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1. INTRODUCTION



For more than 50 years, sociologists have sought to understand the role of local
racial-ethnic composition in contributing to variations in the level of Black-White
inequality. This question is one of the oldest and most tested in the contextual effects
literature. Research since the 1950s has consistently shown that there is greater Black-
White inequality in labor markets that have higher proportions of Black residents. This
relationship has been a sounding board for many schools of thought on racial-ethnic
relations, from Blalock’s (1967) Theory of Minority-Group Relations to contemporary
discussions of White flight, deindustrialization and suburbanization, and racial attitudes.
These studies began with Blalock’s models of group outcomes across large metropolitan
areas with few statistical controls. Subsequent research employed more intricate statistical
methods and a wider range of variables to test hypotheses, and integrated individual-level
data, non-metropolitan areas, and smaller contextual units of analysis.

This research explores the relationship between racial-ethnic composition of labor
markets and their Black-White and gender structures of inequality. On the one hand, the
project provides a broader empirical basis for examining the relationship: a complete,
consistent set of models using the most recent Census data and improved statistical
procedures. On the other hand, I offer tests of some specific explanations for proportion
Black mechanisms in the labor market. I develop upon previous work in this area in
several important ways.

To broaden our empirical understanding, the project offers four main features.
First, by integrating three major labor market outcomes — employment status,

occupational attainment, and earnings — the project offers a more systematic view of the



relationships under study. This offers better means to subsequently evaluate possible
causal mechanisms of racial-ethnic composition effects. Second, Black-White
inequality for women — as well as gender inequality — is integrated into the research.
Without including women as well as men and analyzing the differences between them,
previous studies have inadequately modeled the workings of labor markets as a whole.
Third, extensive new tests of class interactions are conducted to see if effects are
observed across class lines. This will cast new light on continuing debates about the
relative costs and benefits of Black-White inequality across economic classes. Finally,
estimation of contextual effects in all models is improved with hierarchical modeling
techniques. In these models, extensive controls at the individual level are applied
separately from the labor market controls, allowing for more accurate measurement of
effect and error at both levels.

At the same time, explanations of racial-ethnic composition effects are examined
by testing a series of hypotheses. Existing competition or threat hypotheses are tested
with new models using residential segregation. And existing crowding hypotheses are
tested with new models using measures of occupational segregation. The results
presented also reflect on queuing mechanisms previously offered in the literature, and
on the long-term or institutional nature of the observed effects.

This project therefore expands our substantive understanding of the structures of
racial-ethnic, gender and class inequality in metropolitan area labor markets. It also
furthers the development of new methodologies for testing hypotheses regarding these
relationships. Finally, it increases our understanding of the micro-macro linkages that have
concerned sociology in the present period.

Tienda and Lii’s (1987) work on minority concentration and income inequality



among men provide a jumping off point for this project. They develop a case for a
racial-ethnic/class interaction in the effect of labor market population composition.
Their analysis left unanswered questions, however. In particular, we need to add more
complexity to the interaction relationships they describe. We need gender as well. The
potential three-way interaction of race, class, and gender is the subject of a large
theoretical literature and some empirical research, which needs elaboration. Tienda and
Lii’s results suggest that one aspect of racial-ethnic inequality — the component that
varies with minority-group size — benefits upper strata more than lower strata of whites.
That is, a racial-ethnic/class interaction. This is itself important not only because it
bears on questions of analysis of labor markets, but also because it has repercussions for
the study (and practice) of social movements, and for even larger theoretical questions
regarding hegemony and false consciousness. When White workers — or White women
— contribute to racial-ethnic inequality, are they acting in their own interests, or on
behalf of more privileged Whites?

The literature in this area is full of debates about who benefits from which sorts
of inequality and oppression. On one extreme it may appear that everyone is oppressed
except rich white men. At the same time, it has been argued that everyone is a member
of at least one major dominant group except poor non-White women. This debate has
shown a tendency to go on in the realm of theory and politics, and qualitative research,
with a relative paucity of quantitative empirical research. With regard to race, for
example, “whiteness” as a foundation of identity has given rise to useful qualitative
studies. Frankenburg’s White Women, Race Matters (1993) suggests that a White
identity underlies the construction of gender for some women, while Roediger’s The

Wages of Whiteness (1991) argues that the historical development of the American



working class was infused with racial contestation. Mills’s theoretical treatise The
Racial Contract (1997) makes the case for whiteness as a principle of not just American
history but the world system itself, underlying not just gender and class, but the
philosophies of democracy and justice as well. Nevertheless, the shortage of
quantitative models that address specific questions of inequality and its interactions
with race-ethnicity, class, and gender inhibits our understanding of the problem.

Therefore, in this project, the central problem to be addressed is how the
macrosocial feature of racial-ethnic population composition is related to patterns of
labor market inequality by race-ethnicity, gender, and class, across metropolitan areas
of the U.S.A. Specifically, I address several questions.

s  What is the nature and extent of the effects of racial-ethnic composition on labor
market inequality in 19907 Improved models provide a better baseline for this
question.

= By applying similar models to inequality in employment status, occupational
attainment, and earnings, I offer evidence to reflect on the hypotheses that have
been suggested for composition effects. By comparing effects occurring at
different stages of labor market inequality, and at different levels of analysis, I
help sort out these causal chains.

s [ investigate how inequality related to the racial-ethnic composition of labor
markets varies by gender, and its effects on gender inequality. The need for
asking these gender questions in labor market inequality research is increasing
with women’s representation in the labor force.

e Does the inequality related to racial-ethnic composition of labor markets benefit

Whites at all class levels, or only those with greater education or occupational



status? Do Black workers from the middle class suffer the consequences more or
less than those in the working class? These questions have implications for the
effects of racial-ethnic inequality of all kinds.

By introducing other measures of Black-White and gender inequality — Black-
White residential segregation and occupational segregation of all groups from
White men — I offer evidence about competing hypotheses for racial-ethnic
composition effects.

In the models advanced to address these questions, I contribute to the
methodological development of tools to better investigate macro-micro
relationships. The approach here uses hierarchical linear and logistic models,
with (and without) mare complete controls at both individual and contextual
levels than have previously been used. Part of the problem in the race-class-and-
gender area is a lack of coherence in research methods, which impedes the
development of “normal science” in this area. This development requires a

rigorous approach to the data and methods under consideration.



2. LITERATURE REVIEW

In this chapter I will outline previous research results regarding relative Black
population size and labor market inequality. A theoretical discussion of these results,
with implications for the current research, follows in Chapter 3.

Without delving prematurely into the data or my analysis, it is important to
describe the basic contours of relative Black population size for the metropolitan areas
used in this study. This is partly to put into context later discussions the relevance of
which depend upon the distribution at hand. In 1990, the 261 labor markets used in this
study ranged from a low of .03 percent Black in Laredo, Texas, to a high of more than
45 percent in Albany, Georgia. Thirty-two of these areas have Black populations that
make up less than 1 percent of the total, and six markets have Black populations greater
than 40 percent. In these relatively large areas it is therefore not meaningful to examine
proportion Black effects beyond .S. On more local levels, such as neighborhoods,
proportion Black effects up to as high as 1.0 are relevant.

