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INTRODUCTION 

Implementing an affirmative action/equal employment opportunity program is a hi9,h priority of the criminal 
justice system. Although some controversy still exists, Congress has set baslc·affirmatlve action/equal 
employment opportunity guidelines. Agencies that do not comply with these guidelines face pots,otlalloss of 
federal funds from the Law Enforcement Assistance Administration and the OffIce of Revenue Sharing. There 
is no longer ai1y question of whether to bring woman and minorities into the criminal justice system, but how to 
do it most effectively. 

Two fundamental pieces of affirmative action/equal employment opportunity legislation in the criminal 
justice·field are the 1973 amendment to the Omnibus Crime Control and Safe Streets Act and the Jordan 
amendment. The first bars discrimination· in police departments, courts, juvenile agenCies, correctional 
institutIOns, drug treatment programs, and other law enforcement programs. The second. provides "triggers" 
that initiate administrative procedures for the cutoff of funding. Many organizations are in a state of flux 
regarding affirmative action. Agencies. are at varying stages of . clarifying guidelines, developing policy 

. s1atements, and implementing programs. Thus, Information about the quality of these efforts remains t~ be 
collected and Gva!uated. 

This bibliography has been compiled to provide information and assistance to criminal justice agencies as 
they strive to implement effective affirrnatiw:) action/equal employment opportunity prQgrams. The citationa 
are presented in five arel':ls of interest: 

• Affirmative Action/Equal Employment Opportunity. Discussions of the general nature ofAA/EEO. 
including problems and policy manuals for action programs. policy statements, background information on 
employing women, minorities, and senior citizens. . 

• Crimina. Judea $yatem. Publications that focus on AAlEEO in criminal justice agencies, with informa­
tion about compliance, recruitment, and other relevant topics. 

• Poll e.. AA/EEO Issues specific to law enforcement agencies, Includln~~'Nomen police officers. minority 
recruitment, career development, and community relations. 

• Court •• Studies of AA/EEO progress in the courts, Including program descriptions, personnel plans, and 
minority emptoyment. '. 

II Corrections. Personnel recruitment, selection, and assignment In corroctlonal institutions. and special 
problems that stem from tho nature of these lnstltutlons. 

All of the citations have been selected from the collection. of the Nathlnal Criminal Justice Reference 
Servk;e, and information about how to obtain the documents is presented on the following page. 

For individuals seeking further Information, several lists of resource agencies are presented as an 
Appendix. Organizations that can provide assistance or specialized . Information aro listed In the same 
categories as the chapters: general Information, criminal justic.e system, police, courts, and corrections. 

v 
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HOW TO OBTAIN THESE DOCUMENTS 

The documents in this bibliography are part of the National Criminal Justice Reference 
Service (NCJRS) collection and are available to the public in the NCJRS Reading Room on 
weekdays between 9 a.m. and 5 p.m. the NCJRS Reading Roomis located in Suite 211. 1015~Oth 
Street. NW.,.Washington. DC. . . 

For researchers who prefer to obtain ·personal copies. a sales source is . identified whenever 
possible. For periodical literature. there are several potential sources of reprints: Original Article TEtar 
Sheet Service (Institute for Scieniific Information. 325 Chestnut Street. Philadelphia. PA 19106) and 
University Microfilms International (Article Reprint Department. 300 NorthZeeb Road. Ann Arbor, MI 
48106). Document availability changes over tirna and NCJRS cannot guarantee continued 
availability from publishers and distributors. 

In addition to the following frequently cited sources. many of the documents may be fo-ilnd in. 
publi~ and organizational libraries .. 

Documents From GPO 
The letters "GPO" after a citation indicata that copies may be purchased from the Govemment 

Printing Office. Inquiries about availability and cost should include stock number and title and be 
addressed to: 

Documents From NTIS 

Superintendent of Documents 
U.S. Government Printing Omce 

Washington, DC 20402 

The !etters "NTIS" after a citation indicate that copies may be purchased from the National 
Technical Information Service. Inquiries about availability and cost should include publication number 
and title and be addressed to: 

Microfiche From NCJRS 

National Technical Information Service 
5285 Port Royal Road 
Springfield. VA 22161 

The deSignation "NCJRS Microfiche Program" indicates that a free microfiche copy ·of the 
document is available from NCJRS. Microfiche is a 4 x 6-inch sheet of film that contains the reduced 
images of up to 98 pages of text. Because the image is reduced 24 times, a microfiChe reader 
(available at most public and academic libraries) is essential to read microfiche documents. 
Requests for microfiche should include the title and NCJ number and be addressed to: . 

l~oan Documents From .NCJFlS 

NCJRS Microfiche Program 
. Box 6000 

Rockville, MD 20850 

Most of these documents may be borrowed from the National Criminal Justice Reference 
Service on interlibrary loan. Documents are not loaned directly to individuals. To borrow documents 
from NCJRS, specify the title and NCJ number and ask your librarian to submit a standard interlibrary 
loan form to: 

NCJRS Document Loan Program 
Box 6000 

Rockville, MD 20850 
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AFFIRMATIVE ACTION/EQUAL EMPLOYMENT 
OPPORTUNITY 

1. AMACOII AMIIItCAN .1IAIW1fWHT AIIOCIATION. ,. 
war IGI'H cmiEET. NEW YORK NY 1001Q. HOW YO 
ELIMINATE ~TORY IIRACI'ICII-A .. TO 
lEO (EQUAL Ea.LOYIEN'r OPPORTUNITY) .COIRJ. 
AlICE. It p. 1875. IICHIJCi . 

DU'iEarED TO TOP MANAGEMENT. PERSONNEL STAFF. AND UNE 
MANAGERS, THIS MANUAL SHOWS HOW TO AVOID SYSTEMIC 
DISCRIMINATION BYANALY2ING THE TOTAL EMPlOYMENT PAQC. 
ESS. DISCRIMINATION 6CC:UAS BOTH ON THE LEVEL OF THE 
PEMONAL BIAS OF AN INOMDUAL IN AUTHORITY. AND ON THE 
&.ML OF THE SYSTEM OF POUClES, PAAcnceS. SElEC110N 
CRITERIA, AND DECISIONMAKlNG CRITERIA WHICH AFFECT THE 
PAOTECT£D CL,4SSES NEGATIVELY. THIS LA1TER ASPECT. SYS­
TEMIC DiSCRIMINATION. IS ADDRESSED IN THIS MANUAL. WHICH 
IS INTENDED TO HELP EMPLOYERS LOCATE SUCI1 OISPARmES 
THROUGH A METHGD OF SELF-ANALYSIS. AS THE EQUAL EM­
PLOYMENT OPPORTUNITY COMMISSION (EEOC) VIEWS IT. DIS­
CRIMlNAl'IOH ON THE BASIS OF RACE, COLOR. RELIGION. SEX, 
OR NATIONAL ORIGIN IS DISCRIMINATION AGAINST THE CLASS 
OF PEOPLE WITH THE CtfARACTERISTIC IN COMMON. THERE· 
FORE, A STATISTICAL DISPARITY. AT ANY STEP OF THE EMPLOY· 
MENT PROCESS AMPLY SERVES· EITtER AGEff(N AS A PRIMA 

. FACIE INDICATION OF DISCRIMINATORY PRACTICE, THE FIRST 
PART OF THE MANUAL IS AIMED AT TOP MANAGEMENT. rr 
COVERS SUCH GENERAL. OONSIDERATIONSAS HOW SYSTEMIC 
DISCRIMINATION ENTERS THE PERSONNEL SYSTEM AND ITS 
SUBSYSTEMS, CITING CASES BEARING UPON ITS DEfINITION 
(THE GRIGGS V. DUKE POWER COMPA.tN DECISION); AND REME· 
DIES FOR SYS'I'EMIC DISCRIMINATION BY ~IBING TYPtCAL 
RESULTS OF A SELF-AUDIT. AND iNDICATING HOW I.N EMPLOYER 
CAN GO ABOUT DEVELOPING REMEDIAL PROGRAMS. A BRIEF De­
SCRIPTION OF WHAT IS NEEDED IN AN AFFIRMATIVE ACTION 
PLAN IS INCLUDED, AS WELL M AN EXPLANATION OF THE EEOO 
VOLUNTARYCOMPUANCE AGREEMENT. THE SEOOND PART OF 
THE MANUAL IS TECHNICAL AND METHODOLOGICAL, WRITTEN 
PRIMARILY FOR PERSONNEL STAFF AND UNe MANAGERS, AND 
COMPRISES THE FOU.OWING: INSTAUCT'ION FOR THE C0LLEC­
TION OF DATA (BUT NOT THE ANALYSiS OF. THOSE DATA); MEA· 
SUREMENTS OF PARITY (COMPARISONS OF THEtNTERNA/. DiS­
TRIBUTION OF THE WORK FORCE TO THE APPROPRIATE EXTER· 
NAL LABOR MARKEl); IDENTIFICATION OF SPECiFIC PERSONNEL 
PRACTICES; ESTABLISHMENT OF PRlORmes FOR LATER WClRH. 
AND IDENTIFICATION OF OTHER POTENTIAL MAJOR COMPLIANCE 
ISSUES; OUTLINE OF THE STEPS NECESSARY·1O IDENTIFY DiS­
CRIMINATION IN RECRUITMENT. HIRING, PROMOTION. TRANSfER. 
AND TERMINATION: AND DISCUSSION OF THE PRINCIPLES OF 

3 

THE EECC'S 'THEORY OF AB.IEF' RELATIVE TO THE lJEVEI.OP. 
MeNT OF SPECIFIC R~ AND THE SE'I1'INGS, OF GCW..s 
AND TIMETABLES. A GLOSSARY OF EEOC COMPI.lANCE.TStMS. A 
DESCRIPTION OF SECTION eN. 11 REWED ORDER NO .... NlD 
SELECTED READINGS ARE INCLUDED. TABLES SUPPORT·1HE 
TEXT. 

2. AIIIIICWIENi.# ... ~ Pall PWUC IQJCY . 
RIIIAIICH, 1110 1"" 1lIMET ..... W~.AaIIDC 
IOOIL AfPRIATIVE AC1'IC*-THI ~ ... 10 .. 
CRMIIA'IICHI? 40 Po 1878. NC;IIHU' 

LAWYERS, ACAOEMICIANS, AND· JOURNf.usTS DISCUSS :tHE 
LEGAL AND MORAL CONSt-QUENCES ~ AFFRMTNE ACnOH. A 
~ PftOGRAM FOR ClCMB!:iING ~1'ICN. 11E 
TRANSCRIPT ~ THE PANEL ~ ISfIRESENTB) WIfK. 
OUT EDITORIAL COMMeNT. 11E DEBAlE CENTeRS ARCiUND 
THESE BROAD auES1'1C"A HOW FAR SHCMD 1HE GO\IERN­
MENT INTRUDE INTO ntE PRIVATE SBm)R It DlCl'A,.GC:W.S 
TO ELIMINATE DISCRIMINATION? Sf'tC)Ui:U;~ CAPiro 
BlUTIES BE 1NE SOLE CRffERtON It HIRING1~::~TIVE 
ACTION PROGRAMS ENTAIL PREFERENTIAL TREA'l'llEl'ntJr-ao. 
IS PREFeRENTW. TREATMENT 00NSI1'fV1'I0NA? IS 'l1£Ri . !to. 
DIST'.iCOON BETWEEN GOALS AND QUOTAS? HAS 1HE DEPART~ . 
MENT OF HEALTH, EDUCATION, N«J WELFARE seEN SUCCESS 
FU!.IN ITS ENFORCEMENT OF AFFIRMATIVE ACTIQN GtDUNES? 
THe PANEL, MODERATED BY RAJ.PK K. 'lt1NTER, JR., OF TtE YALE 
LAW SOtOOL. . INCLUDES OWEN FISS, PRQfES80R OF LAW AT 
THE YALE LAW SCHOOL; RICHARD POSNER. PROFESSOR OF LAW 
AT THE UNIVERSITY OF CHICAGO LAW·SCHOQL: VERA GLASER, 
SYNDICA'IED CC)UIMNIST FOR KNIGHT NEWSPAPERS AND W1'OP 
RADIO COMMENTATOR; WIlLIAM RASPBERRY. CXlI.UteNST FOR· 
THE WASHINGTON POST; AND PAULSEASURY. PROFES8OR OF 
POLITICAL SCIENCE ATTIE UNN'ERSIT'I OF CALIFORNIA AT 
BERKELEY. THE DISCUSSION WAS HELD AT AN MERICAN EN­
TERPRISE INSTITUTE FOR PUBLIC POUCY RESEARCH R<IUND 
TABLE HELD ON MAY 21. ·,i75. (AUTHQR A8S1"RAC1' IIODRED) 
................ AEI (AMERicAN ENTERPRISE INS111\II'E) 
ROUND TABLE HELD AT WASHINGTON, DC, MAY 21. 1875. PM­
TICItDANTS INClUDED RALPHK WIN1'eA, .lR, AS MODERATOR. IS 
WELL AS OWEN FISS, RICHARD POSNER, \J'ERA GLASER, WIWAM 
RASPBERRY, AND PAUL SEABURY. . . 

Av".~_' AMERICAN ~ OF PEDIATRICS. INC, 1101· 
HINMAN AVENUE, EVANSl'ON IL fi0204. 
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AFfiRMATIVE ~CTION 

... ' .. E. ~,/ ~ VIEW OF HOC (EQUAL EMPLOYMENT OPPORTUNITY WHERE PREVIOUS ,HlfdNG PRAO-
IIROYJ."".... 0IIII0ft1UNIT'I COIllllIllON) IllEQUlREo TlCES HAVE AFFECTEO MINORmES AND WOf;AEN,; NATIONAL 
~~'~~~~,:-=r:' LABOR ,POLICY EMBODIED IN THE CIVIL RIGHTS, ACT. M AMEND­

ED IN 1972. TAKES PRECEDENCE OVER PRIVATE COLLECTIVe 
,CEtlTER. ,CHICAGO iL80fS37. 38 p. ~ BARGAINING CONTRACTS. AMONG PROPOSALS MADE TO 

ONE OF THE TRENDS EVIDENT IN CIVIL RIGHTS' tEGISLATION ENABLE IDENTIFIABLE MINORITY ANi) NONM~ITY GFIOUPS TO 
SIN'"..E THE CIVIL RIGHTS AaT OF 181M HAS BEEN THE EXTENSION SHARE THE BURDEN ARE ALTERI'<!ATM: LAYfjfF SYSTEMS AND 
Ci=' TECHNICAl. REQUIREMENTS FOR VAUDATIOff OF EMPLOY. WOAKSHARING PLANS. ~J<SHARING PROPOsALs INCLUDE fiE· 
MENT PRA.."'TICES. THIS, PAPER OOALS WITH, VAUDATIONOFc~ -, ' DUCED WORKWEEKS AND A CORRESPONDING PAY wr FOR ALL 
PLOYMENT PROCEDURES AND SPECI~U.Y WITH THE FIRST EMPL'OYEES.EUW.tATION OF OVERllME, AND PAYLESS HOU· 
STEP IN THe TOTAL 'lAUDATION PROCESS-1HE JOB ANALYSIS, DAYS. WHILE ALTERNATIVE LAYOFF SYSTEtI.s iNVOLVISA1OTA-
AFTER OU'fUNINGTHE KEY PHASES IN A VAUD.\TION PROCEss. TIONAL 'OR ALTERNATING LAYOFFS,t.AVOf?S BY tOT. AND PLAC-
IT PRESENTS S1'EP-BY-sTEP SliMMARIES OF SOME OF THE MAC- ING EMPLOYEES ON LAYOFF ROSTERS MY BAOE AND SEX AND 
TICES AND iNNOVATIONS TJiAT HAVE BEEN INTRODUCED AT THE THEN LAYING OFF PERSONS IN PROPGWnON TO THEIR PRES. 
!NOOSTRIAL RELATIONS CENTER OF THE UNIVERSITVOF CHICA. ENCE ~I THE WORK FORCE. CREATIVE fX)U.ECTIVE BARGAINING 
GO, ILL. TO CCiNFORM TO 'lAUDATION GUIDEUNES. THE REVIEW IS PERHAPS THE KEY: WHERE PAST, :DISCRIMINATORY HIfIING 
OF STUDIEs SHOWS 'PUA':r THERE S' NCR~aeo..... PRACTICES HAVE OCCURRED. THEEMPLOVER AND UNION 
OF CONTENT 'AND CcJ'NsmUCT~~DITY iN~CCE~~ SHOULD VOlUNTARiLY MODIFYTHE$NlORlTY SYSTEM RATHER 
WHERE A COMPREHENSIVE DESCRIPTION OF PERFORMANCE THAN HAVE THE GOVERNMENT IMPOsE A SYSTEM. JUDICIAL DE· 
DOMAIN IS PRESENl'; A TREND TOWARDS MULl1UNIT OR CON. ClGIONS AND OTHER REFERENCES' ARE FOOTNOTED. 
SORTlUM VAUDRY IS OCCURRING IN WHICH A DEMONSTRATION ' 
OF THE 'TRANSPORTABIUTY' OF THE VAUDm"S TEST BAlTERY I. P. IIUR81'EIN. EQUAt... EWLOYIIENT OPPORTUNITY 
WCULDat: A REQUIREMENT FOR IMPLEMENTATION. UNDER THIS LEGiSLATION AND M1' INCOME OF WOllEN AND NGH-
TYPE OF SITUATION. AN ORGANIZATION WHlCli HAS NOr PAR. ~N~ER,fflt.~~c::~ ~~ :: 
TlClPATED IN VAUDATION WOULD HAVE TO PROVE THAT ITS /\p. LOGICAL REVIEw. V 44, N 3 (JUNE 1979). P 367-391. 
PLICANT POPULATION AND ITS REQUIR~ FOR success. NCH1t17 
FUL JOB PERFORMANCE ARE SIMILAR TO THOSE FORCORRE. THE AIM OF THIS ARTICl~ IS TO GAUGE THE NA1'IONAL.·LEVEL 
SPONDING JOBS IN PARTICIPATING ORGANIZATIONS; A Si'l.ND- If~PACT OF EQUAL EMPU.lYMENT OPPORTUNITY (EEO) LAWS ON 
AROIZED AND QUANTIFIED JOB ANALYSIS INSTRUMENT HAS 1rHE INCOMES OF WOMeN AND NONWHITES RE1.AllVE TO THOSE 
III:m DEVELOPeD TO AEPI.AOE THOSE THAT CX)ULD NOT BE 1M- IlF WHITE MEN. THE FOCUS OF THE AfrncLE IS ON THE FOUR 
PLEMENTED BY ORGANIZATIONAl. PERSONNEL D!JRING msrs. flAWS MOST DlRECTLYAELATED TOEMPLOYMCNT IN THE CIVIL· 
THE INSTRUMENT HAS BEEN ABLE TO DIFFERENTIATE BIm\!EEN IIAN lABOR' FORCE-THE EQUAL PAY ACT OF 1983. TITLE VII OF 
VARIOUS JOBS AND HAS PRODUCED INFORMATION MAKlt¥~ IN- 'THE C'VIL RIGHTS Am OF 1984. AND THE 1972 LAWS AMENDING 
TERFRETAllON ABOUT JOB DEMANDS POSSIBLE. '/'HE INSUIU. EACH OF THEM. THE ANALYSIS DIFFERS FROM OTHERS PU!3-
MENT APPLIES THE SKILLS AND' ATTRIBUTES iNVENTORY Al-'D USHED ON THE SUBJECT BY COMPARING ALL GROUPS WITH 

. THE FOflCED.NOi:IMAL.·DlSTRIBUTION CARD SORT FORM. TO O\~. WHITE MEN. INClUDING crtANGES IN ATTITUDES IN THE ANALY· 
TERMINE THE DEGREE OF IMPORTANCE OF EACH JOB SKILL 0.11 SIS, AND BY DEAUNG IN DETAIL WITH ENFORCEMENT OF THE 
ATTRIBUTE TO PlIRFORMANCE ON THE JOB. TABULAR DAYA,LAWS. THE ~EL DEVELOPED IS SEEN TO WORK WELL WHEN 
tiRAPHS. AND REFERENCES ARE INCLUDED. USED TO E;~-.MINE INCREASES IN THE NONWHITE INCOME, BUT 
.... '111 ..... Nobc OCCASIONAL PAPERS SERIES PAPER PRE· DQES NOT DEAL EFFECTIVELY WITH THE INCOME OF WHITE 
SENTED AT SYMP03IUM AT AMERICAN PSYCHOLOGICAL ASSOCI· WOMEN. THE ARTICLE ARGUES "OR THE INClUSION OF 
ATIONOONVENTION, WASHINGTON. DC. SEPTEMBER 8. 1978., CHANGES IN AmTUDES IN THE STUDY OF ALTERAl10NS IN THE 
A .. III.,. UNIVERSITY OF CHICAGO INDUSTRIAL. RELATIONS ECONOMIC SITUATION OF WOMEN AND NONWHITES. IT STREss.. 
CENTER. CHICAGO IL 80837. " ES THAT THERE SHOULD ~ REAUSM IN THE EX.4JAiNATION OF 

... .. ___ AFFMATM! ACmON POImON. COM- THE EEO LAW'S IMPACT AND THAT THE ECONOMIC STATUS OF 
MERCE CUAFlINGHOUSE, INC. 4025 WEST PETERSON ALL GROUPS PROTECTED BY EEO LEGISLATION SHOULD BE 
AVENlIEo CHICAGO IL 80848. LABOR LAW JOURNAL. V COMPARED WITH THE STATUS OF WHITE MEN AS 'A CRITERIOH 
a. N" (AUGUST 1878). P 411Q.487. NC.I SII.. GROUP. THE STUDY FOUND THAT ~..L'!HC!!JI'.:H ~ MEN 

