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INTRODUCTION

Equal Employment Opportunity is truly an important phase 

of management of human resources in business and society. In 

today's society, it is apparent, that as unemployment rates 

decrease production technology coincidental with the manage

ment of human resources, as well as the relationship of business 

and society, will have to become more sophisticated to ensure 

continued growth and prosperity. In the decade of the seventies, 

it will become more and more essential that business in its 

environment and in its management obtain additional personnel 

for skilled positions.

Throughout the United States the construction industry 

is currently being faced with a heavy demand for labor. There 

exists the increasingly antagonistic attitude of labor toward 

management and the greater demand by labor for increased sal

ary and benefits. From the business point of view, the con

struction industry cannot ignore the masses of the minority 

groups which could help alleviate the labor shortage thus pro

viding a social benefit in the communities in which that bus

iness operates and the individual lives. The utilization of 

a minority group member who is unemployed, as a productive 

member of American society, will erase his name from state 

and federal welfare rolls.
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It is the intent of this paper to examine the ground 

rules of Equal Employment Opportunity as regulated and control 

led by the government; to indicate the social implications of 

equal employment which affect the minority society including 

the Negro family structure, the ghetto environment, the pat

tern relationship within the white society, and the economic 

opportunity; to delve into the responsibility for Equal Employ 

ment Opportunity from the standpoint of the businessman in 

the construction industry and the relationship of business 

with the unions and the attitudes of unions toward Equal Em

ployment Opportunity; to peer into the immediate future to 

determine what the relationship between the Negro and white 

in cooperation will have to be to produce a management labor 

relationship in the construction industry which will be con

ducive to productivity and growth; to develop possible sol

utions based on the findings of the subject matter„

Information for this paper has been obtained verbally 

from representatives of the Concentrated Employment Program, 

the Labor Education Advancement Program, Greater Omaha Com

munity Action Office and the Boys Clubs of America„

Although equal employment opportunity as defined in 

Presidential directives includes all minority groups such 

as Negro, Indians, Orientals, Spanish Americans, the primary 

emphasis in this paper will be related towards the Negro 

minority group. This group provides the greatest percentage 

of the total minorities, and the patterns and problems in

volved with the Negro and his search for employment are much
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the same as those involved with other minority groups.



I. EQUAL EMPLOYMENT OPPORTUNITY COMMISSION
AND TITLE VII

Federal dealings with discrimination in employment 

cover many subjects, take many forms and involve many agencies. 

Lack of equal opportunity for Negroes is the primary subject 

of enforcement activities but discrimination in employment 

based on religion, national origin, sex and age is also pro

hibited- These prohibitions appear in the Equal Pay Act of 

1963, Civil Rights Act of 1964, the Age Discrimination in 

Employment Act of 196? and Presidential Executive Orders 

10246, 11141, 11246 and 11375 issued from 1940 through 1965- 

The responsibility for the administration of these acts and 

orders is divided among the Equal Employment Opportunity 

Commission (EEOC), the Office of Federal Contract Compliance 

(OFCC), the Wage and Hour Division, the Department of Justice 

and approximately thirty procurement agencies. The field of 

regulation of employment discrimination is also a concern to 

varying degrees, of the State Fair Employment Practice Com

missions, the National Labor Relations Board and the state 

and federal courts.

The Civil Rights Act of 1964 created the Equal Employ

ment Opportunity Commission under Title VII of the Act to 

administer the non-discrimination provisions of that title.

4
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Title VII of the Civil Rights Act of 1964 made it un

lawful for employers of 25 or more persons and for labor 

unions and employment agencies to discriminate in employment 

because of an individual's race, creed, color, religion, sex 

or national origin.

While much of the work of the Commission revolves a- 

round the investigation of individual charges, the Commission 

recognizes that, if it is to achieve its goal of eliminating 

employment discrimination within a reasonable period of time, 

it must consider patterns of discrimination as well as in

dividual cases. It believes that unless the cause that led 

to the complaint is eliminated more complaints will be filed 

which necessitate more investigations.

The Commission has experienced all the growing pains of 

a new agency which include a flood of charges, a relatively 

small budget, temporary staff borrowed from other agencies 

and changes in Commission membership itself. At this time, 

the Equal Employment Opportunity Commission is operating 

fairly efficiently and aggressively— perhaps too aggressively 

in the opinions of some members of the construction industry—  

to achieve its goals as mandated by Congress„ A variety of 

new tools and techniques, including task forces and computers, 

are speeding up the compliance process so that the Commission 

hopes to soon be free of the backlog of cases which has hamper 

ed it from its beginning. In 1968, approximately 15,000 

charges were filed compared with 1 3 , 0 0 0  the previous year.
The number of charges filed with the Commission is steadily
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increasing and this trend will probably continue for some 

time to come. The majority of the cases that the Commission 

handles are related to race. The second largest number of 

complaints are based on discrimination because of sex. The 

third largest number of complaints are based on discrimination 

because of national origin and religion.^

A. Equal Employment Opportunity Commission 
Anti-Piscrimination Action

Under Title VII an individual may file a charge with 

the Commission if he feels that he has been discriminated 

against in connection with employment for reasons enumerated 

in Title VII which deal primarily with race, creed, color, 

religion, sex or national origin. The injured party must 

file and swear to a charge in writing. This charge may then 

be filed at the Washington office or any one of the thirteen 

regional office's.

In most instances, sixty days after a charge of dis

crimination has been filed with the Equal Employment Opport

unity Commission and has been referred to the local Employ

ment Practice Commission for review and handling, the EEOC 

will begin its own investigation of the case if the injured 

party so requests.

The first step in investigation is to interview the 

charging party. Interviews are also set up with the charging 

party's witness and a review of all the documents that the

^A Condensation of a Report Given by Equal Employment 
Opportunity Commission at a United States Post Office Pre-Bid 
Conference on the Memphis Facility in Washington, D.C. on 
August 18, 1969.
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charging party may have submitted to support his charge.

Once all the relevant data is collected, the EEOC investigator 

attempts to learn as much as possible about the company or 

union as to the type of operation, the product, the number of 

employees or members, the types of jobs, and the company or 

union philosophy.

The second step is to contact the respondent company, 

labor union or employment agency to serve the charge and to 

listen to the respondent's answer to the charge. The invest

igator also observes the work place where the act of discrim

ination allegedly was committed a nd, in addition, to observe 

the working conditions within the project to determine whether 

there exists facilities for segregation of black and white 

and whether the technical requirements regarding EEO posters 

and equal employment policies have been m e t . At the conclusion 

of the investigation, the charged party is given ten days in 

which to provide any additional information in support of his 

rebuttal.

After the investigation of the charged party, the Com

mission conducts a rebuttal interview with the charging party 

to further analyze the situation and thereafter prepares a 

written recommendation (of cause or no-cause action) paper.

The report of the individual investigator is reviewed by the 

Regional Director and also by the Interpretation and Decision 

Section of the Commission's Washington office. If there ap

pears to be any discrepancy or question in the minds of the 

members of the Interpretations and Decisions Section, the
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Commissioner may require that another investigator be sent to 

the scene and a separate report be made to either confirm or 

reject the cause or no-cause action of the original investigator

Based on the investigator's evidence, the Commission 

reaches its decision, the decision is referred back to the 

compliance office for dissemination to the charging party 

and charged party. In about 60 percent of the cases in 1968 

a violation of Title VII was found. If a decision is made 

against the charged party, the conciliator contacts the charg

ing party to determine the kind of relief he seeks. After 

this relief has been determined a conciliation agreement is 

prepared with four general points.

1. Relief for the charging party.

2. Relief for other employees in similar situations.

3. Correction of practices that led to the charge 
initially.

4. The establishment of an affirmative action plan 
by the charged party to qualify it as an Equal Employ
ment Opportunity company or union.

Under these circumstances conciliation is a voluntary

matter where neither the charging party nor the charged party

has to accept the agreement proposed. If the conciliation

fails, the charging party is notified of his right to bring

a court action and the case is referred to the Commission's

General Councils office. From this point, the case may be
2referred to the Justice Department for prosecution.

YChile this approach to the resolution of individual

Federal Register, Volume. 3Q, Number l87i Tuesday, 
September 28" 1965«
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discrimination cases is important, members of the Commission 

fully realize that the Equal Employment Opportunity Commission 

needs full cooperation from business, industry and labor if 

the goal of true equal opportunity is to be attained.

B. Regulations Regarding Employment
Since equal employment is of a somewhat controversial 

nature, Congress would not pass legislations affecting imple

mentation of equal opportunity. Therefore, the President 

felt it his duty to accomplish legislation through an Exec

utive Order. Although the Executive Order1 established a re

gulation and was relatively easy to write and reproduce, even 

after a four year period, the implementation of the act re

mains the greatest roadblock toward elimination of segregation.