Figure 2.1 shows the distributions of proportion Black for the Black and White
populations in these metro areas. The cumulative distributions show the percent of
Whites or Blacks who live at or below levels of PB. This shows that 36 percent of
Whites, but only 10 percent of Blacks, live in labor markets that are less than 8 percent
Black. A majority (61 percent) of Whites but only 31 percent of Blacks live in areas less
than 14 percent Black. Eighty-six percent of Whites and 79 percent of Blacks live in
areas less than 20 percent Black. Finally, 7 percent of Blacks live in labor markets more
than 30 percent Black, compared to just 2 percent of Whites. The ten largest metro
areas, home to 80 million people, range from 4 percent Black in Boston to 25 percent

Black in Washington-Baltimore. The salient point here is that for most people the action



in this study is at Black population levels less than 25 percent, but that Black workers
are much more likely to live in areas with higher proportions of Black residents. These
basic characteristics of the distribution set the stage for examination of relative

population size issues.

2.1. Employment status

Black population concentration studies have only rarely investigated
unemployment, underemployment, or joblessness (e.g., D’ Amico & Maxwell 1995;
Farley 1987; McCreary, England & Farkas 1989; Tigges & Tootle 1993). That may be
because Blalock (1956), in his study of 1950 metropolitan areas, found no consistent
effects of racial concentration on unemployment rates, but did find income effects.
However, studies of labor market inequality in general have often failed to consider
joblessness. “The current preoccupation of labor market analysts with trends in wages,”
write Hsueh and Tienda, “ignores large disparities in joblessness among minority men
in their prime working ages” (1995:41). Studies of earnings (or occupational)
differentials describe one source of labor market discrimination. Measuring residual
earnings differences after accounting for personal characteristics is a useful way to tap
into discrimination (Cancio, Evans & Maume 1996). But these studies will not identify
the unequal processes that determine not only the personal characteristics (such as
education) that can be controlled for (Roscigno 1995), but also the determinants of

differential employment rates (Levy 1980).
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D’ Amico and Maxwell (1995) model Black-White male inequality in
employment status across 1980 county groups. Positing an analytical opposition
between “space” and “race” explanations, they interpret the existence of Black-White
inequality across almost all county groups to mean that “race” dominates over “space”
in the explanation of inequality. They also find that proportion Black is positively
associated with inequality in unemployment, employment, and hours worked between
Black and White men. Further, in their models Black men face greater inequality in
employment status in county-groups where they have higher wage disadvantages.
Farley (1987) also found that PB was associated with higher Black male unemployment
in 1980 data for MSAs.

Tigges and Tootle (1993), in an aggregate-level study of 1980 labor market
areas, predicted increases in Black-White inequality in two measures of -
underemployment as relative Black population increased. Inequality in unemployment
rates declined until 15 percent Black, then increased rapidly in a J-shaped curve. They
also added a control for occupational segregation between Black and White men,
computed as an index of dissimilarity across seven broad occupation groups. This
segregation was associated with increased inequality in underemployment measured by
low wages, but decreased inequality in unemployment rates. Black and White men both
had lower unemployment rates in areas with higher occupational segregation by this
measure, although the declines were bigger for Black men. The authors could not
explain this result, except to speculate that Black men were more likely to drop out of
the labor force in such areas, resulting in lower unemployment.

McCreary, England and Farkas (1989) are interested in potential nonlinear

effects, and the possibility that proportion Black offers advantages to Black workers at
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higher concentrations. This could be through a *“‘customer and coworker” mechanism by
which patrons and workers prefer interaction with similar people, or through an ethnic
enclave process in which Black population size contributes to the success of Black-
owned businesses, who have a greater incentive to hire and promote Black workers.
They limit their study to central-city men ages 17-20 who are not in school, and append
contextual variables to individual records for analysis. They find that increases in Black
proportions up to .5 reduce the odds Black male youth employment, but the effect is in
fact reversed as levels increase into Black majorities.

Although most studies of labor market inequality still focus on the attainment of
those who are working, Wilson’s (1987) emphasis on employment-population ratios
and Jencks’s (1991) analysis of joblessness have led to increased attention to
joblessness and underemployment. Non-participators and the chronically jobless have
represented a growing portion of the total jobless pool since the 1950s (Jencks 1991).
These jobless workers, who no longer report looking for work, are not counted among
the unemployed. Murphy and Topel (1997) report that since the late 1960s, a “secular
increase in joblessness that is not reflected in unemployment figures” has meant that
“the unemployment rate has become progressively less informative about the state of
the labor market.” Further, it is the full-year non-workers and the less-skilled who
account for the rise in joblessness — both characteristics that disadvantage Black
workers more than Whites. Finally, some of the same conditions that disadvantage
employed Black workers contribute to long-term joblessness, including racism and
restriction to demeaning jobs (Jaynes 1998). Therefore, as the unemployment rate has
become less informative about the labor market in general, it has also become less

informative about the state of Black-White inequality in employment status.
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Trends in earnings and occupational inequality are theoretically simpler and
perhaps less controversial to explore, because they are limited to current workers and
thus avoid problems of “shiftlessness™ and ‘motivation. Unemployment by its official
definition also increasingly excludes working-age people who have stopped looking for
work for the same reasons that they were unemployed in the first place. The difference
between people who want jobs and those who do not is impossible to discern from most
large-sample data sources, but some in-depth investigations have shown that the line
should not be drawn between those who are “unemployed” and those who are “not in
the labor force,” according to official definitions. For example, Tienda and Stier (1991)
found that the “truly shiftless” — who are able but do not want to work — comprise a
small proportion even of chronically jobless, inner city residents. In their sample of men
and women, willingness to work was the norm, but discouragement was very high.

Black workers have consistently had about twice the unemployment rate of
white workers, although there was an increase in the Black-White ratio from about 2.0
to about 2.5 from the mid-1970s to 1990 (Badgett 1997). The Black-White
unemployment gap continued in the 1980s despite a long business-cycle upswing, and
then in the 1990s the Black-White ratio for men aged 20 and over fell from 2.4 to 2.1,
and for women from 2.3. to 2.2, using October seasonally adjusted rates (Bureau of
Labor Statistics 1998). Thus in recent decades the unemployment ratio has fluctuated
but remained in the 2-to1 range, growing worse in bad years but not yet better.

Almost twenty years ago, Levy observed that “being out of the labor force
appears to be an increasingly permanent status for some black males” (1980:521). In
this measure, Black-White inequality has increased since that time. Labor force

participation (LFP) fell for men and increased for women in the 1980s, but the
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difference between Black and White trends was marked. The declines were
substantially larger for Black men and the increases were considerably less for Black
women, in each sub-group of those aged 25-54, from 1980 to 1990. For example, White
women aged 25-34 increased their LFP by 10.7 percent during the 1980s, while Black
women increased theirs only 3.4 percent, bringing the two groups to near-equal levels
just under 74 percent. Among men, White men aged 45-54 decreased their LFP by just
0.1 percent, while Black men’s dropped 2.1 percent, increasing the gap between the two
groups to more than 9 percent. By 1990, Black and White women aged 25-54 had
roughly equal LFP rates, while Black men lagged behind White men from 5 to 9 percent
across age sub-groups (Wetzel 1995). The most serious exclusion from the labor force
may also be measured by looking at people who have not worked at all in the previous
year, a growing problem for men from 1959 to 1979 (Jencks 1991).