FOCUSING ON THE AFFIRMATIVE ACTION POSI11ON VIs-A-VIS USE ~ WOMeN HAVE MADE MAJOR GAINS RELATIVE TO WHITE 
OF THE SENIORITY SYSTEM IN LAYOFFS. THIS NmOi.ENOTES MEN IN REceNT YEARS. THE INCOME GAPS ARE STILL VERY 
THE PROS AND CONS OF THE DEEJA'!'5 ANi) SUGGESTS SEVERAL LARGE. THE GAINS HAVE ALSO BEEN VERY EASY ONES. INVOLV· 
ALTERNATIVES TO, GUTi""1HG THE SENIORITY SYSTEM. THE loW. ING THE MOST BLATANT FORMS OF DlSCRIMINATIOfI!. M DIS-
NOMiC RECESSiON IN THE MID-1870'S PUT INTO SHARP FOCUS CRIMINATION BECOMES MORE SUBTLE AND AS STRUCTURAl. 
THE CONFLICT BETWEEN SENIORITY PROVISiONs IN DlSCRIMINA~~BECOMES MOfIE IM~'fANT. FUMHER ~NS 
LABOfI.MANAGEME CONTRACTS AND NATiotw. LABOR WILL BECOME MORE DIFFICULT TO ACHIEVE. EXTEt~1VE TABU. 
POIJCV CONTAINED ,IN TITLE VII OF THE 181M CIVIL RIGHTS ACT. LAR DATA AND REFERENCES ARE PROVIDED. (AUTHOR ~J!= 
SPEC!RCALLY. ORGANIZATIONS REPRESENTING MINORmES AND STRACTMODIFlED) 
WOWN CLAIM THAT LAYOFFS liHDEA, LAST~RED. FlRST-FIRED _plIIMftlllNolel: EARUER VERSION WAS PRESENTED A'r THE 
SENIORITY PROVISIONS NEGATED GAINS MADE UNDER TITLE VII 1878 ANNUAL MEEllNG OF THE EASTERN SOCIOLOGICAL 8001-
IN THE 'LATE 1&eo'S WHEN EMPLOYMENT WM EXPANDING.' se- ETY. NEW YORK. 
HIOfHTY LAYOFF PAOVISIONB HAVE' COME UNDER ATTACK BE· .. II. J. II. CALVDT~ AfIIlmlAnVE ACTION-A COIIPRE. 
CAUSE 'UNDER CERTAIN CIRCUMSTANCES LAYOFFS REFLECT HENIIYE IlECRUI1"IIDT IIAHUAL' GARRETT PARK 
ORIGINAL DlSCRIMmATOAY HIRING.. IT SHOULD BE NOTED. HOW· PRESS. GARFUITT PARK MD 207.. 3aO p. 1878. 
EVER; THAT TIiE AFFIRMATIVE ACTION PROViSION DOES NOT AD- NC.f.SIIIa 
YQCA'M ABOLISHMeNT OF THE SENIORITY SYSTEMM A LAYOFF A MANUAL FOR EMPLOYERS WANTING TO LlEVELOP AN EQUAL 
~. RATHER. AWARDING OF coNsmUCTIVESENIOR- OPPOATUNITY EtI.PLOYMENT PROGRAM, THIS VOLUME PRE· 
lTV 18 IMPLIED (I.E.. WRONGED GROUPS WOULD BE PLACED IN SENTS OATA or. THE STATUS OF MINORITY EMPLOYMENT. teE-
THEIR RIGHTFUL 'PLAa: IN THE SENIORITY HIERMCHY). THE PC). CRU/TING SOURCES. CAMPAIGNING. INTERViEWING. ANO HIRING 
smcN OF THE CO!JATS IN RELATION TO THIS CONSIDERATION IS MlNORmES. THE, TExr OPENS WITH A DETAILED ANALYSIS OF 
CLEAR: IN THE TRANSITION PERIOD FROM UNEQUAL TO EQUAL MINORITY G.~PS-ASIANS. AMERICAN INDIANS AND At.ASKAN 



EQUAL EMPLOYMENT OPPORTUNITY 

NATIVEG. BLACKS, HISP.\N!($.AND THEIR EMPLOYMENT STATUS 
NATIONWIDE. THROUGH HISTORY, AND IN VARIOUS 'TYPES OF 
PROFESSIONS AND SKILLS. THEN IT TURNS .TO THE DEVEI..OP. 
MENT ,OF RECRUITMENT AND EMPLOYMENT PFiOGRAMS. DlS­
cUssiNG EMPLOYMENT QUOTAS, THE AFFIRMA'\1VE ACnON' 
PLAN. DETERMINATION OF LABOR MARKET AVAILABILITY,AND 
TRAINING FOR RECRUITMENT AND EMPLOYMENT. A ctlECf(JJST 
OF ERRORS GENERALLY MADE BY PERSONNEL OFFICERS OR 
SUPERVISORS TO THE DETRIMENT OF·MlNORnY ~ IS 
PROVIDED ALONG wmt A l,IST OF TRAINING AND EMPLOYMENT 
STANDARDS AND JOB ClASSIFlCATlQN REQUIREMENTS. RE·. 
CRUITMENT OF MINORmes THROUGH ClOI.U',GES ~D UNIVERSI­
TIES IS CONSIDERED IN A SEC'I'KlN WHICH CONTAIN.' A 
STATE-BY-STATE LISTING OF COI.L£-GES Al.0NG wmt 'THEIR 
CONCENTRATIONS OS;; MINORITY ENROLLMENTS; AND iNFORMA­
TION ON. AND A DIRECTORY OF. PREDOMINANTL'If BLACK COl· 
LEGES AND UNtveRSmES ANO THOSE WITH A LARGE eiAOU.. 
MENT OF OTHER MINORmes ARE INCLUOED. STKIt£-BY-STATE 
INFORMATION ALSO IS PRESENl'ED ON MINORiTY MEOlA. USEFUL 
IN RECRUmNQ MINORmeS, ALONG, wmf . A BIBLIOGRAPHY OF 
MINORITY PUBLICATIONS AND RADIO AND TELEVI$ION stATIONS 
WITH LARGE MINORITY A.-"'P!;.~ DATA ON OTHER RECRUmNG 
SOURCES. SUCH 1..$ MINOnIlY ORGANlZA~ FJ:DERAL AND 
STATE PROGRAMS, SKII.LS BANKS, AND JOB AND CAREER FAlR&. 
ARE FURNISHED. FINAL SEC110NS TOUCH ON THE INTERVIEWING 
AND APPfWSAL OF MINORITY I.FPUCANrS AND OFFER USTS OF 
INTERVIEW QUESTtONSAND APPRAISAL CHECKPOINTS. INFOR· 
MATION 0lIl BOTH THE LEGAl. ASPECTS OF EQUAL EMPLOYMENT 
AND OFTF.-STiNG OF APPUCANTs. AND A DISCUSSION ON EM­
PLOYING AND RETAINING MINORITY PERSONS. THiS MATERIAL 
INCUJDES A DIRECTORY Of EQUAl. EMPLOYMENT AGENCIES 
".NO CClJAMISSION8-LOCAL. STATE, FEDERAL. A UST OF ORGAN!­
ZATIONSPROVlDING HOUSING TO MINORmES. AND DIRECTO­
RIES OF MlNORlTY.owNED flRMS AND BlJSINESSES AND MINOR· 
ITY PROFESSIONAL ORGANIZATIONS. A BIBLIOGRAPHY IS PRO­
VIDED. 
AVIIIbIIt): GARRm' PARK PRESS, GARRETT PARK MD 207138. 

7. 8. Go CEBULSKI. AFFiRIIA1IVE ACTION VIP'.JfS ... 
NIORITY-IS COHFIJCT ~A8LE? UN!'rt:R$I1Y OF 
CAUFQRNIA BERKELEY VASTITUTE OF %:IUsnftAL RELA­
TIONS. BERKELEY CA 94720. 57 p<; 1977. 

NC.-"AM1t 
THE CONFUCT BElWEEN TP..AOI"f1ONAl. SENIORITY SYS"'t'EMS AND 
EFFECTIVE AFFIRMATIVE ACTION PROGRAMS IS EY.AMINED, WITH 

. A VIEW TO PftOVlOINa PUBLIC SECTOR EMPU)YERS AND EM­
PLOYEE ORGANIZAWJHS Whl'f ALTERNATIVES TO OONFUCT. 
THE FOCUS en: THI.$MCNOGRAPH, THC SECOND IN A SERIES ON 
P'J8UC ~.,.o~c RELATIONS !Si31JES IN CAlIFORNIA. IS THE 
PROBLEM ntt;f ARISES WHEN LAYOfF'S BY SENIORITY CUT INTO 
EMPLOVMFX( GAINS M/J)E 8YMINOO\TlES AND WOMEN UNDeR 
AFFIRMfiflV1E ACTION. THE CONCePT OF AFFIRMATIVE ACTION 
AND ns IN.CePitCm IN LEGISLA'llON AND NATIONAL EQUAL EM­
Pl..eYMENT OPPORTUNITY POLICY ARE DISCUSSED. THE INTER· 
RELATIONSHIP OF AFFIRMATIVE ACTION AND LAYOFFS BY se· 
NIORITY 11\1 AN ECONOMIC semNG THAT sam NECESSITATES 
LAYOFFS AND HEIGHTENS THE NEED FOR AFFIRMATIVE ACTION 
ON BEHJV...i= OF DISADVANTAGED WORKERSlS EXAMINED. SE~ 
NiORlTV PRINCIPLES IN THE PUBLIC secroR ~ HOW THEY 
DIFFER FROM' THOSE IN 'lH5 PRIVATE SECTOR ARE CONSID­
ERED. CASE LAW PERTAINING TO THE AFFIRMATIVE ACTION/SE· 
NIORITY ISSUE IN BOTH THE mtVATE AND PUBLIC SECTORS IS 
ANAlyzeD IN DEPTI:f. A CAUFORNIA CASE STUDY ILLUSTRATES 
THE PRACTICAL, AS OPPOSED TO nE THEORETICAL OR LEGAL. 
ASPECTS OF THE AFFIRMATIVE ACTION/SENIORITY PROBLEM 
F();I LOOAL GOveRNMENT. THE MONOGRAPH CLOSES wmt 
SUGGESTIONS FOP ALTERNATlVES .. TO CONFlICT-WAYS THAT 
PlIBUC EMPLC)VEAS AND EMPLm~ ORGANIZATIONs MIGHT co. 
OPERATE IN RECC)fIK}UNG THE OOAl PRESSURES FOR BUDGE· 
TAR\' ReSTRAINT AND FOR FAIR TREATMENT OF BOTH CAREER 
EMPLQYEES AND NEW ENTRANTS INTO THE WORK FORCE. A 

NUMBER OF PERSONNEL COST-8AVlNG.· De'itCES ARE' COH8I). 
E:-AED, SUCH M PAYLESS VACATIOH$;. PAYLESS WORKDAYS, 
WAIVER OF FRINGE BENEFlTS.~Y RETIREMENT. ElJMlNATI()N 
OF OVERTIME. TEMPOfWIV LEAVE wrntOUTPAV; SELECTM: 
flUNG OF V~ ItMl A VARIETY OF WORK.QWlING DE·· 
VJc:;ES (E.G.,Ct1ANGING ONE FtJu.. TIME JOB INTO 'TWo HALF-TlMIE 
POS!TIOi\IS). AND LAYOFF STRATEGIES (E.G.,tAYQt=F BY' 1m'. 
TERV). (AUTHOR ABSTRACT MODIFIED) , 
"",,,pll~.M!!tM: CPER (CAUFOAMIA PUBLIC. EMPLOYEE R£LA. 
T1ONS) PROGRAM MONOGRAPH SERIES.' . '. 
lpOIiIoItng k'.....,: us CIVIL SERVICE COMMISSION, 1100 E 
STREET. NW, WASHIMGTON DC 20415.' , 
AVlI.IIIIt).-t UNIVEASITY OFCAJ"lFORNIA BERKELEY INflTITUTE OF ' 
INDUSTRIAl. RELATIONS, BERKaEY CA M720. 

I. do A. CRAPT. EQUM. 0fttGR1UIIITY AHDIEI8OIIIY-
1IIINDe AND IlAkllOWER .ucATIONI. . COMMERCE 
CLEARiNGHOUSE. INC, .cos WEST PEtERSON AveNUE; 
CHICAGO IL to&C8. LABOR LAW JOURNAL. v·a, N 12 
(DE($tBEA 1815), P 750-1::.e. '. . Neola •• 

TRENDS IN THE use OF SENIORITY IN MANPOWER MANACV4IIENT 
DECISIONMAKING SINCE THE ADVENT OF A fIROACTIVE NATICJN. 
At. flOUCY ON EQUAL EMPt.OYMENT 0PP0Fm.INITV' ARE· ftf. 

. VIEWED AND THEIR IMPLICATIONS DISCUSSED. IN AlTBFTS TO 
EUMINATE Iu.EGAL EMPLOYMENTDISCAIMlNATION, .nE 
COURTS. VARIOUS FEDERAl. ANOSTATE ADMIM!mRATIVE NJEN. 
ClES. AND LABOR ARBITRATORS HAVE RENDeRED DEQSiaNs. 
DECREES, AND Gu:oB.lNESAfFECI'ING THE USE OF ~ 
IN . PERSONNEL ·MANAGEMENT. THE EFFECTS HAVE ~VED 
PRIMARILY THE UNIT OF SENIORITY (THE RAHaE OF PC$I1"IONB 
WITHIN WHICH AN EMPLOYEE MAY~.· SENIOAI1Y 
RIGHTS). AND THE USE OF SENIORrri AS A. BASIS FOR DEcIoING 
WHO IS TO BE LAID OFF DURlOO A ~ ".AH.ENPU)Y~· 
EA'S WORl( FOrtCE. IT APPEARS THAi, IN MANY ~ 
PLANlW'tOe' SENlORrfY, UNITS WILL REPLACE ~y 
NNlROWEA aEPARTMENTA.L OR OCCUPATIONAL UNI1'$,ASTtE 
9ASI5 'FOR MANPOWER ALLOCATION DECISICNIAI<IHG. 
PLA.NVWlOE SENIORITY APPEARS TO BE A USEFUL AHlJ IINIMAL~ 
a.,V DISRUPTIVE APPPDAOI TO HELPING MINORITIES ATl'~ 
BmER POSITIONS IN CERTAIN \:)RGM,'!2AT!(INS.. ~, THE 
atANGE TO PWtIWlDE SENIORITY IS UK$.V· 'i'C). MEAN fk .. 
CREASED COSTS FOR EMPLOYERS, IS W1£i..L /Ill f£W PEA8QN. . , 
NELf-ftOBLEMS (LOWERED ~ RACiAL ANIMOsrtv AMONG 
EMPLOYEES, INSTAI]!!U"f'Y IN LABOR UNfONS THAT' COULD 
AFFECT CQI....urenvE BARGAINING RELATIOMIIIIPS). WITH 
REGARO 10 LAYOFFS, WHERE COUE<trlVE BARGAINING AGREE-
. MS'IIITS EXIST. ntE TREND (IN 1(75) APPIWIS TO. HAVE TURNED 
IN 'IAVQA OF USING PLAN1W!DE SENIORrrYJ SVS1'EMS NJA. 
.iASIS FOR LAYOFF DEaSIONS..' . TlE ,PACJIIOSS.} 

, ALTEflNA'f'IVE....us.."'lG SOME MECHANISM (E.G. SEPARATE SE~ 
NIORITY USTS ~ WHITES AND MiNORm£S. •. WCRK SIfARINQ. 
PAYLESS HOLIDAYS) to REDUCE THE DISPAOPORno;u.lE 
IMPACT OF RECESSION-INDUCED LAYOFFS ON MINOFUTIES· ftE.. 
CENJLY HIRED UNDER AFFIRMATIVE' ACTIOt! 
PRQGRAMS-APPEAfIS NOT TO HAVE GAINED MUCH GROUND. 

G 

.... Eo DELURY. IOOAL JOlt. OIIPORTUNI'I'Y fOR 1111 
HAJIDICAIIIIED IIEANI POII1'IVE ....... AND JICJIIo 
TIVE AC'nON. COMMERCE CLEARINGHOUSE, INC, 4G25 
WEST PETERSON AVENUe. CHICAGO IL 80848. I.ABDR 
LAW JOURNAL. v 28. N 11 (NOVEMBER 1975), P IlMIIIS. 

. 1OCoI ..... 
TN!S DISCUSSION OF THE RAMIFICATIONS OF THE REHABILITA­
TION Aar OF 11173.AND SPECIFICAlLY SECTION 503. STRES&a 
THE NEED FOR AFFIRMATIVE ACTiON IN· TtE HIR.tHB OF THE 
HANDiCAPPED IN llfE FEDERAL GOVERNMeNT. \1ECT1ON ~ Of: 
THE REHABILITATION ACf STATES THAT MY EM\:ILovER WITH A 
FSDERAl. CONTRACT OR SUBCONTRACt' MUST \tAKE AFF\f\MA. 
TIVE ACTION TO HIRE AND PROMOTE CUAUFI£D PHYSICALLY, 
AND MENTALLY HANDICAPPED PERSONS. THIS ~ PLANNING 
AND IMPLEMENTING AN OUTREACH PROGRAM so THE HANDl­
CAPPED ARE SCREENED IN. RATHER THAN SCReNED our. BY 
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ENPLOYEAS. AFFIRMATIVE ACTiON MUST ALSO ENUST THE AS­
SlSTANCi! AND SUPPofrr. OF RECAUmNG SOUP'q:e .SUCH AS 
nESTATEEMPLOYMEN"( SERVICES AND SCX";tAL SERVICE OR· 
GANlZATIONS SERVING THE HANDICAPPEO. T'AIS COULD tNCUIDE 
REW:WING eMPLoYMENT RECORDS· '1'0 DETERMiNe IF THE 
SKILLS OF lifE CURRENT HANDICAP?ED EMPi.OYEElJ ARE BEING 
FUt:.LV UT1UZED AND DEVELOPEf.).1T MIGHt' INvoLVI: MODIFYING 
CERTAIN TOOLS SO A ~ EMPLOYEE (:AN iX) T:-i::' 
JOB. THIS ARTJa.E.OV ASSISTANT SECREtARY OF' ~ FOR 
EMPtOYMENT STANDAFIDS; DETAILS HOW. T'~ ISECTION 503 
f!AOGAAM DEVELOPED AND HOW A ~.ACTOR CAN TAKE AF· 
flRMITIVE ACTION. lDEMI ~ED AREPOSmVE RECRUIT· 
MENT EFFORTS, ~TIONS TO THE UMITAlIONS OF 
ReEVALUATIOH OF ·PH'tSICALSTANDARDS REQUIRED FOR THE 
JOB. FQP. 'Tt1E JOB COMPENSATION POUC''t. AND INTERNAL AND 
D!!P"'"~TION OF ~RMATIVE ACTION POLICY. A DISCUSSION 
~Of He,w SECTION GOa IS ENFORCED FOU..OWS, 
WItH ADVICe ON. tHE PROCMURES COMPLAINAMTS SHOULD 
USE TO FILE GRIEVN4CES WITH THE DEPARTMENT OF LABOR. A 
SECT10N OEALSWli'tI ~AfIES FOR· VIOi.ATlNG ~ 503. 
LASTLV. THE~.s THAT STll..L REMAIN IN IMPLEMENiING 
TIE PROGRAM AAEOUTUNED. AND EMPlOYERS ARE.URGED 1'0 

.. PROVIDE GREATER JOB OPPORTUNITY FOR THE HANDICAPPEb. 

to. It. T. EDWARIII. ARBITRATION Of EIaILOYIIENT IHSo 
.. ~YION CMES-A PROPOIALFOA EMPLO'"fER 

AND UllOM REPRElEllTA11VES. COMMERCE· 
CLEARINGHOUSE. INC, 4OS. WEST PETERSON AVENUE, 
CHICAGO IL fJ0846. LIH10R LAW REVIEw. V. 27, . N 5 
(MAY 1878), P 2850277. HCJ I5IMI 

A DISCUSSION OF ARBfJ'RI:11ON OF EMPlOYMENT DlSCRIMINA­
~CASES CONCLUDES THAT THE PUBUC INTEREST WILL BEST 
m: ~ BY EXCI-UOiNG IDtFFICULT EMPLOYMENT DlSCRIMlNA· 
'I1tff CASes FROM ARBITRATION. THE ARTlCtE STATES THAT DE· 

·WL.OPIIENTOF THE LAW UNDEA TITLE VII (EMPlOYMENT DIS­
CRlt.tlNAl'ION) IS A JOB ~THE EQUAL EMPLOYMENT OPPOR· 
TUH'IlF-S (!EO) COMIiofISSlON AND THE COURTS, NOT FOR PRI· 
VATe JURISTS. SINCE EEO IS A FUNDAMeNTAL HUMAN RIGHT, 
ITS ENFORCEMENT SHOULD eE ACHIEVED IN· A PUB!.IC FORUM, 
IN FULL VlE:W OF THE PUBLIC ITSELF. RESULTS IN EMPLoYMENT 
DISCRIMINATION CASES MUST ALSO IF- COMPLETE AND·CON­
SisTENT; REMEDY DliE TO VICTIMS OF EMPLOYMENT DtSCRIMI· 
NA'1'ION SHOULD BE GIVEN WITHOUT COMPROMISE. IT IS STATFiD 
THAT THE DEVICE OF OOMPROMISE TRADiTIONAl IN COUECT1VE 
BARGAINING IS IRREI.,EVANT IN TITlE VII CASES. HOWEVER, ARBI. 
TRATIONOF BlPLOYMENT DISCRIMINATION CASES SHOULD ~'OT 
BE FORBIDDEN. MBITRATORS SHOUt.D BE VIEWED, INSTEAD, AS 
UMITED PARTK6IS IN THE ENFORCEMENT EFFORT. FOR DlFFI· 
CULT AND· ~ANT CASES, THe BULK OF THE WORKLOAD 
MUST BE CARRIED BY THE EQUAL EMPLOYMENT OPPORTUNTICS 
COMMISSION AND BY THE COURTS. (AUTHOR ABSTRACT MODI· 
FlED) 

n. .. F1IiCHER. ·1ENfCRITV IS tEALTtIY. COMMERCE 
CLEARINGHOUSE, INC, .ws WEST PETERSON AVENUE, 
~O IL flO6C6. LABOR LAW JOURNAL. V 27, N 8 
(AUGUS1' 1978), P487-503. N,CHItIO 

AMUING THAT MOVES TO SCUTTLE LAST-HIRED/FlRST.f"1flEO 
LAYOFFS CHAL.U:NGETHE ROOTS OF AMEmCAN LABOR PAAC­
'TICEii, THIS ART!Q,E SUf"~ESTS THAT 1lIE RESUL'ilNG 
SHORT·TERM GAINS TO MINORITIES FALL SHORT oF EXISTING 
LONG-l5R"'. BENEFITS. SENIORITY AS USED IN 
~-MANAGEMENT AfFAIRS IS A MAJOR BENEFIT GREATLY 
PRIZED B\' WOflKERS, ESPEClALLV INOUSTFIW- WORKERS. 
WHILE RECENT ECONOMiC DOWNTURNS HAVE EMPHASIZED THE 
VALUE OF SENIORITY IN THE EVES OF WORKERS. SOME NONLA· 
BOA ELEMENTS, PANICKING OVER LA'iOFFS.AAE ADVOCATING 
DEViCES TO CUT SENIORITY, S'Ji:JSTlT'UflNG RACE AND SEX 
QUOTAS TO OOVEkN LA'fOF!=S. THESE MOVES Afii: FOUNDED ON 
A SHALLOW AWARENESS OF THE FACTS; FOR Mk« VEI.RS THE 
ct!,Ig= WEAPON TO COMBAT EMPlOYMENT DlSCRIMIp,I.ATIOO IN 
MAJoR . AMERIC.'\N INDUSTl;iES HAS· BEEN SOME SYSTEM OF 

-AFF'RMAnVE ACTION 

UNiON-PROMOTED SE'HIORITV GovERNING LAYOITS, RECALLS, 
·PROMOTIONS, TRANSFERS, AND JOB ASSIGNMENTS. AN1UENo 
·IORITY PROPOSALS MADE BY SOME PROfESSIONAL CIVIl. 
RIGHTS PRACTITIONERS .AlTACK A WHOLE WAY O€-UFEt BE· 
CAUSE THEY SUGGeST THAT ~ISERS R~VHIRED BE RE· 
TAiNED oURINGDEP.REsSEDPE8;oDs-ANo·· THAT EMPt.OYEES 
W1TH!.OF-ER SERVICE BEIAlDCfF. IT IS AXIOMATIC THAT SE­
NIORITY PROVIDES AQVANTAGES TO LONGEFISEfMCE EMPLOV· 
EeS AND TlEREFORE 18 1r.ETRIMafI'AL TO ~ EMPlOYEES, AT 
LEAST UNflL THE'fACCUMULATE A MEASURE OF SENIORITY FOR 
THEMSEt.\'ES. A,a.a .t.DOO'iOr4AL PROSLEM INHERENT IN ANTISEN-

• IORITY INITIATIVE IS THE QUESTION OF GUIDEUNES. TO SADOlta' 
LABOR AND MANAGEMENT WITH GO'~-t'4CTATED 
LAYOFF RULES W.:IULD REQUIRE AN IMPOSSI8!.E .SERIES OF 
PROJECTIONS mAl SPECULATIONS AND WOULD CREAn: Nf lM­
POSSIBLE COM~I.IANCE fIROBtEM. NO REFERENCES ARE CITED. 

