack

Aruitoxt provided by Eic:
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high school males may be unstable or unreliable employees
Ta potoﬁtially encourages statistical discrimination on the part of

?

white employers.

'In contrast, there seems to be very little discrimination against
black female hig school graduates. ?able 1 shows black
‘19-year-olds being assigned positions whose status is $338 lowe:z °
than that of whites but black 27-year-olds being given positions
$443 higher, Neither difference is significant. (Table 2 and 4 can
' be used to estimate the status differences net of other factors at
$358 and $456.) Because neither &iffe::.:e in status is
signifiq;n;, the correct interpretation is that there is no evidence
of diséZimination for or against black women high school graduates.
However, Table 4 shows a significant impact of age on job status for
black women and no age effect at all for white women. Age 15 more
important for black women because references from previous employers
are considered more valuable for black high school graduate women
than for whites (Crain, 1984, Table 3). Thus baving a histo:y\of
work is more valuable for black women than for wvhite women.
Employers may be accustomed to hiring white women who have no labor
force experience because of childrearing. This may explain why
empoloyers do not assign a higher status position to older white
candidates; they may assume that they have no more experience and

are no more likely to remain with the firm than are their

19-year-old counterparts.

why should chere be no discrimination in the hiring of black

women high school graduates while there ls considerable
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discrimination in the,hiring of black men high school graduatés?
One reason is that some of the problems white employers associass
with blacks are male problems -~ pioblems of criminal behavior or
aggression, for example. A second reason is that employers may feel
_that the hiring of women can be done more objectively (with typing
tests, for example), so that the interviewer has less :eed to rely
on statistical discrimination. They may also assume that white and
black wcmen cun work together more comfortably than can white and .
black men. Finslly, it may be that sex segregation in oc~upations
and sexist attitudesflﬁ\t::\ irm may lead personnel officers to
place less value in the hising ecisions of women. Typists are
interchangeable parts, suppossdly requiring little investment in

training and ha@ing high turnover. 1 these explanations are only

speculative and require more research.

.Although the race effects for male college graduates observed in
Table 2.are not statistically significant, trends in the data

demonstrate what appears to be reverse discrimination in this case:

positions.

black male college graduates are offered higher lev
Male college graduates are a seemingly reasonable place for reverse
discrimination to appear; if firm is anxious for its ifmative
action to succeed, it should be looking for candidates to £ill
visible and high-status postions, and these are typically he:E\Qy
male college graduates. And as already noted, black male colleg;\\\
graduates are in short supply. - We should stréss that the evidence
in this report may indicate a predisposition to discriminate for or
against blacks, it cannot be taken as firm evidence that employers

practice either discrimination or reverse dicrimination: And in any
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case,‘ue nust stress ﬁhgé\thil study has not observed any
atatiltically significant tindipg of reverse discrimination,
although statistically ligniticant i\?ications of potential direct
discrimination against black male high -g§chool graduates and black

female college graduates havé\hggn noted. ™.
\\

The final and most provocat.ive f£inding is evidqnce of a
propensgity to discriminate against black women collaéq graduatea.
The data apgy black women college graduatea having lgwef\gsatus
positions, with average salaries $700-800 lower than white women
college graduates. Their positions also have higher concentz:Eist
of black incumbents' black women college graduates are &ssigned to \\\\
low paying jobs which have traditionally been held by blacks. Black :
and white women compete, both qualifying for-minority status. \\\\\
Despite the two-for-one argument so often a;sociated with
opportunities for black women, an employer presented with a white
woman may see this as an opportunity to move a minority (woman)
candidate into a low- or middle-management position previously held
by a white male; he has no additional incentive to bring a black
woman into that position, so there is nothing to offset any
resistance to doing so. White personnel officers may practice
statistical diacrimination, feeling the black female college
graduate to be less talented than a white; or they may worry that
breaking down barriers by bringing women into traditionally male
pocitions may be more difficult if there is a race as well as a sex
barrier to overcome; or they may be under greater.pressure from
white female interest groups than black interest groups. The

problem may be more serious in large organizations; the strong

K|
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relationship between firm si and the status of white women college
graduates (the Beta is .38 in able 4) suggests\that.large
organizations are agressively se rching for white women to £ill
higher-status positions. The cor lation is much lower for black
women, suggesting that large employgrs are a major source of what

seems to be occupational discrimination. There is also a slight
tendency for the problem to be more iérious in the South, although
the data are not significant; Table 4 iudicates that the status of
white women college graduates is lower in the North, and that this
is less true for blacks, so that the racial gap is smaller in the
North, _(Table 5 shows a similar pattern for males, SO that reverse
discrimination among male coilege graduates may be greater in the

North; again, the data are not significant.)

It.is widely assumed that black women have an advantage in the
labor market compared to black men, This may be true on'y for high
school graduates, however., The data here indicate that in the eyes
of personnel officers, the advautages among college graduates gc to

white women and to a positive but nonsignificant degree to black

men.

.k\ 1:38
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'Figuro 1: The 40 Vignettes in the
Employer Questionnaire

: Educational 2 Hiigh School Vignette
Race: Sex: Source: Level: Age: Qualicy: Numter:

Subutb..........
Inner=Ccity.ceceo

____-Suburb..;....... 3
[N
5

Walk-in — School\
27

\Inn.r-CICy....o.
COII.S.————27000000ocooooooooooooro
Female

_.Suburb,....c000e
= Lnner=city...ee:
__Subutbeecceceans
S Inner=citycesce:
Colleg =27 ctcocsotnrcncncorses

Refcrred-—‘"School\u

[
OV -No

Black

High 19__—-.su},urb.occooooooo 11
__=School 19 S~ Inner-city...... 12

\27<Subuth'.. see0en b 13

. {nner-CL:yoooooo 1"’
L°11ege——'—27ooooooooooooooooooooo 15

Hish _——-Suburb....,...... 16

1
Referred ™ School <19 ~——— rnner-city...... 17
\ Suburb“..“““ ls

Walk=-in

Male

27—
{nnet’-Ci:Yu.... 19
COllege———27oo;-ooooooooooooooooo 20

_.. High _____Suburb,....eeee. 21
‘Jalk-in SChOOI/ 1.9\ Inner-ci:y. veees “9

\ ._’—_Suburbooooocoooo 23

Female . f~— Inner-CiCYo..... 2
/ COLlege————-’ZL...-..-............. :

lligh /19,__._Suburb.......... 26

_._School ~— larec=cliye.oees 27

White Referred T SUBUTDs ¢ e soornns 29
' \\ . Inner=city.coees 29
Collgge_——Z?..................... 30

Subutbeecesasess Il

High 19 T Inner-city...... 32
Walk-ine=School ————lj7— SUbULDe seosesees 33
=~ Innec-city...... 34

COllege—-——27o..-o.o...o.......... 35

Suburbo.oooooooo 36
High ,-————""19 [nner=-city...... 37

Referted ‘:;Ch°°1\27 <subu:b0 s00s00 000 ]8
- Innet-city. ser e 39
c‘°1138e—'—'—270oooooooooooooooooooo “0