Trends in law and litigation may have made it easier for employers to
discriminate in hiring than in wages (Jencks 1991; Shulman 1987). At the same time,
the concentration of joblessness and its identification with other social probiems has
contributed to employers’ motivation to discriminate. Chicago employers’ practice of
selective recruitment is based in part on attempts to avoid workers from high-
joblessness areas, with the predictable outcome of increasing not only unemployment
but also joblessness (Wilson 1996).'

Declines in manufacturing during this period were particularly hard on Black

employment, resulting in more dislocations and longer spells of unemployment

! The employer interviews reported in Wilson (1996) don’t measure discrimination but
offer evidence for its operation. The role of direct employer discrimination, while
difficult to study, has been shown in matched-applicant experiments to operate at each
step of the hiring process (Bendick, Jackson & Reinoso 1994).
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(Badgett 1997; Kasarda 1995; Moore 1992). Controlling for the personal characteristics,
wage demands, and employment experience of displaced workers, Moore (1992) found
that Blacks still have much lower reemployment rates than Whites. Again, these effects
are better reflected in joblessness as a whole, because unemployment spells for Black
workers are much mare likely to lead to exiting the labor force (Hsueh & Tienda 1995).
Finally, there is considerable evidence linking Black-White inequality in joblessness to
macro-economic conditions. Moore’s controls for state unemployment rate and year
showed that “black reemployment rates are strongly responsive to changing economic
conditions” (1992:686). Freeman (1991) similarly found that a strong local economy at
the metropolitan-area level is important for increases in the employment as well as
earnings of young Black men.

Joblessness and underemployment is an important outcome to study with regard
to this broad set of issues, because it includes the persistently unemployed as well as the
chronically thwarted, and thus taps into a more complete set of collective behaviors and
structural factors in the labor market. Joblessness also has important labor market
outcomes of its own, contributing significantly to subsequent earnings differences,
which cannot be discerned in cross-sectional studies of current workers (Hsueh &

Tienda 1995; D’ Amico & Maxwell 1995).

2.2. Occupations

Fossett and Seibert’s (1997) is the most in-depth recent study of PB effects on
occupational inequality. They study Southern non-metropolitan labor markets with data
from 1940 to 1990 Censuses, and find that proportion Black consistently contributed to
increased occupational inequality, even when it increased occupational attainment for

Black workers. The effect of PB seemed to diminish in 1970 and 1980, rebounding
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slightly in 1990. The authors speculate that, if PB-induced threat to Whites remained
constant, the declining PB effect on inequality could have reflected Whites’ declining
ability to impose their will upon labor markets — or increasing political power of Black
populations — after the Civil Rights Movement.

In metropolitan area studies, Beggs, Villemez and Arnold (1997) most recently
find that PB was associated with higher occupational inequality for both men and
women. Local support for equality of opportunity reduces Black-White occupational
inequality, but adding this variable does not substantially reduce the effect of Black
population concentration, which it would be expected to do if local attitudes were the
mechanism by which PB operates on inequality. Burr, Galle, and Fossett (1991) found
that PB effects on occupational inequality increased in Southern MAs from 1940-1980
(even after overall inequality decreased in the 1970s). Growing populations and high
levels of White male employment were also associated with higher levels of
occupational inequality, as local economic well-being apparently brought greater
benefits to White men than Black men. This contradicted the hypothesis that a healthy
local economy meant more to go around, and a subsequent narrowing of the Black-
White gap. Similarly, Frisbie and Neidert (1977) found that PB reduced Black
occupational status (and increased Hispanic status) in 40 Southwestern MAs in 1970.

Semyonov, Hoyt and Scott (1984) present a study of the 124 largest SMSAs in
1970. They find that PB is associated with reduced relative odds of Black men
occupying professional and managerial positions compared to White men. PB is also
associated with increased relative odds for Black men of holding lower level white
collar jobs, and increased relative odds of holding lower level blue collar jobs. They

conclude that competition theory applies at the highest and lowest levels, as Whites
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most protect high level jobs and force Black workers into the lowest jobs as PB
increases. But they see some evidence of queuing effects enabling Black men to move
into lower level white collar occupations at higher levels of PB.

One note of caution with regard to occupational attainment may be in order.
Semyonov, Hoyt and Scott (1984) use only five occupational levels. Burr, Galle, and
Fossett (1991) compute a difference index using nine categories. Even my use of the
full 3-digit occupation codes from the Census masks more finely-grained inequalities at
the job level. Although on average one would expect positions in higher-paid
occupations would pay more than positions in lower-paid occupations, it is not
necessarily the case that the bottom of higher-paid occupations is a better place to be
than the top of lower-paid occupations. That will depend on the range of wages across
jobs within the occupations and the opportunities for advancement within occupations,

among other factors.

2.3. Earnings

Earnings inequality has much more frequently been the subject of PB studies.
Blalock (1956) used 1950 data from 88 non-southern MAs to look at several measures
of inequality, primarily differences in median incomes. Although he found no or only
slight correlation between 1940-1950 non-White population increase and Black-White
income differentials, there was a significant association between proportion non-White
and income differentials. After he added 48 Southern MAs this relationship was
stronger, and held up better under the introduction of control variables such as percent
working in manufacturing and MA size. Frisbie and Neidert (1977) subsequently found

that PB increased earnings inequality net of other factors, in 1970 aggregate measures
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from 40 MAs in the Southwest. Fossett (1988) combined 1970 aggregate and individual
data by calculating mean earnings for male MA-race-age-education groups, and found
that PB increased racial inequality.

Tienda and Lii (1987) bring these studies up to 1980, conducting an analysis of
individual-level data with labor market characteristics appended to the individual
records of employed men. They find that PB is associated with lower Black men’s
earnings and higher White men’s earnings in 1980 labor market areas. They also
conclude that this benefit accrues primarily to White men with more education. Grant
and Parcel (1990) subsequently added a gender breakdown in an investigation of the
100 largest MSAs. In that study PB has much greater effects on earnings inequality for
women than for men. In another individual-level study with 1980 data, Cassirer (1996)
uses the 1% PUMS Census data for 267 MAs, and finds that PB increases earnings
inequality for men in the North but not the South. PB also decreases Black men’s
returns to education in the South. For women, PB leads to higher earnings for both
Black and White women (potential problems with this study are noted below).

Prior to my own study (initial results appear in Cohen 1998b), two studies of
which I am aware have examined PB effects in 1990 labor markets. In LMAs, Beggs,
Villemez and Amold (1997) find that PB increases Black-White wage inequality for
men and women, but much less for women, with the effect dropping below significance
in most women’s models. This study includes a test of PB effects from contiguous
areas, which also has significant effects. However, without controls for region, it is
possible the contiguous areas served as proxies for regional variation (especially South
versus non-South).

Jacobs and Blair-Loy (1996) calculate earnings models for 50 occupations
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across 100 metropolitan areas, testing effects of the local race and gender composition
of each occupation rather than the whole labor market. For White men and women, they
find that female composition depresses earnings, while Black composition increases
earnings or had no effect. In contrast, the female composition as well as the Black
composition of local occupations has less effect on Black earnings for men and women.
They conclude that commonly-found PB effects do not operate by devaluing local
occupations in which Black workers are disproportionately represented, but instead by

affecting prior selection into occupations or employment.