12. GENF'JW. IEIMCE8 ADIRNIITRATIOfI NA1IOMAL M­aw_ AfI) REC0RD8IE1M"'..E OFFICE OF THErftlRo 
AL REGIIlIR, 1100 L SI'REET, NW.WAIIIINCIY~ DC 
2001II. EIR.OYEE 1ELEC11ON. PRO:IOUAU-~ 
TIOti OF GUEIJTIONI AND .AII8WER8 TO CLARIFY AND 
PROVIDE A CO_ON lIuIhPhETA'nONOF lItE UNl­
FORM GUIDEUNL' FEDEIW.. FlEQJS'fER, V 44, N 42 
(MARCH 2, 1978), PART <t. P 11M<12«1O§<. NCHII47 

ANSWERS TO QUESTIONS ASOUT THE FEDERAL GOY.ERNMENT"S 
UNIFORM GUiDEUNES ON NONDISCRIMINATION 1M eMPlOYEE SE· 
LECTION POLlClES AND PRACTICES AAE PRF".-dENTEO. THE UN ... 
FORM GUIDEUNEs WERE iSSUED IN SEPTEMBER 1878 BY AGEN­
CIES WITH PRIPAMY RESPONSIBIUTY FOR ENFORCING FEDERAl. 
EQUAL EMPlOYMENT OPPORTUNITY LAws, THE PURPOSE BEING 
"0 ESTABUSH A S/IIlGLE FEDERAL POSITION ON PROHIBITION OF 
D!SGRIMINAnON IN EMPLOYMENT PRACTICES. THE BASIC PRJNCl. 
PLE OF THE ('.tIIDI5UNES IS THAT SELECTION PROCEDURES 
WHICH HAVE. AM ~ IMPACT ON iHE EMPI.OYMEIIr( ep.. 
PORTUNmes OF ANY 'RACE, FlEUGION,sex. OR EHTHIC G..ROUP 
ARE UNLAWFOi; UNLESS THE VAUDtTY (I.E., JOB.REIAl'EDNESS) 
OF THE PRoceDURES IS ESTABUSHED. THE GiJlPEUNES •. !mO­
VIDE DIReCTION FOR· EMPLOYEM IN DETERMINiNG WHETHER 
ADVEME IMPACT EXISTS, IN VAUDATING Sl:LECTION Pf'OCE. 
DUR!!1S,AN'O IN DOCUMENTING THESE EFFORTS. REc:ocaNIZING 
THE NEED FOR A COMMON INTERPRETATION OF THE GUIDE· 
UNES AND THE DESlRASIUTVOF PROVIDING ASSISTANCE TO 
EMPLOYERS; PSYCHOLOGISTS, COMPUANCE OFFICERS, AND 
OTHERS WHO WIU. USE THE GUlDEUNES, THE· ISSUING AGEN­
CIES OOMPII.ED ANSWERS TO 90 QUESTIONS ABOUT THE RA­
TIONALE, SCOPE, AND APPLICATION iOF THE GUIDELINES. IN­
CLUDED ARE QUESTIONS IMPUED BY ~ GUiQEUNES 11fEM.. 
SELVES AND SUGGESTED BY THE COMMENTS RECEIVED I~~ THE 
COURSE OF DE'/El.OPING THe GUIDEUNES. THE QUESTION$ AM) 
ANSWERS OOVER IN DErAIL 1'HES'URPOSE AND GENEAAI.. PRIN­
CIPLES OF THE GUIDEUNES; ADVERSE ~ 0ETE9M~n:.r~ 
AND VALIDATION PROC8,)URES; TECI1N~. STANDARDs PER­
TAINiNG TO CONTENT. ~i',\No' CRITERION-RELATED 
VAUDA.Tg)N STRAW..GiES;.tJ;,1) OOcUMENTATION· AND RECORD-
KEEPINa • 
AViIIIbR{;NCJRS 1'",KifmFICHE ,PROGRAM. 

13. IE. A. GRiGU, R. W. BOYD. R. ... SAvER. MCI L K. PEK­
KANEIt CONDUCTING crilL RIGHT8 (WAfIIJANCE RE­
VIEWS-A MANUAL· DRAFT. UNIVER'SITY RESEARCH 
CORPORATION, 5530 WlSCON$1IN AVENUE, WASHINGTON 
DC. 153 P, 1878.· NCI .... 1 

ASTANDAFlDlZED FORMAT FOR SELEC'i1NG !.EM GRANT AND 
FUND RECIPIENT AG~.NCIES FOR CIVIL RIGHTS 00tJPUANCE RE­
VIEWS AND FOR CONDUCTING THESE REVIEWS IS PRESENTED IN 
THIS MANUAL B'f THE OFFICE FOR CIVIL RIGHTS COMPUANCE 
(OCRC). 'ME MANUAL BEGINS WITH BACKGROUND MATERIAL QH 
TIff: PURPOSE OF THE CIVIL RIGHTS COMP''»~ REVIEW (ro 
ENSURE THAT NO PERSON IS OlSCRIMINAn!D AGAINST REGARD­
ING PARTICIPATION IN, EMPLOYMENT WiT'ti,OR RECEMNG ElENE· 
FITS FROM PROGRAMS OR ACTIVITIES FUNDED BY THE CRIME 
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eQUAL EMPLOYMENT OPPORTUNITY ." 

CONTROL OR JUVENILE JUSTICE ACTS; THEN THE FOUR ELE· 
MEN'IllOF THE REVIEW PROCESS ARE ~SCAiBED. I.E., SELEC­
TION OF AN AGENCY FOR REVIEW~,'~NoTIFICATION OF THE 
AGENCY OF ITS. SELECTION. SITE VISiTS .TOTHE .AGENCY, AND 
CONVEYANCE OF FlNDlNGS'OA.Rf.-coMMENQATIoNS. iNCLlIDEO' 
IN THE MANLIALARE SAMPLE ISSUE NOTIFICATION LElTERS, 
SCOPS oF RfNlEW ENCLOSUAES, INFORMATION REQUIRED EN­
ClOSURES, ANDr«n"!!'1CATiON LETTERS TO STAn; PLANNING 
AGENCIES. DISCUSSiON OF THE FOLLOWING AfU!M' OF INQUIRY 
FOR SITE VISm; IS PHOVIDED: AGENCY WORK FORce, Aea:lUIT· 
MENT PRoceS$, APPLICATION FORM, SELECT10N PROCESS,AP· 
POINTMEt4T. DlSCIPUNE, PERFORMANCe EVALUATION. TRAN&­
Fe~ loND ASSIc3NMENT, TERMiN4T1NG, AND C~ COM· 
Pl.AINlS. THE OOMPUANCE REVIEW RI;PORT OF FINDINGS WILL 
CONTAIN A STATEMENT OF THe ISSUE CONCERNED IN THE 
REVIEW, STATUTOR't' AYrtfORllV FOR REVrEWlNG THE ISSUES, 
PRESENTATION OF FACTS RELATED TO !T, STATEMENT OF C0N­
CLUSIONS, AND RECOMMENDED ACTIONS TO BE TAKEN. THE 
FULL TEXT OF STATUTORY PROVISIONS UNDER WHICH OCRC 
CONDUCTS COM.PUANCE Rf.VIEWS IS FURNiS, ... ED ASi WELL AS 
AN EASY·T()'uNDERSTAND tlUMMARY OF n'!E l.EAA ~IUBPART D 
AND E flEGULATIONS REGAFjOING COMPUANCE REVIEWS. 
8pcnIo'1Ing Agenw. usoci.,pARTMENT CiF JUSTICE LAW EN· 
FORCEMENT ASSISTANCE AtIMINiSTRATKm. 

14. a. R. GROI8. DiiICftlIiiHATIONIN REVERSE-IS TURN-' 
ABOUT FAIR PLAY? NEW yiDAI< UNIVERSITY ,RESS, 
WASHINGTON SQUARE. NEW '(ORK NY 10003. 184 p. 
1978. ~721 

ALONG WITH A CATALOG AND AN IhW.VSIS OF CVEFlY ARGU­
MCNT OFFERED IN FAVOR OF REVERSE DISCRIMINATION, THE 
CONCEPT .OF REVERSE DISCRIMINATION AND·· ITS CONSE· 
QUENCES ARE DISCUSSED PHILOsoPHICALLY. ACCORDING TO 
THIS ANALYSIS,' ARGUM~ l~: ~V!:mbr--1ittb-"e1SE DlSCRIMI· 
NA~~JW~~EinlV SHOWING THAT (1) THEY ARE 
UNSOUfI',o. (2) SOME OF THEIR PREMISES AND CONCLUSIONS 
VIOLATE THE PRINCIPLES WHICH MAKE ~$IBI.E AUBERAL AND, 
DEMOCRATIC SOCIETY, AND (3) THE SUBSTANTIVE OUTCOME ,at.; 
VERSE DISCRIMINATION IS SUPPOSED TO YIELD IS UNUKEI.,'HO 
OCCUR. DlfFEAENT KINDS. OF DISCRIMINATION ARE ~t!\.~'E, 
SU~ AS REVERSE DISCRIMINATION NJ IT OONFUCTS wiTH 
'POsmVE; DISCRIMINATION,' THE 'PQUCY CURRENTLY USED ·IN 
ENGLAND TO PROVIDE UNEQUAL DISTRIBUTION OF GOVERN­
MENT FUNDS FOR SOCIAL SERVICES; E.G., COMPENSATORY EOU· 
CATION. ARGUMENTS IN FAVCiR OF POSITIVE DiSCRIMINATION 
ARE PROPOSED, IN UGHT OF SOCIElY'S INAElIUTY TO PROOUCE 
.KNOWN ,..NO WANTED SOCIAL OUTCOMES. SIMILARLY, /of.tGU­
MENTS FOR. REVERSE DIOORIMINATION ARE PR~; GlUE&­
TIONS ARE RAISED ABOUT THE PREMISES OF ~,1E, ·AND C0M­
MENTS RANGE FROM POSITIVE, WHEN . AfI.GUMENTS FAVOR 
OVEIW.L SOCIETAL BENEFIT, TO NEGAmr.:, WHEN ARGUMENTS 
WRN eN MERE RUMOR. IN ADDmOH; SoMe ARGUMENTS FOR 
REVERSE OiSCRIMINATION FOR GROUPS RATHER THAN FOR IN· 
DlVIDUALS ARE ANALYlED • .ff IS. A NeCESSARY CONDITION OF 
REVERSE DISCRIMINATION, ACCORDING to TriE TEXT; THAT IT 
BE DIRECTED TO GROOPS, THUS DISTlNGl!ISHING IT FROM PREF· 
ER!:NTl!tL TREATMENT, WHICH IS Nor so DIRE~D. MAJOR 
QUES'P.:JNS RA1SED CONCERNING. THESE ARGUMENTS ARE 
usir..o, AND ARGUMENTS AGAINST REVERSE DlSCRIMIN/;nON 
ARE PAESENTED. NO ARGUM~rr FOR OR AGAiNST REVERSE 
DISCRIMINATION IS BY ITSELF DECISIVE. HOWEVER, THE BAL· 
AN(".E OF ARGUMENT IS HEAVILY AGAINST REVEP..sE DISCRIMINA· 
TlON AND PREFt;RENTIAL TREATMENT Born FOR MORAL AND· 
FOR ~ACTlCAL REASONS. FINAlLY, COMMENTS ON THE JUs. 
TICE OF REVERSE DISCRIMINATION AND ITS ADMINISl'AATlON," 
ARE NOTED. NUMEROUS CASES ARE CITED ON REVERSE D~ 
CRIMINATIQN, INCLUDING DEFUNIS V. OGEDMRD AW;BAKKE V. 
BOARD OF REGENTS. REFERENCE NOTES .~'A BI.BUOGRAPHY 
ARE INCLUDED.- . 
A~ NEW Yeal< U"NrVERSITV PRESS, WASHINGTON 
SQUARE. NEW YORI< NY 10003. 
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15. ci'Hw. iJrd:l A. mtzsnlt. ~ F.MPLCIYIur .. 
PORTUIf'AYFOR~;-!H~iU.·;jjc}ftM. 
1IIlHT. ··Utf1vm&T'i' .. ~. lEXASi(i1iESS, BOY,7f19.:· 
N~J.RTI~~;af12. SO(:tA). SClENCEQlJARTERLY. ~'!l~ 
~ 19'17); P fl84-812. .... " . NC.'~51tl1 

=:U~=l:::'E=e:~~~iJ:~ 
GOVERN~IENTSAND DEUN'.:AlES SOMe OF nlE CONDITIONS UN­
OERL'l1N{t RACIAL EMPLOYMe~ P"liERNS. TH~sruDY l1fI.. 
UZED N~Y AVAILABLE DATA ON 26 TEXAS .CITIES WITH A PC. 
ULATlON;OF OVER 51),000; EMPLOYMENi' DAJA CONTAlNEQ IN 
EQUAL ~PlOYMENT OPPOATUNITY-3 FORMS WERE A~r­
ED BY CllY TO CREAn;1WO DEPENDENT VARIABlES FoR 90TH 
BLACK Al~D SPANI,sH-SURNAMEQ EMPLOYEES: (i) PER~Nf".GE 
OF PROF,FSsIONfU IN CITY GOVERNMENT.WHO aEtONG TO 
EACH GF:OIJP, (2'1 USE INDEX FC~:'tEAQi GROUP WHfCIiOONSlD­
ERS BOTH ,.. MI'~ITY GROUP'S REPRESENTATy-.JNIN AN ORGA· 
NlZATiON. AND ITS DISTRIBUTION ACROSS ~J.ARYLEVEl.S.·1)E.. 
SPITE THE SMIALL SAMPLE SIZE AND ~R.ESTAIC11ON, TO TEXAS 
CITIES, THE FINDINGS SUGGESTED TJ:'.AT UNEXPECTED CQMo . 
~ES' ~~ URBAN. MINORITY EMflLOYMENT COULD AFFECT' 
THE SlICCESS OF PERSONNEL POUCIEs. POUCIES STRESSING 
EDUCATION AND TRAINING WEP£'FOuND MORE EFFECnve WITH 
SPANISH-SURNAMEDPOPU~.t.iON THAN \\'mi BlACK EMPLOY­
EES. IT. WAS' FOUND 7HAT' FEDEIW. STRATEGIES TO ENHANCE 
THE EMPlOYMENT sr~l\1S OF rJlNCRmES IN "",NICIPAL GO\J. . 
ERNMENTS MUST TAkE INTO CONSIOERATION1l:!E, . 
GROIJP REQUIFUNG ASSISTANCE. FURtHER R~ 
SAR'i' TO ~!NE W'rfJCH ~~ CAN ·scstALLEVIATE 
MUNICIPAL POOBLEMS of !tHY ONE ~IOOP. REFERENces-,AND 
TABlJJLAR ot..1A ARE INCLUDEQ.' '. . ' . . .... '. 
Sponeorll!t'Agtney: ~IVERSITY OF HOllSTOH 'iWSTmJTe FOR 
URBAN 61'UDIES, HOUSTON TX 77004. ;. . 

11.L G. HART. WORKIMG FOR YOU-I, fIMADE TO DJo 
. PLOYING WOllEN IN NC)H.~i~;::~.~_ 

OPPORTUNmttS FOR-~EN. INC, 1~'K srHEE'T·NW.'~··' ':~', 
WASH!t-<lGTpt.f 00.20006. 26 Po 1~:n.·· . ~. 

THIS TeCHNJCA!.;~ISTANCE GUlPf5:rcJY4 BAPi.bYERS WAN11NG 
TQP~UrrAND HIRE W~·~ TRADITIONALLY MALE JOBS 
EMPHASIZES REAPPfW~ ATTITUDES CJN FEMALE' EMPLOY· 
MEw.: AND Ct'.AN~ 'COMPANY POLICY; EMP'dlYF.RS ARe'rOl.D 
HOW roiNTROrJi_1CEWOMEN INTO NONTAADITioNAL JOBS SUCH 
AS PLUMBI~~, TRUt'.t<DRMNG. AND Mf.:ctW4JCS. IMPORTANT, 
STEPS INCLUDE DAAWlNG UP AN' AFFIRMATIVE ACTION PLAN. 
MAKING A COMMJTMI:NT TO HIRE WC»IiEN AND MAKING $Jfc 
THAT THiS COMMITMENT IS UNDeFIS'TOOD COMPANVWIDE, /#';­
lIVELY EXAMINiNG ONE'S OWN rosm<1N ON FEMALE EMPtpv· 
MENT AND EHOOURAGiNG PERSONS IN MANAGEMerr 16 D()' 
'tHE SAME. (.IND EXPOSINiJ EMPLOYES$ TO F.AlR EMPLOYMENT 
lAWS. REc:AUITMENT ~ ~ ws'r BE ACmVE. NE'ftPAPER 
ADvERTISEMENTS, EMPtO~ AGENCIE$. AND SIMILAR CHANo . 
NELS CAN BE USED. .l=EMALE Am.ICANTS SHOULD ee 
SCREENED FOH BASIQ APTITUDES AND Fon-NONTRADITIONAl 
WOOl( ~fmSE. 11 SEC1JON DEVOTED TO 'iliE 'SREAK-tN' 
PERIOD INSTRUCTS, EMPLOYERS ON HOW TO c3IVE ~T 10 
W~..cN IN A NONTRADITIONAL· JOB. METHODS ~OOE ADE­
QUATE TRAINING, SUPPORT IN HARAS$M~ allOATIONS, AND 
SHOW OF SYMPATHY WHEl\I ADJUSThr.:NT PROBLEMS OCCUR. 
LONG·TERM E'FFECTS OF EMPlOYING FEMALES IN NON1RADI~ 
T10NAL JO!iS RANGE FROM INHOUSE MOBIUTY TO ENLARGE­
MENT OF THE COMPANY'S LASOR POOL. THE GUIDE STATES 
THAT AFFIRMATiVE ACTION AND WOMEN IN NONTRADI1'lONAL 
JOBS ~~. FAIR TP~lMENT FOR evERYONE AND GENERAI.LY 
GQ!iTo:'iU\JSlNESS PAAcnCES. . .' 