Male
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- Table 1
gte Candidates by Race

eristics of Jobs Assigned to Vi

Age_and Lducation Job Statugg Job Pregtige Job Percent Black Job Percent Female 9
NICR SCEOOL
1 Yi‘ 1ds
Black Males 11,389.13 29.94 14,28 " 46.90 97
. ~(3,457.98) (16.97) (6.45) ' (31.46) )
White Males 11,718.70 30.50 14,20 65.41 92
(3,991.48) (17.81) © (6.20) (30.34)
Black Females 7,164.97 42.79 12.49 - 70,76 88
(1,970.62) (16.95) (5.33) . (27.88)
White Females 7,503.43 62.39 "11.72 71.68 ' 93
(1,729.17) (16.81) (5.07) (29.31)
h 27 Year-Olds .
Black Males 12,214.53 34,58 . 12.68 48,46 81
(2,806.9%) (18.13) (3.564) (33,36) '
White Males 13,865.83 38.27 " 13.02 46,65 91
(5,485.80) (20.39) (7.62) (29.10).
Black Females 7,824.96 . 5,70 10.41 69.60 93
_(1.836.27) (16.51) (6.01) (29.61)
White Femalss 7.382.26 sl.r ) 12.18 71.83 102
(1.854.08) (16.27) (5.16) ° (26.23)
COLLEGE
27 Year-0lds
Black Males 18,594.91 60.50 8.14 42,72 100
(5.,538.564) (17.97) (4.98) (23.22)
White Males 18,2139.00 €9,.46 7.18 42,47 79
(5,230.75) (17.85) (4.08) (25.46)
Black Females 9,747, 12 46,97 9.31 56.57 89
(..3381.2%) (19.20) (5.36) (28.06)
White Females 10,501.46 58,67 : 7.60 56.27 94
2.717.3N (17.30) (4.87) (29.09) 1101

v Standard Daviations in Parentheses
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Prestige and:Status

Table‘Z'

of Jobs Assigned to Vignette Candidates by Non-Minority

Employers by Sex and Education of Vignette Job Candidates

- .
Job _Status : Prestige
Education _ Females - — Males _Females —Job — Males
(X = 7472.72) " (X = 12292.57) (X = 43.15) (X = 32.49)
HIGH SCHOOL b B _F_ b B _F_ b B F b B F
Race . ""003 -99021 027 012 1009.25 50510* -008 -20610 20[‘1‘ 002 . 076 016
School , " .09 325.58 2.90 .00 <=37.39 .01 .12 3.88 5.28% .10 3.67 3.50
Age .07 250.56 1.71 .18 1501.10 12.26%** .02 77 .21 .13 4.70 5.99%
Recomended -.09 -3101.58 301, -001 -620[0[‘ 002 "'007 -2028 1081 . —.0‘0 -1064 071
Firm Sector -.06 -228.70 1.13 -.05 =-436.85 .72 -.18 =6.68 12,30%%%* -.09 -3.83 2.77
Firm Size .01 9.87 .04 -.14 =304.27 7.51%% -.05 -.38 W17 -.11 =99 3.95%*
Region .00 6.81 .00 .02 170.71 .15 - .02 .84 .23 -.01 -.35 .03
Multiple R> .03 .07 .06 .04
w
<
COLLEGE (X = 10145.30) (X = 18437.83) (X = 56.87) (X = 60.04) |
Recommended .10 562.90 1.98 .11 1166.16 2.11 .08 3.06 1.28 .16 5.67 4.64%
Firm Size .26 375.28 12.76%** .12 329.01 2.42 N Y .37 27 .10 .94 1.85
Region -.11 -631.67 2.47 -.12 -1307.73 2.39 -.05 -1.94 .51 -.16 -5.68 4.21%
Multiple R .11 .05 .04 .07
_..{
* p<£.05
iy 314.01 CODES: Race (white=l)
**% p <.001 School (suburban=1)
‘ Ape (27 year-old=1)

Firm Sector (private=l)
Firm Size (1-9=1; 10-19=2; 20-49-=3; 50-99=4;

Repion (nonsouth=1)
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T Table 3

Racial and Gender Composition of Jobs Assigned to Vignette Cardidates by
Non-Minority Employers by Sex and Education of Vignette Job Candidates

S

: Job Percent Black ' Job Percent Female
" Education . _ Females _ Males _Females \ : “Males
(X = 11.69) (X = 13.57) ~ (X = 70.98) (X = 46.30)

HIGH SCHOOL b B F s B F b B F b B F
Race .02 .002 .17 .00 000 .00 .02 .009 .10 -.046 -.025 - .58
SCh°°1 -007 —0003 1097 -001 ‘0002 007 005 0026 080 011 ‘066 3096*
Age _007 -0007 1085 ‘010 ’0013 3-65 —001 ‘0003 001 001 0003 .001
Recommended 008 0009 2049 -001 -0001 002 —006 ‘0031 1012 -006 —0039 1035
Fitm sector -017 -0020 11002*** -012 ‘001H :-22* “006 ‘-039 1043 -002 —0013 .10
Firm Size .19 .005  13.79%*%% .17 006 10.16%** .04 .006 «58 .04 - .006 .58
Region '.05 -0006 1-19 004 0006 061 _004 ‘0024 061 _002 -0010 008
Multiple R .09 .06 .02 .02

COLLEGE (X = 8.43) (X = 7.22) (X = 56.42) (X = 42.62) 9
Race * -016 -0017 4086* ‘006 -0006 063 -001 -0006 002 003 0013 011
Recommended -005 -0005 049 -013 -0012 3029 -002 -0013 009 -002 ‘0008 .05
Fitm Sectot -019 -.023 6.38* -027 -0028 13063*** 004 0024 022 -001 -0002 .00
Firm 81ze -003 -0001 021 006 0001 064 -012 -0017 2033 000 0000 000
Region -.04 -0004 030 010 0010 1097 005 0031 '053 .15 0075 3080
Multiple R’ 07 | 12 .02 .02
* pe .05
**% p <,01 . CODES: Race (white=l)

*** p <.001 schoot (suburban=1)

Age (27 year-old-1)

Firm Sector (private-1)
Firm Size (1-0-1: 10-10-21 20-49-73; 50-99=4; (002264953 J50-999=6; 1000 +=7)

Repion (nonsouth-1)
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o Table 4

redicting Female Vignette candidates Job Status, Jobh Prestige; .Job Racial Composition and
Gender Composition bv Race and Education Level ‘

Régression Results

o

Job Status Job Prestige Job Percent Black ' ' Job Percent Female
Education Blacks Whites Blacks Whites Blacks ) “Whites Blacks Whites
HIGH SCHOOL \ - b B b B b B b B b B b B b B b - B
School .10 338.17 .06 222.67 .12 3.83 .11 3.70 -.14 -.016*% .02 .002 .02 .013 .07 s .038
Age .16 623.39% -,03 -91.12 .05 1.68 -.01 -2.24 -.16 -.018* 04 .004 -.02 -.014 .01 ~.008,
Recommended -.11 -408.81 -.07 -245.97 -.07 -2.36 -.07 =-".27 .08 .009 .06 .007 -.04 -.025 -.07 -.040
Firm Sector .0l 44.77 =.11 =409.54 -.1) -4.42 -.24 hLadkuke 20 =,027%%-_15 ~.016*% -.04 -.026 -.09 -.051
Firm Sizev”A\ .01 7.50 .02 21.76 -.19 -1.61* .10 .82 .31 .009%** 04 .00l -~.0l -.002 .09 .012
Region —.OA -170086 toa 158-93 002 058 003 lola -007 -~008 -OOA -OOOAE -004 -0023 -004 -0025
2 2 /
, Multiple R .05 .02 - .07 .09 .21 %03 .01 .03
COLLEGE - , | ;_
Recommended 020 1159032 001 790]5 ~18 700& -001 -2069 -001 -.001. -008 --008 i 010 0057 ;016 -0090
Firm Sector -.06 -436.48 -.06 -&29.&}*;.13 -5.71 -.18 -7.55 -.28 -.036*% ~-.09 -.010 E 14 .090 -.09 -.065

6€

Firm Size 011 171-80 038 507.61 -013 ‘1-&0 017 loaa -ol3 -OOOA 003 0001 % 006 0010 -023 -~032*
Region -.07 -389.52 -.13 =725.78 .04 1.54 -.11 =3.75 .03 .003 -.09 -.009 ' -.14 -.076 .19 112
2 . .
Multiple R .06 .19 .05 .09 .09 .03 ‘ \Qa‘ .12
* p<.05
** p .01 CODES: Race (white=1)
xx p <.001