19

3. THEORY
3.1. Paradigmatic questions

Ritzer (1992, 665) writes of the social-facts paradigm: “Social factists focus on
what Durkheim terms social facts, or large-scale social structures and institutions.
Those who subscribe to the social-facts paradigm focus not only on these phenomena
but on their effect on individual thought and action.” At the most general level, this
project fits within the social facts paradigm. The empirical side is modeled effects of
contextual labor market characteristics on labor market outcomes for individuals and
relations between groups (racial-ethnic, gender and class inequality). At a lower level of
theory, however it may also be useful to consider as paradigms more narrow research
streams or agendas. From that perspective, this project contributes to two major
research streams.

The first is the empirical body of research going back to (Blalock 1956, 1967)
and forward to Tienda and Lii (1987), Burr et al. (1991), and Beggs, Villemez and
Arnold (1997) into the association between the proportion of racial-ethnic minorities in
local populations and racial-ethnic labor market inequality. This research has
contributed to the investigation of inequality a focus on macro structures in addition to
individual determinants.

In American sociology, there has been a tension between theory and empirical
research on questions of racial inequality. McKee (1993) argues that most race-relations
research in American sociology has remained very limited in scope. “Neither the effort
to make the American sociology of race relations a comparative study nor to formulate
an abstract theory of race relations succeeded. There has, in fact, been no significant

trend to alter the American sociological emphasis on more concretely empirical work
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oriented almost exclusively to the American system of race relations™ (1993, 351).

In fact, some research has explicitly compared labor market racial inequality
between societies. Model (1997), for example, compares outcomes for Black
immigrants in New York and London to test queuing hypotheses related to the presence
of indigenous minorities.” However, some attempts to reach conclusions regarding
dominant-minority group relations overall have been little more than speculation that
current results might apply to other cases as well. Tienda and Lii (1987), for example,
demonstrate this ambition when they abstract out to “color” to explain an inequality
continuum from White to Asian or Hispanic to Black — as if by identifying “color” as
the issue, the findings would be generalizable to any society with “color” variation.
Whether or not the result is a generalizable theory, though, the empirical results are in
themselves important. Thus it is important even to replicate some aspects of previous
stadies with 1990 data and new methods to see how things have changed, regardless of
the implications for a universal theory of dominant-minority relations.

Cognizant of the criticism of under-theorized work, I also draw on the “race,
class, and gender” school of research and theory — sometimes called “intersection
theory,” to extend beyond the empirical results. These two names reveal the theoretical
strength and weakness of this work, which has explicitly examined the interaction of
these “strands” of inequality or oppression. But the potential paradigm is named after its
subject matter rather than its conclusions or theoretical tools. Much of this work —
evolving from a discredited class-reductionist Marxism on the one hand and White-

dominated feminist theory and social movements (Cohen 1996) on the other hand — has

2 A Iarger body of cross-national comparative research does exist, but it is not reviewed
here.
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been more successful at revealing a set of theoretical problems than it has been at
addressing them. In that regard the work is pre-paradigmatic — at the stage of poking
holes in current theory and research. Before the rise of intersection theory researchers
did deal with these intersections, they just did so with hidden and/or faulty assumptions
(much the same way that “class” was the subject of work outside of Marxism, but
Marxists brought their own interpretations to that subject.)

By bringing gender in theoretically and empirically, I unite some positive
elements of both the empirical inequality tradition and the developing intersections
school in a way that advances both. The intersections work is much more concerned
with questions of identity formation and social construction than is the Macro-micro
racial inequality research. The weakness of each is the strength of the other, however.
While the quantitative inequality studies are left to speculate about social meanings and
cultural/ideological processes (such as discrimination, often unsatisfactorily defined by
default as a statistical residual), intersections work builds theory off of generalizations
thaf are not always clearly substantiated or tested empirically. Researchers in both areas
have an eye toward social movements or policy implications in their work, and their
failure to learn from each other hampers the usefulness of their work in the realm of

application.

3.2. Explaining proportion Black effects

D’Amico and Maxwell (1995) raise the issue of “place” versus “race” in
explaining Black-White inequalities. However, these explanations should not be seen as
mutually exclusive. Because inequality in employment status persists in areas with
greater and lesser spatial mismatches, D’ Amico and Maxwell (1995) conclude that

“policy makers cannot close employment gaps between minorities and whites by simply



relying on policies that eliminate spatial mismatches between minorities and
employment opportunities” (982).” But race can and does operate in all places of the
United States — and by examining the variation across places we can better understand
how it works on inequality in general.

D’ Amico and Maxwell, as well as many others, do find significant variation in
Black-White inequality across labor markets, which is partly a function of relative
Black population size. It is clear that there is enough variation in Black-White
inequality across labor markets to rightfully draw attention — without leading to a
determination of whether race or space, which are thoroughly intertwined, is more
important. With a structural view of Black-White inequality, this study is not only
concerned with what aspects of labor markets other than race are behind Black-White
differences. Rather, both the pattern of Black-White inequality itself, and the influence

of other variables in accounting for that pattern, are of intrinsic interest.

3.2.1. Competition and threat

Structural perspectives consider economic, political, and social characteristics of
labor markets as determinants of Black-White labor market inequality (Tomaskovic-
Devey & Roscigno 1996). If individual characteristics such as education or other human
capital variables contribute as well, these are often understood as functions of social
inequality (Fossett 1988; Roscigno 1995). Much of this research has therefore focused
on local labor markets, using a range of data and methods, and most studies find that

labor market proportion Black (PB) is positively associated with various indicators of

3 In terms of policy implications, it seems likely that reducing spatial mismatches — by
no means a “simple” task — would reduce but not eliminate Black-White inequality in
joblessness.



Black-White inequality.

Most analysts of relative Black population size effects attribute increased
inequality to more hostile or defensive attitudes on the part of Whites — the
“competition” or “threat” hypothesis (Burr, Galle & Fossett 1991; Beggs, Villemez &
Arnold 1997). Under this hypothesis, Whites are believed to react more negatively
toward minority groups when their own majority status is threatened by larger non-
White groups.’ This reasoning draws from Blalock (1967). He theorized that Whites’
perceptions of threat could be either economic or political; if there were diminishing PB
effects at higher levels, the threat was more likely economic, whereas political effects
would more likely accelerate as PB increased. Taylor (1998) has found that effects on
White attitudes diminish or even reverse at high levels of PB, consistent with Blalock’s
economic threat perspective.

Researchers investigating the threat hypothesis as a psychological or cultural
mechanism by which PB affects labor market inequality have indirect evidence to
support their view. In attitude studies, most recently Taylor (1998) has found that local
PB affects white racial attitudes negatively. Quillian (1996) also demonstrated a
relationship between PB and anti-Black attitudes across regions and time. Fossett and
Kiecolt (1989), who argue that “Black concentration is an objective measure of the
degree to which blacks as a group pose an implicit threat to white status™ (833), find
that PB diminishes White support for integration on survey questions. However, PB
effects on these attitudes persist even when they control for Whites’ expressed sense of

threat, which suggests that perceived threat alone is not the PB mechanism.