Although Equal Employment Opportunity regulations are 

established for all business as well as unions in the con

struction industry, Part 2 of Presidential Directive 11246 

clearly indicates that the government can control discrim

ination in employment only by government contractors and sub

contractors through the general conditions of the contract.

As a subpart, the duty of the Secretary of Labor is to ensure

that discrimination does not exist on projects that are wholly
3or partially financed by the federal government. However, 

the primary Directive 11246 governing equal employment opport

unity was written for and established as a requirement for all 

members of American society who form themselves into corporations

3
Federal Register, Volume 30, Number 1 8 7 , Tuesday,

September 19 6 5 , p"- 12, 319 •
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or organizations. The regulation of employment as noted in 

Executive Order 11246 in relationship to non-discrimination 

in government employment is as follows:

"Section 101. It is the policy of government of 
the United States to provide equal employment in 
federal employment for all qualified persons to pro
hibit discrimination in employment because of race, 
creed, color or national origin and to promote the 
full realization of Equal Employment Opportunity 
through a positive and continuing program in each 
executive department and agency. The policy of 
equal opportunity applies to every aspect of federal 
employment policy and practice."^

Although the regulations on employment as established 

in Executive Order 11246 pertain specifically to non-discrimin

ation in employment by government contractors and subcontractors, 

this executive order is indeed more far reaching than one first 

realizes in its reading. For any one contractor or union, 

whether they specialize in government contracts or not, will 

in some way, shape or form be connected with a project or op

eration which is wholly or partially financed by funds from 

the federal government. Further, legislation at state and 

local levels, in accepting the directive of the President, 

also extends the fingers of control over a greater number of

contractors who may not be involved in a project with federal

funds but may be accomplishing work that is financed by other
5tax monies.

During 1969, contractors and building trades unions

^Ibid.
^Volpe Changes EEO Requirement, Constructor, Washington, 

D.C., June 1 9 6 8 , p. 3 6 , 37•
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across the country have been forced to make equal employment 

opportunity on federally assisted construction projects more 

of a reality than they have had to do in the past.

C, Federal Contract Compliance 

Although there have been specific plans for implement

ation of the non-discrimination policy, in high ratio Negro 

areas, the plans were never carried forward and the demands 

of the minority group members became so resounding that some 

affirmative action was required. With the realization that 

implementation is the essence of any resolution, the Federal 

government established the Federal Contract Compliance Office 

in the Department of Labor to police the equal employment 

obligations of contractors and subcontractors of federal 

government work. The Federal Register, Volume 33, Number 104 

dated Tuesday, May 28, 1968, Part 2 further defines the oblig

at ions of contractors and subcontractors with reference to 

Equal Employment Opportunity policy and compliance reports:

"Subpart A, Preliminary Matters, Equal Opport
unity Clause Compliance Reports Paragraph 60— 1 . 1  
Purpose and application. The purpose of the re
gulations in this part is to achieve the aims of 
Parts 2, 3, and 4 of Executive Order 11246 for the
promotion and ensuring of equal opportunity for all 
persons without regard to race, creed , color, or 
national origin employed or seeking employment with 
government contractors or with contractors perform
ing under federally assisted construction contracts 
...... failure of a contractor or applicant to com
ply with any provision of the regulation of this 
part shall be grounds for the imposition of any or 
all of the sanctions authorized by the order."6

Federal Register, Volume 33, Number 104, Tuesday 
May 28, 1969 , Washington, D . C . , p"l 7&0k
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Also as a part of Federal Register, Volume 33, the 

Office of Federal Contract Compliance is required to instigate 

compliance reviews to ensure that the prime contractor or sub

contractor maintains non-discriminatory hiring and employment
7practices and is taking affirmative action.

Presidential Executive Orders have called for non-dis

crimination in federal contract employment for 25 years, but 

for much of that time, the Orders were more policy statements 

than regulations. In 1961 , the federal government broadened 

the definition of employers subject to contract compliance, 

increased the obligation of the government contractors to 

invite equal employment opportunity and strengthened the en

forcement of these obligations.

D. Affirmative Action

The standards of compliance have become broader but 

less clear. Contractors are not required to take affirmative 

action to ensure against discrimination. In the name of af

firmative action and contract compliance, companies have been 

told to take actions which in some cases may be in violation 

of the requirements of Title VII of the Civil Rights Act of 

1964 and which are contrary to collective bargaining agree

ments. The teeth in Federal Contract Compliance is the fact 

that if a contractor fails to comply with Executive Order 

11246, his contract for a particular project which involves 

government funds may be cancelled at any stage prior to or

7Ibid .
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during construction, and that the individual contractor may 

be debarred from further government financed work. Although 

it appears that no contracts have yet been cancelled and no 

contractors have yet been debarred, issues concerning contract 

compliance are being investigated. In March of 1 9 6 9 , the 

State of Ohio for the first time in its history moved toward 

cancellation of a construction contract because of a contractor's 

alleged breach of its equal employment opportunity obligations 

and commitments. Sauer, Incorporated, a plumbing contractor 

from Pittsburgh was given a thirty-day notice in which to cure 

the breach of contract or forfeit its contracts on two Ohio 

State University projects in Columbus.

A State of Ohio Executive Order by Governor James A.

Rhodes on June 5, 196? 1 required that public works contractors

as a part of their contractual commitments, provide equal em

ployment opportunity or risk cancellation of the contract.

The State of Ohio alleged it found Sauer in breach of its 

construction contracts in that they had no Negroes hired for 

the project work. In this instance, the contractor involved 

managed to find several Negroes for the project and so the 

allegations were dropped .

National and local disputes over what is causing the 

absence of Negro journeymen and apprentices on jobs similar 

to Sauer's situation have arisen prior to and after Federal 

contract awards. The general statement from construction

g
"Ohio Moves to Cancel Contract on Bias,"^Engineering 

News Record, March 13* 1969, p . 59«



management is that there are not enough qualified Negroes in 

the unions to do the skilled work, and that union locals are 

giving management the run around in placing Negro members in 

their organizations. The unions limit membership by estab

lishing unrealistic membership numbers and apprenticeship re

quirements through closed shop and restrictive referral pro

cedures. On the other hand, the unions state that the con

tractors, as management, are afraid of union slow downs and 

walk offs and other retributions if contractors live up to 

the commitment. In June of 19 6 9 , the Labor Department an

nounced a bold new plan to end discrimination on federally 

aid construction projects. The plan was first tried in the 

Philadelphia area where minority groups comprised only two 

percent of the work force of skilled construction trades al

though the city has a 2 6% minority population. Under this 

plan, Arthur Fletcher, Assistant Secretary of Labor for wage 

and labor standards says that the 1 9 6 9  "Philadelphia Plan" 

tends to open the ranks of the more attractive trades trad

itionally barred to minority workers. Those trades include 

ironwork, plumbing, pipe fitting, steam fitting, sheet metal 

work, electrical work, roofing and waterproofing and elevator 

construction. Under this new plan approach, the bidders on 

federally aided construction work exceeding $5 0 0 , 0 0 0  are to 
submit affirmative action plans setting specific goals in using

Ik

Ibid.
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minority employes based on federal standards.^

This affirmative action approach is slightly different 

from the approach taken in the 1 9 6 7  "Philadelphia Plan" whereby 

minority participation was primarily assured by a require

ment that low bidders submit manning tables prior to contract 

awards. In this prior plan, the tables showed how many min

ority members the contractors expected to use in each trade 

and how this percentage related to the percent of minority 

members in existing union locals and the percent of minority 

members in the community. The quotas were not actually imposed 

but the contracting agencies determined the acceptability of 

the contractors plan for minority representation. The 196? 

plan was killed' when it was ruled that it violated standard 

bidding procedures.^

The 1 9 6 9  plan requires that the minority manning goals 

be submitted by the low bidder after bid opening and prior 

to contract award. If the contractor fails to meet the com

pliance requirement his bid is rejected and the contract is 

not awarded to him.

A further development along the lines of the 1 9 6 9  
"Philadelphia Plan" has been the initial award of contract 

for 3*9 million dollars to Bristol Steel and Iron Works of 

Richmond, Virginia, for construction of steel, the framework

"^Pat Rosen,
Construction News,

1 1 T, . .Ibid .

"Government Unveils New Plan to Force EEO" 
August 1969, p * 35*



for an addition to Philadelphia Children's Hospital and Child 

Guidance Center.

In order to qualify for the contract, Bristol agreed 

in advance to hire at least four minority group members among 

the 60 to 7 0 ironworkers it plans to employ on the job during 
the next two years. The ironworking trade is the only skilled 

craft involved in this phase of the project .