17. H. HILL AFFIRMATIVE ACTION AND. T'tIE UUUf fOR 
.I0Il EQUAUTY. RUTGERS UNIVERSf'1Y TRANSAcnoN 
PERIODICALS· CONSORTIUM, BRU~.swtCK N;j' 0e803. 
REVlEW.OF BLACK POLJT1CN. ~ V e (SPRING 

, 1976), P 263-278. .'. NCHIt~ 
THJS ARTICLE ADVOCATES THE SROAP APPLICATION OF AFfIRM· 
ATivE ACTIONS FROGRAMS THAT ~ BE MEASURED BY TANGI· 

,-;.' 

t 
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·BLE RESULts INC4.UDltw.THE REDISTRIBUTION OF JOSS AND 
INCOME, THE R~D OF 30 VE,~S OF FAiR EMPLOYMENT 
PAACnCE LAWS A.NO EXEClmYe ORDefiS· SHoWs THAT THE 
C()NCS!T OF PASSIVE tt'ONOlSCRIMINATlON:S INADEOO/ii~ AND 
OBSOLETE: .!lISCAfMINATIoNIN EMPLOYMENT IS NOT THE 
RESULT. oFR..ulDOM ACTS· OF BIGOTRY, BUT IS THE CONSE· 
QUENCE OF SYSTEMATIC INSTITUTIONAUZED PATTERNS THAT 
ARE ESTABUSJoIED IN SOCIETY. THUS, SWEEPING MEASURES ARE 
NeceSSARY IF RACIAL EMPLOYMENT PATTERNS ARE TO BE FUN· 
o.wENTAU.Y·· CHANGED. AFFIRMATIVE ACTION ·PROGRAMS 
BASED ON NUMERICAl. GOALS ANO TIMETABLES ARE AN ESSEN­
TIAL COMPoNENT IN ACHIEVING THIS CHANGE. FOU.OWING THE 
ENACTMENT OF THE CiVIL RIGHTS ACT. OF 1964, THERE HAVE 
BEEN EFFOATS TO !:RASE. THE VERY MODEST GAINS MADE BY 
BLACK MEN mD WOMEr.!.. AFFIRMATIVE ACTION PROGRAMS AND 
RACIAL QUOTAS HAVE BEEN Ct-'.i\RGED wtTH CREATING 'RE· 
VERSE DISCRIMINATION.' A MAJOFI SOURCE OF ORGANIZED OP· 
POSITION TO AfFIRMAnvE ACTK'k>l DEVELOPED IN UTlGATIaN 
UNDER THE CIVIl. RJGHTS Acr, lTtlE VII. LAWSUITS WHICH BASE 
nlElR CAUSE OF ACTION ON 'THE EXPLOITATION OF WHITE 
ETHNIC WORKERS OUGHT NOT TO FORGET THAT THE. BLACK 
POPULATION HM BEEN THE MOST SYSTEMA1'ICAU.Y EXPLOITED 
GROUP IN AMERICAN SOCIETY. THE FEDeRAL COURTS HAVE 
RECOGNIZED! THAT EMPLOYMENT DISCRIMINATION IS CLASS DISo 
CAIMlNATION,Tmi REUEF MUST GO 1'0 THE CLASS, AND THAT 
NUMERICiAL QUOTAS ARE 'THE MOST EFFECTIVE MEANS OF 
REUEF. THE u,s. SUPREME COURT HAS HELD THAT MATHEMAT· 
iCAL. RACIAL.AAT\CS COULD BE USED AS THE STARTING i'LACE 
FOf'I REMeDIES. THE OPERATIONS OF THe EQUAL EMPLOYMENT 
OPPORTUNITY COMMISSION ARE DISCUSSED. FJEFERENCES ARE 
PROVIDED. 

1L .. HOQAH.!ILACRS VERSUS WOIIEH-WHEH VICTIMS 
COLLIDE. WARREN, GOAHAM AND i.AMONT, INC, 210 
SOUTH STREET, BOSTON fAA 02111. BUSINESS AND 

. SOCIETY REVIEw. (SUMMER 197"), P 71·77. 
NCJ.HUIt 

WHEN MINORmES AND WOMEN COMI'ETE FOR. EMPLOYMEf.t-r 
GAlNS. A COAlmON CAN ENLARGI! THE BENEF1T3 FOR BOTH. A 
SEMiNAR STAATEGY WH!QH CUTS THROUGH STEREOTYPES AND 
HELPS MINORmESAND ~ 'VICRK TOGETHER IS DE· 
SCRIBED. EQUAL OPPORTUNITY EMPLOYMENT (EOe) PROOfiAMS 
WERE FIRST AIMED AT BLACK MAU:S, THeN WERE EXPANDED TO 
INCLI.!DEOTHER M'.HORmes.AlND FINALLY WOMEN WERE AQ. 
CEPn:o INTO'~' EOE PROGRAM: THE iIoSTIUTlES AMONG 
THESE G~ OFTEN REACH' EXPlOSIVE PROPORTIONS, A 
SEMINAR TO CUT THROUGH THESE HOSTIUTlES STARTS WITH A 
SIMPLE DRAMATIZATION IN~ A RECEFfION,ST (USUALLY 
~~YED8Y A BLACK FEMALE) IS DENIED AN OPPORTUNIT.Y TO 
BECOME N.4 ASSISTANT BUYER. IN ~ RESPONSES OF THE 
'~WOMAN CA.~ . BE. ~ THE TENsION BE1'WE!EN RACIAl. 
AN)~:~ DISCRIMINATION. P.JFmfERMORE. ALL MINORmES 
ClAIM Wf~. WOMEN ARE RICH. WORKING JUST FOR AMUSE­
MEHl'. 'i'h'S. ~ POINTS OUT THAT . WOMEN ARE 50 PER· 
carr OF ALLMOU'~,,!SO PERCENT OF BLACKS, 50 PERCENT OF 
THE POOR,50 J9aNit#nE RICH. LABOR DEPARTMENT STA· 
nsncs ON MEDW4EIjfINlNGsCIF FUu. .. nME. YEAR-ROUND 
WORKERS SHOW THE EFf.Ems oF&.."\TH RACISM AND SEXISM 
WITH &exISM f'ROOUCING THf:'; IlClMINA.'m' DIVISION: WHITE 
MALES EARN A MEAN OF .'0,IU8, BLACK MAts $7,973, WH~TE 
'FEMAlES •• 172, ANO.1ll.ACK FEMALES $..'\280, IN 'AL.~ TO 
THE PRESSURES .. BROUGHT BY THe VARIOUS ~!NOfII1YOO9UFi$. 
EQUAL OfIP()RTUNITV PROGRAMS MUST F~ i'Aa$SURES FC'fI 
c:::ca:eRATION FROM MANAGEMENT. THE ANSWER TO THES,I:·'· 
PRESSURes IS COAUTION. IT IS ONLY BY WORKING TOG!rniEn 
THA~ ALL QROUPSCAN SHARE EMPLOYMENT GAINS. STEPS ~ 
seMINAR USES TO BRING ABOUT ATTITUDE CHANG!: A. ... D 
FOSTER A SPIRIT OF COAUTION AA£OCT~JLEI). 

• 

AFFIRMATIVE ACTION 

11. W. H.HOLLEYMCI H. I. FIELD. EQUAL EMPLOYMENT 
0PPQR'I'UHrrY AND ITS IMPUCA11OHSFOR PER8ONffi!L 
PRACTICES. COMMERCE' CLEARINGHOUSE, tOO, 4025 
weST PETERSON AVENUE, CHICAGO IL 60646. lABOR 
tAW JOURNAL, V 27, N 5 (MAY 1978), P 278-286. 

.' .. ' . NCJ..AN7 
}'ERSONNEL PRA~.QF SOME pueuc AND PRIVATE ORGANI· 
ZATIONS ARE REVIEWED IN TERMS OF EQUAL EMPLOYMENT OP· 
. PORTUNITY(EEo) REQUIREMENTS. SINCE THE EXPENSES OF NOT 
COMPLYING WITH LEGAL REQUIREMENTS OF EQUAL OPPORTUNI· 
TY EMPLOYMENT ARE EXORBITANT, MANAGEMENT IS URGED TO 
BE COGNIZANT OF THE' CURRENT LEGAL STATUS OF PERSON· 
NEL POUCY. FOLLOWING THE WEU..pUBUClZED CONSENT DE· 
QlEASES IN CASES INVOLVING AMERICAN TELEPHONE AND 
'fELEGRAPH AND THE STEeL INDUSTRV, AND THE CONSIDER· 
ABLE EXPENSES OF COURT COST, ATTORNEY FEES, BACK PAY, 
AND LOSS ·IN EXilSCUTlVE TIME, MANAGEMENt AT ALI. lEVElS 
BEGAN TO DEVOll: MUCH Ai"fENTlON TO EEO. THE REPORT 
ctTES SPECIFIC CASES WHICH AFFECTED PERSONNEL PRAC­
TICES AN!) WHICH DEPICT THE CURRENT INTERPRETAnON OF 
THE LAWS. PERSONNEl.. PRACTICES ADDRESSED INCLUDE RE· 
CRUITMENT AND SELECTION, PROMQTlON AND TRAINING. PER­
FORMANCE APPRAISAl, DISCIPUNE AND D!SCHARGE, GRIEVANCE 
ADMINISTRATiON, COMPENSATION AND BENEFITS,MATERNITY 
BENEFITS; AND LAYOFFS AND RECALLS. COURT c.-..~s AND AD­
MINISTRATIVE DeCISIONS ARE HELPING TO CLARIFY 'l'}lE MEAN· 
ING OF EEO TO PERSONNEL MANAGERS. AMONG THE eASES 
MENTIOtk:-o ARE MORROW V. CRISLER (1973) IN MISSISSIPPI IN 
WHICH THE COVAT ORDERED THE STATE TO CONDUCT RECRUIT· 
MENT VISITS TO ACHIEVE MAXIMUM NONDISCRIMINATORY COV· 
ERAGE AND MAINTAIN APPROPRIATE RECORDS COVERING JOB 
APPLICATIONS AND EMPLOYEES. IN JONES V. LEE WAY MOTOR 
FREIGHT, INC., (1970) THE EMPLOYER'S REFUSAL TO GRANT RE· 
QUESTS FOR TRANSFERS FROM BLACK CITY DRIVERS TO 
OVER·THE-ROADPOSITIONS WAS DECIDED IN FAVOR OF THE 
PLAINTIFFS. iN SHULTZ V. WHrATON GLASS COMPANY (1970) THE 
COMPANY FOR COMPENSATING FEMALE EMPLOYEES AT 11) PEA· 
CENT LESs THAN THEIR MALE COUNTERPARTS. WAS ORDEP-EO 
TO PAY BACK WAG~S'rO~....L FEt.W.E EMPLOYEES FOR EQUAL 
OR SAME TYPe OF WORK PE~FORMED.TO AVOID LEGAL REPRI· 
MAND UNDER EEO, ORGANIZAiOONS ARE ADVISED TO SHOW THE 
JUS-nFlCATlON AND 'tJAUDlTV c.w: THEIR PERSONNEL PRACTICES. 

20. D. JONGEWARD _ D. SCOTT. AFFIRMATIVE ACTIOH 
fOR WOllEN-A PRACTICAL GUIDE FOR WOM2N AND 
~. ADC!SON·WESLEV PUeUSHING COMPA­
NY, INC. JACOB WAY, READING MA 01867. 952 p. 
1971. . NCJ.5II5O 

INFORMATION BEAflING UPON EQUAL EMPLOYMt:r.'T OPPORTUNI· 
TIES FOR WOMEN IS PRESENTED IN A GUIDE DIRECTED BOTH TO 
WOMEN WHO ARE SEEKING NF.W DIRECTIONS AND TO MANAG· 
ERS INTERESTED IN AFFIRMATIVE Ar:rtON. A SURVEY OF 
CHANGES IN THE LIFES'NLES liND WORK ROLES OF WOMEN 
OPENS THE GUIDE; REASONS F(JR WOMEN'S LACK OF ACHIEVE· 
MENT ARE THEN EXPLORED THROUGH THE CONCEPTS OF 
1AANSACTlONAL ANALYSIS. WITH ReFERENCE TO PSYCHOLOGI· 
~ ClII.T'JRAl, AND ORGANIZATIONAL 'SCRIPTS' THAT HAVE 
PlACE) UMITS OM WOMEN. LAWS AND GOVERNMENT REGULA­
TIONS THAT AFFEr:r WORKING WOMEN AND THEIR EMPLOYERS 
ARE INTERPRETeD, AND AVENues OPEN TO WOMEN WHO FEEt. 
THEY ARE BEING DISCRIMINATED AGAINST ON THEJDB AFiE 
IDEh-m;1EO. THE STATUS OF WOMEN IN GOVERNMENT SERVice 
AND IN ORGANIZED RELIGION IS ASSESSED, AND THE UNIQUE 
PROBLEMS OF BLACI< W~.N IN THE·WOAK ronoe ARE ~ 
1NED. O1)iEA CHAPTERS OUTLINE A STRA'l'EGY FOR EMPLOYEES 
INTERESTED IN ENHANCING OFf'ORTUNITIES FOR WOMEN IN 
THEIR ORGANIZATIONS, AND DISCUSS THE PHENOMENON OF 
ORGANIZATIONAL HOMOGENEITY AND THE WAYS IN WHICH IT 
WORKS TO EXCLUDE WOMEN FROM EXECUTIVE POSmONS. SUG· 
GESTIONS' FOR ORGANIZING AFFIRMATIVE ACTION SEMINARS 
. AND FOR ~8INING AWARENESS TRAINING AND TRANSACTION· 
AL ANALYSIS iN SEMINARS FOR CAREER WOMEN ARE OFFERED. 

., 
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EQUAL· EMPLOYMENT OPPORTUNITY . 

OTiiER SUGGESTIONS ARE DIRECTED SPECIFICALLY TO EXECU· 
TIVE SECRETARIES Ifit'TERESTeO IN ADVANCEMENT, TO HOUSE· 
WIVES WHO WANT TO I1t::IURN TO WORK. AND TO OFFICE MAN· 
AGERS CONCERNED WITH· AFFIRMATiVE ACTION PROGRAMS. 
ALSO INCLUDED .ARE CHAPTEAS ON WOMEN IN PSYCHOTHERA· 
Py, AND ON HOW TO ELIMINATE SEXIST t.ANGU.~GE FROM WRIT· 
ING. A SUMMARY OF FACTS ABOUT THE RIGHTS AND STATUS OF 
WOMEN IS APPENDED. EXERCISES AND LISTS OF REFERENCES 
ARE INCLUDED. . . 
AYllIlllIlty:ADDISON.WESLEv PUBLISHING COMPANY, INC, JACOB 
WAY, READING MA 01887. 

21. R. S. KELLY MIl U. U. 'rnGRKELSOH. EQUAL EMPLOY· 
MENT OPPORTUNITY-AFFIRMATIVE ACTION PRo.. Oft-. FOR. FED!AAL GOVERNMENT eoNTRACTORS. 
AMERICAN BAR ASSOCIATION, 1155 EAST 80TH STREET, 
CHICAGO IL 60837. BUSINESS LAWYER. V 31, N 3 
(APRIL 1976), P 1509-1515. nc.;oaM4 

PROBLEMS FACE!) BY feDERAL CONTRACTORS IN DEVELOPING 
REALiSTiC AND ACCEPTABLE AFFIRMATIVE ACTION PROGRAMS 
ARE DISCUSSED. IN MEETING FEDERAL REQUIREMENTS TO TAKE 
AFFIRMATiVE ACTION TOWARD MINORmES AND FEMALES, FED­
ERAL CONTRACTORS FACE· SEVERAL PROBLEMS: (1) DEFINING 
RECRUITMENT AREAS, (2) DETERMINING HOW MANY QUALli=IED 
MINORITIES AND FEMALES ARE K~AILAaLEFOR A GI~ LINE OF 
WORK IN .ORDER TO DETERMINE APPROPRIATE REPRESfNTA· 
'not!, (3) CONFLICT BETWEEN AFFIRMATIVE ACTION AND 
flROMOTiON·FROM-WITHINI POLICIES, (4) DEFINING JUSTiFIABLE 
ClUAUFlCATIONS fOR SF'ECIFIC PO:'3ITIONS, (5) A PROPOSED 
RULE THAT WOULD REQUIRE BACKPAY FOR CLASSES OF PER· 
SONS SUFFERING FROM THE . EFFECTS OF PAST DISCRIMINATiON 
(THE 'AFFECTED CLASS AUlE'), AND (6) OVERLAPPING JURISDIC­
TiONS AND CONFLICTS AMONG FEDERAL AGENCIES RESPONSI· 
BLEFOR ADMINISTERING EQUAl. EMPLOYMENT OPPO"1TUNITY 
AND AFFIRMATIVE ACTION LAWS AND REGULATiONS. COMPLI· 
ANCE AGENCIES ARE BEING PRESSURED BY )'HE GENERAL AC­
COUNTING OFFICE AND BY CIVIL RIGHTS ORGANIZATiONS IN THE 
AREA OF AFFIRMATIVE ACTION, AND THERE IS A TREND TOWARD 
JUDICIAL REVIEW OF AFFIRMATIVE: ACTION PLANS. SUCH DEVEL· 
.OPMENTS INDICATE AN INCREASING LIKELIHOOD THAT CON· 
TRACTORS WHO DO NOT COMPLY WITH AFFIRMATIVE ACTION 
REQUIREMENTS WILL BE PENALIZED. CONTRACTORS ARE AD­
VISED TO TAKE THE FOLLOWING STEPS:· (1) DEVELOP BETTER 
DATA ON AVAILABILITY OF MINORIl'IES AND FEMALES, PROPER 
RECRUITING AREAS, AND NECESSARY JOB SKILLS, IN ORDER TO 
ESTABLISH REALiSTIC GOALS AND TIMETABLES AND TO WITH­
STAND UNREASONABLE DEMANDS FROM COMPLIANCE AGEN· 
CIES; (2) RESIST. THE PROPOSED AFFECTED CLASS RULE ON 
GROUNDS OF UNCLEAR AUTHORITY FOR ITS ENFORCEMENT; 
(3)OBSERVE DISCLOSURE DEV~LOPMENTS WITH A ViEW TO PRO­
TECTING AFFIRMATiVE ACTION pLAN DOCUMENTS FROM DlSCOV· 
ERY OR· FREEDOM OF INFORMATiON ACT REQUESTS; AND (4) 
PREPARE TO CHALLENGE COMPLIANCE AGENCY ATTEMPTS TO 
lIN~TAKE ENFORCEMENT ACTIONS WITHOUT HEARINGS RE· 
QUIRED BY DUE PROCESS. 

22. S. S. KNACK, T. R. YiATSON, P. O. REYNOLDS, Mel R. 
MACIU. MAKING CIVIL RIGHTS ~ OUT OF REVE· 
NUE IMARING DOLLARS. . US COMMISSION ON CIVIL 
RIGHTS, H21 VERMONT AVENUE, NW, WASHINGTON DC 
20425. 143 p. 1975. ~. 

THE PURPOSE OF THIS REPoRT IS TO STiMULATe PUBUC INTER· 
EST AND PARTICIPATION IN REVENUE SHARING PROQRAMS. PAR· 
'fICULARLY AMONG THOSE CONCERNED WITH THE :.i'~HTS OF 
MINORITiES AND WOMEN •. ·THE PRIMARY GOAL OF ~NUE 
SHARING IS TO RESTORE STREi'Io'GTH AND VIGOR TO STA'(~ AND 
LOCAL· GOVERNMENTS. FEDERAL FINANCIAL RESOURCES .~\qE 
PROVIDED SO THAT STATE AND LQ(;AI.. OFFICIALS CAN EXEFiClSi:.~ 
GREATER LEADERSHIP IN SOLVING THE~ OWN PROBLEMS. REV· . 
ENUE SHARING WILL. NOT ACCOMPLISH ITS GOALS,. HOWEVER, 
AS LONG AS THE PEOPLE ARE NOT INVOLVED IN DECIDING HOW 
TtlESEFUNDS WILL BE SPENT. IN THIS REPORT. THE U.S. COM· 

MISSION ON CIVIL RIGHTS DESCRIBES HOW REVENUE 8HARtNG 
WORKS, EXAMINES ITS CIVIL RIGHTS 1MPUCA~lS. AND SUG­
GESTS WAYS IN WHICH LOCAL CITIZENS CAN MOImoR OR iN­
FLUENCE THE USE OF REVENUE SHARING FUNDS. GENEiw. AND 
SPECIAL REVENUE SHARING CONCERNS ARE COVERED. tr'-UD­
INGTHE AU.~TiON FORMULA. ~ UMlTATiONs AND 
THE uses OF REVENYESHAf:iING, PUBLIC ACcouNTABILITY, 
CIVIL RIGI:O'$ PROVISiONa,MANPOWER REVENUE SHARING, AND 

. OTHSi SPECIAL REVENUEiilHARlNG PROPOSALS. TABULAA OATA 
AND A SUMMARY ARE PROVIDED. APPeNDED MATERIALS IN­
CLUDE THE STATE AND LOCAL FISCAL ASsISTANCE Am OF 1172. 
RULES AND REGULATiONS FOR FISCAL ASSISTANCE TO STAle 
AND LOCAL GOVERNMENTS, ORGANIZATIONS INVOLVED IN REV· 

.. 

ENUE SHARING ACTIVITIES. AND A BIBLIOGRAPHY. . 
. SUppllmtlnIlll . ttot.e: US COMMISSION ON CIVIL RIGHTS 
CLF.ARINGHOUSE PUBLICATiON. 