School (suburban-1)
‘ Ape (27 vear-old-1)
Firm Sector (private-1)

Firm Size (1-9 1 10-190 20 00-49 34 GO0-90-4 s 100 2410 Ny A0 a6 100N - 7)

Repfon (nonsouth-1)
L]
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Table 5

Regression Results Predicting Male Vignette Candidates Job Status, Job Prestige, Job Racial Composition and
. Job Gender Composition by Race and Education Level

Job Status Job Prestige Job Percent Black Job Percent Female

Education Blacks Whites Blacks Whites Blacks Whites Blacks Whites
HIGH SCHOOL b B b B b B b B b B b B b B b_ B
Séhool, .06 352.70 -.04 -345.79 .18 6.45% .03 1.27 .00 .000 -.02 -.003 14 .091 .07 .042
Ase 013 818.38 021 206901"** 013 10075 011 l‘033 "'013 -.015 -009 "0012 003 0017 "'002 -0009
Recommended -.06 =381.91 .04 413.90 -.10 -3.57 01 .30 .09 011 -.09 -.013 -.05 -.035 -.08 -.046
Firm Sector .03 253.90 -.08 -875.10 .01 58 =.1/ =7.45% =11 -.015 -.13 -.020 -.03 -.020 -.01 -.008
Fim Size . -008 "127 061 -020 "50803’*".06 -055 -015 "1.107* 011 0002 023 0008* 003 0005 006 0009
Region -.0‘0 -268001‘ 006 630-7“ -001 —053 ooo -001 002 0003 004 0005 001 0009 -005 -0028
Multiple R .03 .10 .06 .06 .06 N9 .03 .02
COLLEGE 3
Fim Sector 011 128307“ 011 1“28.79 -013 "5007 -001 --22 -028 ".029** -.22 -0021 "003 -0012 .010 0023
Fi!‘lll 3122 013 36108“ 009 2710“9 015 1-30 003 026 011 0003 -.010 --001 013 0015 -017 -.0210
Region -.08 =917.43 -.15 1534.17 -.15 -5.9¢€ -.15 -5.15 .08 .009 .16 .013 .09 .048 17 .088
Multiple R .03 .07 .08 .07 .15 .07 .03 07
* pc.05
*k z¢1_01 ' CODES: Race (white=1)
*k* p <.001 School (suburbhan=l)
‘ Ape (27 year-old=1)

Firm Sector (private=1)
Firm Slze (1-9=1; 1nN-19-=2.: M-49=7; 50-99=4; 100-249=5; H0-999=6; 1000 +=7)

Replion (nonsouth=1)
(
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Effects of F

. Table ¢

' Affirmative Action Policies on Jo. Status, Prestige, Racial Comp.sition
and Job Gender Composition by Vignette Csndidites Race, Sex and Educational Level

. Femnles Males
Education \\\\\ Biacks Whites Blacks Whites
HIGH SCHOOL (N=199) (N=209) SF-1962 (N=197)
Job Status 69.17 85,03 205.51%* 115.00
(50.89) (45.30) (85.89) (127.81)
Job Prestige 21 .39 96* .50
(.44) (.42) (.47) (.51)
Job % Black 001 .002 . ,001 -.002
(.001) (.001) (.002) (.002)
Job X Female .00 -.001 .006 .004
(.008) (.007) (.009) (.008)
COLLEGE (N=97) (N=102) (N=108) (N=84)
Job Status - 192.94 14.67 254.97 286.96
(118.61) 2.84) (207.10) (212.71)
Job Prestige 1.19 46 .96 .80
(.79) (.Bg) (.65) (.73)
(.002) (.002)\ (.002) (.002)
Job % Female -.020 -.021% .007 -.006
(.012) (.010) (.009) (.010)
\\‘\ -
3controlling for: age, school reputationm, recommendations, publiéeprivate employee, firm size
and region ‘\
bVa;ues reported are metric coefficients (standard errors in parenthéﬁg:)
*\etric coefficient at least twice its standard error - \
:\
AN
. \
19] \
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School Desegregation and Black Occupational Attainment.
" Results fram a Long-Term Ebtperix_mnt

»

Robert L. Crain and Jack Strauss

Abstract

This sﬁudy reports on a long-term study of the effects of racial
desegregation of schools, based on the tracing of students initially
involved in a randomized deaegregatt(;n experiment. In our research we
identified the students involved in the original 1966 experiment and
in the randomly sampled control group, added the names of other .etu-
dents who were desegregated between 1968 and 1971, identified control
groups for those students and traced all the students (and their
parents) in 1983, when they had all had time to finish secondary
school. We have followed every student in the experiment, including
those who quit the desegregated schools and returned to the central
city and those who were selected for desegregation hut rgfused to par-
ticipate. Doing this provides an unusually rigorous research design.
Same 700 parents and/or students were located and interviewed.

The principal finding of this report is that the desegregated stu-
dents obtained different types of employment than did the students in
the control group. The desegregated students are working in occupa-
tions which are less commonly held by blacks--men are salesmen rather
than postmen, women secretaries rather than nurses aides. In general,
those who experienced desegregated schooling are more likely to be
working in white-collar am professional jobs in the private sector,
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| PAGE 2
while those from segregated schools are more likely to be working in
government and in blue-collar jobs.

For men this is inainly because desegregated students have a greater
amount of education; hut for females, the effect of desegregation is
quite strong even when educational attainment is controlled. Desegre-
gated students report that they aspired to these types of jobse when
they were in high school, and this seems to be the main way desegrega-
tioh affected their occupations.
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Introduction

Most research dne in the past two decades on the effects of
desegregation has focused on short-temm outcomes, particularly
achievement test écores. and indicates that black test socores rise
after desegregation (Crain and Mahard, 1978, 1983). But we o not
know how important this result is. Performance on standardized tests
should be viewed only as possibly an indicator of quality of educa-

| tion; high scores should be valued only if they genuinely reflect a

superior education and can be shown to lead to a happier or more suc-
cessful adult life. Research focused on student attitudes measured by
psychological scales is also difficult to interpret because we do not
know what the relationship is between a concept such as self-esteem or
locus of control and actual behavior in later life.

However, a recent series of research studies focus on impertant
adult behaviors or graduates of desegregated schools (Braddock, Crain
and McPartland, 1984). The most important of these are studies of the
perpetuation of segregation--the way in which segregated schooling
leads to seqgregated work, segregated post-secordary schooling, and
segregated housing. For example, graduates of segregated elementary
and secondary schools tend to attend segregated colleges (Braddock,
1980; Braddock and McPartland, 1982). When they attend desegregated
colleges they get lower grades (Braddock and Dawkins, 1983) and are
more likely to drop out (Crain and Weisman, 1972; Crain and Mahard,

1978) .

Research has also shown that hlack graduates of desegregated
schools tend to have desegregated associations in later life (Braddock
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\\‘ and McPartland, 1983; Crain and Weisman, 19;12) . School desegregation
\s\eems to lead to better employment (Green, 1981). It appears that
désegregation in adulthood enables blacks to use biracial social net-
worke to obtain better employment (Crain, 1970; Dawkins and Braddock,
1985; ‘McPartland and Braddock, 1981). Some research on desegregated
black students indicates that they set their aspirations higher (Daw-

kinz, 1983)., Several studies show ‘&mt their aspirations are more
coherently related to their skills and educational background (Hoel-
ter, 158; Wilson, 1979; Falk, 1978; Gable, Thompson, and iwanicki,
1982). Fesearch has also shown that biack graduates of desegregated
schools are more likely to find themselves in desegregated employ-
ment--working with white co-workers and not uncomfortable when they
are placed under a white supervisor (Braddock, 1983; Braddock and

McPartland, 1983; Braddock, Mcpartland and Trent, 1984) .