Under the 1 9 6 9  "Philadelphia Plan", the department had 

set a range of from 5 to 9 percent from minority hiring among 

ironworkers for this project. Bristol agreed to hire the 

four men in 1 9 7 0 and to keep them or their minority replace
ment on the job when the project work force drops to thirty 

in the second year of the contract.

However, this affirmative action situation as required 

by the "Philadelphia Plan" has come under fire by the attorneys 

for the General- Accounting Office. They have ruled that the 

plan is illegal and have threatened to cut off payment for 

any contract involving it, but for this project, the GAO does 

not know whether the threatened withholding of funds can mat

erialize because the hospital receives only federal assistance 

rather than a federal grant. Therefore, the resultant judicial 

showdown between the General Accounting Office and the Labor 

Department's contraversial "Philadelphia Plan" is going to 

be somewhat more than a mere single-job action. The resultant

16

action will set a precedent for affirmative action plans in 

the entire construction industry if the Labor Department 1s 

"Philadelphia Plan" is rejected as being illegal or is accepted
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as being legal. The result of this showdown will also have a 

great effect on more than thirty other projects which are be

ing bid in the Philadelphia area at a dollar volume of 80.2
. , . . 12 million.

For further dissemination of affirmative action through
out the country, the Area Coordinator for the Labor Depart

ment's Office of Federal Contract Compliance will determine 

what standards for each trade shall be included in the bid 

invitation. The standards will specify the number range min

ority group manning for each trade during the life of the 

contract. The standards for minority group participation will 

be dependent upon the following:

1. The current extent of minority group participation 
in the trade.

2. The availability of minority group persons for em
ployment in such trade.

3- The- need for training programs in the area and/or 
to assure demands from those in or from existing training 
programs for the impact of the program upon existing labor 
force.

Once the contract is awarded, post award reviews will

be conducted to ascertain whether or not the goals which were

established by the contractor are met. If he fails to comply,

he is then in breach of contract. If the contractor has failed

to perform in the past then it is doubtful that he would be
1 3awarded the contract even though he was the low bidder.

12 "Philadelphia Plan," Engineering News Record, October 30, 
1969, P • ^9.

13Pat Rosen, "Government Unveils New Plant to Force EEO" 
Construction News, August 1969» p . 35-

V...
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The office of Federal Contract Compliance has noted 

that equal employment opportunity and affirmative action re

quirements have generated much confusion and misunderstanding 

with respect to the obligations of government contractors 

under Executive Orders, Government contractors are required 

to take affirmative action to ensure against discrimination 

in employment. Contractors and unions subject to Title VII 

who have discriminated are in violation of the title and may 

be ordered by a court to take affirmative action to correct 

their discriminatory practices„ But the question remains, 

how can one have equality,of opportunity and yet take affirm

ative action on behalf of a certain element of society? Ac

cording to the office of Federal Contract Compliance these 

words are not redundant and are not in conflict. They define 

equal employment opportunity as a condition and affirmative 

action as a means by which the condition is achieved. The 

office's reasoning for affirmative action is based on the 

fact that prior to i9 6 0 , the President's Committee on Equal 

Opportunity was faced with overt discrimination. In many in

stances, on project sites or union locations signs were posted 

"Colored Need Not Apply". This was an intent by some manage

ment to assign minority group members to certain jobs or not 

accept them at all„ The President's Committee for affirmative 

action attempted to take down those signs and change the in

tentions of the management and the union so that Negroes and 

all other minority group members in this country could have 

equal opportunity employment.
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It has remained clear that the removal of the sign to 

change the intent did not in itself afford equality of opport

unity for minorities. Executive Order 112^6 recognized that 

there is nothing basically wrong with equal employment opport

unity but that affirmative action must be taken to ensure that 

equal employment opportunity does indeed exist. A quantit

ative measure of any program is its indicator of success or 

failure. Therefore, the affirmative action in support of 

equal employment opportunity is a quantitative measure of 

failure or success. The progress towards complete equal em

ployment opportunity can only be achieved when minorities get 

the jobs that they do not currently have and increase their 

membership in the skilled trades.

The FHWA order interim 7-2 of October 1, 1968, indicates

that the contractor can obtain affirmative action through 

locating, qualifying and increasing the skills of minority 

group employees and applicants for employment through pre

apprenticeship, apprenticeship and on-the-job training pro

grams; must seek the cooperation of and work closely with 

unions with which they have a local agreement toward the end 

of increasing minority group opportunities within the unions 

and effecting referral by the unions of greater number of 

minority group employees; must agree to solicit the employment 

of qualified minority group subcontractors and subcontractors 

with minority group representation among their employees; must 

monitor an equal opportunity program and ensure that his
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sub

tlia

the

and
mad

contractors and himself are in compliance with the order.

The Equal Employment Opportunity Commission believes 

t the employer and union must make an attempt to cover 

whole community not just the white segment. The employer 

the union must make sure that the minority groups ere 
e aware of job opportunities in the company and the union.

14FHWA Order Interium 7-2, October 1, 1968, p. 3« 4.



II SOCIAL IMPLICATION

For over a century, the white collar job and skilled 

craftsman's trade has eluded the hard-core unemployed, a group 

composed primarily of minority group members. After this 

nation had sustained major big city uphevels and crises for 

the past few summers, many of the national business leaders 

spoke out on the cause and effect relationship of the hard

core and minority group unemployment problem and reasoned 

that a solution should be found to alleviate the unemployment 

and resulting summer tensions.

The general consensus of many of the business leaders 

in the communities is that the riots and crises were a direct 

result of frustration growing out of a deprivation of respect 

and rejection by society. It is the opinion of these leaders 

that government, businesses, unions and the individual must 

have a fundamental change in attitude tending toward an active

solution and not a passive indifference„ In order to consider 

what might be the source of some of these social problems and 

social implications for the minority group member, primarily 

Negro, one must consider some of the facets of the Negro family 

social structure, his ghetto environment, his pattern in white 

society and economic development„ 1

21



A. Negro Family Social Structure

During the early days of Negro history in this country,

the Negro was utilized primarily as a slave or an indentured 

servant to a plantation owner. During this period, marriage 

among Negroes was very uncommon and almost every infant Negro 

born in the United States was born out of wedlock. Very few 

masters encouraged marriages among their slaves, thereby tend

ing to develop an inbreeding where the mother was the head of
15the family since she had to raise the children. Under the

slavery system, the idea of marriage was not of course com

pletely unknown to the slaves, but to ensure that the masters 

had future laborers to handle the work of the plantation, he 

bred slaves as he did livestock a nd, in some instances, the 

kindly masters insisted on supervising the mating of his slaves. 

In no case, however, was a vow of lifelong institution re

quired and, for most slaves, a marriage was purely a social 

method of reproducing future laborers for the fields.

In the first years after the emancipation, the accounts 

of marriage among freed men were very sparse. Some observers 

have reported great sexual laxity, others the reverse. Some 

unions were based on mutual love and in those instances, the 

love was so important that the individuals remained faithful 

as long as it lasted. For, among the newly freed Negroes, a 

male or female member of the marriage union was primarily 

satisfied with one partner and seldom was it heard that one

^ H .  Donald Henderson, The 
Aberhard and Schuman Limited, 195

Freed Men, (New York:
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or the other had another lover

As time passed and no matter how satisfactorily the

companionship between the Negro male and female evolved, it

was not too long before there were legislative approaches

that attempted to force the Negro to live up to the pattern

of the prevailing national marriage system. One legislative

action involved a simple declaration that the relationship

sworn under slavery was binding. However, if this law failed

to influence the Negro to properly mate then there were laws

and penalties for desertion, bigamy and adultry by which the
17slaves and freed men were governed.

During the period immediately following the emancipation 

proclamation, action of the churches through missionaries 

among the Negroes greatly influenced the attitudes towards 

marriage bonds of those members that subscribed to a religion. 

Through the work of the church, the level of conformity to 

social acceptance progressed to such an extent that the portion 

of Negro infants born in wedlock rose markedly. This change 

was so marked that such wedlock births were now considered
1 8normal and the expected thing.

The question now arises why such an increase in families 

headed by women w hen, supposedly, infants born in wedlock was 

on the increase as opposed to those born out of wedlock? Part

^ J e s s e e  Bernard, Marriage and Family Among Negroes, 
(Englewood, New Jersey, Prentice-Hall,) p T 10.