23. F. A.1C0Em.ER. J08I FOft IWIIJICAIIfIED .....,.­
A NEW IRA IN CIVIL RIGHTS. . PUBLIC AFFAIRS COMo 
MITTEE, INC, 381 PARK AVENUE SOUTH, NEW YORK NV 
10016. 32 p. 1979. . IIIC.I._ 

AN OVEFNIEW OF OOVELOPMENTS LEADING TO GREATEAS 
PLOYMENT OPPORTUNITiES FOR HA.-'DICAPPEO PERSONS IS 
PRESENTeD IN A PAMPHLET PUBUSHEo BY A NONPROFIT PUBLIC 
EDUCATION ORGANIZATiON. THE PAMPHLET REVIEWS·l1iE 
STATUS OF fI~RAL \.AWS AND flEGULATIONS PERT~G TO 
THE RIGHTS OF THE HANDICAPPED, PARTICULARLY AS THOSE 
RIGHTS AFFECT EMPLOYMENT OPPORTUNmEs. EFFORTS Iff 
THE HANDICAf1PED TO COMBAT DISCRIMINATION AND TO 
ACHIEVE AFFIRMATIVE ACTION ARE DESCRIBED, MARE THIS·· 
COMPONENTS OF AFFlflMAnvE ACllON MEASUREs. FOR THE 
HANDICAPPED (REMOVAL OF ARCHITEC1'URAl. BARRIERS. REA­
SONABLE.ACCOMMODATiONS TO THE NEEDS OF HANOICAf!FEO 
STUDENTS AND EMPLOYEES, INmATION OF POSITIVE STEPS TO 
RECRUIT, TRAIN, HIRE, AND PROMOTE QUALIFIED HANDICAPPED 
WORKERS). THE FINDINGS OF A 1873 STUDY THAT EXPOSED 
SEVERAL MYTHS ABOUT THE EXPENSES INVOLVED IN EMPloy· 
ING HANDICAPPED PERSONS ARE SUMMARIZED. EFFORTS BY 
THE FF£OERAI_ GOVERNMENT, EDUCATIONAL I~ IN­
DUSTPIIES, AND LABOR ORGANIZATIONS TO ENHANCE EMPLOy· 
MENT OPPORTUNmES FOR HANDICAPPED PeRSONs ARE DE· 
SCRlrJED, AS· ARE TECHNOLOGICAL ADVANCES THAT HAVE 
BROADENED JOB OPPQRTUNITiES FOR PERSONS WHO· ARE 
PARAL ¥ZED, BLIND, OR DEAF. PARTICULAR ATTENTION IS DI­
REf;TEO TO THE 'INVISIBLE BARRIER'-THE SOCIETAL A1TITUDE 
THAT ACCORDS HANDICAPPED PERSONS PITY INSTEAD .OF 
E(.lUITY. CHARITY INSTEAD OF OPPORTUNITY, AND INOUl.GeNce 
INSTEAD OF ACCOUNTABILITY. CHANNELS THROUGH WHICH 
HANDICAPPED PEASONS CAN FILE COMPLAINTS ABOUT DISCAJM. 
INATiON ARE IDENTIFIED, TOGETHER WITH SOURCES OF ADDl­
TIONAL INFORMATION. 
SUpplelMnllll Nolee PUBLIC AFFAIRS PAMPHLET NO 557. 
AVIifIIbIIIty: PUBLIC AFFAIRS OOMMITTEE, INC, 381 PARK AVENUE 
SOUTH, NEW YORK NY 1001.6. (Pamphlet) . 

24. R. LABERGE. UNEMPLOYED AND OVER fOIm'-'I1tE 
NEWIlINCAITY.CANAOA DEPARTMENT OF LABOR, 340 
~URIr:R W, OTTAWA. ONTAAIO, CANADA K1A 0J2. 
UflOl!R GAZE7'1'E V "(FEBRUARY 1077), P 54-58. 

1IIC.IIIIOl 
THIS CANADIAN ARTiCLE STATES THAT UNEMPLOYED PEOPLE . 
OVER 45 CAN COUNT ON WAITiNG FOUR TiMES AS LONG FOR A 
NEW JOB AS WORKERS UNDER 20. RELUCTANCE BY EMPLOYERS 
iN CANADA TO HIRE PEOPLE OVER 40 AND UNDER es VEARS OF 
AGE HAS RESULTED IN A NEWSOCIAL~ITY.lHERE HAS 
ALSO· BEEN LITTLE RESEARCH DONE·ON THIS GROWING PR0B­
LEM. ENACTING LEGISLATiON IS.NOT SUFFICIENT TO END THE 
PROBLEM. DISCRIMINATiON BASED ON AGE IS FREQUalTLY DIF­
.i't~ULT TO PROVE. STEREOTYPES STiLL ABOl,'NDABOUT 0t.0ER . 
W~I<ERS. THEY ARE SAID TO BE LESS PRODUCl1IIE, ,.1\E­
aU®LY ABSENT, INFLEXIBLE, lACKING JOe SKIu.s.· AND IN-



vo:.~ IN MORE ACCIDENTS. PENSION PLANS. BY THEIR VERY 
~~. ALSO DISCRIMINATE AGAINST THE HIRING OF 
OLDER t:'~KERS. FORTV-PLUS OF CANADA. AN EMPLOYMENT 
AND COUNSia1NG AGENCY THAT IN 1971 FOUND NEW CAREERS 
FOR MORE THAN· 700 EXECUTIVES OVER . .co YEARS OLD. IS DE· 
SCRIBED. THIS ORGANIZATION IS UNDERTAKING A . MAJOR RE· 
SEARCH PROJECT ON THE ABIUTY OF EXECUTIVES OVER 40· TO 
ADAPr·TO CHANGE. THE HEAD OF THE PROJECT STATES THAT 
UTTLE EMPIRICAL DATA EXIST ABOUT MII)I)LE·AGED PEOPLE. 
:'MUMINARY FINDINGS INDICATE THAT ABIUTY TO ADAPT IS 
NOT NECESSA.qy LINKED TO CHRONOLOGICAl. AGE BUT TO 
OTHER FACTORS. FINALLY. THE ARnCLECITES ADVANTAGES 
THAT THE OLDER WORKER CAN BRING TO A JOB; I.E.. MORE STA· 
BIUTY AND DEPENDABIUTY. LOWER JOB TURNOVER. SpECIFIC 
JOB.HUNTING TACTICS FOR OVER-40 JOB SEEKERS ARE GIVEN. 

25. It. UIL ASWI AMERICAN !llPLOYilENT-FROM OUT· 
RIGHT EXCLUSION TO MODERN D1SCRIIlINATIOH. US 
COMMISSION ON CIVIL RIGHTS. 1121 VERMONT AVENUE. 
NW. WASHINGTON DC 20425. CIVIL RIGHTS DIGEST. V 
9 (FAU. 1976). P 12-2'. NCJ.5t123 

EMPI.OYMENT PROBLEMS FACED BY THE THREE LARGEST SUB· 
GROUPS OF ASIAN AMERICANS-THE JAPANESE, CHINESE. AND 
FILIPINOS-ARE REPORTED. THESE MiNORITIES ARE BOTH UN~ 
DeAREPRESENTED· IN MANAGEMENT JOBS AND UNDEREM· 
PLOYED. ASIAN AMERICANS REMAIN FOR THE MOST PART INELI· 
GIBLE FOR INCLUS'.ON IN SPECIFIC AFFIRMATIVE RECRUITMENT 
PROGRAMS. DUE TO THE INADEQUACY OF THE 1970 CENSUS 
FIGURES UPON WHICH UNEMPLOYMENT RATES FOR ASIAN 
AMERICANS ARE CALCULATED. IT IS DiFFICULT TO ASSESS THE 
UNEMPlOYMENT LEVEL OF ASIAN AMERICANS. THIS URBAN AS. 
SOCIATES.INC. STlJDY FOUND GRAVE UNDEREMPLOYMENT ·IN 
THESE GROUPS; AS WELL AS A LACK OF VISIBILITY AT DECISION· 
MAKING· LEVELS AND IN UPWARD MOBILITY· IN GENERAL. AND 
LOWER SALARIES THAN WHITE COUNTERPARTS. CURRENT EM· 
PLOYMENT PROBLEMS OF ASIAN AMERICANS ARE (1) THE STE· 
REOTYPED IMAGE GIVEN THEM BY WHITE SOCIETY~ (2) THE 
SEEMiNG INABIUTY TO BREAK THROUGH LESS TRADITIONAL 
FIELDS SUCH AS THEATER AR'rs. AND (3) THE LANGUAGE PROS· 
LEMS OF RECENT IMMIGRANTS. MOST ASIAN AMERICANS INTER· 
VIEWED CON\."'.EOED THAT THEIR JOB POSITION WAS BETT~R 
THAN THAT OF BLACK AMERICANS. BUT MAINTAINED BLACKS 
WERE MORE VISIBLE THAN ASIANS IN HIGH·LEVEL JOBS AND IN 
THE WORLD OF SPORTS. MUSIC. THEATER. ANfl FILMS. SOME BE· 
L1EVED THAT, ALTHOUGH MINOfiITY HIRING PROGRAMS ARE 
HELPFUl., MOST PERSONS HIRED UNDER SUCH PROGRAMS 
WERE BLACKS AND HISPANICS. HOWEVER •. VARIOUS ASIAN 
AMERICAN PRESSURE GROUPS RECENTLY HAVE EMERGED TO 
FIGHT FOR ASIAN AMERICAN EQUAL EMPLOVMENT OPPORTUNI· 
TIES. THE ARTICLE IS ILl.USTRATED WITH PHOTOGRAPHS. 

21. .. .I. LEVINE. MEETING COIIPUANCE REVIEW STAND­
AADS·";THEPROBL£M OF FEDERAL CONTRACTORS. 
COMMERCE ClEARINGHOUSE. INC. 4025 WEST PETER· 
SON AVENUE. CHICAGO IL S0646. LABOR LAW JOUR· 
NAL. V 28. N 10 (OCTOBER 19m. P 632-640. 

NCJ·5I183 
STEPS IN A COMPLIANCE REVIEW CONDUCTED BY THE OFFICE 
OF FEDERAL CONTRACT COMPLIANCE (OFCC) AND MEASURES 
EMPLOYERS CAN TAKE TO CONFORM TO THE FROCi:DURAL·Re· 
QUIREMENTS ARE DETAILED. FEDERAL CONTRACTING AGENCIES 
ARE REQUIRED TO CONDUCT VARIOUS TYPES OF COMPLIANCE 
REVIEWS TO DETERMINE IF GOVERNMENT CONTRACTORS AND 
SUBCONTRACTORS ARE NONDISCRIMINATORY IN THEIR HIRING 
AND EMPLOYMENT PRACTICES AND POLICIES. THE POWER OF 
ENFORCEMENT UNDER EXECUTIVE ORDER 11246 IS A GOVERN· 
MENT AGENCY'S AUTHORITY TO REVOKE A CONTRACT OR DENY 
GOVERNMENT· BUSINESS FOR FUTURE .CONTRAC1S. VARIOUS 
TYPES OF REVIEWS CONDUCTED BY CONTRACT COMPLIANCE 
AGENCIES ARE DISCUSSED:· REGULAR PERIODIC COMPLIANCE 
REVIEWS. PREAWARD REVIEWS. FOLLOWUP REVIEWS. OR A COR· 
PORATEWIDE REVIEW. COMPLIANCE REVIEW PROCEDURES ARE 

AFFIRMATIVE ACTION 

THEN DETAILED. THIS REVIEW BEGINS WITH A COMMUNITY 
SURVEY. THEN A VISIT TO THE JOBSITE. AND A DISCUSSION OF 
THE CONTRACTOR'S EQUAL EMPLOYMENT OPPORTlJNITY· P0S­
TURE AND RECENT AFFIRMATIVE ACTION EFFORTS. A COMPLI· 
ANCE OFFICER .IS ALSO EXPECTED TO DO A TOTAL ANALYSIS OF 
THE ENTIRE WORK FORCE AND IDENTIFY THE COMPLIANCE 
PROBLEMS FOUND. WHEN A DEFICIENCY IS FOUND. THE COMPLI· 
ANCE OFFICER HAS AN OBLlG.\TION TO ATTEMPT TO RESOLVE IT 
WITHIN· THE FRAMEWORK OF FEDERAL CONTRACT REQUIRE· 
MENTS WITH THE CONTRACTORS. IF THIS FAILS. AND THe CON· 
TRACTOR IS FOUND TO BE DISCRIMINATING. THE AGENCY CAN 
PROCEl!D TO A HEARING IF OFCC AGREES. A CONTRACTOR CAN 
OBTAIN OFCC APPROVAL OF CHANGES PROPOSED IN COLLEC­
nVE BARGAINING AGREEMENTS TO ASSURE THAT EEO RE· 
QUIREMENTS ARE BEING MET-. THE CONTRACTOR ALSO. HAS THE 
RIGHT TO REQUeST A HE;ARING BEFORE PENALTIES; .ARE 1M· 
.POSED. HOWEVER. OFCC DOES NOT GO TO HEARING wn'HOUT 
FIRST MAKING A VIGOROUS ATTEMPT AT CONCILIATION; THIS 
REPORT LISTS THE TYPES OF QUESTIONS EMPLOYERS ARE 
LIKELY TO BE ASKED DURING A COMPLIANCE REVIEW. STRAT· 
EGY THE EMPLOYER CAN USE DURING THE REVIEW TO DILUTE 
THE STRINGENCY OF COMPLIANCE REQUIREMENTS; AND REME· 
DIAL ACTIONS THAT CAN BE TAKEN TO MEETEEO OR OFCCRE· 
QUIREMENTS. COMPANIES SHOULD INTEGRATE THE INFORMA· 
.TION THEY POSSESS ABOUT EMPLOYEES' QUALIFICIATJONS 
BEFORE THE COMPLIANCE REVIEW THROUGH A 'CAREER 
LADDER' IIPPROACH OR A COMPUTER·BASED SKILl.S INVEN· 
TORY. 

27. D. B. UPSKY, Ed. EVAWATlNQ THE IMPACT OF AF­
FIRIIATIVE ACTIOH-A LOOK AT THE FEDERAL C0N­
TRACT COIIPLIANCE PROGRAIII-A SYMPOSIUM. COR· 
NELL UNIVERSITY NEW YORK STATE SCHOOL OF INDUS. 
TRIAL AND tABOR RELATIONS INSTITUTE OF PUBLIC EM· 
PLOYMENT. ITHACA NY 14853. INDUSTRIAL AND LABOR 
RELATIONS REVIEW. V 29. N 4 (JULY 1976). P 485-5134. 

NCHCI975 
THE IMPACT OF THE AFFIRMATIVE ACTION PROGRAM (MP) IS 
EVALUATED IN 1rERMS OF THE EFFECTIVENESS OF THE FEDERAL 
CONTRACT C{lIMPLIANCE PROGRAM (FCCP) THROUGH FIVE 
PAPERS PRESEIIITED AT THE ITHACA. N.Y .• EVALUATION CONFER· 
ENCE. THE FIRl,T AUTHOR ESilMATES THE POTENTIAL IMPACT 
OF THE FCCP av CALCULATING THE POTENTIAL FOR REDUCING 
RACIAL WAGE DIFFERENTIALS BY ELIMINATiNG VARIOUS 
SOURCES OF THE DIFFERENTIALS. THE SECOND AUTHOA EXAM· 
INES THE IMPLICATIONS OF AN ECONOMYWIDE MP UNDER A 
NUMBER OF ALTERNATIVE SPECIFICAnONSAND THE WAY FIRMS 
MIGHT RE;ACT .TO THEM. THE RESULTS fROMTHE FIRST STUDY 
OF THE EMPlRICA1. EST'~ATES OF POTENTIAL IMPACT FOR THE 
'FULl COVERAGE' I::ASE ARE IN LINE WITH THE SECOND. HOWEV· 
ER. THE SECOND I'APER ASSERTS THAT A RIGIDLY ENFORCED 
SYSTEM OF Quon\s MAY HAVE IMPORTANT SECONDARY EF· 
FECTS: (1) IF SKILL BUMPING IS NOT LEGALLY PERMITTED THER!: 
WILL BE FAIRLY SERIOUS PROBLEMS. IN ALLOCATING WORKER& 
FOR THE AAP, BECAUSE A SIGNIFICANT FRACTION OF SKILLED 
MAJORITY WORKERS WILL NOT BE FULLY UTILIZED; (2) IF RE· 
VERSE DISCRIMINATIOI~ IS LEGALLY AND INSTITUTIONALLY PE~· 
MISSIBLE. THE. AAP MAV RESULT IN A REVERSAL OF INCOME DIF· 
FERENTIALS BETWEEN MAJORITY AND MINORITY WORKERS; AND 
(3) IT IS LIKELY THAT THE AAP WOULD LOWER THE INCENTIVES 
TO ACCUMULATE HIGHER LEVELS OF SKI1.L FOR MINORITY 
WORKERS BUT RAISE THE INCENTIVES FOR MAJORiTY WORK· 
ERS. IN THE THIRD STUDY. MICRO DATA ON 74.563 INDIVIDUAL 
ESTABLISHMENTS WERE. USED TO DETERMINE WHETHER THE 
CHANGE IN THE RELATIVE ECONOMIC POSITION OF 5 SEPARATE 
RACE·SEX GROUPS OVER THE 1970-72 PERIOD WAS DIFFERENT 
FOR FIRMS. WITH AND WITHOUT GOVERNMENT CONTRACTS. AND 
FOR PLANTS SUBJECTED TO A COMPLIANCE REVIEW AND THose 
THAT WERE NOT. SOME EVIDENCE WAS FOUND TO SUGGEST 
THAT THE IMI"ACT OF THE FCCP ON THE CHANGE IN THE RELA· 
TIVE. ECONOMIC POSITION OF BLACK WORKERS WAS SMALLER 
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DURING THE 187CJ.72 PERIOD. THAN DURING EARLIER PERIODS. 
THE FOURTH STUDY FOIJND THAT IN USING.A CAREFUL TREAT· 
MENT OF SERIAL CORRELATION AND A FINE GEOGRAPHICAl DIS­
AGGREGATION .OF THE SAMPLE. THE STRONGEST CONTRACT 
PROGRAM EFFECTS WERE DISCOVERED FOR BLACK M4I.ES. THE 
FINAL STUDY. A PROCESS EVALUATION OF THE FCCP IN INDUS­
TRY SHOWS SOME PROGRAM INITIATIVES UNDERTAKEN TO 
COOtneRACT PROBLEMS: (1) A PROGFW4 ~ FOR THE FISCAL 
YEAR; (2) NEW oR REVISED REGULATIONS ON AFFECJED.CLAl~S 
STATUS. BACK.pAY REUEF. AND TESTING AND SELEC'I'IC!N: (3) 
ADDITIONAl. GUIDELINES: (4) AN AUDIT AND FEASlBIUTY STUD­
IES: AND (5) INTERAGENCY COOPERATION; SOME FOOTNOTES 
ARE PROVIDED. 
IuppIIIMntII NoMe: coNFERENCE HELD IN ITHACA (NY). MAY 8. 
8. '875. 
A'i1IIIIbIItr. UNIVERSITY MICROFILMS. 300 NORTHZEEB AOAD. 
ANN ARBOR MI48108. 

n. tt T. LUDLOW. FIRST COIlE, FIRST SERVED. AHD 
lOME crntD PROIILEIII OF IWIPOWEA 
POUCYoIIAKlNG. CONFERENCE BOARD INFORMATION 
UERVICE, 84S THIRD AVENUE, NEW YORK NY 1002a. 
CONFERENCE BOARD RECORD, V 12 (AUGUST 1875). P 
5CJ.55. . NCHII42 

MANPOWER ISSUES CONSIDERED .BY PARTICIPANTS IN A MAY 
1875 . MEETING OF BUSINESS REPRESENTATIVES CONCERNEDI 
WITH HUMAN RESOURCE UTILIZATION ARE DISCUSSED •. QUOTINc:,i 
GOVERNMENT OfFIcIAlS. BUSINESS EXECUTIVES. AND OTHERS 
WHO SPOKE AT THE MEETING. THE DISCUSSION FOCUSES ON 
THE PROBLEM OF RECESSION-INDUCED CUTBACKS IN THE WOftK 
FORCE. WHICH· HIT MINORmes. WOMEN. A.~D YOUTHS UfE 
HAADfiiST AND THREATENS TO OBLITERATE THE AOCOMPUSH­
MENTS OF THE EQUAL OPPORTUNITY COMMISSION AND OntER 
FEDERAL COMPLIANCE AGENCIES. WHEN A UNIONIZED COMPANY 
MUST LAYOFF EMPLOYEES. THE FIRST TO GO ARE THOSE WITH 
THE LEAST SENIORITY. USUALLY MINORmES. WOMEN. AND 
YOU1'HS. ONE COMPANY. RELUCTANT TO LAYOFF A LARGE POR­
TION OF ITS MINORITY WORKERS AND VET UNABLE TO SUSTAIN 
A FULL WORK FORCE. TURNED TO ntE COURTS FCiR ADJIJDfCA,. 
lION OF THE MATTER. THE COURTSAOVISED THE COMPANY TO 
DIVIDE ITS EMPLOYEES-INTO iWO·GROUPS. BLACK AND WHITE. 
AND TO l,j,YOFF EQUAL NUMBERS FROM BOTH· GROUPS AC­
CORDING TO SENIORITY WITHIN EACH. IN ADDITION TO THE DI. 
LEMMA BETWEEN SENIORITY AND EQUAL EMPLOYMENT OPPOR· 
TUNITY. THE DISCUSSION TOUCHES ON THE NEED TO RETHINK 
THE FUNCTION OF UNEMPLOYMENT INSURANCE (AND PERHAPS 
TO EXPAND COVERAGE TO INCLUDE el<OFFENDERS. M WELL AS 
NEW ENTRANTS TO THe WORK FORCE): FEDERAL MANPOWER 
POLICY AND THE POSSIBILITIES OF REVAMPING THE UlTLE-usED 
PUBLIC EMPLOYMENT SERVICE: Tf1E PROBLEMS FACeD BY EX· 
ECUTIVES WHO LOSE THEIR JOBS AND PLACEMF.NT RESOURceS 
AVAILABLE TO EXECUTIVES: THE FAILURE OF PUBLIC EDUCATION 
TO PREPARE STUDENTS TO ENTER THE LABOR FORCE: AND THE 
LONG-TERM CONSEQUENCES OF HIGH UNEMPLOYMENT RATES. 