4 For a recent thorough review, see Fossett and Seibert (1997).
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There is also evidence that higher PB is associated with some anti-Black
collective action on the part of Whites, including opposition to busing (Olzak,
Shanahan, & West 1994), race riots (Olzak, Shanahan & McEneaney 1996), more
lynching (Tolnay & Beck 1995; Tolnay & Deane 1996) and more executions (Tolnay,
Beck & Massey 1992). Whites who live in predominantly Black or mixed Census
neighborhoods are much more likely to leave than Whites who live in predominantly
White areas (South & Crowder 1998),° and incidents of hate crime are elevated when
non-White groups are moving into new areas (Green, Wong and Strolovitch 1996).
Racial composition may also have indirect effects on White behavior. Liska, Logan, and
Bellair (1998), for example, find that for “lily-white” suburbs, higher robbery rates have
no effect on the White population size, but in racially mixed suburbs higher robbery
rates provoke White flight. None of these are direct evidence of labor market effects,
but suggest a basis for more discriminatory actions on the part of Whites in the presence
of a larger Black population.

Some patterns of attitudes might interact with PB in ways that are not yet
identified. For example, Kluegel (1990) argues that Whites use a lens of individualism
to explain the inequality they see, including Black-White inequality. In the presence of
larger Black populations — and greater Black subordination — it seems plausible that this
individualism will translate more readily into racial generalization. Kirschenman and
Neckerman (1991) have shown that employers use ostensibly non-racial reasons, such

as bias against neighborhoods or people with particular family structures for de facto

5 However, the authors find that greater metro-area level Black population proportions
are not associated with increased White mobility to White tracts, perhaps because
there are fewer predominantly White tracts to move to.
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racially selective hiring. This institutionalized practice seems more likely to emerge in
high PB labor markets. Bridges and Steen (1998) find that the race of young offenders
affects juvenile criminal sentencing recommendations, partly because officers employ
“differential attributions about the causes of crime” (554), a largely subjective decision
with serious implications for juvenile sentencing. If higher PB affects White racial
attitudes, and such attitudes affect juvenile criminal case outcomes, it is possible these
forces vary across metropolitan areas as a function of PB, in turn affecting labor market
outcomes (as juvenile criminal outcomes certainly can). Other examples from the law
enforcement and justice system can easily be imagined. Beyond attitudes, there is also
evidence that health outcomes are affected by racial-ethnic population composition net
of other factors. Sucoff and Upchurch (1998:581) find that “racial composition appears
to be the key neighborhood variable predicting high rate of premarital first births in
poor neighborhoods.” In the long run, such influences could also translate into
differential labor market outcomes.

This speculation is made necessary by the inability of existing studies of PB-
effects on labor market outcomes to explain the mechanisms at work, mostly because
the data needed are not available. Identifying discrimination at the employer level, for
example, requires data on skills, training, and tenure as well as more commonly
available demographic variables (Cancio, Evans & Maume 1996). Similarly, showing
racial mobilization in the wider community requires evidence of collective action that
cannot be assumed from cross-sectional earnings data; and studies of White racial
attitudes (e.g., Fossett & Kiecolt 1989; Quillian 1996; Taylor 1998) are generally not
linked to labor market outcomes. Beggs, Villemez and Arnold (1997) do find that their

measure of local support for equality of opportunity reduces Black-White occupational



inequality, but adding this variable to their models does not substantially reduce the
effect of Black population concentration, which it would be expected to do if local
attitudes were the mechanism by which PB operates on inequality. So causal claims in
this area should be considered cautiously. Findings of an association between Black
concentration and increased inequality do not necessarily support the visibility-
discrimination hypothesis. Historical effects — which I will discuss here only by
inference — are even more difficult to ferret out.

Viewing the distribution of racial inequality as a function of varying attitudes on
the part of Whites is consistent with seeing contemporary racial inequality as primarily
the result of negative attitudes. Although there is evidence of PB’s attitudinal effects on
Whites, it is important to remember that Black-White labor market inequality is rooted
in the structure of U.S. society, and that variation in its depth and form is the outcome
of long historical development in regions and local areas. Bonilla-Silva (1997:465)
argues against the view of “racism as a purely psychological phenomenon,” and instead
uses the term only to describe the ideology of a “racialized social system.” Despite the
connection between PB and more anti-Black attitudes in local areas, research to date has
not determined that attitudes are the crucial intervening factor in PB effects on labor
market inequality.

Bonilla-Silva (1997:470) points out that racial group interests are “not subjective
and individual but collective and shaped by the field of real practical alternatives, which
is itself rooted in the power struggles between the races.” The “racial structure of
society” is therefore the aggregate of the “social relations and practices based on racial
distinctions [that] develop at all societal levels” (474). In my view, variation in Black-

White inequality across U.S. labor markets should therefore be seen as the broader



outcome of collective power struggles rather than as the more simple result of greater
attitudinal hostility on the part of Whites. Where Black or other minority groups are a
greater proportion of the population, racial group interests play a more salient role
compared to other conflicts, principally class and gender.

Because racism is not “a universal and uniformly orchestrated phenomenon™
(475), Bonilla-Silva saggests the need for comparative work on the racial structure of
different societies; but I believe looking at variation in the racial social structure across
U.S. labor markets is also important to understanding these dynamics. To Park
(1952:13), “the city is ... a state of mind, a body of customs and traditions, and of the
organized attitudes and sentiments that inhere in these customs and are transmitted with
this tradition.” The dynamics of American cities, in their historical evolution as well as
their contemporary articulation, develop in the context of Black-White and other
inequalities.

Although the phenomenon under study has persisted over time (Burr, Galle &
Fossett 1991; Fossett & Seibert 1997), recent patterns of investment and development,
combined with residential segregation, may also play a role in contemporary PB effects.
Industrial restructuring has disproportionately hurt Black communities (Logan &
Molotch 1987; Squires 1992; Wilson 1987). Corporate and local businesses have made
relocation decisions in ways that disadvantage Blacks (Squires 1984; Squires, Velez &
Taeuber 1991), and the shrinking of local tax bases in traditionally Black areas has hurt
school districts that serve predominantly Black populations (Roscigno 1995). Within
metropolitan areas, these trends could have the effect of increasing the inequality
between Black and White areas. Continued high levels of residential segregation (Farley

& Frey 1994), the geographic concentration of poor Blacks within metropolitan areas



(Massey, Gross & Shibuya 1994), the suburbanization of capital (Kasarda 1995;
Squires, Velez & Taeuber 1991), and its flight from metropolitan areas with more
Blacks (Squires 1992), all contribute to difficulties in finding and keeping good jobs —a
problem worsened by discrimination against job applicants known to live in poor Black
neighborhoods within metropolitan areas (Wilson 1996). Larger Black populations
could thus increase the distance to, and difficulty in finding and keeping, good jobs for
Black workers, putting downward pressure on their wages or occupational status and
increasing joblessness. Newer trends, such as the development of edge cities and
fortified enclaves by the wealthy (Marcuse 1997), might also play a role. These
developments appear to be driven in part by White fears of non-White populations
(Booth 1998), and they might increase social and geographic distances within
metropolitan areas, contributing to Black-White inequality in higher-PB areas.