17-
l8

Ibid .
Ibid., p . 14
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of the reason for this lack of male leadership is the fact 

that for some Negroes, conformity to the institutional forms 

of marriage was only superficial because they lacked the trad

itional preparation for such unions and the duty, responsibility 

and commitment complex which constitutes a marriage conceived 

in love and faith. In most instances, the male remained "in

nocently unconscious" that both had entered into a mutual a- 

greement to love, cherish and obey for their entire lifetime 

on this earth. All the reactions characteristic of the Negro 

group during slavery still dominated the marital relationship 

and the solemnization of the right did not mean that the in

dividual participating understood the significance of the 
19marriage. As one can see, the historic social structure of

the Negro in America under slavery instituted and perpetuated 

a social structure which existed within the family without 

love and without a sense of responsibility.

Because of this non-responsible attitude of the Negro 

male and because of the requirement for the female to be the 

head of the household to raise the children, the Negro popu

lation did not develop a sense of value. Thus evolved the 

development of a "cultural poverty" or a "lower class culture".

As society settled down after the emancipation proclam

ation, the Negro started to migrate from the southern plant

ations north to the larger cities. In the early 1930's about 
four-fifths of all Negro families still lived in the South and

Bernard, Marriage and Family Among Negroes, p. 12, 13•19



approximately hk percent of the Negro population was urban.

However, in i9 6 0 less than three-fifths of the Negro families

lived in the South and almost three-fourths or 73-2 percent
20were urban population.

In his doctoral discertation, Elliott Liebow indicated
that during the decade of the 6 0 ’s there are primarily two

paternal role performances by the Negro male. The acculturated

is one in which the father shows much concern for his children

and has high aspirations for his children as other fathers do.

This feeling occurs in all high and low level incomes. But,

in the externally adapted role, primarily in those of the

lowest income bracket, fatherhood is primarily lip service,

without any form of parental responsibility for children and

their aspirations. Therefore, even though there is frequent

verbal declaration of affection for the child there may be
21little sustained and responsible contact.

The externally adapted fathers might love their child 

and even assume a mediocre intermittent responsibility for 

support of the child but this fatherhood figure is such a low 

priority in their heirarchy of values that as the child tends 

to grow up, one finds that the father-child relationship dis

appears and he becomes incongruent with the situation and ex-
22ternally adapted from the family. Thus, there exists a man

20
21
22

Bernard, 
Ibid 
Ibid

Marriage and Family Among Negroes, P- 98
• 1 p. 110, 111
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known as the "street corner Negro". According to Liebow, 

they have entered marriage with ideals as high as those of 

any other young men. They hoped, even if they did not know 

for sure, that they were making a lifetime commitment and 

they were as eager as any other young men to make it go.

They knew what the obligations of marriage and parenthood 

were and they honored the men who carried them out. But, 

when the number of children and responsibilities increased, 

some of the men withdrew from their families and entered the 

form of male society composed primarily of men from ages 25 

to k5 who were in circumstances similar to theirs. They were 

fugitives from their families and fathers without children.

It is more likely that their role as father, as institution

alized in the white society, became too much of a burden for 

them and too expensive for their resources. These fathers 

may have had high aspirations for their children, as do their 

counterparts in the white society, but because of the financial 

burden they cannot implement them. Over a period of time, the 

number of children increases and the burden of support becomes

so great that it is easier for the father to leave than to put
23up with the situation.

As a result, the father who deserts his family becomes 

somewhat emotionally sick and, in this state, is an easy tar

get for ladies of the night or for anyone who will take him 

in and provide him with the serenity of quietness and easy

23Ibid.
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B . Ghetto Enironment
The ghetto environment is a persistant force in th

social structure of the American Negro. The basic fact
life in the black ghetto today, a fact underlying many of 
the problems that beset black Americans, is powerlessness.
The levers of power are held by people who live outside the 
ghetto and are not directly responsible to it. Economic de
cisions affecting inter-city Negroes are made in board rooms 
in which the Negro is not represented. Decisions affecting 
his social service, schools, welfare, sanitation and health 
are made by professional political bureaucracies in which the 
Negro has few representatives. An Urban League study of de
cision makers in Chicago, a city in which a third of the people 
are black, shows Negroes in less than three hundred of the 
11,000 policy-making positions in Cook County. This situation 
of non-participation often results in a lack of response to 
the ghettos needs or worse, actions that are detrimental to
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to black people. The ghetto tenants pay expensive rents to 

non-resident landlords who provide no upkeep for the structures 

and make no provisions for trash removal or rodent control.

In most instances family life in the ghetto is a life of 

hunger, deprivation, drunkenness, pastiness- and general de

pression. The Urban League has launched its "ghetto power" 

program in order to emphasize the necessity for black owner

ship of businesses, for a development of community pride for 

a reliable middle class and for the creation of jobs. The 

most important aspect of this fact is that the Urban League 

subscribes to the ownership of ghetto businesses as a found

ation for the elimination of ghetto problems. It is a feel

ing of the Urban League and is supported by several examples 

that the idea that the program of ghetto replacement will 

succeed if the black community is organized. It must develop 

authentic leadership and institutional strengths. The attempt 

is not to retreat to isolationism or withdraw from the remain

der of society but to develop the long-surpressed Negro society
2kinto a productive counterpart of the white society.

C. Pattern in White Society 

The Civil Rights issue in the construction industry is 

escalating toward massive confrontations, pitting labor against 

government, white workers against black workers, civil rights 

groups against unions, contractors, and the government.

2k A Condensation of an Article by Whitney Young, Exec
utive Director of the National Urban League, Ghetto Power.
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Neither the industry nor the nation can afford these confront

ations and of paramount importance is the fact that the issue 

cannot be solved on the battlefield of emotion.

More than five years have elapsed since the 1 9 6 3  demon
strations focused national attention on the construction in

dustry issue. During this period, unions and contractors 

primarily controlled by the white society have done little 

to correct the situation. Government at all levels has done 

little to enforce equal employment opportunity laws and orders. 

In fact, the recent events in Seattle, Chicago, Pittsburgh and 

Philadelphia are sad but eloquent testimony of the strife be

tween members of black and white society.

For a moment, lets take a look at what the general at

titude of a member of the white society is towards the ordinary 

common Negro. The basic taken-for-granted idea of nearly all 

white people in the United States, particularity in the South, 

is what he thinks he instinctly knows about the Negro. The 

white man's impression is that the Negro is very lazy. He 

will not work if he can get out of it. He does not have the 

physical dexterity or coordination to operate complicated 

machinery because he cannot give it continued direct attention 

and that he will probably fall asleep. In most instances, his 

appearance is characterized by dirty, smelly clothes, uncoor

dinated in color and style, and generally of very bright colors. 

He is a boisterous talker, resounds with loud laughter and is 

not inhibited like his white man counterpart. He is always 

late, since he has no sense of time. He does not know the
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value of a dollar and will spend his money foolishly and then

beg for the necessities of life. He is generally considered

to be a showoff and a natural-born clown and mimic. He has a

mundane ability to vibrate physically is highly emotional,

superstitious, and a believer in ghosts, spirits, voodoo
charms, and magic formulae. His thoughts are very shallow

and superficial and therefore, he generally has no respect

for life, property, morality and generally cannot control his

impulses which lead him to a high criminality. Because of

these feelings he is incapable of governing himself and is in
25need of supervision and guidance by the white m a n .

One wonders how a people who gross $900,000,000,000 

worth of products and services a year, develop a vaccine a- 

gainst polio, and put men on the moon could ever get them

selves into visualizing another human member of society in 

this grouping of adjectives. It is hard to imagine a society 

including both white and black more beset by simmering host

ilities, lattent hatreds, brooding fears and a violence of the 

spirit that feeds on a bewildering array of misunderstandings, 

ignorances and prejudices.

With this opinion that the members of the white society 

have of the Negro and the tremendous amount of literature and 

physical violence which has resulted from the tensions between 

the Negro and white, the attitude is developing in the white

25Otto Kuneberg, Characteristics of the American Negro, 
(New York-London Harper and Brothers 1 9 ^  ) , p .
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society that, to an extent, the white member is currently 

being discriminated against and that the white member in 

society should have equal employment opportunity. This 

"white backlash", if one might call it, may prove to be a 

greater social problem for the Negro to overcome in his in

teraction with white society than having to- overcome the mis

conception of the Negro’s being dirty, lazy, etc. One must 

consider, as an example, a typical local construction trade 

union official’s reaction to a question posed by the writer 

as to why he did not want a member of the Negro race in his 

particular union. Although he mentioned some of the typical 

notiohs listed previously, he expressed his opinion thusly,

"The Negro is qualified for a position in the 
union but the Negro lacks the drive to succeed as a 
union member."

The basic feeling, as expressed by this union offical, 

indicates that the Negroes pattern in white society is because 

he is a "Negro". It is possible that the physical violence, 

the provocative literature that has been written, the attitudes 

of the older members in our society is a "white backlash" based 

only on the fact than an individual is a "Negro" and that the 

over emphasis of forcing Negro labor down their throats , so 

to speak, is creating an adverse reaction and is doing more 

harm than good.