• .tfEW YORK em COIMIIION ON HUIIAN flIGHTS, II 
DUANE ITREET. NEW YORK CITY NY 10007. CITY LAY· 
0fPI-1'HE IEFRCT· ON IIINC)RITIU AND WOllEN. 30 
p. 1878.. . NCoIItIU 

FR~ 1874 TO 1875. NEW YORK CITY BUDGET CUTS REDUCED 
THE MUNICIPAL WORKFORCE BY. 48,438 WORKERS (28.2 PER· 
CENT). THE DISPROPORTIONATELY HIGH NUMBER OF HII!PAN/cs. 
BLACKS. AND WOMEN LAID OFF HAS OFFSET EQUJIL OPPORTUNI­
TY QUOTAS. WHITES REPRESENTED 87 PERCENT OF THE WORK­
FORCE ,UT ACCOUNTED FOR ONLY 52 PERCENT OF THE sePA. 
RATIONS. WHILE MINORITIES REPRESENTED 32 PERCENT OF THE 
WORKFORCE BUT 43 PERCENT OF THE SEPARATIONS. SINCE 
THESE8ePARATION FIGURES ALSO INClUDE RETIREMENTS AND 
RESIC1INATJONs.·THE IMPACT ON WHITES IS PROBABLY OVERes­
TIMATED AND TH£ BURDEN FELT BY MINORmES UNOERESTI· 
M.'TED.SlNCE WHITE MALES GENERALLY HAVE MORE SEN:oR· 
ITY. THEY ACCOUNT FOR MOST OF THE RETIREMENTS. THEY 

ALSO ARE MORE UKELY TO LEAVE TO TO TAKE OTHER ..lOBS. 
HISPANIC WORKERS HAVE SUFFERED MOST FROM THE BUIJCilET 
CUTS WiTH 51.2 PERCENT LOSING THEIR JOBS. BLACK EMPlOY· 
EES 1..bST 35 PERCENT OF THEIR POSITIONS WHILE· BLACK 
MALES SUFFERED It 40 PERCENT LOSS. OTHER MINORITIES 
WERe REDUCEO 30 PERCENT. WOMEN MADE UP 28 PERCENT OF 
THE WORICFQACE. 33 PERCENT OF THE SEPARATIONS. THE 
THFlEE CATEGORIES IN WHICH MINORITIES AND WOMEN ARE 
MOST HEAVILY REPRESENTE~PARAPROFESSIONAls. CLEAt­
CA.t.S. AND SERVICE. AND MAINTENANCE WORKERS-MADEUP 
52.6 peRCENT OF THE WORKFORCE BUT 73 PERCENT OF THE 
sraPARATlONS. AS 1.HESE PEOPLE WERE IN TRAINING POSITIONS 
F'ROVIDING NEEDED SERVICES. DIREC1'LY TO 1'P.!E PEOPLE OF 
'fHE CITY. THEIR LAYOFFS WERE A DOUBLE LoSs: THE WORK· . 
ERS PROBABJ.Y WENT BACK ON WELFARE AND THE SERVICES . 
WERE NO LONGER PROVIDED. A POLICY OF STAFF REDUCTION 
THROUGH NA'ruRAL ATTRITION IS URGED 1.0 REDUCE THE 
IMPACT OF THESE LAYOFFS ON WOMEN AND MINDRmES. AP· 
PENDIXES CONTAIN MEMC-STO THIS EFFECT. 
AvaIIIIIIIIy. NCJRS MICROFICHE PROGRAM. 

ao. J ... NEWMAN. DISCRIMINATION ·,N RECRurTIEtn'­
AN EllPlRICAL ANALYSIS. CORNELL UNIVERSITY NEW 
YORK STATE SCHOOl. OF INDUSTRIAL AND LABOR RELA- . 
T/ONS ItJSTITUTE OF PUBLIC EMPLOYMENT. ItHACA NY 
14853. INDUSTRIAL AND LABOR RELATIONS RE'II'llEw. 
V 32, N 1 (OCTOBER 1878). P 15023. IICotatl2 

POSSIBLE DISCRIMINATION IN RECRUITMENT IS INVESTIGATED IN 
THIS STUDY THAT ANALYZES VARIATIONS IN. RESPONSES OF 207 
COMPANIES TO Ut.ISOlIClTEDRESUMES. 'tHE STUDY FOCUSEs 
EXCLUSIVELY ON DiSCRIMINATION IN RECRUIJM~. A CAUC1AL 
STAGE IN THE EMPLOYMENT PROCESS. IT ASKS 1WO. QUES­
TIONS: (1) DO roMPANIES WITH AFFIRMATIVE ACTION PR0-
GRAMS DISCRIMINATE AGAINST MINORITIES IN THEIR RECRUIT· 
MENT PRACTICES? (2) IS THERE ,ANY VALIDITY TO THE CLAIM 
THAT AFFIRMATIVE ACTION PRESSURES HAVE RESULTED IN RE· 
VERSE DISCRIMINATION? IN THIS STUDY QUALIFICATIONS AND 
RACE OF THE FICTITIOUS APPLICANTS WERE MANIPULATED ON 
RESUMES SENT TO A RANDOM SAMPLE OF COMPANIES WITH AF­
FIRMATIVE ACTION PROGRAMS. RESPONSE BY THE COMPANIES 
TO THESE RESUMES WERE THEN USED rOMEASURETtE 
IM~ACT OF AFFlt:lMAnve ACTION PROGRAMS ON THE RECRUIT· . 
MENT OF MINORmES. EACH OF THE 207 COMPANIES RECEIVED 2 
RESUMES. ONE FROM " FICTITIOUS BLACK APPLI~ AND ONE 
FROM II FICTITIOUS WHITE.· EACH· APPLICANT WAS PORTRAYED 
AS APPROXIMATELY 23 YEARS OLD. WITH FULL.TlME WORK ex.· 
PERIENCE AND UNDEP..GRADUATE BUSINESS ADMINISTRATION 
PROGRAM ENROLlMENT. FOUR FACTORS WERE MANIPULATED 
TO ASSESS THE EXTENT AND NATURE OF RECRUO'MENT':·RACE, 
GEOGRAPHIC REGION. COMPANY SIZE, .AND APPLICANT QUAUFI. 
CATIONS. ANALYSIS OF THE DATA INDICATED THAT BLACKAPPIJ. 
CANTS WERE FAVORED SUGHTL Y MORE OfTEN THAN WHtTES. 
DIFFERENCES WERE MORE ~ONOUNCED iN URGE coMPANIES. 
CONTRARY TO EXPECTATIONS, GEOGFW'HICLOCATIONS OF 
COMPANIES DID NOT ACCOUNT FOR ANY VARIATION IN RE-

• SPONSES TO THE TWO ReSUMEs. (AUTHOR· ABSTRACT M0DI­
FIED) 
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It. ... P. iiORlHftUP. OLD AGE, HANDICAJIIIID AND 
VIE1'NAHItA . ANTIDIICRIlllNATION . ~TIOII. 
UNIVERSITY OF PENNSYLVANIA~TON SCHOOL IN­
DUSTRIAL RESEARCH UNIT. VANCE HALL I cs. PHIlADEL· 
PHIA PA 18104.250 p. 1877. 1ICoI .. 1O 

FEDERAL LAWS ON EQUAL EMPLOYMENTOPPORTUNmES FOR 
ELDERLY PERSONS. HANDICAPPED PERSONS. AND DISABLED 
AND VlETNAM-EAA VETERANS ~E EXAMINEP. WITH EMPHAsIS 
ON THE LAWS' APPLICATION AND IMPACT. THE 15TH "~A SEAlES 
ON LABOR-MANAGEMENT ISSUES .PROOUCED BY THE ·/NOUSTRI· 
AL RESEAflCH UNIT OF THE WHART.ON SCHoOL. UNIVERSITY OF 
PENNSYLVANIA. THE MONOGRAPH SYNTHESIZES BACKGROUND 
INFORMATION. CASE· LAW. AND COMMENTAAYPERTAININB TO 
THE AGE DISCRIMINATION iN EMPLOYMENT ACT l'JF 1877. WHICH . 

,-:,' 



MAKES IT ILLEGAL FOR EMPLOyeRS TO DISCRIMINATE ON THE 
BASIS OF AGE; THE REHABIUTATION. ACT OF 1973. WHICH RE· 
QUIRES FEDERAL CONTRACTORS TO TAKE AFFIRMATIVE ACTION 
IN HIRING HANDICAPPED PERSONS; AND THE VIETNAM ERA VET· 
ERANS' READJUSTMENT ASSISTANCE ACT OF 1974. WHiCH SETS 
FORTH AFFIRMATiVE ACTION REQUIREMENTS FOR HIRING VET· 
ERANS. SEPARATE SECTIONS EXAMINE THE BACKGROUND. EN· 
FORCEMENT MECHANISMS. AND !MPACT OF EACH LAW. TOGETH· 
ER WITH RELATED COURT DECISIONS AND PROCEDURAL ISSUES. 
EMPHASIS IS PLACED ON HOW THE LAWS HAVE BEEN APPUED IN 
PRACTICE. ON QUESTIONS OF PUBUC POLICY. "NOON THE EX· 
PERIENCES OF EMPLOYERS IN COMPLYING WITH THE LAWS. 
PARTICULAR ATTENTION is DiRECTED TO THE ISSUE OF MANDA· 
TORY RETIREMENT. THE SCOPE OF COVERAGE OF THE REHA· 
BILITATION ACT. THAT LAW'S IMPACT ON PHYSICAL EXAMlNA· 
TIONS AND OTHER EMPLOYMENT SCREENING DEVICES. THE UM· 
ITED NEED FOR THE VIETNAM·ERA VETERANS LAW. THE COSTS 
INVOLVED IN ENFORCING .THE LAWS. AND AGENCY OVERLAP IN 
THE ADMINISTRATION OF FEDERAL ANTIDISCRIMINATION LAWS. 
THE WISDOM OF ASSUMING THAT INEQUALITY IN EMPLOYMENT 
OPPORTUNITIES IS MERELY A MATTER OF FAILED ENFORCE· 
MENT IS QUr:STIONED. THE POSSIBIUTY OF FOCUSING PUBUC 
POUCY ON THE CREATION OF REAL OPPORTUNITIES FOR DISAD· 
VANTAGED GROUPS. RATHER THAN ON THE EXPANSION OF 
LEGAL BOUNDARIES. IS RAISED. APPENDED MATERIALS INCLUDE 

·COPIES OF THE LAWS AND SUMMARIES OF THE STATUS OF 
STATE LAWS PERTAINING TO AGE DISCRIMINATION AND 'THE 
HANDICAPPED. SUBJECT AND CASE INDEXES ARE PROVIDED. SEE 
NCJ·59551 FOR A SUFPLEMENT. 
Supplemental Nobis: LABOR RELATIONS AND PUBUC POUCY 
SEAlES. 
Sponeortng AgencIeI: PEW MEMORIAL TRUST. 1569 WALNUT 
STREET. PHILADELPHIA PA 19102;GENEAAL ELECTRIC FOUN· 
DATION. 1285. BOSTON AVENue. BRIDGEPORT CT 06602; UNI· 
VERSITY OF PENNSYLVANIA WHARTON SCHOOL INDUSTRIAL RE· 
SEARCH UNIT RESEARCH ADVISORY GROUP. VANCE HALL I CS, 
PHILADELPHIA, PI. 19104. 
A~": UNIVERSITY OF PENNSYLVANIA WHARTON SCHOOL 
INDUSTRIAL RESEARCH UNIT; VANCE HALL I CS, PHILADELPtilA 
PA 19104. 

32. J. P. NORTHRUP. OLD AGE, HANDICAPPED AND 
VIETNAM-ER.A ANTIDlSCRIIlINATION UGISLATIOH­
SUPPl..El&£NT.UNIVERSITY OF PENNSYLVANIA WHAR~ 
TON SCHOOL INDUSTRIAL RESEARCH UNIT. VANCE HALL 
I CS, PHIL~DELPHIA PI. UU04. 100 p. ~978. 

NCJ.5t551 
A FEDERAL LAW PROHIBITING COMPULSORY RETIREMENT FOR 
MoST EMPLOVEES PRIOR TO AGE 70 IS EXAMINED. TOGETHER 
WITH DEVELOPMENTS IN THE ENFORCEMENT OF l".'tw'S PERTAIN· 
ING TO AFF!flMAnvE ACTION FOR THE HANDICAPPED AND VET· 
ERANS. THE DOCUMENT IS A SUPPLEMENT TO A MONOGRAPH 
ON FEDERAL LAWS PROHIBITING AGE DISCRIMINATION IN EM· 
PLOYMENT AND REQUIRING FEDERAL CONTRACTORS TO TAKE 
AFFIRMATIVE ACTION IN HIRING HANDICAPPED PERSONS AND 
DISABLED AND VIETNAM·ERA . VETERANS (SeE NCJ·59550). 
AMENDMENTS TOfHE AGE DISCRIMINATION IN EMPLOYMENT 
ACT WHICH CHANQE THE AGE LIMIT FOR MANDATORY RETIRE· 
MENT FROM 65 TO 70 AND ADD NEW PROCEDURAL· REQUIRE· 
MErfrS FOR THE PROCESSING OF DISCRIMINATION CLAIMS ARE 
ANALyzeD. THE PROVISIONS OF THE AMENDMENTS, RELATED 
PROCEDURAL ISSUes. AND THE POTENTIAL IMPACT. OF THE 
AMENDMENTS ON EMPLOYEE BENEFIT PLANS AND PERFORM· 
ANCE EVALUATION ARE DISCUSSED, WITH DETAILED ATTENTION 
TO IMPACT ON PENSION PLANS. DEATH BENEFIT PLANS, 
LONG~TERM DISABIUTY, AND MEDICAL BENEFIT PLANS. THE SUP· 
Pl,EMENT ALSO REVIEWS CHANGES IN THE ENFORCEMENT OF 
THE REHABILITATION Am OF ·1973. (AFFIRMATIVE· ACTION FOR 
HANOICAPPEDPERSQNS) AND THE VIETNAM ERA VETeRANS'·RE· 
ADJUSTMENT ASSISTANCE AC1T OF i974 (AFFIRMATIVE ACTION 
FeA DISABLED AND VIETNAM-ERA VETERANS) NOTING THAT THE 
.OFFICE OF FEDERAL CONTRAC1TCOMPLlAtiCC (OFCC) HAS COM· 
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BINEDTHE TWO LAWS IN ONE ENFORCEMENT EFFORT AND HAS 
ADOPTED A PROAO'ilVC STRATEGY OF COMPLIANCE REVIEWS. 
AlTENTION IS ALSO DlR~.iCTED TO CASES THAT MAY EFFEct THE 
DEFINmON OF 'HANDICAPPED' ·AND 'REASONABLE ACCOMMODA· 
TION' UNDER THESE LAWS. A copy OF THE MANDATORY RETIRE· 
MENT AMf-NDMENTS, WORK FORCE STATISTICS, AN OUTUNE OF 
OFCC COMPUANCE moceouREs AND OTHER SUPPORTING MA· 
TERIALS ARE INCLUDED. 
SUppIIImtntIII HolM: SUPPLEMENT TO LABOR RELA.TIONS AND 
PUBUC POLICY SERIES NO 14. 
SponIoItng Agency: PEW MEMORIAL TRUST, 1569 WALNUT 
STREET. PHILADELPHIA PA 19102. 
AwiIebIItty: UNIVERSITY OF PENNSYLVANIA WHARTON SCHOOL 
INDUSTRIAL RESEARCH UNIT, VANCE HALL I CS, PHILADELPHIA 
PA 19104. . 

33. Go PAn end C. W. REILLY. REVERSiNG DISCRIIlINA· 
TION-A PERSltEcnVE. coMMERCE CLEARINGHOUSE, 
INC. 4025 WEST PETERSON AVENUE. CHICAGO IL 60646. 
HUMAN RESOURCE MANAGEMENT, V 18 (WINTER 1977). 
P 25-St. NCJ.5t127 

THE REVERSE DISCRIMINATION DEBATE IS EXPLORED WITH Re· 
SPECT TO WHY IT EMERGED, WHAT (;"'N BE DONE ABOUT IT. AND 
HOW IT CAN BE USED TO STRENGTHEN CIVIL RIGHTS. IMPROPER 
IMPLEMENTATION OF THE AFFIRMATIVE ACTION PROGRAM (AAP) 
HAS IN THE PAST SEVERAL YEARS CONTRIBUTED TO THE 
GROWTH OF REVERSE DISCRIMINATION. DISCRIMINATION HAS 
BEEN PERPETUATED BECAUSE COMPETENT AND TALENTED 
MANPOWER HAS BEEN LACKING TO ENFORCE .~ROPERLY THE 
ANTIDISCRIMINATION LAWS. LEGISLATlvl: -AND EXECUTIVE 
ORDERS WITHOUT APPROPRIATE BUDGET AND ENFORCEMENT 
MECHANISM IS SEEN AS MERE VERBIAGE. THE AAP MUST 1M. 
PROVE ITS MANAGEMENT STRUCl'UAE AND CLIMATE TO VALl· 
DATE ITS HUMAN RESOURCE PROCUREMENT, DEVELOPMENT. 
AND UTIUZATION SYSTEMS. ONLY BY FULLY IMPLEMENTING ITS 
ANTIDISCRIMINATION POLICY AT ALL LEVELS OF MANAGEMENT 
CAN IT SE EFFECTIVE; DISCUSSED ARE THE REASONS LEADING 
TO THE REVERSE DISCRIMINATION ISSUE, COURT INTERPRETA· 
TIONS AND THE COMPLIANCE AGENCY'S POSTURES ABOUT THE 
ISSUE. A SECTION IS DEVOTED TO THE WEAKNESSES OF BUSI­
NESS MANAGEMENT THAT HAVE LED TO THE PROBLEM. FOUR 
AREAS OF WEAKNESS ARE CITED: (1) OVERREACTION AND FEAR. 
(2) UNPLANNED PROMOTION, (3) PERFORMANCE· EVALUATIoNS. 
"'NO (4) SUPERVISORY STYLE. IN ALL FOUR OF THESE AREAS AN 
ORGANIZATION CAN Af:r IN. A WAY THAT CAN CONTRIBUTE TO 
THE GROWTH OF REVERse DISCRIMINATION AND THEREBY PER· 
PETUATE DISCRIMINATION. 

34. J. Co REAl). EQUAL EMPLOyt.EHT OPPORTUNITY 
UNDER FEDERAL CONTRACTS. (';QMMERCE CLEARING· 
HOUSE, INC, 4025 WEST PETERSON AVENUE. CHICAGO IL 
60646. UBOR UW JOUR~L. V ~8, N 1 (JANUARY 
1977), P 3·12. NCJoAMI 

CHANGES IN REGULATIONS AND ORGANIZATION PROPOSED IN 
1978 BY THE OFFICE OF FEOERALCONTRACTS COMPUANCE 
PROGRAMS (OFCCP} TO IMPROVE ITS EFFORTS TO REDUCE EM· 
PLOYMENT DISCRIMINATION BY FEDERAL CONTRACTORS ARE 
DESCRIBED. THE OFCCP IS THE U.S. DEPARTME. ... T OF LABOR DI· 
VISION RESPONSIBLE FOR OVERSEEING A NUMBER OF AGEN· 
ClES THAT IMPLEMENT A~J EXECUTIVE ORDER REQUIRING FED­
ERAL CONTRACTORS TO PROVIDE EQUAL EMPLOVMENT OPPOR· 
TUNITIES FOR MINORITIES AND WOMEN; FOLLOWING A COMPRE· 
HENSIVE REVIEW OF ITS ACTIVITIES, THE OFCCP PROPOSED SEV· 
ERAL NEW REGULATIONS DESIGNED TO FOCUS GOVERNMENT 
RESOURCES ON AREAS IN WHICH THE GREATEST EMPLOVMENT 
OPPORTUNITIES FOR WOMEN AND MINORITIES EXIST AND DIS­
CRIMINATION IS MOST LIKELY TO OCCUR. THE PROPOSED REGU· 
LATIONS CALLED FOR CHANGES IN THE FOLLOWING AREAS: (1) 
THE BAS!: OF COVERAGE (I.E •• NUMBER OF EMPLOYEES .AND 
SIZE OF CONTRACT) FOR THE REQUIREMENT OF A WRITTEN AF· 
FIRMATIVE AcnoN PLAN; (2) ESTABLISHMENT OF GOALS AND TI· 
METABLES FOR PREPARING SUCH PLANS, (3) EVALUATION OFAF· 
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FIRMATIVE ACTION PROGRAMS. (4) PREAWARD COMPLIANCE RE· 
VIEWS. AND (5) ENFORCEMENT AND SANCTION PROCEDURES. 
OVERAu., THE PROPOSED CHANGES WERE INTENDED TO REDI· 
RECT GOVERNMENT ENFORCEMENT EFFORTS AWAY FROM COM· 
PLIANCE WITH PROCEDURAl REQUIREMENTS. TOWARD COMPLI· 
ANCE IN FACT WITH THE F.XECUTIVE ORDER AND WITH THE PAIN· 
ClPLESOF EQUAL EMPLOYMENT OPPORTUNITY. IN ADOmON TO 
THE REGULAnONS. THE OFCCP PROPOSED TO CONSOLIDATE 
THE RESPONSIBILlnES (AND REDUCE THE NUMBER) OF DIFFER· 
ENT COMPLIANCE AGENCIES. THEREBY REMOVING A MAJOR 
HANDICAP TO THE OFCCP'S ABILITY TOMANAGEANO MONITOR 
COMPLIANCE AGENCY ENFORCEMENT PROGRAMS. THE CON· 
SOLIDATION WAS TO HAVE GONE INTO EFFECT IN OCTOBER 
1977. 
Supplemental No_ FROM TESTIMONY BEFORE THE EQUAL OP· 
PORTUNITIES SUBCOMMITTEE OF THE HOUSE EDUCAnONAND 
LABOR COMMITTEE. NOVEMBER 10. 1978. 