Fossett and Kiecolt (1989) control for perceived threat to see if PB has effects
on racial attitudes net of the threat effect. Similarly, it would be appealing to control for
racism at the local level in models of labor market outcomes. Attitude measures are the
most widely used variables for this purpose (e.g., Taylor 1998), but they are not reliably
available for all metropolitan areas, and they are always suspect because they rely on
answers to interviewer questions rather than social practices. On the other hand, some
objective measures do exist, such as the number and type of complaints of
discrimination filed with the Equal Employment Opportunity Commission. But this
measure is also problematic because it may just as well reflect consciousness of
discrimination or mobilization of its victims as local levels of racism itself.

An alternative means of identifying local racism is to let communities vote with

their feet, to use residential segregation as an indicator of local racism. There is a long
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history of assuming that segregation both signifies and contributes to racism. Robert
Park (1952:20) believed that “the isolation of the immigrant and racial colonies of the
so-called ghettoes and areas of population segregation tend to preserve and, where there
is racial prejudice, to intensify the intimacies and solidarity of the local and
neighborhood groups.” Emerson finds that residential segregation is generally positively
correlated with PB, and concludes: “as the percent black increases, higher levels of
segregation are needed” by Whites to minimize social contact (1994:577). Taylor
(1998) argues that segregation might mitigate the negative effects of PB on White racial
attitudes, because it implies less contact between Black and White populations, but she
does not find a significant interaction effect. It seems likely that a large Black presence
is a salient feature of the culture at the metropolitan-area level (Fossett and Kiecolt
1989) regardless of the level of segregation, especially given mass media and
commuting patterns.®

Although residential segregation is slow to decline, and therefore could lag
positive developments in Black-White relations, it probably is also true that the negative
consequences of racism on local labor markets are slow to change as well. Therefore,

residential segregation may serve as an imperfect indicator of local racism.

3.2.2 Crowdin
A crowding-effect hypothesis compliments the threat or competition theory,
positing that because of occupational segregation, the relatively greater supply of

workers considered suitable for typed occupations will result in lower wages in those

6 There is some evidence, not consistent with observed effects on inequality, that
contact improves Black-White interpersonal relationships (Ellison & Powers 1994).
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occupations. Once one discounts the process of achieving occupational segregation, this
becomes a matter of supply and demand, regardless of the groups involved. An
oversupply of Black women nurses’ aides means they may get paid less, even if there
are vacancies elsewhere in the hospital — if these women are not considered eligible or
qualified for other positions. Cotter et al. (1997) show that higher local occupational sex
segregation is associated with lower wages for women even outside of segregated
occupations.

From previous research, then, one expects that the more a given group is
occupationally segregated from White men, the lower their wages are likely to be. If
local attitudes contribute to occupational segregation, and both influence earnings
inequality (Tomaskovic-Devey 1993), it is likely that crowding and competition or
threat work together. It remains to be seen whether occupational segregation can

account for all or some of the observed PB effect.

3.2.3. Queuin

Queuing may also operate at the occupational or earnings levels.
Mathematically, when the relative size of a population constrained to the bottom of any
particular queue increases, the median for each group increases (Fossett & Seibert
1997). When there are only two groups and queuing is perfect, increases in the size of
the subordinate group leads to equal increases in the median occupation levels for each
group, with no change in the total difference. As McCreary, England and Farkas
(1989:59) report, “The queuing model predicts higher absolute status for both blacks
and whites where there are more blacks, but makes no predictions about relative status.”
This simple queue is shown in Figure 2.2. Note that by one measure of inequality only,

the ratio of the medians, the queue here represents decreasing inequality. If there are
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three groups, on the other hand, increases in the relative size of the intermediate group
increases inequality between the top and bottom. And so on through a complexity of
scenarios, equations for which have been offered by Fossett and Seibert (1957).

We expect the primary beneficiaries of queuing effects to be the better situated
members of subordinate groups, and the dominant group in general (Lieberson 1980;
Olzak 1992). If there are more non-Whites than there are bad jobs for them to fill (or,
not enough Whites to fill the good jobs) then employers might have to hire from the
non-White pool to fill their better jobs. Note that crowding and queuing are potentially
opposing effects. Both crowding (which lowers wages) and queuing (which raises
wages or other outcome measures) depend on occupational segregation. To sort out
these effects requires analysis of different labor market outcomes.

The simplest mechanism by which PB could affect Black-White inequality in
employment status is from a hiring queue. Table 2.1 describes five hypothetical labor
markets in which there are only Black and White workers. In the first, 10% of the
population is Black and 3.7% are unemployed, and the Black uhemployment rate is
about twice the white rate. In this scenario, 18% of the unemployed workers are Black.
The next three labor markets reflect different assumptions as percent Black increases to
50%. In the second, the Black and white rates are fixed, and the total is permitted to
change, assuming Black and White workers have intrinsic unemployment rates, which
determine local rates — not a hiring queue. In this case, the total rate increases to 5% and
the Black share of unemployment increases to 66%. In the third case, only the Black
rate varies while the others remain fixed. In this case, the Black rate is only 4.0%, but
their share of unemployment is still.54%. In the fourth case, only the white rate varies,

falling below 1% as the Black share of unemployment hits 89%
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Table 2.1. Hygothetical labor markets.
Percent Black 10% 50% 50% 50%
Black & Total & Total &
white white Black
Baseline  fixed fixed fixed
(1) (2) (3) 4)

a. Total unemployment rate 3.7 5.0 3.7 3.7
b. Black unemployment rate 6.6 6.6 4.0 6.6
c. White unemployment rate 34 34 34 0.8
d. Black rate / White rate 1.9 1.9 1.2 8.3
e. Black as % of unemployment  18.0 66.0 54.0 89.0
f. Black rate / total rate 1.8 1.3 1.1 1.8
£. White rate / total rate 0.9 0.7 0.9 0.2

Note that in both markets where the total rate is fixed, the unemployment rate for either
Black or White workers has fallen. These are the strict hiring queue cases.

Because of the many possibilities, identifying these trends is difficult. That is
partly because definitions of inequality or discrimi_nation are not uniform. One could
focus on the Black-White disparity in rates, or the relative odds of not having a job (b/c
= d), by which discrimination in the first two markets is 1.9. Under that assumption,
market 4 is the most discriminatory, with a ratio of 8.3. In market 4, the odds for a given
Black worker are no worse, but their odds are much worse when compared to the White
odds. This is the most intuitive concept of discrimination because relative odds are
compatible with the idea of fairness. For markets of equal proportion Black, Black share
of unemployment measures this concept (e). That this indicator will always show higher
proportion Black markets as more unequal, all else equal, makes this measure dubious.
However, in terms of a hiring queue perspective, perhaps the greater share of
unemployed “positions” going to Black workers would be a benefit to Whites — so
market 2 would be better for Whites than market 1, even though their unemployment

rate is the same. This is reflected in the share-of-unemployment to share-of-population
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ratios (f,g). According to this, market 2 is better for both Black and White workers than
market 1, but market 4 (the most unequal in terms or rates) is much better for Whites,
and no worse for Blacks than market 1. Using this measure, a 50% Black market would
have to get to an unemployment ratio of 8.3 (d), as in market 4, to be as bad for Black
workers as market 1.