Until members of the white society can realize and be

come confident that the Negro can perform as a capable equal 

individual in similar circumstances to the white man and until 

the individuals of the white society change the attitudes which
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have persisted ever since the days of slavery, the Negro will 

always remain discriminated against by whites, a minority 

group member and a second class citizen.

D. Economic Opportunity

The operations of our economic society are based pri

marily on the demand and supply requirements within the en

vironment. An over-all demand for labor is a determining 

influence on whether manpower from certain groups, such as 

women, black or lower-class white, will be drawn into the 

labor force. Throughtout the history of the United States, 

a supply of labor sufficient to meet the demands has existed. 

In most instances, the skilled labor was supplied by immigrant 

workers who were trained in apprenticeship and cast systems 

in Europe. Therefore, the demand for the unskilled, untrained 

Negro has in the past been relatively low. In the past the 

Negro has experienced tremendous difficulties in obtaining a 

job because he was forced to compete in the labor market with 

the trained minority group— the immigrant. In our modern 

days operation, demand for labor is much greater than the 

supply and the skilled tradesman immigrant is no longer a- 

vailable. Therefore, the Negro is not competing against the 

minority immigrant counterpart but is competing only against 

his lack of training and experience.

The Negro made his initial break through in semi-skilled 

occupations during World War I. After World War I and during

the depression of the 3 0 's; his position on the occupational
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ladder worsened but^ during the 40's;there were substantial

gains in operative occupations through initial penetration

into the skilled labor trades. As late as ten years ago,

the Negro did not comprise any significant portion of the

manpower resource in managerial, priority or highly skilled
labor occupations. The Manpower Development Training Act of

1962 authorized the Department of Labor to sponsor research

which would offer ways to increase employment opportunities

for workers and to improve their development, education and

training. This is the substantive basis for apprenticeship
26and training programs.

A belief that has been very popular in the past is that 

employment opportunities of minority groups in various fields 

are directly affected by changes and level of wages in those 

fields. There is a claim by unions that employers attempt 

to shift the minority manpower in order to avoid direct in

creases in wage rates. Another contention is that the greater 

the numbers of minority groups in the field of employment the 

greater the depression of wages and income levels. On the 

contrary an assertion has been made that an unusual wage rate 

increase makes certain fields so attractive to white workers

that they seek to monopolize the job opportunity at the ex-
27pense of the Negro.

26 Dale Hiestand, Economic Growth and Employment Opport
unities for Minorities, ( N e w  York-London,ColumbiaUniversity 

I 9 6 0  p. 9k.
Ibid ,

Press



However, the trends and changes of times have caused 

an amazing relationship between greater incomes and greater 

minority employment in occupations which several years ago 

were primarily occupied by white workers. The significance 

of economic growth for the minorities has been that in most 

instances, especially in the construction industries, the 

minority has not attained percentage acceptance in the union 

as they relate to the percentage of the overall population 

of the area. The opportunity for membership appears to be 

there by decree of government regulation and a somewhat soft

ening tendency of union attitudes to provide positions through 

apprenticeship training of the Manpower Labor Development 

Training Act



III. RESPONSIBILITY FOR EQUAL

EMPLOYMENT OPPORTUNITY

In the construction industry there have been black dem

onstrations , sp.eeches, demands and warnings for equal job 

rights in construction. At the end of August 1969, the white 

workers marched on their own. The businessman, the union 

and the nation saw the opening of a new chapter in the story 

of racial uphevel, the chapter of white revolt. This white 

march in Pittsburgh, in the birthplace of the American labor 

movement, indicates that there is a certain "white backlash" 

that is concerned with the over involvement of the Negro in 

his quest for equal opportunity. From businessmen, secretaries, 

suburban housewives and blue collar workers one hears the same 

report, antagonism toward blacks is increasing. At this stage 

one must ask what' is both the white and black man's respon

sibility to the United States of America, to the society which 

he may belong and to his family to reduce confrontation, in

crease cooperation and develop an air of understanding for 

negotiations and progress.

A- Construction Management's Responsibility 

Although the affirmative action requirements program of 

Executive Order 11246 was somewhat reluctantly accepted by 

most businessmen, as time passed the realization that business

35
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and its operation within society had a certain social respon

sibility to the minority group, thus the National Alliance 

of Businessmen was formed in 1 9 6 5 . It is an organization 

chaired by Henry Ford II and it was founded to organize, 

train and employ a half million of today's hard-core minority 
unemployed in the business sector by 1 9 7 1 •

On the national scene, President Johnson's National 

advisory Commission on Civil Disorder attempted to reverse 

the national trend toward two independent societies, one 

black and one white; to increase the percentage of minority 

workers in white collar jobs and skilled jobs in the con

struction trades equivalent to population relationships; and 

to alleviate the ghetto problem by employing two million 

hard-core unemployed in private and public sectors.

It should be noted that the national employment trend 

of hiring Negroes is up as is the employment of non-whites 

in white collar jobs and the skilled construction trades. 

However, statistics can be found to delineate that non-white 

employment and non-white earnings fall far below the ratio 

comparison with the white counterpart. A study by the New 

York Equal Employment Opportunity Commission supported the 

employment findings that the employment of non-whites in 

skilled trades had increased, but New York is noted to be 

the leader in equal employment opportunity. In most instances, 

various private plans have been undertaken to cool the summer 

crises by putting the unemployed to work in various work pro

grams. These private and governmental plans which have
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developed are founded from a cooperative coalition between 

many business executives, government personnel and top leaders 

of the ghetto. Some of the organizations which have evolved 

from these cooperative associations are partnership between 

government and business whereby business is reimbursed for 
training of hard-core minority unemployed through manpower 

administration of the Department! of Labor. Several prominent 

minority training programs are:

1. Job Corps. This program provides basic education 
for ages 1 6 to 21 accomplished by private contact with the 
government.

2. VISTA (Volunteers In Service To America). This 
program sponsors individuals who are willing to live, 
work and train people in the poverty areas.

3. STEP (Solutions To Employment Problems). This is 
a National Association of Manufacturers program designed 
to solve manpower problems.

k. LEAP (Labor Education Advancement Program). This 
program financed by the federal government through the 
Department of Labor is established to train members of 
minority groups including the hard-core unemployed so 
that they are able to pass a minimal test for apprentice
ship training in the construction skilled trades.

5. CEP (Concentrated Employment Program). This 
government financed program is designed to train hard
core unemployed in the basic fundamentals of daily living 
including the responsibility of holding a job and picking 
up a weekly paycheck. This program also provides a min
imal education of reading, writing and arithmetic to the 
hard-core unemployable so that they can meet the minimal 
requirements of the construction program.

These programs that have been noted have all resulted 

from a collective program between business and government or 

are solely supported by the federal and state governments.

The programs are a direct result of the non-discriminatory 

phases of the Civil Rights Act of 1964.



Currently the minds of business executives are preoc

cupied with the hard-core unemployed problems. Businessmen 

discuss plans and implement programs which are designed to 

help the deprived but all these programs are of little use 

unless they develop in the minds of the hard-core unemployed 
a desire to want to work and a resultant production. Sizable 

funds will be expended and have been expended, some without 

any result. Numerous years will pass before equal employment 

for the deprived minority group member becomes a true and 

sincere reality.

In their midyear, board meeting at the end of September 

1969, the Associated General Contractors established a harder 

line on achieving more affirmative compliance with AGC policy 

from association members along the line of equal employment 

opportunity. The mid-year meeting approved a national train

ing program for the hard-core disadvantaged aiming at pro

viding 1 5 , 0 0 0  new construction workers in the labor force 

within a year. The program will be undertaken in cooperation 

with the Department of Labor, the National Alliance of Business 

men and the building trades unions. The AGC will administer 

the program and will rely largely on the National Alliance of 

Businessmen JOBS program to locate trainees. A national co

ordinator will be hired to oversee the program and is expected 

to begin next year. He will supervise eight field represent

atives who will be based in cities in each of the eight Nation

al Alliance regions. These representatives will acquaint AGC 

chapters with the JOBS concept and assist in establishing
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programs that will better train workers in their areas. They 

will also assist contractors in developing and funding new 

kinds of training programs.

The AGC program will emphasize the fact that the pro

gram is intended to train persons who cannot qualify for either

pre-apprenticeship or apprenticeship programs and who do not
28come under the general jurisdiction of LEAP or CEP.

Also on the national level, the nation.1 s first and only 

national organization of Negro contractors has been formed 

and is known as the National Afro-American Builders Corporation. 