35. -D. H. ROSENBLOOM. FEDERAL EQUAL EMPLOYMENT 
OPPOMUNITY-POunCS AND PUBUC PERIONNlL AD­
MINISTRATlON.PRAEGER PUBLISHERS C/O HOLT. 
RINEHART. WINSTON. 383 MADISON AVENUE, NEW YORK 
NY 10017. 199 p. 1917. .tcHIII51 

THIS ANALYSIS OF EQUAL EMPLOYMENT OPPORTUNITY (EEO) IN 
THE FEDERAL BUREAUCRACY FOCUSES ON THE CONTEST BE· 
TWEEN THOSE SEEKING TO MAINTAIN THE TRADITIONAL MERIT 
SYSTEM AND THOSE SEEKING A MORE REPRESENTAnve FEDER· 
AL SERVICE. THE ANALYSIS ENCOMPASSES THE SOCIAL COMp(). 
SITION OF THE FEDERAL WORK FORCE IN THE LATE 1980'S AND 
EARLY 1910'S; THE COMPETING PRINCIPLES OF MERIT AND 
SOCIAL AND POLITICAL REPRESENTAnVENESS. WHICH HAVE 
BEEN USED IN DETERMINING HOW CML SERVICE POSITIONS 
SHOULD BE DISmIBUTED; THE HISTORY AND SmUCTURE OF 
THE FEDERAL EEO PROGRAM WITHIN THE CIVIL SERVIce COM· 
MISSION; AND THE POuncs OF FF-OERAL EEO POLICY FORMULA· 
nON AND IMPLEMENTATION. THE PROMINENCE -OF RACE AND 
SEX DISCRIMINATION AS FUNDAMENTAL FEATURES OF FEDERAL 
PERSONNEL ADMINISTRATION IN THE PAST ARE CITED AS REA· 
SONS BEHIND DISTRUST OF THE MERIT SYSTEM AMONG ·REPR~· 
SENTAnONISTS.· SUBSTANTIAL INROADS BY REPRESENTATION· 
ISTS IN EEO POLICY AND ADMINISTRAnON. PARnCULARLY IN 
THE AREA OF GOAL AND TIMETABLES FOR HIRING AND PROMOT· 
ING WOMEN AND MINORITIES. ARE DESCRIBED. nlE ANALYSIS 
REVEALS THE EXTENT TO WHICH ORGANIZAnONAL ,\ND ADMIN· 
ISmATIVECHOICES ARE INTERTWINED WITH POLITICS IN THE 
FEDERAL EEO PROGRAM. AS WELL AS STRATEGIES USED BY 
AGENCIES TO TAKE ADVANTAGE OF THEIR CONmOL OIJl:R EEO 
POLICY IMPLEMENTATION TO PROTECT THEIR OWN 'CULi"URES' 
AND VALUES. IN ADDITION TO ADVANCING THE ARGUMENT THAT 
THE ORGANIZATIONAL POLITICS OF FEDERAL EED: FOLICY WILL 
CONTINUE TO DOMINATE ITS CONTENT. THE ANALYSIS SHEOS 
LIGHT ON THE NATURE OF BUREAUCRATIC POLITICS IN THE FE[). 
ERAL GOVERNMENT. THE ANALYSIS CONCLUDES THAT 
REPRESENTATION··THE BELIEF THAT ALL SEGMENTS OF THE 
POPULATION SHOULD BE REPRESENTED IN THE FEDERAL WORK 
FORCE-WILL OCCUPY A KEY POSITION IN PUBLIC PERSONNEL 
ADMINISmATION IN THE FUTURE. A BIBLIOGRAPHY AND .SUP. 
PORTING OATA ARE INCLUDED. 
SuppIeme1ItaI Notee: PRAEGER SPECIAL STUDIES IN U S ECONOM· 
IC. SOCIAl. AND POLITICAL ISSUES. 
Ave/lablllty: PRAEGER PUBLISHERS C/O !-tOL T. RINEHART. WIN· 
STON.383 MADlSON AVENUE. NEW YORK NY 10017. 

H. J. W. SINGER. . EQUAL EMPLOYMENT AGENCIES ARE 
BEGINNING TO SHAPE UP. GOVERNMENT RESEARCH 
CORPORATION. 1730 M STREET. NW. WASHINGTON 00 
20036. NAnDNAL JOURNAL. V 10 (JANUARY 7.1978). 
P 19-23. .NCJ.IIMS 

AN OVERVIEW OF CHANGES AT THE eQUAL EMPLOYMENT OP. 
PORTUNITY COMMISSION (EEOC) AND THE OFFICE OF FEDERAL 
CONTRACT COMPLIANCE (OFCC) IN THE FIRST YEAR OF THE 
CARTER ADMINISTRATION IS PRESENTED. THE EEOC IS RESPON· 

is 

SIBLE FOR PROCESSING JOB DISCRIMINATION CHARGES. WHILE 
THE OFCC SUPERVISES 11 OTHER GOVERNMENT UNITS TO SEE 
THAT GOVERNMENT CONTRACTORS· DO NOT ENGAGE· IN JOB 
DISCRIMINATION. UNDER A CARTER REOGRANIZATION PV.N. THE 
.EEOC WOULD GRADUALLY BECOME THE FEDERAL SUPfAA· 
GENCY FOR EQUAL EMPLOYMENT, SUBSUMING THE OFCC AND 
TAKING OVER THE EQUAl EMPLOYMENl'OPPORTUNITY RESPON· 
slBlunes OF OTHER AGENCIES THAT. ENFORCE APPROXIMATEi. y 
40 LAWS. EXECUTIVE· ORDERS. AND REGULATIONS PERTAINING 
TO EQUAL EMPLOYMENT OPPORTUNITY. IN AOOmONTOTHE RE. 
ORGANIZAnON. WHICH WAS TO HAVE BEEN PROPOSED BEFORE 
GONGRESS IN JANUARY 1978. CHANGES HAVE TAKEN PLACE 
WITHIN THE EEOC AND THE OFCC. THE MOST DRAMATIC 
CHANGES HAVE BEEN AT THE EEOC. WHERE THE 
CARTER·APPOINTED CHAIRPERsoN INSi1TUTED THE MOST FUN­
DAMENTAL If<O'ERNAL REORGANIZAnON IN THE AGENCY'S HiS­
TORY 6 MONTHS AFTER SHE TOOK OFFICE; THE CHANGES WERE 
DESIGNED TO CLEAR THE AGENCY'S LARGE BACKLOG OF. JOB 
DlSCRIMINAnON COMPLAINTS. AND TO MAKE ITS 
COMPLAlNT·HANDLlNG MECHANISM MORE EFFICIENT Al\,1j) EF· 
FECTIVE. THE NEW CHAIRPERSON ALSO HAS MADE PROGRESS 
TOWARD ESTABLISHING UNIFORM FEDERAL ANTIDISCRIMINA· 
nON GUIDEUNEs-5TANDAROS FOR SELECTION PROCEDURES IN 
HIRING. PROMOTION. AND ALL OTHER EMPLOYMENT DECISIONS. 
ALSO UNDER NEW LEADERSHIP. THE OFCC HAS SHOWN A COM· 
MITMENT TO TOUGHER ENFORCEMENT. AS WELL AS A NEW 
WILLINGNESS TO CONSULT WlTH VICTIMS OF JOB DISCRIMINA· 
TION. 

37. 0. D. SQUIRES. AFFIRMATIVE ACTION-A GUIDE FOR 
THe PERPLEXED. MICHIGAN STATE UNIVERSITY INSTI· 
TUTE FOR COMMUNITY DEVELOPMENT. KELLOGG 
CENTER. RM 27. EAST LANSING MI 48824. 301 p;1977. 

NCHII49 
MAJOR LEGISLATION. COURT DECISIONS, EXECUTIVE ORDERS. 
AND IMPlEMENTING REGULATIONS RELATED TO CIVIL R!GHTS 
ENFORCEMENT IN EMPLOYMENT. EDUCATION. HOUSING. VOTING 
RIGHTS. AND FEDERALLY·ASSISTED PROGRAMS ARE SUMMA· 
RIZED. THE MAJOR FEDERAL CIVIL RIGHTS LEGISLATION. 
ORDERS. AND REGULATIONS ENACTED IN THE PAST TWO DEC­
ADES SHOW THE MOST EXTENSIVE CHANGES IN EMPLOYM::NT. 
WHERE THE CONCEPT OF AFFIRMATIVE ACTION.\S BEING AP· 
PLIED. '(HIS HANDBOOK EXPLAINS THE RAnONALE BEHIND AF· 
FIRMAnVE ACTION: WHAT IT MEANS. WHAT IT REQuiReS. OF 
WHOM IT IS RECUIRED, AND THE CONSEOUENCESOF NONCOM· 
PLIANCE. THE BASIC STEPS IN DEVELOPING, IMPLEMENnNG. AND 
EVAlUATING AN AFFIRMAnVE ACTION PROGRAM ARE RE· 
VIEWED. AND A UST OF SOURCES THAT CAN ASSIST IN MOUNT· 
ING SUCH A. PROGRAM IS PROVIDED. A DIRECTORY OF THE 
MAJOR FEDERAL CIVIL RIGHTS AGENCIf-S THAT CAN OFFER As­
SISTANcE AND INFORM!\TION IS INCLUDED. TOGETHER WITH A 
BIBUOGRAPHY CONTAINING PUBLlCAnONS THAT EXPLAIN WHAT 
CIVIL RIGHTS LAW REQUIRES. HOW AND WHERE TO FILE COM· 
PLAINTS. RECOMMENDATIONS FOR ACTION. AND EVALUATIONS 
OF CURRENT ENFORCEMENT EFFORTS. EXAMPLES OF WHAT 
SOME ORGANIZATIONS HAVE DONE AND ARE DOING TO DEAL 
WITH CIVIL RIGHTS PROBLEMS IN THEIR COMMUNmES ARE PRE· 
SENTED: (1) INTER·FAITHCENTERS FOR RACIAL JUSnce.WHICH 
CONSTITUTE THE WHITE RESPONSE TO INSTlTUnQNAL RACISM; 
(2) THE MONITORING. AND ENFORCING OF EQUAL OPPORTUNITY 
AND AID-TO-THE·POOR PROVISIONS OF THE COMMUNITY DEVEL· 
OPMENT.BLOCK GRANT PROGRAM; AND (3) THE LOCKHEED PRO­
GRAM. WHICH INVOLVES GIVING WORKERS FROM ETHNIC MI· 
NORITIES INCREASED WORK RESPONSIBILITY. SOME OF THE 
MAJOR CONmOVER.SIES IN CIVIL AIGHTS ENFORCEMENT ARE 
ADDRESSED: DO AFFIRMATIVE ACTION GOALS CONsnTUTE IL. 
LEGAL QUOTA SYSTEMS OR REVERSE DISCRIMINATION AGAINST 
WHITE MALES? DOES THE CONCEPT OF AFFIAMATIVE ACTiON 
REJECT MERIT AS A BASIS OF DlsmlBUTING AVAILABLE RE. 
WARDS? HAVE EMPLOYEAS REsmlCTED THE RIGHTS OF CER· 
TAIN MINORITY GROUPS TO PROVIDE OPPORTuNtnES FOR 



ontEA MINOFImES IN 1lfE NAME OF AFfIRMATIVE ACTlON'r '/'HE 
CURReNT STATE OF THE NATION'S CML RIGHTS ENFORCEMENT 
EFFORT IS REVIEWED AND WHAT MIGHT BE EXPECTED IN THE . 
FUTURE IS CONSIDERED. 
Avllllbllty:' MICHIGAN STATE UNIVERSITY INSTITUTE FOR C0M­
MUNITY DEVELOPMENT. KELLOGG CENTER, RM 27. EAST lAN­
SING MI 48824. 

as. STENC£L. REVERSE DllCRIIIHIA11ON. CONGRES­
SIONAL QUARTERLY. INC. 1414 22ND STREET. NW. WASH­
INGTON DC 20037. EDITORIAL RESEARCH REPORTS, 
V ", N 5 (AUGUST 6, 1978), P 583-580. NOJ.II121 

. MANY EMPLOYERS TODAY COMPLAIN THEY ARE TRAPPED BE· 
lWEEN DEMANDS TO INCREASE OPPORTUNITIES FOR WOMEN 
AND MINORmES AND CHARGES BY WHITE MALES THAT AFfIRM· 
ATiVE ACTION IS REVERSE DISCRIMINATION. A THOROUGH ANAL· 
YSlS;S PRESENTED OF THE PROBL£M STEMMING FROM THE 
GOVERNMeNT'S DECADE-OLD POlICY OF REQUIRING EDUCA· 
TORS AND EMPLOYERS TO TAK£: AFFIRMATIVE ACTION TO PRE· 
VeNT RACIAl. OR SEXUAL DISCRIMINATION. GROWING NUMBERS 
OF WHITE MALES, I-:owEVER. ARE GOING TO COURT CHARGING 
THEY AFlE VICTIMS OF REVERSE DiSCRIMINATION. THIS ARTICLE, 
WRITTEN IN 1978. BEFORE THE. BAKKE DECISION, DISCUSSES 
SEVERAL COURT CASES.' PREFERENTIAL TREATMENT IS ANA· 
LYlED AND THE CASE FOR AND AGAINST THE POLICY IS OUT· 
UNED. JUSTICE WlWAM O. DOUGLAS IN THE LANDMARK DE· 
FUNIS CASE STATED THAT. 'THERE IS NO CONSTITUTIONAL. RIGHT 
FOR ANY RACE.TO BE PREFERRED,' BUT A BRIEF SUBMITTED TO 
THE SlJPRe.4E cOuRT IN THE SAME CASE STATED TlllAT 'PREF· 
ERENCE WHICH AIDS MINORITIES IS PERFECTLY CONSISTENT 
WIlH THE PURPOSE OF THE 14TH AMENDMeNT.' THIS ARilCLE 
DISCUSSES HIRING AND ADMISSIONS DISPUTES IN THE ACA· 
DEMIC WORLD, WHERE BACKLASH AGAINST AFfIRMATIVE 
A.CTION IS GIVEN. THE PHII.ADELPHIA PLAN, WITH 
GOVERNMENT -SET GOALS FOR THE NUMBER OF BLACKS AND 
OTHER MINORITIES TO BE HIRED ON FEDERAL CONSTRUCTION 
PROJECTS IS HIGHUGHTED AS IS THE DEFUNiS CASE. LEADING 
COURT CASES STEMMING FROM THE EQUAL' EMPLOYMENT OP· 
PORTUNITY COMM:ssION'S (EEOC) INYEST1GATl(')NSOF EMPLOY· 
MENT DISCRIMINATION ARE INCLUDED. THE CONTROVERSY 
OVER SENIOr-IITY RIGHTS THAT STEMMED FROM THE 1874 RE· 
CESSION'S LAYOFFS OF MINORmES IS PRESENTED, AND AT· 
TACKS ON SENIORITY AS A BASIS FOR DISCRIMINATORY JOB 
PROTECTION AFlE ANALYZED. THE FRANKS CASE IN WHICH THE 
SUPREMe COURT UPHELD THE RIGHT TO AWARD SENIORITY 
RIGHTS RETROACTIVeLY TO PERSONS WHO COULD PROVE DlS­
CRIMINATION IS CITED· AS A LANDMARK. ALTERNATIVES TO 
.SENIORITY-BASED LAYOFFS. sua~ AS WORKSHARING AND R0-
TATING LAYOFFS, CONCLUDE THE ARTICLE. 

at. F .... THO-.oH ... BROWN. COIIIIITIIENT TO THE 
DllADVANTAGID AIIONQ lNAN Al*lNllTRATORtI­
THECA..': OF IIINOIInY HIRING. SAGE PUBLICATIONS, 
INC, 275 SOUTH BEVERI. Y DRIVE, BEVERLY HILLS CA 
;0212. URBAN AFFAIRS OiJARTERLY, V 13, N 3 
(MARCH 1978), P 355-378. NCHI121 

POTENTIAL CORRELATES OFATTfTUDlNAL COMMITMENT FOR MI· 
NORITY HIRING AMONG URBAN PERSONNEL OFFICERS AFlE EX· 
AMINED IN THIS RESEAFICH PAPER. SOCIOPOLITICAL BEUEFS 
CONCERNING EQUAUTY WOULD Bf! POWERFUL PREDICTORS OF 
ATTfTUDES TOWAFID RECRUmNG NONWHITES. WORK~ELATED 
BEUEFS, PROFESSIONAL CHARACVERISTICS, COMMUNITY RELA· . 
TIONSHIPS AND PERSONAL ATTRiBUTES WOULD. EXPLAIN ADDI· 
TIONAL VAFlIANCE IN TItlE COMMITMENT 'fo MlNORmES. THE RE· 
SEARCH FOUND SOCtOPOUTlCAI. AND WORK·RELATED BEUEFS 
DO ACHIEVE SUBSTANTIAL CORRELATIONS WITH ATTITUDES 
TOWAFID RECRUITING NONWHITES, WHILE THE THREE OTHER 
CWIiTERS OF INDEPENDENT VAFlIABLES. ACCOUNT FOR LESS 
VMIANCE THAN EXPECTED. SOME IMPLICATIONS OF THE DATA 
FOR MINORIlY HIRING PRACTICES IN URBAN BUREAUCRACIES 
AFlE EXAMINED. POLITICAL USERAUSM OF OFFICERS AND THEIR' 
AWARENESS OF INEQUALITY WERE FOUND TO RELATE TO THEIR 
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SYMPATHY FOR RECRUmNG NONWHITES. THE FINDINGS ALSO 
SUGGEST THE IMPORTANCE OF WORK-RELATED BELIEFS ESPE· 
ClALLY NOTIONS ABOUT ORGANIZATION TRADE-OFFS INVOLVED 
IN MINORITY HIRING. COMMUNIlY RELATIONSHIPS, PROFESSION· 
AUSM, AND PERSONAL ATTRIBUTeS WERE FOUND STAilSTlCAL· 
LY RELATED TO. ATTITUDINAL SUPPORT FOR NONWHrrE RE· 
CRUmNG. THOSE WHO SEEK TO ASSIST MINORITY JoB SEEKERS 
MUST (1) DEVISE MEANS TO ASSURE THAT MORE POLITICAL US­
ERALS WIN HIGH POSmONS, (2) MAKE CML SERVANTS MORE 
AWARE OF SOCIOECONOMIC INEQUALITIES, AND (3) CONVINCE 
OFFICIALS THAT HIRING MINORITIES IS NOT INCONSISTENT WITH 
THE .ATTAINMENT OF OTHER ORGANIZATIONAL OBJECTIVES. 
(AUTHOR AesTRACT MODIFIED) 

40. us CIVIL IERVICE COIIIIIIIIOH, 1100 E 11REET. NW 
WAllINGTON DC 10411. E~AJ. EMPLOYIIENT QIIItOR! 
TUNITY STATIITICI-FEDERAL' CIVILiAN WOIIKfOIICE 
STATISTICS. eM p. 1877. 1ICoI1 •••• 

THIS SECOND EDITION OF A SEMIANNUAL REPORT ON EQUAL 
EMPLOYMENT OPPORTUNITY STATISTICS PROVIDES' DATA ON 
FULL·TlME. WHITE-COlLAR EMPLOYMENT FOR DESiGNAYED MI­
NORmES IN THE FEDERAL ClVIUAN WORKFORCE. THE MINORITY 
GROUPS COMPRISING BLACKS, SPANISH-SURNAMED PERSONS, 
AMERICAN INDIANS, ORIENTALS, ALEUTS AND ESKIMOS" IN 
ALASKA, AND WOMEN AS A COMPONENT WITHIN EACH MINORITY 
AFlE THE FOCUS OF THESE STATISTICS FOR OCCUPATIONS IN 
PROFESSIONAL, ADMINISTRATIVE. TECHNICAL, ClERICAL, AND 
OTHER CATEGORIES. STATISTICS AFlE ALSO INCLUDEiJ FOR MI· 
NORITY GROUPS AND WOMEN IN FULL·TlME BLUE..couAR E .... 
PLOYMENT WITHIN 33 MAJOR OCCUPATIONAL JOB FAMILY 
GROUPS UNDER THE FEDERAL WAGE SYSTEM. DATA ARE PRE· 
SENn:D BY SELECTED PAY SYSTEMS, GRADE OR SALARY 
~ evF.LS, AND AVERAGE GRADE OR SALAFlY AS OF NOVEMBER 30. 
.977. STATISTICAL TABLES ARE FURNISHED ALSO IN THREE AP· 
PENDIXES ON EMPLOYMENT DATA BY AGENCY (INCLUDING AN 
ALL·AGENCl:ES SUMMAFlV). BY GEOGRAPHIC AREA (REGIONS, 
STATES, STANDARD METROPOlITAN STATISTICAL AREAS, TEARI· 
TORIES, AND FOREIGN COllNTRIES), AND BY WORLDWIDE 
FULL·TlME FEDERAL EMPLOYMENT WITHIN WHITE-COLLAR OCCU· 
PATION BREAKDOWNS. AND BLUE-COLLAR OCCUPATIONAL 
FAMILY GROUP, DEFiNmoNS OF TERMS AND EXPLANATIONS OF 
THE DATA SOURCES AND OCCUPATIONAL CATEGORIES ARE IN· 
CLUDED AS WELL AS II SUMMAFlY OF GENERAL FINDINGS. THIS 
SUMMAFlY INDICATES THA1' MINOAmes (BLA(X 
SPANISH-SURNAMED,AMERICAN INDIAN, AND ORIENTAL AMERI· 
CAN) HELD 8.309 MORE FEDERAL JOBS AS OF THIS REPORTING 
PERIOD THAN FOR THE PREVIOUS-REPORTING PERIOD IN NO­
VEMBER1978. THE NET. GAINS WERE. DlsmlBUTED THROUGH 
THE MIDDlE GRADE GROUPINGS OF THE PAY SCALE AND THE 
PROPORTION OF MINORITIES HOLDING SUPERGRADE JOBS 
(GRADES 16-18) INCREASED BV ONE·TENTH OF 1 PERCENT. 
BLACKS CONTINUED TO MAKE MAJoR GAINS (UP 5_ FROM 
1110,372); SPANISH-8URNAMED EMPLOYEES INCREA~.D THEIR 
OVERALL NUMBERS IN THE WORK FORCE BY 1.836; AMERICAN 
INDIANS GAINED 1,833 ADDITIONAL .GOVERNMENT JOBS; ORIEN· 
TAL AMERICANS DECREASED IN NUMBERS THROUGHOUT All 
MAJOR PAY SYSTEMS BY 475 JOBS; AND WOMEN'S NUMBERS IN­
CREASED BY 13.150. 
AVI •• bllly: GPO. Stock 0JdII' No. 0Q8.000.01088-1. 