These abstract markets do not represent pure hiring queues, however. In a
computer simulation, 1 million workers enter a job queue one at a time in random order.
White workers are twice as likely to be offered a job as Black workers. Any worker not
offered a job re-enters the queue, and the process continues until all available jobs are
filled. Table 2.2. shows the results of simulations running from 5% to 50% Black, with
fixed unemployment rates set at 5%, 10% and 20%.” The crucial observation here is that
unemployment rates fall for both groups in all queues as PB rises, but the proportional
gap between Black and White workers increases. In the tighter labor markets the queues

are steeper, and the increase in Black-White proportional inequality is greater.

Table 2.2. Simulated job queues

Unemployment Rate
Five percent Ten percent Twenty percent
.05 PB S PB .05 PB S PB .05 PB S PB
Black 20% 9% 30% 16% 44% 29%
White 4% 1% 9% 3% 19% 9%
Ratio 4.9 11.8 3.4 6.3 2.3 34

Note: Ratios calculated before rounding.

7 In these simulations, White odds of being hired were set to 1.0 and Black odds to .50.
Experiments with different parameters revealed essentially the same trends as long as
White odds of being hired were about twice Black odds.
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None of these simple scenarios apply directly, of course. The question is
whether there is a queuing aspect to the relationship between inequality in employment
status and proportion Black running in the background to other forces. Table 2.3
applies this set of calculations to long-term jobless rates in four labor markets, using
numbers from the 1990 Census 1% Public-Use Microdata Sample. The numbers of
long-term jobless people in the sample are used to create Figure 2.3, which shows each
group’s percentage of the long-term jobless (among Blacks and Whites). Low-PB
Buffalo and high-PB Memphis have similar total jobless rates and almost the same rates
for Black men, but the rate for White men is considerably lower in Memphis; tkis is the
only pairing that looks at all like the job queues above. Black women have lower rates

in Memphis than in Buffalo, while White women’s rates are higher.

Table 2.3. Long-term joblessness in four labor markets

New
Buffalo Memphis Hartford Orleans

Percent Black® 6.8 37.8 7.0 30.3
Total percent 14.4 17.2 9.2 20.0
White men percent 5.6 3.3 3.1 73
Black men percent 18.6 19.1 9.0 24.0
White women percent 20.9 23.6 14.5 24.9
Black women percent 34.2 273 20.3 325
BM % of long-term jobless 3.7 18.8 3.1 15.6
BW % of long-term jobless 94 33.1 8.6 28.2
Black as % of long-term jobless 13.2 519 11.7 43.8
BM percent / WM percent 3.33 5.78 2.90 3.32
BW percent / WW percent 1.63 1.16 1.40 1.30

Note: long-term jobless = no weeks worked in 1989.
* Percent Black for this table is calculated from the Black and White sample.
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In comparison, low-PB Hartford has much lower joblessness that high-PB New
Orleans, and every group has higher jobless rates in New Orleans. For men, the higher
PB markets have greater Black-White proportional inequality, while for women it is
reversed.

An additional observation from these four labor markets is the large portion of
the long-term jobless who are Black in the high-PB labor markets. The Black share of
long-term joblessness far surpasses their population share. Setting aside issues of
fairness or discrimination, it is possible that this observable fact has an impact on local
White culture and attitudes. The resulting attitudes could themselves figure into PB
effects.

Contrary to all predictions from the queuing hypothesis, in fact, studies
reviewed in the previous chapter have found that PB is also associated with absolutely
worse levels on employment status measures for Black workers, not just more success
for White workers. Table 2.4 shows the simple correlation between proportion Black
and rates for the two variables under study here for White men and women, and Black
men and women, in the 50 MAs with the largest Black samples in the 1% PUMS file.
For the proportion working at all, each group except White men has a negative
correlation between employment rate and PB, and only the correlation for White
women is significant. For the proportion of workers employed full-time year-round the
correlations are positive for Whites and negative for Blacks. Rémember that in a strict
hiring queue, employment rates would rise for each group, but most for Whites. If there
is a hiring queue operating in the background here, it appears to only be working for

Whites, and only at the level of selecting employed people into full employment.
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As Farley (1987) points out, in labor markets with higher PB, Whites may
expect greater returns from hiring discrimination against Blacks (i.e., a given increase
in the rate of Black joblessness has twice the “benefit” for Whites if the Black
population is twice as large). So to the extent that PB effects reflect zero-sum strategies
on the part of racist Whites, past research suggests we might expect both decreases in

Black employment and increases in White employment as PB increases.

Table 2.4. Employment status correlations with proportion Black.

Correlation D

Rate of working 1+ weeks in 1989

White men 13 376
Black men -12 402
White women -33 .020
Black women -.11 .459
Rate of workers employed FTYR

White men 42 .002
Black men -.18 217
White women 27 .054
Black women -32 025

Source: 1% PUMS, 50 metropolitan areas with largest Black samples.

The most obvious direct set of actors in such an effect is the employers
themselves. While difficult to measure, employer discrimination has been linked to
overall joblessness. In a study of 47 MSAs from 1978 to 1982, Shulman (1987) found
that employment-population ratios were lower for Blacks, and higher for Whites, in
labor markets with more Equal Employment Opportunity Commission hiring
discrimination complaints. In employer discrimination, however, “race, class, and space
interact with each other” (Kirschenman & Neckerman 1991:217). That is, race does not
act alone in employer perceptions. Kirschenman and Neckerman find that inner-city
residence or class may have been a proxy for race. The former two factors were

considered the more justifiable criteria for discrimination, as expressed by Black as well



as White employers (Wilson 1996). In the consideration of PB effects, however, we

must note that such a meaning scheme could not operate in a labor market with very
few Black workers. “Inner city” can only logically represent “Black,” and “suburb”

mean “White,” in areas with relatively high PB.

The hypothesis that Whites in general benefit from PB-related discrimination
has received empirical support (Tigges & Tootle 1993), but in the case of employment
it is not clear how increasing discrimination benefits employers more in higher PB
areas. In fact, in higher PB areas, discrimination in hiring may result in refusing to hire
those Black workers who receive even lower wages compared to Whites. Therefore,
such employers are less likely to be acting by a direct competition or threat mechanism,
suggesting a more generalized collective White response, which is necessarily harder to

operationalize.

3.2.4. Gender interactions

A few studies have measured PB effects on Black-White inequality for women
as well as men (Cassirer 1996; Grant & Parcel 1990; Beggs, Villemez & Amold 1997).
Beggs, Villemez and Arnold (1997) find that the effect of PB in adjacent labor markets
on inequality is greater for women than for men, supporting the idea Black women
might be especially hampered by difficulties traveling to jobs. Grant and Parcel (1990)
find that PB has greater effects on Black-White inequality for women than men.®
However, these studies do not examine the effects of PB on gender inequality, but

rather its effects on Black-White inequality separately for men and women.

8 Hirsch and Schumacher (1992) include women in their analysis, but do not theorize
their position in the PB-related inequality. Their definition of labor markets (industry-
occupation-region cells) is not comparable with the MA-level analysis used here.



Tienda and Lii (1987) believe it is important to examine within-group
differentiation, and thus include education differences within racial-ethnic groups.
Tomaskovic-Devey and Roscigno (1996:583) concur, arguing that “dominant ethnic or
racial groups are often internally divided along class and regional lines,” so that “who
benefits from racial inequality cannot be answered from within a simple group
competition model.” However, although these authors are sensitive to the interactions
of race-ethnicity and class, they are silent on the question of gender differentiation.
Indeed, most major studies include cnly men in their analyses (Burr, Galle & Fossett
1991; D’ Amico & Maxwell 1995; Fossett 1988; Tienda & Lii 1987; Semyonov, Hoyt &
Scott 1984; Tigges & Tootle 1993; McCreary, England, & Farkas 1989).