The methodology of evaluation has changed radically in the past two
decades. Two decades ago, imgle longitudinal, pre-test/post-test
designs were state of the art; ﬁoday there are many references point-
ing out potential bias in this type of design (an often cited one is
Cook and Campbell, 1979), and frequent calls for randomized experi-
ments. The research reported here is part of this new wave of studies
on long-tem effects. It looks not at test scores, but at occupa-

tional attairment, using an experimental design.

A rarallel report analyzing these same data (Crain, Hawes, Mille
and Peichert, 1985) finds that desegregated schooling increases the
like.ihood of high school graduation and increases the number of years
of college cbtained by desegregated male blacks. Desegregation leads
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to more positive attitudes about race relations on the part of males,
a hid er rate of social integration and preference for de-“gregated
housing on the part of both males and females, a lower rate of early
childbirth among females and less difficulty with polic'el among males.
These findings are consistent with other literature; Crain and Weis-
man (1972) obtained similar results fram a nc.rexperimental study.

Research Method

Our research is designed to take advalntage of an early experimental
evaluation of desegregaticw. In 1966, a group of students were
desegregated in early elanentary school using a randomized experimen~
tal d&sign—-twp groups were selected randomly, one to attend desegre-
gated schools, the other to remain in segregated schools. The stu-
dents were nearly all non-hispanic American blacks; a few were of
Puerto Rican or West Indian ancestry. (A asmall number of whites were
dropped fram our research.) Because nearly all the subjects were
black, we will usually refer to the subjects as blacks rather than
minority. The main goal of this research was to; simply follow up that
original 1966 study locating the students after they had time to grad-
uate from high school to see what differences in their lives as young
adults oould be attributed to desegregation. | |

The desegregation plan--Project Concern in Hartford, CT,—-hedqan in
1966 by selecting a random sample of students fram four inner-city
elementary schools and permitting them to transfer to suburban schools
while a second random sample was preserved as a contrcl _.oup. We
supplemented the sample by also including all students who were
desegregated in that program in 1968 through 1971. Most of these stu-
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dents were randomly sampled, but a control group was not drawn at that
time; we attempted to construct a control group based on the same ran-
dom énmpling scheme as was used to select Project Concern participants
in 1968 and 1969. We also found that some students entered the pro-
gram as volunteers, which implies a self-selection bias; we located a
group of students who attempted to volunteer for the program in 1968
and used them as a control group for comparison to the volunteers.
Thus, we have three substudies; a 1966 experimental design, a 1968-69
experimental design, and a study of voluntary desegregation.

we searched school records and undertook a very large tracing
effort to locate these various groups of students in 1982. There are
a mmber of problems: the 1966 experiment's records are partly miss-
ing, the control group we randomly selected for comparison to the stu-
der* randomly sampled in 1968 has lower family income than it should,
considerable attrition occurred and a number of students could not be
located. Despite these problems we are convinced that this is the
strongest research design available in the United States today for a
study of the long-tem effects of desegregation.

The 1966 Experiment Substudy

Project Concern began in 1966, when, at the request of the State
Department of Education, five suburban school districts agreed to
accept 266 minority students from low ircome schools in Hartford. The
students were selected from the four elementary schools which had the
largest rumber of Title I eligible students. The sending area super-

ficially resembles other big city low income areas; it is segregated
and has much rental housing and subsidized housing.

|
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The project was viewed as a demonstration, with the decision to
oontinué baged on an evaluation done at the end of two years. T™wo
random samples of students were selected, one to attend suburban
schools and a second as a control group., The Hartford public school
district chose to select 12 entire classroams to be sent to the
suburbs because this would have the least impact on the sending
school, and loaned the 12 teachers (who would otherwise be displaced)
to the suburban schools to provide additional support for the trans-
feriing students. A meeting of commmnity leaders was held and a lot-
tery was used to select 12 "treatment” and 12 "control" classroams '
fram the four minority schools which had been designated as suffi-
ciently poor to merit Title I assistance. The classroams ranged fram
entering kindergarten students through students beginning the 5th
grade in the Fall of 1966.

In an experiment it is very inportant that as many of the students
as possible who are selected for a particular treatment receive that
treatment to minimize bias in the study results. To encourage as many
students as possible to attend suburban schools, a group of teacher's

_ aides visited homes to persuade parents to enroll their children.

Only 12 students were not signed up for the program. (This process is
described in Mahan, 1968).

Students were pretested ‘pon entering the program in Fall, 1966,
with both intelligence and achievement tests and retested in the
Spring and Fall of 1967 and finally in the Spring of 1968. Mahan
found no important differences in the spring 1967 testing of the two

groups of students, but found the Project Concern students to be not-
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iceably ahead of the control group by Spring 1968. The difference was
limited to those students who began desegregation in the lower grades.
Students who entered the suburban schools in kindergarten or first
grade showed opnsiderably higher test score .gains than their ocont.ol
group. In contrast the students who began desegregation in the fourth
and fifth grade showed relatively little gain and in same cases losses

in achievement.
The 1968-1963 Experiment Substudy

In addition to the 266 students in the 1966-1968 experiment, we
added every stident who entered Project Concern in 1968, every student
who entered in lst grade or higher in 1969, and every student who
entered in 2nd grade or higher in 1970 or 3rd grade or higher 1971.
(We also dropped everyone born after 1963, to eliminate students who

would be too young for a reasonable evaluation of post-high achool

outcomes in 1982.)

Although the evaluation was finished in 1968, the policy of random
sampling students fram the low income achools to attend Project Con
cern was continued. In 1968 and 1969, Project Contcatn staff visited
the schools and randomly selected first, second, and thiud graders.
Letters were mailed to the parents of selected students &nd an effort
was made to visit the parents in their home, but in many cases fami-
lies were not hame, did not answer the door, or school district
addresses were out of date. The acceptance rate in 1969-69 was 508,
much lower than in 1966, probably because less time and money had been
invested in contacting parents. Fortunately, Project Concern pre-
served all the records of the recruitment effort in 1968-69, including

16y
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the remes of all the students who could not be contacted or. whose
. ter them into the program after being as.ked. We
been selected, whether they agreed to go -

in order to preserve the randmness of the
.original selection. If desegregation had any effect it would raise
the average of the entire group of selected students, including the

ref users.

We wnstrﬁc;:ed a ocontrol group, using the files of the sending ele-
mentary schools to draw random samples of the students present in 1968
and 1969 who were not selected for Project Concern. However, compared
to the students selected in 1968-69 for Project Concern, our random

sample contained more students of lower socioceconamic status.
The Vojunteer Subetudy

In 1970 and 1971 the district sent letters to parents telling them
that their child had been selected and encouraging them to partici-
pate, but did not send staff to visit hames. About a quarter of the
parents agreed to participete. Preserving the raqdanmsa of the ori-
ginal sample would have required inéluding three students who had
never participated in P iject Concern with each student who did, obwi-
ously making an effect of Project Concern difficult to detect. We
decided not to do this, but to instead treat the randomly sampleq

1970-71 students who entered the program as volunteers.

We also found a number of other students for whom there was no
record of their being randomly chosen. Although there was no syste-

matic effort to allow families to volunteer for the program there were
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times when same Hartford public achools had aevei:e overcrowding |
problens and encouraged students to participate in Froject Concern.

We combined these volunteer students with those students who were
selected in 1970 and 1971; they are similar from the viewpoint of the
research method in that neithex:.'wuitli. be considered randomly eampled.
We had a ready-made conjrol group, since the Projgct Concern office
had preserved a folder of telephoné megsAges frqn'parents who had
called the program in 1968 and 196§ attempting <o enroll their chil-
dren in the moject. We did not inclu& those attempted volunteers

whose families were able to put then. into desegregated schools by
enrolling them in Catholic schocls or by ioving to the suburbe.