It has completed its permanent structure in which it will house 

the administrative offices for an association which represents 

the Negro contractors. Its initial step is to attain an im

mediate goal of raising 2.5 million dollars in working capital

through sales of stock and through commercial loans, foundation
2 9grants and the acquisition of a $400,000,000 bonding cover.

It is organized under the sponsorship of the National Association 

for the Advancement of Colored People and its purpose is to 

enable Negro contractors to pool resources and capabilities 

and pull themselves up by their bootstraps so that, with pro

fessional help and with financial backing of the corporation, 

the individual Negro contractor can compete successfully for 

big jobs and move into the mainstream of construction.

"AGC Prepares for Tough Policy Stand," Engineering 
N ews Record, October 2,' 1 9 6 9  , p . 59»

29 "Negro Contractors Aim for Big Jobs," Engineering 
News Record, May 1, 1 9 6 9 , p . 104.
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This national association and its local affiliates will 

provide minority contractors with financial help and profes

sional assistance needed in such areas as accounting, estimating 

engineering and architecture, all aimed at obtaining bidding 

invitations and contract awards, to secure bonding and to per

form contracts.

Mr. W. C. Cammack, project director for the NAACP hopes 

to obtain a national list of 10,000 minority contractors or 

subcontractors who could bid on private and government pro

jects. A directory will be established for minority contractors 

to make builders aware that they exist. In Omaha, there are 

currently seven Omaha minority group building contractors who 

are members of the national corporation and will be listed in 

the national directory. The contractors have been authorized

by the government to bid housing and urban development project
30construction and repair.

The Small Business Administration has announced a nation

wide drive to increase the number of minority construction 

contractors in America over the next ten years to between 7 

and 10 percent of the total construction industry contractors. 

This national program will provide for small business loans 

and administrative aid to minority contractors who can qualify

for construction on federal projects and smaller private
• + 31projects.

30 "Minority Omaha Builders to be in NAACP Listing,"
Omaha World Herald, August 26, 1 9 6 9 » p . 3 •

31 ."Negro Contractors Aim for Big Jobs," Engineering
News Record, May 1, 1969» P- 104.



Each day, the contractor business community is taking 

a more positive approach towards injecting the Negro minority 

contractor into the mainstream of the construction industry. 

Although business has been to a certain extent coerced into 

facing the seriousness of the situation, business now realizes 

the potential manpower in the unemployed minority that is not 

being harnessed and that the utilization of this manpower 

could provide a tremendous boost toward eliminating the man

power shortage which currently exists.

B. Union Responsibility

To date, the union leadership, in general, has shirked 

any social responsibility for training minority group members 

for active involvement in the union.

In its inception, the Executive Order 11246 and the 

Civil Rights Act of 1964 called for management to implement 

in the negotiated contract with its labor union counterpart 

a requirement that the union abide by and train members of 

minority groups and accept them into the union. However, the 

federal government has had no direct control over the union 

in insuring that it accepts members of the minority group.

The government has control over the contractors on the feder

ally financed project in that it can revoke the contract and 

refuse to pay the contractor on the particular project unless 

he complies with the requirements of these acts. However, on 

the labor side, the government can do nothing unless an alle

gation is made by a minority group member that the union failed



to hire him and place him on the project because of a discrim

inatory practice. Thus, the union today has not had any direct 

relationship with requirements of the Civil Rights Act but 

only secondary relationship through its employer.

Most of tho organized labor leadership realizes that 
ultimately the unions will have to integrate and absorb Negro 

members into their ranks. The immediate source of friction 

is easily identifable. Blacks are fighting for admission in 

numbers into the highest skilled and highest paid craft unions. 

The unions, largely white, are resisting them. In a sense, 

this struggle represents the final flowering of a vital phase 

in the Negroes upward move in America. The craft unions, 

particularly in the building trades have long been a primary 

obstacle to Negro progress. The unions through the apprentice 

programs, pass on jobs from father to son and limit the numbers 

within their ranks.

Statistics tell only a part of the story. For example; 

of 2k building trades unions in Pittsburgh only 2 percent of 

the membership is black. For other highly paid crafts, elec

tricians, ironworkers, plumbers, fitters and sheet metal work

ers, the membership to date is entirely white. This pattern 

of discrimination does not end in Pittsburgh, for even in 

Omaha the operators, ironworkers, plumbers, steamfitters, 

sheet metal workers and pipe insulators have been tagged by 

the Office of Federal Contract Compliance as being target 

unions for integration of minority members into their ranks.

As an indication of the attitude among the organized laborers,

k 2
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a group which is developing a hatred towards the Negro and his 

efforts in integration in the union, one considers the follow

ing: Carl, an ironworker, has labored on skyscrapers across

the country. Now he is back in his home territory of Pitts

burgh deeply involved in the confrontation between blacks who 

want to get into his union and fellow union workers who are 

against them. His words are typical of countless white workers

"Dammit you know I never had nothing. Nobody 
never gave me nothing. What I got, I got for my self.
I came up during the depression and we worked, we 
always worked. Now that's the difference, we didn't 
ask somebody for something we weren't able to deliver., 
That's one big thing we've got to remember. It isn't 
that we're against the colored, but why should they 
be favored and I'll tell you this, if they close down 
that 6k story building (U.S. Steel Headquarters Build
ing now going up which has black pickets) our people 
are going to come in here from 12 or 1 3 counties and 
open it right up and you know what that means. Now 
the reason our boys didn't kick stuff down on them 
demonstrators was because they were afraid it might 
hit the electrical wires and a couple of hundred in
nocent people would be killed. But no black demon
strator better stand underneath that building the 
next time. I'll tell you our boys are ready to take 
things into their own hands. There's a hatred rising 
and could blow. Let me give you an example on the 
way we feel. W e ’re burying one of our members today 
and he has a son, a good man and why shouldn't he take 
his father's place. Think of it this w a y , a president 
of a corporation, a businessman, a professional man 
he wants to pass on what he has to his children. Well, 
the union man wants the same thing and the only thing 
he's got to pass on is his craft, that's all he's got 
and so he says what's wrong with that, why can't I 
pass it on. Okay, you tell me and there's another 
thing, everybody's entitled to his chance but we 
aren't going to lower our standards, I don't give a 
damn what anybody says. I'm a Catholic alright but 
I'm not going to give one dime to the church anymore.
I saw the priest and the nuns marching around here 
with the colored. Their place is to be in church 
working for God not out on the streets with the 
people that don't want to work<¡"32

32"There is a Hatred Arising," Omaha World Herald, 
October 15, 1969, p . 23•
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The Washington State Board against discrimination has 

ruled that Negro applicants for construction work in Seattle 

must be put to work on state financed construction projects. 

The sanctity of labor contracts is no defense against bias 

charges where a pattern of discrimination exists. Based on 

a doctrine that the affects of past discrimination must be 

undone, even at the risk of practicing discrimination in re

verse, the Board ordered substantial changes in the union 

membership and referral procedures. It issued a decision 

that one Negro who won an award of discrimination action 

against the union should receive back pay with interest at 6%

and it ordered the immediate admission of the Negroes into
33the union without further examination.

The state made the award based on the charge by two 

Negro welders who filed against Local 86 of the Ironworkers 

Union of Seattle that they were not permitted access to con

struction jobs even at periods of acute labor shortage and 

that the union had also adhered to an established pattern of 

discrimination against members of the Negro race. The two 

Negroes who filed the complaint hold certificate welders cards 

for construction work in the City of Seattle and one worker 

was a welder for thirty years and the other for thirty-three

years. Therefore, they felt that they were properly and ade-
34quately trained for work on union construction projects.

33 "State Board Hits Construction on Bias," Engineering 
News Record, April 10, 1969» p . 1^5 •

■ ^ I b i d  .
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Based on this alleged discrimination and the resultant ruling 

by the Washington State Board, Local 86 appealed its decision 

to the Equal Employment Opportunity Commission. No action 

has been taken by EEOC. This is a typical example of the 

problems which the union is facing in its integration process 

and the over zealous reactions by the state boards against 

discrimination.

Until the union membership and union leadership realizes 

the social responsibility and can overcome the jealous atti

tudes and biases which have been built up against the Negro 

population since the days of slavery, the integration of the 

union ranks with members of minority groups will be both 

slow and bloody.

C. Training Programs

The Civil Rights Act of 1964 and the Executive Order 

11246 also focused attention on the problem of equal apprentice 

ship opportunities. The clashes between discriminatory unions 

and the increasingly militant civil rights organizations drew 

attention to the fact that there was an absence of Negroes in 

many unions' apprenticeship programs„ The union-militant 

difference focused on the apprenticeship program as an initial 

step toward reception into the union comes at a time when 

construction business is booming and there is a great demand 

for skilled and semi-skilled laborers. The projected demands 

for workmen in the skilled trades provide, a basis for quant

itative increases in apprenticeship program membership. The
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Civil Rights Activitists called it "a great effort" toward 

getting more Negroes into apprenticeship programs which were 

primarily established between union and employers and re

gistered with the Department of Labor Manpower and Training 

Program.