This is problematic for several reasons. First, there is no basis offered from
which to generalize from men to women; we cannot assume women'’s labor market
experience parallels men’s along racial-ethnic lines. Second, labor markets include a
substantial if less than equal proportion of women, so any analysis of labor market
dynamics that excludes women runs the risk of missing substantive effects and
interactions that compromise the value of their conclusions. For example, Tienda and
Lii (1987) discuss the implications of their results for an “overflow” hypothesis, or a
queuing effect. But with women excluded from the analysis, perceptions of the job
queue will be significantly distorted, the possibility of White women especially
competing for these “overflow” jobs cannot be examined. This is important because of
the historical racial-ethnic differences in women'’s labor force participation, and the
greater choices available to White women regarding employment — perhaps they are
more likely to compete for jobs when their relative chances are greater. Semyonov,

Hoyt and Scott (1984), who broadly examine the queuing hypothesis, do so without
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considering women in labor markets.

White women might gain more from PB effects on labor markets than White
men. At the same time, Black women might lose more or less than Black men. This
range of possible outcomes would have different implications for Black-White as well
as gender inequality. Methods that model only men, or men and women separately,
cannot adequately distinguish these effects. If PB-related inequality is reflective of more
ascriptive hierarchical structures, for example, White women might also suffer greater
discrimination in higher-PB markets. If PB has specifically racial-ethnic effects, it
might affect men and women equally, although differential effects by education or
occupational level might help or hurt Black or White women in particular. Finally,
gender differences in human capital characteristics vary by race-ethnicity, so PB effects
might react differently to the application of individual-level control variables.

One way White women in particular might be expected to benefit from Black-
White inequality resulting from PB is in a gendered queue. If women largely work in
occupations that are typed as “reproductive” and sex segregated but hierarchically
distributed by racial-ethnicity, then we might expect greater PB to allow White women
to move up to higher positions in the racial division of paid reproductive labor (Glenn
1992). The narrower range of occupations open to women would lead to a steeper queue
among women. Glenn concludes: “That the higher standard of living of one woman is
made possible by, and also helps perpetuate, the other’s lower standard of living is
clearly evident” (1992:32). And this is largely the result of occupational distributions
consistent with an “overflow” hypothesis. “White women are preferred in positions

requiring physical and social contact with the public ... while racial-ethnic women are
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preferred in dirty back-room jobs” (1992:20).” White women might “overflow” into
higher-visibility and higher-paying positions when there are Black women to fill those
below." Then, if higher PB is indeed associated with a greater level of anti-Black
discrimination, that might increase the motivation of employers to fill better-paying jobs
of higher visibility with White women; over a long historical period, this could be
solidified into a set of local expectations about the racial-ethnic division of labor.
Finally, if Black women are crowded into the lower levels of sex segregated
occupations, they may suffer lower wages (and lower employment) in accord with the
crowding hypothesis."

More generally, Glenn argues that the racial division of reproductive labor is a
central component of racial-ethnic inequality. If the institutions and traditions of local
labor markets, the outcome of historical struggles and political-economic development,
lead to greater Black-White inequality in labor markets with larger Black populations,
then Glenn’s analysis would lead to the prediction that labor-market inequality between

groups of women would be greater as well. If it is shown that inequality between Black

9 An examination of occupational data from the 1990 Census supports this view (U.S.
Bureau of the Census 1992). Of the top 20 occupations for which White women are
most heavily favored (those in which they are most disproportionately represented) 17
involve extensive direct contact with the public. These include lower-level service
jobs — such as secretaries (of which White women are 84 percent), receptionists (77
percent), and bank tellers (73 percent) — as well as professional occupations such as
speech therapists (84 percent), teachers in pre-kindergarten and kindergarten (77
percent), and librarians (70 percent).

10'Note that at high levels of PB this might benefit Black women as well, as the jobs to
which they are constrained fill up and some “overflow” into better jobs.

11 1¢ is also true that Black men are more likely to have dirty and backroom jobs , but
given the smaller number of occupations open to women at all, it seems likely this
effect is more pronounced for Black-White differences among women.
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and White women’s occupational status is exacerbated, that would support her emphasis
on the centrality of occupational ranking between groups of women as a mechanism for
racial-ethnic inequality.

A different way PB might increase White women’s earnings is by making it
more economical to purchase the services required for women to make career
commitments. A growing body of research documents the importance of the service-
economy to married women’s labor force success (e.g., Bergen 1991; Hanson & Ooms
1991; Oropesa 1993; Presser 1988); A greater presence of lower-paid Black (or other
non-White) women and men to perform such services — from filling fast food orders to
dry cleaning and housekeeping — might be expected to lead to lower costs for
professional women as they devote more time to their careers. This might be of greater
benefit to White women because they have higher edqcatjon on average, or because of
racial-ethnic differences in service economy consumption (Cohen 1998a). The net
effect of PB could thus be to increase employment levels for White women, and
increase wages and occupational attainment, which partly result for time in the paid
Iabor force.

Finally, if the geographic dispersion of jobs in higher-PB metropolitan areas
negatively affects Blacks more than Whites, this too might have differential effects by
gender. Spain and Bianchi (1996:176) cite evidence that women face a greater
imperative to work close to home than do men, which might increase the incentive for
Black women to settle for lower-paid jobs. The spatial segregation of men’s and
women’s jobs within metropolitan areas (Hanson & Pratt 1991; Rutherford & Wekerle
1988) raises further complications for analyzing PB effects that cannot be revealed in

the present analysis, although Beggs, Villemez and Amold (1997) offer some support
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for this hypothesis. In Kasarda and Ting’s (1996) test of spatial mismatch effects across
metropolitan areas — based on travel times — mismatch was associated with joblessness
for Black and White women and men, but most strongly with women. This was
presumed to be because “multiple family obligations ... fall disproportionately on
women, [so] they are likely to need shorter commutes or to be less willing to accept a
long commute in the first place” (1996:407), and because of women’s greater reliance
on mass transit, which further limits their mobility. Family obligations and
transportation problems also contribute to so-called “statistical discrimination,” as
employers avoid workers for whom they anticipate problems getting to work (Wilson
1996).

It is also important to consider Black and White men and women together
because they operate in the same labor markets, and their behaviors and obstacles affect
each other. For example, in terms of employment, discrimination by Chicago employers
is not limited to racialized comparisons: they expressed a clear preference for Black
women over Black men as well (Wilson 1996). These ties are important to study despite
the empirical difficulties they present. Lichter and Landry’s (1991) analysis of labor
force transitions showed that Black men and women were both less likely than Whites
to make transitions into adequate employment. Black women had the lowest odds of
moving into adequate employment, and the highest rates of transition into inadequate
employment. In contrast, White women were most likely to drop out of the labor force.
One conclusion could be that Black women have greater imperatives to hold jobs, while
White women have more options outside of employment if their employment prospects

dim. That interpretation is also consistent with Black women’s much higher levels of

unemployment.








































































































































































































































































































































