\

A more cnm.p}ete description of the field work apyears in Crain,
Hawes, Miller and Piechert, 1985). |
B - Reaults
 The young adults who participated in the Project Concern desegrega-
tion program hold different types of cccupations as a result. We will
pre:nt,ﬁxe data in b,;o ways; first, In }he form of simple compari-
sons of desegregated and seg'regated‘students; then in more coaplex
analyses which take advantage of the ewperimental design to produce

results which test the findings rigorously.
N

There is little evidence in this 'survey; that memployment is
markedly lower for the partjl.ci;ants in the desegregation program. At
the time of our swvey males who were desegregated were considerably |
more likely to be in college ~fui1' time., However, those who partici-
pated in the program and were not in college did not have low uneur
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ployment rates. In this paper we limit our amalysis to those stu&nf.s
who were not in college and who had held a permanent job at sume time.
This is about 608 of the total sample,

Occupational data was obtained €ither from the young adults sur—
veyed or in some cases where that respondent oould not be located,
from his or her parents, We ask about t' : nresent or last full-time
or, part-time dccupation, éxcluding summer jobs of persons in college.
For ea;:h occupatiion, we coded. the racial mix of that occupation in the

national labor force.

The sample was stratified and respondents who graduated from the
central city schools were undersampled since they outnumbered those
who finished in suburban schools. A stratified sample is less "effi-
cient" than a simple random sample. For example, either respondent or
parent surveys were obtained on 117 females who were in the control
group. However, because of differential weighting of the students in
this group, the sample has the value of a simple random sample of only
87 students. This is called the “effective n". and is given in the
tables of this report. Nearly all Project Concern participants were
sampled, so that this group generally has a weight cf one and its ¢
effective sample size is almost the same as the actual sample. For
the control groups, the effective sample is always amaller than the

actual sample, by a factor of one-third for females and one-sixth for

males.

The simplest comparison is between (1) those young adults who par-
ticipated in Project Concern and attended only desegregated schools

(either Project Concern schools, Private schools, other public subur-
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ban high schools, or the regional vocatio: 4 school) excluding all
those who dropped out of the program and returne. to central city
schools to finish their education; and (2) those who were selected for
the control group, excluding those who “dropped out™ of the city
schools by attending the regional vocational high school, private
schools, or whose families moved to the suburbs; Tahle 1 shows that
when these two groups are compared, Project Concern participants
tended to be in occupations which nationally have a amaller black per-
centage. The 5% difference for females is particularly large, but the
difference for males is also statistically significant.

It is unlikely that respondents chose their occupation consciously
aware of its national racial composition. However, Project Concern
participants did choose different types of employment and this appears
to explain why their occupations are less typically held by blacks.

We divided occupations into twelve categories. First, "government and
public service were assigned to one category. In general, we classi-
‘fied an occupation as government-public service if the employee worked
for a health, education or welfare organization, without distinguish-
ing, for example, between public and privately owned hospitals. The
private sector jobs were divided into 6 categories: white oollar;

sales; entertainment; blue oollar; service; and labor.

Four f these seven categories were further subdivided. Wwhite col-
lar was divided into three tiers: professional-managerial, and higher
and lower non—professional., Public service, blue—ccllar and service
occupations were also divided into higher and lower‘ tiers. For ser-

vice the higher status positions were those with socores of four or
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more on .thé Directory of Occupational Titles Specific Vocational
Preparation (SVP) scale (Cain and Trieman, 1981). For public service,
and for white- and hlue~collar jobs, the higher occupations were those

with SVP scores of 5 or more.

Table 2 shows the distribution of Project Concern participants and
control group members in the twelve occupational mtegories. . The
twelve occupational categories are ranked by the mational percentage
black of the category, ranging fram alés, the whitest occugation} to
lower public service, the one with the largest black percentage
nationally. The four whitest occupational categories—- sales, private
sector professional-managerial, entertairment. and higher private sec-
tor white-collar positions--are held by only 8% of the male control
group but 23% of the male Project Concern participants; the differ-
ence for females is also large. In general, the table shows that Prc;-
ject Oorur;em participants, both male and female, are more likely to
hold positions in sales, higher white-collar occupations and iu ser-
vice, The oontiol group is over-rep.esented in labor and blue-collar

public service positions, especially in the lower strata.

The ieulency for Project Concern participants to be located in
sales and white-collar positions rather than blLie collar positions is
shown in Table 3, in which the occuﬁtions are divided according to
their primary identification in the six-category Holland system. Pro-
ject Concern participants are wer-repres~nted in the enterprising
category, reflecting the over-representation we savw in sales in Table
2; females are heavily over-represented in the conventional category,
which covers much of office positions, and both male and female Pro-

[Py
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ject Concern participants are under-represented in the social aategory
(which contains much goverrment service and health, education and wel-

\\ fare positions) and realistic category, which includes factory posi-

\\Qions.

\

The last piece of data describing the types of occupations held
comes\}xan' the respondents themselves. In the survey they were asked
how good they thought their chances for pramotion were and also about
the race of their co-workers. Tahle 4 shows that Project Concern par-
ticipant fe&:tal;\ (but not males) were more likely to say they worked
in a mstly\white\\ggfup, and both male and female participants
described their chances for pramotion as being good.

If Project Concern ;nx;\ cipants are right in describing their
chances of promotion as being\good, they may have forgone immediate
rewards of sélary and prestige \?L'x\favor of higher future benefits.
Project Concern participants do noéanve higher incomes than control
group members, are not in occupations ich have higher socioeconamic
indices, nor are they in occupations which\pationally have higher
average incomes for either males or females. \Qey may, however, be in
occupations where the chance for promotion into higher—paying occupa-
tions is better, but we have no data for occupation:s\Q_n pramotion
chances, so we cannot independently verify that Project\fgnoern parti-
cipants have chosen occupations which will provide pcanisi}g\czreers.

Analysis of the experimental design \\
AN

Any analysis is valid only if we assume that. we are comparing sub- \‘-\
jects who differ on the independent variable (in this case degree of
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desegregation), but do not differ significantly on other variables )
which might produce spurious effects. In the typical research study
one has little in the way of guarantee that this is the case. This is
most cbvious in a typical voluntary decedregation study. There is the
possibility that students who volunteered for desegregated schooling
come fram higher income families. They may also be more highly moti-
vated, or come from families which have generally provided more help
to their dxiidren's schooling. They may be students who are more
talented in school work or they may be the less talented students—-
~those who have done badly in a segregated school, so that their
parenté searched for desegregation as a device to rescue their chil-
dren's education. Finally, the students who are voluntarily desegre-
gated may be those for whom the logistics are more manageable —-those
from two parent households, or those who live relatively close to the
receiving schools. Ever when we are studying students who were
assigned to desegregated schools, we can't be sure that disinterested
students did not drop out, and highly motivated families "sneak®™ into

the program.

Thus instead of the ideal situd..on where the desegregated students
differ from the segregated students vily in the fact of their desegre-
gation, in the usual research design segrecated and desegregaied stu-
dents may differ on a variety of dimensions and some of these differ-

ences may be . &known to the researcher.

Typically the best technique available to deal with this problem is
statistical matching--using analysis of covariance or multiple regres-

sion to adjust the scores of each group up or down to compensate for
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differences in pretest scores or background factors. But the
techniques for adjustment are themselves biased, typically underad-
justing the data so that ocontrol variable differences persist in a
concealed fashion in the final result (see Cook and Camrbell, 1979,
295-300) . If students in desegregated schools are superior in family
background, a regression or covariance analysis would still show
desegregated students leaming more after adjustment for pretest dif-

ferences even if this were not really the case.

All the data presented in Tahles 1 through 4 can be assumed to be
biased by self-selection. In comparing those students who entered
Project Concern and remained in the program until they finished
schooling to a control group of students who remain in the Hartford
public schools, we are comparing two groups which may be self-aelected
in terms of family income or motivation. But the Project Concern |
experimental design gives us an opportunity to use a much stronger
analysis method. W can compare two groups of students who are more
strictly comparable--every student who was initially offered the
opportunity to enter Project Concern and a randomly sampled control
group of students who were never of fered the opportunity. By compar-
ing everyone who was ever offered the opportunity in Project Concern
with everyone in the control group who never received such an offer,

we will largely eliminate any bias due to sel f-selection.