The National Apprenticeship Act of 1937 established 

the apprenticeship policy which is administered by the Bureau 

of Apprenticeship and Training in the U. S. Department of 

Labor. The bureau had responsibility for on-the-job training 

through the Manpower Development Training Act of 1962 and the 

Federal Committee on Apprenticeship which is composed of rep

resentatives of labor management and the Office of Education.

The Committee is to establish the basic policies and ground 

rules for the local apprenticeship committees. The Bureau 

of Apprenticeship and Training works with and develops state 

programs which are required to meet certain minimum standards 

required by the Federal Committee.

Although the standards for the apprenticeship programs 

vary from trade to trade and locality to locality the basic 

standards for the apprenticeship program for any skill in any 

one area are founded on the fundamental requirements established 

by the Federal Apprenticeship Committee and the local Joint 

Apprenticeship Committee which is comprised of equal numbers 

of union and management.

If the Federal standards are not met, the Local Apprentice 

ship Program does not come under the jurisdiction of the federal 

government and the apprentice in this program is not registered
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with the federal government and he cannot work on federal

35projects.

The objective of the apprenticeship training program 

is to provide a competent, well-trained worker who will be 

a credit to the union and a benefit to his employer. The 

program standardizes his skill for the crafts and provides 

a means of job and wage control in that wages to the apprentice 

are paid on the basis of his accomplishments and his ability 

to perform.

As a member of the Omaha Joint Apprenticeship Brick

layer Committee, one would note that as a whole the standards 

whicti are established and are very reasonable and in most in

stances any member of a minority group who could demonstrate
/an ability and desire to learn a trade would be accepted as 

an apprentice in the bricklayer program„

After the, apprentice is accepted into the program he 

spends a period of four years of on-the-job training with re

lated instruction on a weekly basis, during which time he is 

compensated at a prorated wage scale. In the related class

room training, he is provided with the necessary classroom 

work to supplement and augment his on-the-job training„ On 

the job, he works with skilled journeymen who are responsible 

to show the individual apprentice the proper techniques of 

accomplishing the work in a consistant and acceptable manner.

35Fray Marshal and Vernon M . Briggs, The Negro in Appren
ticeship, (Baltimore, John Hopkins Press, 196?, P ° 1 1 , 1 2 .



As a member of the Omaha Bricklayers Apprenticeship 

Committee, one would note that in the past two years of 

soliciting apprentices into the bricklayer program, the Com

mittee has tendered invitations to and through all news media 

on the Near North Side as well as in other minority areas in 

Omaha. The Committee has even hired one of the Negro appren

tices to recruit other prospective Negro apprentices. Of the 

three minority group individuals who were accepted into the 

Bricklayer Apprenticeship Program In 1968, only one individual 

remains; he is starting his third year of apprenticeship train

ing „ Of the other two, one individual did not show up for the 

first meeting and the other individual showed up for the first 

few days but then dropped out of sight. Therefore, it has 

been the experience of this Committee that there has been 

trouble with tardiness, absenteeism and sloppy work habits 

and a general attitude of "whitey" owing the individual a 

living. However, the Committee has found that the one in

dividual who has succeeded is well liked by his classmates, 

performs in a higher than average manner and will be a real 

credit to the union.

In Omaha, the Federally financed Labor Education Ad

vancement Program (LEAP) sponsored by the Urban League, the 

local building trades council and Associated General Contractors 

established a goal to place thirty black apprentices in the 

building trades in 1969» Dick Baath, LEAP Director, has noted 

that although the league program has placed several individuals 

into the construction trades, most of the 2 5 0 other black

k8
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members who have applied for training in the apprenticeship 

program cannot qualify because of inadequate education. Baath 

noted that the intent of the LEAP Program is not to lower the 

apprenticeship standards in order to accept the Negroes, but 

to tutor the applicants three to four hours a night in grammar, 
mathematics and manual dexterity to prepare them for apprentice 

tests .

Not all training programs for members of minority groups 

need be sponsored or supported by the federal government. 

Currently in Omaha, the Greater Omaha Heavy Contractors Assoc

iation is negotiating with the Operating Engineers to provide 

a training program for the operation of heavy equipment.

The project will be completely sponsored and paid for 

by the Greater Omaha Heavy Contractors Association and the 

only agreement that the program needs with the union is to 

ensure that after the individual minority group member is 

trained to operate heavy equipment, the trainee will be pro

vided with a registration card and become a bona fide union 

member. It is the intent of this program to select ten minor

ity members who will be placed in a classroom and partial on- 

the-job observation program for a five-week period during 

which they will be instructed in the basics of all heavy- 

equipment .

The Committee will hire an experienced dirt superin

tendent who is familiar with the dirt operation and heavy 

equipment operation to develop with the Committee a curri

culum for the school session. Any financial renumeration
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during the training session will be paid out of a training 

fund established by the contractor organization. After the 

completion of the orientation period, the individual trainee 

will be assigned with a seasoned operator to a piece of equip 

ment for a period of time based on the individual's ability 

to learn and perform the manual operations required to oper

ate the piece of equipment. At the completion of that train

ing, when the journeyman operator judges that the trainee 

can physically operate the piece of equipment, the trainee 

will be placed on the equipment to operate in actual working 

condition and will be paid a pro-rated percentage of the 

operator's scale. This trainee will then be upgraded from 

time to time from a simple piece of equipment to a more com

plex piece of equipment until he has completed a phase of 

training which will deal with the majority of the pieces of 

equipment for which the individual has enough ability to 

operate.

This program, although conceived and supported pri

marily by the local Greater Omaha Heavy Contractors Associ

ation, is only one example of what local businessmen are at

tempting to do with the cooperation of the union to ensure 

that training programs are provided for minority groups.

Similar programs have been conducted in cooperation 

between union and management in Chicago, Pittsburgh, St. Loui 

and other areas. Surprisingly, in the Chicago area, the oper 

ator training program was initiated and managed by the oper

ators' union and the contractors agreed only to provide the
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use of their equipment and accept the individual who was train 

ed as a trainee worker on work project after the trainee had 

completed a basic orientation. Of the thirty individuals in 

the initial Chicago program only ten completed the program 

and actively participated in union operations and union mem

bership .

Not all programs for training of blacks are managed 

and controlled by white businessmen and white union leaders 

and not all programs are developed out of a spirit of coop

eration. After the 1968 labor riots in Pittsburgh ended, 

the Operators Local l8 formed Operation DIG in which a Negro 

member of Local l8 was given complete control to run the 

minority training school. The Negro leader scoured the 

Pittsburgh ghetto streets seeking hard-core unemployed and 

eventually recruited seventy of the toughest characters that 

he could find. During the 12 months of training, nearly 

half the original troops dropped out and were replaced by 

others. During the training program one trainee pulled a 

knife on one of the Negro managers of the program during an 

argument. Some of the trainees refused to show up at job- 

sites for instruction charging that white union journeymen 

refused to let them drive the machines for on-the-job training 

During the winter months when work was slack trainees com

plained about unheated, unlit shelters with no toilets and 

the lack of equipment to practice on. Although these situ

ations led to a rather dim beginning for Operation DIG, by 

the middle of 1 9 6 9 » some 5 0 0 men were on a waiting list to



enroll under Operation D IG. The training program was expanded 

toward the training of blacks in bricklaying, carpentering, 

electrical work and other construction trades.

In Operation DIG, the issue is of more than local in

terest because it cuts to the heart of the demands increasing

ly made by the nation's more militant black leaders that the 

blacks control the institutions that affect their lives 

whether it be schools, communities, agencies or on-the-job 

training programs. Operation DIG provides a close up look 

at some of the fruits and frustrations of one case of black 

contro1.

Under this program of black control, Mr. Smith, the 

program director, conceded that he has little control over 

the trainees and the contractors get stuck with some bills 

they hadn't expected but he did manage to keep the program 

running and submits, from a practical standpoint, that it 

was relatively successful.

The training program is still in operation and con

struction industry officials, labor leaders and Operation 

DIG's managers are negotiating in an effort to reach an

agreement on a large program on a continuing basis with a
36more highly trained management leadership.

Another approach in apprenticeship training is found 

in the Outreach Program which operates almost exclusively
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3 6"Discrimination in Apprenticeship," Constructor, 
February,, 1 9 6 9 » p. 29«
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within the periphery of the building and construction trades. 