Thus our "treatment® group includes those students who never parti-
cipated in Project Concern, while the control group includes some stu-
dents who were not given the opportunity to attend Project Concern

schools but attended Catholic schools or schools in the suburbse
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because their families moved there.

Although this procedure understates the effects of desegregation,
the comparison is extremely useful. If desegregation had no effect at
all, we should find that the high number of Project Concern partici-
pants selecting certain occupations is completely offset by a very low
level of selection of these occupations by those respondents who
refused to enter Project Concern or who dropped out. of the program.
The ret effect would be that all students who were offered the onpor-
tunity to participace in the pr;agran should have no greater predispo-
sition to be in (for.c.xample) enterprising wwpﬁom tiran would all
the members of the oontrol group (wher those who weil able to attend
private or suburban schools are inc. @.4). If desegregation has a
beneficial effect, this comparison should show a modest difference
renaining after adding all the students who initially refused to enter
the program and all the students who "Gropped out® of the control
group by moving to the sukburke or entering private schools. If there
is no such Aifference this suggests that the effects shown in the

preceding tibles are spurious.

We refer tu this typn of anmalysis as "Experimental Assigrment Ana-
lysis®™; Cook and Campbell (1979, p. 363) refer to it as "attrition

from tre:tment but not from measurement.”

In our experimenta) assignment, the respordents can be grouped into
seven categories. The original 1966 experiment ocontained a (1) ran-
danly selected treatment group who attended Project Concern schools
and 2/ a randomly selected control group. In 1968 unl 1969, students
were again selected for attendance at Project Concern schools using
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randam assignment. The selected students fall into two groups. One
group (3) entered Project Concern; another group (4), a nearly equal
number of students, never entered the program, either because the
school district was unable to contact them or because their parents
refused to allow them to enroll, We searched old school records and
drew (5) a random sample of students fram the same grades to use as a
control group. Finally, (6) a group of students w#hom we are treating
as volunteers for the ptogr&n are compared to (7) a group of students

" whose parents attempted unsuccessfully to enroll them in the grogram.

Using these seven categories we arrived at one surprising result;
Project Concern did not reduce memployment, Among respondents who
are not now enrolled in college, Project Concern participants (exclud-
ing dropouts and those who never entered the program among those ini-
tially offered the opportunity) have a low unemployment rate compared
to those who were in the control group and remained in the Hartford
pwlic schools. However, what appears to be a positive fect of
desegregation is merely selection bias. When program dropcuts are
added to the Project Concern group and control group "dropouts' whose
faiilies moved to the suburbs or who enrolled in private schools are
included in the control group, the unemployment rates of the twc
groups do not differ.

Table 5 tests the hypothesis that Project Concern af fected occupa-
tiomal distributions, using the experimental fassigmnent method. Table
2 indicated that' Project Concern participants were more likely to
enter white-collar, professional, sales and service occupations in the

private sector, vhile control group members wore more likely to enter
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public service prsitions and blue-collar and laboring positions.
Table 2 showed 618 of the Project Concern marticipants entering pri;
vate sector, professiomal, white-collar and service positions (catego-
ries 1, 2, 4, 7, 8, and 10 in that table) compared to 42% of the ocon-
trol group, a 19% difference. For females the percentages were 86%

and 61%, a 25% difference. Table 5 shows the same percentages when

subjects are grouped acobrding to their initial experinental’assign-
ment., The first and third lines of the table show the percent'ages
taken from a cross-tabulation; the second and fourth lines show per-
centages derived fram a regression equation which controls on family
background, age, and second grade aéhievanent test scores. The family
background variables are& education of the respording parents (usu-
aily the mothers); whether the' families owned their home; number of
siclings; a scale based on the presence of an encyclopedia, a daily
newspaper, and a typewriter at home; and the respondent;s' report of
whether they lived with two parents when they were 14.

Although 62% of male Project Concern participants are in private
sector white-collar and service occupations, the first line of Tabhle 5
shows a smaller percentage in these occupations of all those students
initially assigned to the program. This is to be expected, since
those students who refused éssigrtnent or dropped out of the program
have received a much weaker desegregation treatment and therefore
should look more like the ocontrol group. Wwhen they are added to the
Proiect Concern participants the differences between the control group
and the Project Concern group should decline. This is the case. Only
45% of the students assigned to Project Concern in the 1966 experiment

are in private sector white-collar and service occupations, for exam—
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ple.

The important question here {s v;hether any differences remain bet-
ween those students initially assigned to Project Concern and those
initially assigned to the control group. If no differences remain, we
must assume that all the results in Table 2 are due to self-selection.
If the group assigned to Project Concern continues to differ from the
control group, -then self—selection bias is probably not a sufficient
counter—explanation for the results found in Table 2.

For men, Project Concern differences remain for both the 1966
experiment and the volunteer group, but not for the students assigned ;
to the program in 1968-1969. The differences are 13% for the 1966
experiment and 168 for the volunteer group. The second line of the
table shows differences between those assigned to Project Concern and
those assigned to the control group once social class factors, age and
second grade achievment scores are controlled. Introducing the con-
trols reduces the Project Concern—control group differences further,
to only seven percent in the 1966 experiment and eight percent in the
volunteer group and to minus three percent for the 1968-1969 group.
Much of the apparent effect of desegregation on type of occupation
held .ghown in Table 2 for males is really the result of self-selection

bias.

For females, very strong effects of desegregation on type of occu-
pation rema‘in after self-selection bias is removed. The third line of
Table 5 shows .30% difference favoring the experimental -group in the
1966 experiment and a 228 difference favoring volunteers who entered

the program in comparison to those who attempted to enter and were
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unable to. For the 1968-1969 program, those students who refused
entry to the program are no more likely to hold private sector white-
collar and service positions than are those in the control group, but
those who accepted their initial assignment are 15% more likely to be
in private sector white-collar and service occupations, When multiple
regression is used to control on family background, age and second
grade achievement test scores, these differences &creas'e only &light-
ly-~to 28% for the 1966 group, 23% for the volunteers, and 13% for the
1968-1969 group. This is very comwincing evidence that the apparent
effects of desegregation on occupational type for females in Table 2
are not the result of self-selection or differences in ﬁe background
of students, but must be attributed to attending desegregated schools.

Further evidence of a sex interaction appears in Table 6. In that
Table, we compare Project Concern participants and control group mem-
bers (excluding dropouts) in six regression equations which amalyze
the impact of Project Concern participation, education, age and a
family background scale separately on three occupational variables:
national percentage hlack of the occupation held by the respondent;
the number of respondents who are in the four least-black groups of
occupations, private sector higher white collar and professional,
sales and entertairment; and the percentage of respondents who are in
private séctor professional, sales, white-collar and service occupa~
tions, the variable used in Table 5. The family background scales
were oonstructed by regressing each occupation variable on the family
background variables (parents' education, home ownership, number of
siblings, items in the home, presence of two parents) for the oontrol
groups only, and using the regression coefficients to compute a single
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émle of family background. Separate regression equations were used

'to construct family background scales which are specific for each of

the sex regression equations shdwn in the table, For males, the appa-
rent effect of participating in Project Concern is much weaker than
either family background factors or education. For females the oppo-
site is true: Project Concern participation is the strongest predic-
tor in two of the three equations and stronger than family background
in the third. |

For females, we see fram Tables 5 and 6 that Project Concern parti-
cipation tends to move female workers into occupations which are trad-
itionally not held by blacks, into the higher status private sector
white-collar occupations and into both high- and low-status private
sector white-collar and service occupations. This result cannot be
attributed to self-selection and it cannot be attributed to the fact
that women participating in Project Concern have slightly more educa-
tional attainment than those in the control group. For males the
story is more complex. Desegregation emhances the educational attain-
ment of males in't:his study; those effects are quite strong (Crain,
Hawes, Miller and Peichert, 1985). The higher educational attainment
in turn pushes males toward whiter occupations and toward private sec-
tor white-collar positions. Since the effects of Project Concern on
occupational type are weak once sel f-selection is controlled in Table
5, the evidence suggests that desegregation does not have much effect
on the type of occupation held by males except indirectly through edu-

cational attaimment.