It is an inovative and highly imaginative program that has 

already taken root in 51 major industrial cities.

The Urban League, utterly bored with the recurring re

frain that minority youngsters simply do not have what it 

takes to qualify for apprenticeship examinations, hit upon 

the novel idea of providing special cramming and tutored 

courses to prepare otherwise qualified youngsters for specific 

apprenticeship examinations in the building and construction 

trades.

In 1963i this was a pretty far-out concept but it work

ed and got support from the Department of Labor. The prin

cipal reason for its success is its unabashed simplicity.

The purpose of the program is to reach out to minority youth, 

introduce them to apprenticeship, motivate them to become 

apprentices and assist them in passing the apprenticeship 

examinations. Minority youth are recruited from a variety 

of sources— churches, civil rights groups, vocational high 

schools, poverty agencies, apprentice information centers, 

and state employment centers. They are interviewed, told of 

the approaching tests in various apprenticeable trades (mostly 

building tonstruetion) given the basic tests to determine 

appitude and general ability. When a specific examination 

date is announced, a tutorial program is begun to prepare the 

candidate for the tests. The program entails four to ten 

weeks of cram courses with the major emphasis on mechanical 

reasonings and special relations as well as' a test taking



5k

techniques. Other preparation is devoted to mock oral examin

ation with volunteers acting the role of interviewers. This 

National Outreach Program is a byproduct of the Labor Education

Advancement Program which is now currently being operated in
37Omaha.

Except for the inequalities that still exist in many 

corners of the educational field, it is difficult to think of 

a much worse place for discrimination to appear than in the 

ranks of apprenticeship. The underlying reason is that this 

unique and highly effective training system holds within it

self all the traditional ideals of many proud crafts. If the 

apprenticeship tolerates or supports discrimination it defaces 

its own ideals and defeats its own purpose by abusing the 

basic economic freedom upon which the entire labor movement 

is founded, freedom to work„

37 "Discrimination in Apprenticeship, 11 Constructor, 
February, 19&9 1 p « 29«



IV WHAT THE FUTURE HOLDS ;

A CONCLUSION

The serious racial disturbances that have occurred and 

could occur again in the future are wantonless and meaning

less unless remedial steps are taken to reduce the tension 

that has developed through generations of racial discrimin

ations. Any American, as a casual observer of the racial 

difficulties which are occurring, must be at wits end at the 

complex of inter-relationship of factors that produce threats 

between Negro and white, management and labor. The continuing 

campaign for the upgrading of America's Negro minority must 

continue to engage the attention of the political and social 

community. The fruitful and productive growth of the United 

States is dampened by the strife of the civil rights issue.

The construction industry is escalating toward a massive 

confrontation between Negro and white, management and labor 

and militant blacks and the "white backlash"= It does not 

appear morally or ethically correct to an American that the 

situation which the construction industry now faces should 

exist. With a future of proper instruction, motivation and 

coordination along the lines of Negro-white cooperation and 

management-labor cooperation, a society could exist without 

terror in the streets and could produce a gross national pro

duct and conveniences for the home with an increased standard
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of living above and beyond those which the average American 

currently enjoys.

There have been black demonstrations, speeches, demands 

and warnings, yet there is currently an unprecedented animosity 

among the members of the white society towards the black men. 

But to date, the culminating fact is that although there is a 

great claim among construction leaders and labor that equal 

employment opportunity exists a member of a minority group 

does not truly have an equal opportunity to obtain a job.

It is this writer's opinion that a fire has been started 

that is emitting a great deal of smoke but the flames are not 

consuming the combustible material nor is the black man act

ually getting the job that he duly deserves and should obtain. 

In the construction industry specifically, there is no question 

that the majority of members of both management and labor, 

although claiming to believe in equal employment opportunity 

and affirmative action, are indeed as great segregationists 

as any Southern Dixiecrat. It is almost impossible for in

dividuals who have for generations been ingrained with the 

idea that the minority Negro race was inferior to the white 

race to change their attitudes quickly. Although some in

dividuals may feel a desire to aid the black man and to pro

vide equal employment opportunity based on affirmative action 

programs, it is questionable whether this individual after 

reading about the riots, the mass destruction, the attitude 

of the black man in his quest for equal employment opport

unity is not forming in his own mind a "white backlash" that
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will counteract the Negroes' drive.

One of the most intolerable consequences of the monolopy 

of white power in the building trades union has been the denial 

of jobs to the Negroes. The blacks themselves are moving to 

eliminate this injustice in a way that promises to be highly 

effective. In this instance, the cause has at least tempor

arily drawn together the militants and the moderates with 

each faction bringing to bear the tactics it finds most 

congenial.

On one front',, the NAACP has gone into the courts where 

it has had long and useful experience. It has filed suits 

in Chicago and Buffalo for injunctions against public con

struction projects on which Negro workers have been effectively 

barred. It has also lodged an administrative complaint with 

the Department of Housing and Urban Development to stop the 

model cities program in Charlotte,' - North Carolina, until 

contractors there comply with the anti-discrimination pro

vision of the law. More law suits are being filed in a half 

dozen other cities. Pittsburgh mayor, Joseph N . Barr has al

ready intervened to get contractors to negotiate with the 

Negro leaders = To keep up the pressure the activitists have 

promised to stage demonstrations every Monday until their de

mands for more construction jobs are m e t „

It appears that there are already signs of some signif

icant response. The federal government has begun to enforce 

more vigorously the anti-discrimination rule that applies to 

contractors on government jobs. The Department of Labor, in
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the face of congressional protest, is preparing to extend its 

1 9 6 9  Philadelphia Plan requiring specified percentages of 

non-white workers in all job categories.

Other than in isolated incidents the white union members 

do not have a legitimate cause for complaint. There will be 

plenty of jobs for everyone. The President's Committee on 

Urban Housing, a study group that was headed by Edgar F . Kaizer 

and included three top leaders, recently estimated that two 

more million construction workers will be need by 1975 • In 

today's full Employment economy the only substantial pool of 

jobless males to meet that need is in the black community.

As noted before, Negroes hold only 2% of the highly paid 

skilled jobs in the entire construction industry. With a 

thorough overhaul of apprenticeship system thereby developing 

a moralistic training procedure and an end to union control 

of entry, the Negro will find an easier route to opportunities 

in the construction industry. Breaking down of white attitude 

barriers, as noted previously, will be formidable progress 

toward black participation.

As noted, there are many federally financed and private 

programs initiated to help alleviate some of the problems in 

basic training for the members of minority groups. At present, 

it appears that private industry, the federal government and 

the unions are all working as independent groups spending a 

lot of money on programs which are not really accomplishing 

very much. It is the opinion of this writer that unless a 

progressive program can be adopted whereby the cooperation of
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Negro-white, management-labor, and 

ated and put into one major effort 

ution, the existing situation and

government 

to produce 

the lack of

are all coordin 

a positive sol- 

opportunity for

Negro members in construction will continue until such time 

that the black demonstrations, speeches and violence become

unbearable. The solutions to these problems will not come 

overnight, they must be actively and affirmatively pursued 

in order that the programs and ideas are not procrastinated 

into oblivion. There are three areas in which the basic

emphasis should be placed to provide for the future.

1. For the immediate problem an emphasis should be 
placed on updating apprenticeship training programs and 
providing for additional training programs between con
struction management and labor unions to provide for 
acceptance of the black worker by both management and 

. labor. These programs supported by both the management 
and labor which can obtain federal subsistance from the 
government could readily train a larger percentage of 
the Negro members as a productive unit of society. A 
case in point: The Greater Omaha Heavy Contractors 
Association program with the cooperation and approval 
of the operators union proposes to train on an annual 
basis ten members of minority groups to be placed on 
pro-rated salary rates on construction jobs as a partial 
productive unit with all financing paid for through a 
joint effort of the contractors organization.

2. The second most important effort should be to
wards a long range motivational psychological training 
program for both white and black to eliminate the hos
tilities which have been built up within themselves over 
the past 150 years. This motivation could possibly best 
be obtained by elimination of some of the black and white 
approaches 'to violence utilizing mass media, schools and 
town meetings for group training.

3. At the root of any problem and the basis for "the 
group's existence, is its society. Therefore, it would 
be advisable to develop and produce programs similar to 
the Headstart Program where underprivileged minority 
workers' children are trained to operate within the con
fines of the given society and to be taught the value



Go

of production, a wage, family, religion and all those 
objective social aspects which has made America strong.

Until such steps are taken in earnest by Negro, white, 

management and labor, the United States society will live in 

a pseudo equal employment opportunity situation with the 

basic affirmative action programs being nothing more than 

demands rather than the accomplishment of goals„
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