Interpreting the male data is complicated by the youthfulness of
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the population; The .roject Concern participants were more likely
than ocontrol group mal%s to be in college at the time of the survey,
and oollege students ar% missing fgan this apalysis, so strorxé |
desegregation effects on occupational type could appear in the future.
It may also be the case that the employment market for ilack males is
such that there are more restrictions on opportunity which revent
desegregated hlack males fram moving h{to poeitidns in the way that
desegregated hlack females have. This problem will require analysis
of older graduates of desegregated schools, either with a different
data set, or perhaps from a follow-up survey of this population.

sJob Search Techniques

Tahle 7 reports three factors which one might expect to explain the
occupationzl differences between Project Concern and control group
participants. The first line reports the percentage of respondents
who say that they left another position to take this one‘rather than

' 'being unemployed between jobs. Both male and female Project Concern

participants were more likely to quit another job réther than waiting
until they were unemployed to find a better position. This implies a
more aggressive career management strateqy. The second line reports
the vercentage of respondents who said that they had 'specific training
or experience which qualified them for their present position. For
females, Prnject Concern mrticipants report a higher level of train-
irg and experience than does the control group, but there are no dif-
ferences for males. Finally, the third line indicates that of all
respordents who reported using some personal contact to learn about

the opening or to be sponsored for the position, Project Concern par—
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ticipants, especially females, used whites as contacts more than did
mexibers of the control group. However, the percentages seem lowl,
given that the Hartford metropolitan area labor force is heavily

white. -Apparently even the Project Concern participants operate in a
social network which is predominantly black.

Analysis of the data showed that persons with more training ana

experience and persons who changed jobs without a period of memploy— '

ment have better positions and that persons who use white oontacts y
wind up in occupations with more white employees in them, but mne of
the differences in Table 7 are large enough to explain more than a
fraction of the large difference in occupations between female Project
Concern participants and their control group.

Respondents were asked‘to dicate the occupations they would like
to have five years fram now the occupations they aspired to when
they were high school age. e 8 shows the pattern of aspirations

that respondents report hav ing had wht_,an they were in highsschool, and
the occupations they would lfke to have five years from now. This
table includes respordents who are now full-time college students.
The 12 categories of Table 2 are collape2d to 7 here, by combining low
and high positions in all categories and excluding laboring, which

none aspired to.

The table suggests that sawe of the differences in esent occupa-
tions are due to differerces i the preferences that students held
before they oomp.eted school. Bota men and women who participated in

i74
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Project Concern report that they had less desire to enter public
service occupations and more interest in sales. luales recall a higher
desire to enter professional positions, lack of interest in klue-col-
lar positions and a slight preference for &fvioe positions, all ocon-
sistent with the sorts of occupations that Project Concern males moved

into.

Present aspirations of males and females show the same pattern.
Project Concern participants of both se.cs show & pr. irence for
sales. Males show a preferernre .or professional work and a lack of
interest in hlue-collar work; wamen Project Concern participants show
a dininterest in public service wos . Of oourse, we should expect
social inertia to prampt many people .o a.** -2 to positions similar to
positions they presently have; but this wouldn't explain why F..ject
Ooncern mrles had professional aspirations in high school. In addi-
tion, male Project Concern participants are employed in public service
nearly as much as the ocontrol group, bui have shown in the past and

still stow today a disinterest in public service as a career.

terore

“There seem to be two reasomable explanations for the mttern we
have seen here. The first is that Project oncern participants,
because of their experience in integrate? schools, are more confident
atout their ability to work in predominantly vhite settings. Facto-
cies arnd government employment are traditional havens for blacks—-po-
sitions where there is less concern about the possibility of being
re;l\s_}cted bmause of colur. Desegregated students, being less fearful

of discrimination (Crain, Hawes, Miller and Peichert, 1985) are more
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willing to try their hand at jobs which require considerable interac-
tion with whites. Sales and to some degree service positions are good
examples of this. Although the sample gize is too small to anairrze
individual occupations, a pattern does appear. Control group partici-
-ants are overreiresented in health and welfare occupations, and as
janitors, and men are particularly likely to be mailmen. Wamen are
overrepresented as data entry clerks but underrepresented in .nost
other office occupations. Project Concern -xmen appear as secretar-
ies, clerks, baik tellers, and in office positions with insurance oom-
panies. Both men and wamen from Project Concern schools are likely to
be waiters and waitresses and employed in a variety of sales posi-

tions.

The second hypothesis, which cannot be tested with these data, is
that black alumni of desegregated schools are more likely to be hired
in positions which involve "meeting the piblic®—meaning in this case
the white public. Presumably 12 years in suburban schools should
impact on pronunciation and the us= of black grammar; and simply hav-
ing the name of a midC.e-class sudurban school on ore's resume should
affect at least some personnel aiiicers in white-controlled f£ims.

(Evidence of this appears in Crain. 1984.)
Summary and Conclusions

Black students who attended desegregated schools wind up in diffe-
rent kinds of joos than those who attended segregated schools. In
this case, the segregated and desegregated students c.tered the same
metropolitan labor market after finishing school. But the desegre-
gated students worked in fims which had more white employees and

175



PACE 27
worxed in occupations which nationally are more often ...ld by whites.
They are more optimistic about their chance for pramwotion, and perhaps
they should be, since they are more likely to be working in private
industry rather than in government, more likely to be in white-collar
and professional sales occupations. The results of tuis study are
particularly trustworthy, since they are based on a sixteen-year fol-
lowup of a randomized experiment.

The mechanisms for male and female students seem slightly diffe-
rent, A separately published analysis of the same experiment indi-
cates that male students from desegregated schools are considerably
more likely to attend college and complete more years gf college
schooling . 1an males who went to segregated schools. our data here
show that male students recall having held higher aspirations for
employment when they were in high school, particularly aspiring to
professional positions more often. This may explain their desire to
go to college, and their college attendance probably explains why
those who are now in the labor force are more likely to be in sales,
good white~collar positions, and cven in some service positions and
much less likely to be working as laborars or in semi~skilled factory

work.

For females, educational attaimment ig less important. The analy-
sis of the education.l data indicate that females' educational attain-
ment is not greatly effected by desegregation. However, the female

graduates of desegregated schools, even though they do not have more
education than graduates of segregated schools have considerably bet-
ter iobs. We suspect that one reason is that they are better trained;

’
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at least they are more likely to report that they have the position
theg} have because they have the training for it. They also report
using more white contacts to locate jobs and as references when apply-
ing for them. The result is that women from desegregated schools are
twice as likely to be in professional sales and higher-status white-
collar positions and to be in working in service positions in the pri-
vate sector. They are only one-third as likely to be working in any |
government positions and only half as likely to be in blue—col. xr

occupations.

Although the data touched on this point only indirectly, it seems a
reasonable interpretation that black graduates of desegregated schools
hold better jobs because they are more confident in their relations
with whites. Analysis of these data (Crain, Hawes, Miller, and Piec-
hert 1985) found not only that black male graduates of desegregated
schools had more years of schooling as a result, but that both males
and females had mr~e contact with whites socially, were more likely rto
live in integrated neighborhoods, and peroeived less discrimination in
their dealings with white institutions and employers. All this should
make it easier for them to think in terms of obtaining a position ":a
white work envirorment, in a occupation normally held by whites. we
also think that employers will be more likely to hire black wovkers
who hold their credential of a high school diplama from a suburban
school, since this is tangible evidence to the anployer that the stu-

dent has had experience in working with whites.

Other research on desegregation has found positive effects of

Jdesegregation in short-term outcomes, such as achievement test scores
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or ‘gtudent attitudes. This study concludes that those short-temm
changes in student attitudes have a long-tem effect in adulthood.
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'

Table 1: Mean percentage black of occupations held by
Project Concern Farticipants and Control Group

members
Males Females
Project Project
Concern Control Concern Control
Participants Group Participants Group

mean percent black .
of occupations 12.9% 14,.5%%* 10.4% . 15.37 %%
held?
(effective n) (49) (103) (72) (70)

d
percentages are computed for workers of same sex across the U.S.

*

*k .
p..0l, one-tailed



34

Table 2;: Occupations held by Project Concern Participants
and Control Group Members

Males Females
Project Project :
Concern Control Concern Control
Occupations? Participants Group Participants Group
under 10% Black: o
1. vales 10.5%* 2.3% 4.0% 2.37%
2. Professional/
Managers 1.8% 2.4% 4.0% 0.0%
3. Entertainment 1.8% 1.2% 0.0% 2.3%
4. High White Collar 8.87%% 2.3% 25.8%% 15.27%
22.97%% 8.2% 33.8%* 19.8%
Over 10% Black:
5. High Blue Collar 10.5% 12.7% 6.1% 6.3%
6. High Public Service 3.5% 4.8% 5.1% 9.2
7. Low Service 17.5% 10.9% 18.27%*% 8.4%
8. High Service 7.0% 6.5% 7.47% 3.74
9. Low Blue Collar 7.0% 15.4%% 0.0% 6.1%
10. Low W! ite Collar 15.8% 18.07% 26.3% 31.3%
11. Labor 10.5% 18.7% " 1.0% 0.5%
2. Low Public Service 5.3% 4 8% | 2.0% 14 .8%%
77.1% “91.8% - 66.1% §0.07%
(eftective n) ( 57) (121) ( 94) (85)

- ——— - .4

do:cupntions ranked by national racial composition, s¢xes combined.

*"
v ¢ .05, uau-talled

(e 155
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Table 3: Holland codes of occupations held by Project
Concern Participants and Control Group Members

Males Females

_ Project Project
Holland Concern Control Concern Control
Category: Participants _Group Participants Group
Realistic 51.8% 59.5% 12.1% 25.0%%
Investigative 1.8% 2.0% 0.0% 0.0%
Artistic 1.8% 0.72 0.0% 2.64
Social 8.9% 15.5% 13.9% 31.47%*
Enterprising 28.67% 13.0% 14.9%% 6.47
Conventional 1.1% 9.3%, 59.17%%* 34.67%

TOTAL 100.0Z 100.0% 160.0% 100.0% .
(effective n) (56) (105) (85) (75)

* pg .05, one-tailed’
** pg .0l, one-tailed

187
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Table 4: How Project Concern Participants and Control Group
Members describe their employment

Males Females
Project Project
Concern Control Concern Control
Participants Group Participants Group
Co-workers mostly : .
white 48.97% 45.8% 72.44% : 58.1%
s
“f
Chances for promotion
good 65.14% 47.8% 48.9%% 39.3%
(effective n) (46) (87) (796) (71)

* pg .05, one-tailed

by
Vg
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Table 5: Percentage of students in Private Sector White Collar
or Service occupations by Experimental Assignment

. ) ' (Pégcenc in private white collar or service)

Experimensal Assignﬁenc

1966 © 1968-69 ,
Experiment Random Assignment ‘olunteers
exper. control exper. refused control exper. control
Males: . e,
uncontrolled.r 44.7%  31.9% 4o 45.6%  43.4% 66.0%  49.47
controlled* 45.3%  38.3% 39.4% ,39l._97. 82..0% 60.1% 51,87
Females ' !
uncontrolled  79.6Z  49.6% 81.3% 66.0% ~ 66.5% -~ 91.0% - .68.8°
controlled* 80.6%  52.7% 80.7%  65.8%  67.4% 86.1% 63.0%
-, o (
x

Regression equations controls were mother's education, presence of
encvclopedia, newspaper and typewriter in childhood homa, number of
siblings, parental homeownership, twompafents present at age 14, and
age of vespondent. ! - o

- - -

¥

. > . rad
Note: private white-collar or sarvice' includes 6 categories from
the list shown in table .2: Sale$ professional, qnd-high_and low white-

collar -and service. . X
: r
: P
[ d . »
. g
N s
}
‘P—«
e e g
» N 3
-’
¢
14
¥
2'4{ () :
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Table 6:

-

Effect of desegregation, age, family background and ~

educational attainment on three measures of occupational
outrome - ' Y

Males

Project Concarn
Participation

Educacfon
Family Bickground
Age

me' iple r

Females

Project Cuncern
Participation

Education
Yamily Background
Age

sultiple r

X . . .
these vategories of occupations are less thean 10% black

i black of

occupation
r ]
e 18g '0162**
183 J157 %%
-.007 .005
175
e
-.261 - 267%H
-.117 ~.090
154 185%x%
05-0 "‘-0].8
.J99

%7 in high white
collar, sales

entertainment
r — B
.%32 v .072
.270‘ W 242%%
.175 «119%
-.006 . -.031
310
122 qllé?
166~ .146*
'.0&& 074
.058 .05
212

bgeo table 5 for cateqory descriptions

* -
p € .05, one-tailed

*
" p € .01, one-talled

’ 1

% in private,
white coilar,

service
r | %)
.109 .082
131 L «159%%
.134 J161%%
-.175 - . 204%%
| .300
"
254 .288%%
;.226 -, 216%%
.203 S158%A
-.169 -.035
U329



' Table 7: How Project Concern Participants and Control Sroup.
Members describe obtaining their present or (last) .

. position
B ' . Males | ' Females
Project Project - '
Concern’ Control Concern Control
Participants Group Participants Group

% who left another . _ - - ) :
e job to take this S _ .
~ ., .one . 46.8%% 1.1z 44.6% - 36.92

e

% who had training
or experience for

\ position 47.8% ‘45.13 77.4%% . 63,02
\ % white of personal. ” | - ' |
\ ?iﬁﬁ“:ﬁi&‘iii e 22.7% 17.7% 31.02 22.7%
-\(effective ) (46) (87) (76) - (71)

A

*.p<¢.05, one-tailed

\

| . .
\ ’

\

s
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Table 8:
Present and Hinh Sehnnl Aspirations

of Project Concérn participants snd

Control Group Members, by Sex

Females
Present Aspirations " High School Aspirations
Project ' Project
Concern Control Concern Control
- Participants Group participants __Group
Low Percent Black
Occupationst
Sales 4.0 1.5 1.9 0
Professionsal 24.0 . 21.) 19.9 19.0
Entertainment 10.0 4.3 14.0 6.8.
White Collar, 36.5 31.6 26.5 28.8
TOTAL ’ 74.5 58.7 62.3 54.6
High Percent Black
_Occupations:
Blue Collar 4,0 2.8 3.7 3.8
Service 3.5 7.9 10.7 10.0
Public Service 18.0* 30.5 23.3 3.6
TOTAL 25.5 41.2 37.7 45.4
(effective n) - (90) (85) (96) (88)

* p .05, one-tailed
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Present Aspirations

Project
Concern

rarticipants

13,14
3.3

18.1

34.5

(61)

Control
ireup

ra
(%)
-

I~
.
r3 -

19.4
48.7

(107)

BEST COFY

Males
High Scheol Aspirations
Project ‘
Concern Control !
Participants L Group

1.8 0
3. 6% 16.5
12.3 < 18.7
10.5 11.4
56.2 46,6 g
c L ]
8.1 ' 33.0
7.1 ' 3.8
8.8 6.3
44.0 53.3
(57 (91)
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