41. us CML SERVICE COMMIIIiON, 1100 E 11REET. NW. 
WAlHttlClTON DC 20411. GUlDELMI FOR AGaCY .... 
TERNAL EVALUATION OF EQUAJ. EIIPLOYIIENT OIIPOII­
TUNITY .PROCIRAIII 18 p. 1874. HCH1120 

THIS PAMPHLET WRmEN FOR A WIDE AND VARIED AUDIENCE 
CONTAINS BASK; GUIDEUNES FOR INTERNAl. I:VALUATION OF 
EQUAL EMPLOYMENT OPPORTUNITY PROGRAMS. ALTHOUGH 
NOT EVERY FEDERAL AGENCY WILL 'ADOPT EVERY APPROACH 
OR PROCEDURE SUGGESTED, EACH AGENCV SHOULD HAVE 
SOME SYSTEM FOR PeRIODICALLY REVIEWING EQUAL EMPLOY· 
MENl'OPPORTUNITY (EEO) POLICIES AND PROGRAMS. THE 
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MAJOR OBJECTIVES OF EEO evALUATION ARE TO ASSESS THE 
EFFECTIVENESS OF MANAGEMENT IN IDli:NTIFYING· EEO FAC­
TORS AND PROBLEMS. REVIEW IMPLEMENTATION OF ACTION 
PLANS TO OVERCOME OBST/~CLES TO EEO; PROVIDE RECOM· 
MENDATIONS FOR REMEDIAL ACTION TO AGENCY MANAGEMENT. 
AND ASSURE ACTION HAS BEEN TAKEN ON RECOMMENDATIONS. 
APPROACHES TO EEO EVALUATION ARE DISCUSSED. EVALUA· 
TlON SHOULD BE OrJ!ENTED BY RESULTS. IT SHOULD BRING 
ABOUT THE GREATeST POSSIBLE INVOLVEMENT OF SUPEFiVI· 
SORS AND PROGRAM MANAGERS AND BE AIMED AT BRINGING 
ABOUT ORGANIZATlOML CHANGE OR IMPROVEMENT WHEN 
NEEDED. EVALUATION SHOULD ALSO BE INTEGRATEO WITH 
OTHER MANAGEMENT SYSTEMS AND SHOULD BE A CONTINUOUS 
PROCESS. EVALUATION METHODS SHOULD FOLLOW CAREFUl. 
DETERMINATION OF l1-IE APPROACH THAT BEST MEETS THE SPE· 
CIFIC NEEDS OF THE SPECIFIC AGENCY. PROBLEMS SHOULO BE 
CLEARLY IDeNTIFIED AND AN ACTION PROGRAM SHOULD BE DE· 
SIGNED TO SOLVE THEM. THE PAMPHLET PROVIDES A CONCEp· 
TUAL FRAMEWORK OUTUNING HOW MANAGERS CAN IDEN.JIFY 
EEO PROBLEMS. ANALYZE THEJR CAUseS. ORDER AND CHOOSE 
FROM ALTERNATIVE SOLUTIONS. AND MAKE AN ACT UPON. A 
FINAL DECISION TO PRODUCE CHANGE. THE MODEL CAN APPLY 
AT ANY LEVEL OF TtiE ORGANIZATION AND INCREASE UNDER· 
STANDING OF HOW A TYPICAL PROBLEM SOLUTION PROCESS 
SHOULD WORK. 
SUppIIImentIII Note&: PERSONNEL MANAGEMENT SERIES. 
AvaIIIbIIIIy: GPO. Stock Order No. 0064)()()"()()752'(). 

42. US CGIIPTROLLER tJENERAL, 441 Q STREET NW, WASH­
INGTON DC 2OS4I. FEDEIW. £IIPLOYMENT EXAMINA· 
TlONS-DO THEY ACH~VE EQUAL OPPORTUNITY AND 
MERIT PRINCIPLE GOALS? 145 p. 1979. 

NC:J.5t730 
TO CETERMINE WHETHER EXAMINING PROCEOURES FOR CIVIL 
SERVICE POSITIONS ARE ACHIEVING EQUAL OPPORTUNITY AND 
MERIT PRINCIPLE GOALS. THIS REPORT EXAMINES FOUR .FEDER· 
AL EMPLOYMENT EXAMINATIONS. ANALYSES OF THE PI'1OFES­
SIONAL AND ADMINISTRATIVE CAREER EXAMINATION (PACE) ANt:> 
THE JUNIOR FEDERAL ASSISTANT (JFA) TEST FO'"tND THAT 
BLACK APPUCANTS PASSED THE WRITTEN TESTS AT A SUB­
STANTI~J.LY LOWER RATE THAN WHITES AND OTHER RACIAL MI· 
NOAmES. AND THAT FEW BLACKS WHO PASSED SCORED. HIGH 
ENOUGH TO HAVE A REAUSTIC CHANCE OF EMPLOYMENT CON· 
SIDERATION. ACCORDING TO PACE SCORES, 58 PERCENT OF 
WHITE APPLiCANTS PASSED THE TEST-16 PERCENT WITH A 
SCORE OF 90 OR ABOVE, HIGH ENOUGH FOR .EMPLOYMENT CON· 
SIDERATION; 56 PERCENT OF OTHER RACIAL MINORITIES 
PASSED-14 PERCENT WITH A SCORE OF 90 OR ABOVE; AND 12 
PERCENT OF BLACK APPUCANTS PASSED-O.2 PERCENr WITH A 
SCORE OF 90 OR ABOVE. SIMILARLY, THE PROPORTION OF 
BLACKS WHO SCORED WELL IN THE CERTIFIABLE RANGE ON THE 
JFA EXAMINATION WAS STILL FAR LOWER THAN THAT OF 
WHITES-15 PERCENT OF WHITES IN THE CERTIFIABLE RANGE. 
COMPARED TO 5 PERCENT OF BLACKS. ON THE 
ACCOUNTANT·AUDITOR AND SOCIAL WORKER· eXAMINATIONS, 
FOR WHICH NO WRITTEN TESTS ARE REQUIRED, PROPORTION· 
ATELY AS MANY BLACKS AS WHITES SCORED WITHIN THE CERTI· 
FlABLE RANGE. ALTHOUGH THE GENERAL ACCOUNTING OFFICE 
(GAO), WHICH CONDUCTED THIS STUDY. DID NOT REACH A CON· 
CLUSION CONCERNING THE QUESTION OF ADVERSE, IMPACT. 
THE GAO DID FIND THAT FEDERAL AGENCIES WERE NOT KEEP· 
ING RECORDS ON BOTH THE RACE OR ETHNICITY OF JOB APPlI· 
CANTS. AND THE NUMBER OF INDIVIDUALS, BY RACE, SEX, AND 
ETHNICITY, WHO ARE SELECTED FOR AN OCCUPATION USING 
PROCEDURES OTHER THAN CIVIL SERVICE JOB REGISTERS. IN 
ADDITION, GAO REVIEWED THE QUESTION OF TEST VALIDATION 
FOR PACE AND FOUND THAT (1) THE VALIDATION STRATEGY 
UseD FOR PACE WAS APPROPRIATE, ALTHOUGH STANDARDS 
CONCERNING THE NEED FOR .. A REPRESENTATIVE SAMPLE OF 
RESEARCH PARTICIPANTS AND INVESTIGATIONS OF TEST FAIR· 
NESS WERE NOT FOLLOWED, BUT SHOULD HAVE BEEN: (2) JOB 
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ANALYSIS FOR ALL OCCUPATIONS HIRED THROUGH PACE . 
SHOULD BE COMP~ ANALYSES HAVE BEEN CONDUCr­
ED FOR ONLY 27 OF THE 118 OCCUPATIONS AVAILABLE 
THROUGH PACE: AND (3)FURTHER STUDIES SHOWING A STATIS­
TICAL RELATIONSHIP BETWEEN TEST SCORES AND MEASURES 
OF JOB PERFORMANCE MAY BE NEEDED-THESE SilJDIES WERE 
PERFORMED ON ONLY 3 OF THE 12 TO 1.5 OCCUPATIONS WHERE 
THEY MIGHT HAVE BEEN TECHNICALLY FeMlBLE. OTHER goo.; 
GESTIONS ARE PROPOSED BY GAO. ALONG WITH AGENC't' C0M­
MENTS CONCERNING ~JS REPORT, AND FURTHER DATA ON 
PACE AND THE JFA AND ACCOUNTANT-AUDITOR TESTS. 
IuppIImGntaI Notee: THERE IS A CHARGE FOR MORE THAN ONE 
COPY. . . 
Ava •• '-. US GENERAL ACCOUNTING OFFICE. DISTRIBUTION 
SECTION, ROOM 4522, 441 G STREET. NW, WASHINGTON DC 
20548. Stoctt 0rdIr No. FPCD-19-i8. (MIc:;rotIche) 

a. W. P. WHITE. 'IU1HIQ AND EQUAL 0PP0RlVNITY­
GEmNG A FAIR ~ us COMMISSION ON CIVIL 
RIGHTS. 1121 VERMONT AVENUE, NW. WASHINGTON DC 
20425. CIVIL RIGHTS DIGEST. V 7 (SPRING 1975), P 
42·51.· HCJ.11111 

THIS ARTICLE EXAMINES ONE ASPECT OF TITLE VII OF THE 1984 
CIVIL RIGHTS ACT-sECTION 703 (H) WHICH PROVIDES FOR THE 
USE OF 'PROFESSIONALLY DEVElOPED ABIUTY. TESTS' IN EM­
PLOYMENT SITUAnONS. THE FEDERAL COURTS AR~ SESPONSI­
aLE FOR INTERPRETING THE AMBIGUOUS STRUCTURES oF TITLE 
VII AND STIPULATING THE MEANiNG OF 'PROFESSIONALLY DE· 
VELOPED ABIUTY TESTS' IN EMPLOYMENT· SITUATIONS. THE 
COURTS HAVE LOOSELY DEFINED A TEST AS ANY MEASURE 
UPON WHICH AN EMPLOYMENT OR ADVANCEMENT DECISION IS 
BASED. WHETHER TESTS CAN SF- DEVELOPED AS AN INSTRU­
MENT FOR IMPLEMENTING AFFIRMATIVE ACTION IS A QUESTION 
REMAINING UNANSWERED. COURTS HAVE TAKEN A 
WAIT·AND-SEE ATTITUDE ON THIS SUBJECT. EQUAL EMPLOY· 
MENT OPPORTUNITY (EEO). HOV~l:veR, WAS GIVEN A BOOST BY 
THE DECISION .IN GRIGGS V. DUKE POWER COMPANY (1i71) 
WHEN THE SUPREME COURT HElD THAT IT IS THE 'OONSE. 
QUENCES' OF EMPLOYER PRACTICE THAT IS IMPARTIALLY AD­
MINISTERED BUT HAS A DlSCflIMINATORY EFFECT OR PERPET· 
UATES DISCRIMINATION IS UNLAWFUL SINCE THIS LANDMARK 
DECISION, AN EXPLOSION OF COURT CASeS INVOLVING 0lSCR*" 
INATION HAS POINTED UP MANY OF THE PAOBLEMSIN TI1E TEST 
USED. THIS ARTIClE EXPlORES THE HISTORY OF TEST USESPE· 
ClRCALL Y WITHIN THE FEDERAL GOVERNMENT. AND OUTUNES 
THE HISTORY BEHIND TITLE VII AND SECTION 703 (H). OTHER 
SECTIONS ARE DEVOTED TO TESTING AND UNFAIR EMPLO'mafT 
PRACTICES. FAIR TEST DEVELOPMENT AND USE. AND TEST VA­
LIDITY IN THE EMPLOYMENT CONTEXT. 

44. D. Zl8KIND. AFFIRIIATIVE ACTIOK VERIUI IEIIOIt­
ITY-RE1'w.OACTlVE 8ENIOftITY-A RBlEDY FOR ..... 
DISCRIMINATION. COMMERCE ClEARINGHOUSE. INC, 
4025 WEST PETERSON . AVENUE, CHICAGO IL eo&4G. 
LABOR LAW JOiJRNAt.. V 27, N 8 (AUGUST 1878),. P 
48C)..190. ·NC.IIIIII 

THIS DISCUSSION OF EMPLOYMENT DISCRIMINATION FOCUSES 
QN THE LAW IN RELATION TQ SENIORITY PROBLEMS AND THE 
JUDiCIAL PROCESS WHICH ESTABLISHED THE LAW. IN FRANKS V. 
BOWMAN (1~78). THE SUPREME coURT DECLARED THAT THEAP­
PROPRIATE REM't;"n'(-FOR DISCRIMINATION IN HIRING IS THE EM­
PLOYMENT OF THE ·PAi1TY DISCRIMINATED AGAINST WITH FULL 
SENIORITY. BACK TO THE DA~ OF THEIR APPLICATION FOR 
WORK. THE BOWMAN DECISION EstABUStIES A PRESUMPTION 
THAT ONE SUBJECTED TO AACiALDlSCRIMINATION IS ENTITLED 
TO EMPLOYMENT WITH FULL RETROACTIVE SENIORITY. THIS IS . 
SEEN AS THE CORRECT LEGAL AND SOCIAL DECISION. HOWEV· 
ER, IF IN THE PROCESS OF TRYING TO DO JUSTICE INNOCENT 
PERSONS ARE DEPRIVED OF BENERTS. THEiII THEIR RIGHTS AND 
EXPECTATIONS MUST ALSO BE TREATED JUSTLY. TO PROTECT' 
BOTH GROUPS, IT IS SUGGESTED .THAT THE '1WO EMPLOYEES BE 
GIVEN EQUAL SENIOR.ITY AND THE EMPLOYER BE REQUtReD 
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AFFIRMATIVE ACTION/EQUAL EMPLOYMENT O!'PORTUNITY 

NOT TO·LAV·OFF EITHER. SINCE EMPLOYERS AND UNIONS ARE 
RESOURCEFUL. IT SHOULD BE POSSIBLE TO ACOOMMOO'ATE 
acmi GROUPs-aLACKS AND UTHER MINORm~S AND WHITES. 
DTHi:"R REMEDIES TO THE PROBLEM ARE AVAILABLE INCLUDING 
THE CIVIL RIGHTS Ac:r OF 11168 WHICH CAN SUPPLEMENT THE 
CIVIL RIGHTS Ac:f OF 1964. IN AODITION. ADMINI~TIVE REGU· 

. LATIONS IN VARIOUS FEDERAL DEPARTMENTS AND THE EQUAL 
EMPLOYMENT OPPORTUNITY COMMISSION (EEOC) CAN GOVERN 
AND EFFECT A WIDE RANGE OF EMPLOYMENT RELATIONS. IN· 
a.uDlNG . SENIORITY. STATE FAIR EMPlOYMENT. PRACTICES 
ACTS CAN ALSO BE unUZED. IT IS STATED THAT THE PRocess 
Of LEGAL ARGUMENT~USE OF ESTABUSHED PRINCIPLES. LEGIS. 
LAnVE DECISION. CASE PRECEDENT. AND . LOGIC-CAN HELP 
ASSURE THAT THE RESULT OF LEGAL MANEUVERING IS A JUST 
ARRANGEMENT OF HUMAN BEHAVIOR. 

.-~---' -'--'--'----------
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45. CAUFORHtA D£PAR1IlEHT Of THE YOUTH AutHORITY. 
. 42(1 WI~1II1011OUGH DRIVE, SACRAMENTO CA 

HID. CALIFORNIA-AFfIRMATIVE ACTION Sf A"" 
ncs-REPORT NO. 3. 37 p. 1975. NC.I-2I7S7 

THIS REPORT SHOWS THE EXTENT TO W'rilCH THE CALIFORNIA 
YOUTH AUTHORiTY HAD MET ITS EMPLOYMENl GOALS FOR 
ETHNIC MINORmES ~JID WOMEN THROUGH MARCH 31, 1975. 
AND PROVIDES PERTINENT BREAKDOWNS OF THESE PERSON· 
NEL STATISTICS. THE ETHNIC GROUP AND EMPLOYMENT GOALS, 
AND SEX DISTRIBUTION AND EMPLOYMENT GOALS ARE RE· 
VIEWED. STATISTICS ARE PROVIDED ON THE SEX AND ETHNIC 
GROUP PERSONNEL DISTRIBUTION BY FAClLlTV, AND THE SEX 
AND, ETHNIC GROUP PERSONNEL DISTRIBUTION BY PAROLE 
ZONE. PERSONNEL DISTRIBUTIONS BY OCCUPATIONAL CATEGO­
RIES ARE ALSO REPORTED. IN ADDITION TO THE PeRSONNEL 
STATISTICS, COMPARATIVE DATA ARE PRESENTED WHICH SHOW 
THE ETHNIC AND SEX DlSTRIBlmONS OF THE YOUTH AUTHORITY 
WARD POPULATION FOR THE CURRENT REPORTING PERIOD.· IT 
IS NOTED THAT AS OF MARCH 1975, 28.5 PERCENT OF YOUTH 
AUTHORITY PERSONNEL WERE FROM MINORITY GROUPS AND 
37.1 WERE WOMEN. THESE FIGURES ARE BOTH 1.1 PERCENT 
BELOW THE PROJECTED AFFIRMATIVE ACTION GOALS FOR 
THESE GROUPS. (AUTHOR ABSTRACT MODIFIED) 
AveIIIIIIItr. NCJRS MICROFICHE. PROGRAM. 

... R.COULION. ACIENCt£S WHICH CAN HEUt-ntE MA· 
1IOtW. CENTER FOR DiIPUTE HTTLEIIEHT. AMERI· 
CAN BAR ASSOCIATION. 11551:AST 80TH STREET. CHICA· 
GO IL 60837. . BUSINESS LAWYER. V 28. t~ 3 (APRIL 
1974), P 1013-1015. . NCJ.aI1. 

AGENCiE$ AVAILABLE FOfl ~ BUSINESSES IN DISPUTE SET· 
TL.eMENro ARE DESCRIBED AND THE FUNCTIONS OF THE NA· 
TIONAL CENTER FOR DISPUTE SETTLEMENT (H.C.D.S.) ARE DIS­
CUSSED IN PARTICULAR. IN 1984. THE COMMUNITY RELATIONS 
SERVICE WAS CREATED AS AN AGENCY OF THE U.S.DEPART· 
MENT OF JUSTICE TO HELP COMMUNmES RESOLVE CONFlICT 
FLOWING FROM DISCRIMINATORY PRACTICES. THE SERVICE HAS 
tle4~..cFCu;" NA'fiOiW;NETWOftKOF CONC.'UATORSANDME· 
DlATORS. THE FEDERAL. MEDIATION AND CONCILIATION SERVICE 
ALSO SERVES AS A RESOURCE IN COMMUNITY. DISPUTES IN· 
VOLVING f.ABOR RELATIONS. PRIVATE MEDIATION SERVICES 
SUCH AS THE NATIONAL ceNTER FOR DISPUTE SETTLErM:NT OF 
THE AMERICAN ARBITRATION ASSOCIATION AND THE INSTITUTE 
FOR MEDIATION AND CONFLICT RESOLUTION IN NEW YORK ARE 
AVAILABLE WHEN USE OF GOVERNMENT AGENCIES IS NOT AP· 
PROPRIATE. THE NATIONAL CENTER ~ DISPUTE SETTlEMENT 
IS BASED IN WASHINGTON (D.C.) AND HAS OFfiCES IN PHILADEL· 
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PHIA (PA). BOSTON (MASS.), CLEVELAND (OHIO), ROCHESTER 
(N.Y.), AND SAN FRANCISCO (CAlIF.). N.C.D.S. PROVIDES A 
NUMBER OF SSlV!CES AND RESOURCeS INClUDING MEDIATION, 
FACTFINDING. AND ARBITRATION SERVICES FOR BUSINESS CDR- • . 
PORATIONS. IT HAS THE ASILlTV TO ADMINISTER ELECTIONS FOR 
COMMUNITY PARl1CIPATION IN VARIOUS KINDS OF PROGIWAS, 
. AND CAN ADMINISTER· AND DESIGN TRAINiNG PAQGRAMS FOR 
NEGOTIATORS AND· IMPARTIAl. AGENTS INTERESTED IN COt!­
FLICT RESOLUTION TECHNIQUES AND URBAN AWARENESS. 
N.C.D.S. CAN WORK WITH REPRESENTATIVES OF BOTH FACTIONS 
TO DESIGN ARBITRATION PROCEDURES AND ENFORCE· CCJN. 
TRACT OBUGATIONS. THE SERVICE ALSO ASSISTS CORPORA­
TIONS IN THE DEVELOPMENt OF AFfIRMATIVE ACT10N PRO· 
GRAMS. 

47. GENERAL RECRUITIEHT 8TRATECIIU FafI ~ 
. JUSTICE AGENelE& 1979. . UCHtll7 

FEDERAL EQUAL EMPLOYMENT OPPORTUNITY GUIDELINES ARE 
NOTED, AND SUGGESTIONS TO EFFECTIVELY $RING WOMEN WIt· 
MINORmeS INTO THE CRIMINAl. JUSTICE SYSTEM ARE", 
CUSSED IN THIS PAMPHLET. E1Gh'1' FEDERAL LAWS. AND er.s:u­
TlVEORDeRS REQUIRING eQUAL EMPLOYMENT OPPORTJMrY 1M 
CAIMINALJUSTlCE AGENCIES ARE SUMMARIZED. AGPACiES ARE 
Et4COURAGEO TO REMOVE ARTIFICIAl. eARRlEM 1'0 WOMEN 
AND MINORITY JOB APPI.ICANTS AND TO 1MPi...~NT JC)B ANN-Y· 
SIS, REDEFINE JOB SPEClFlCATJONS.AND FIE'.Ael.E. INNOVATIVE 
WORK SCHEDUUNG TO BROADEN THE RANGE OF POi'ENTIAL 
EMPLOYEES. MANPOWER PLANNERS SHOULD CONSIDER ~ 
MENTAL ORGANIZATIONAL TRENDS, AN'T1QPATED ATTRmoN. 
ruRNOVER RATES. Gr:NERAL ECONOMIC FORECASTS, TECHN0-
LOGICAL BREAKTHROUGHS. GOVERNMENTAL TRENDS, AND RE·. 
LATED LEGISLATIVE POLICY. POS$IBLE SOURCeS FOR R.ECRUtTS . 
ARE USTED IN VIEW OF AGENCIES' NEED TO ACTIVELY SEEK 
OUT CANDIDATES. MOREOVER; RECORDKEEPING AND EVALUA­
TION OF RECRUITMENT STMTEGIES ARE SUGGesTED TO MEAS­
URE THE SUCCESS OF MRRMATIVE ACTION PROGRAMS AND IN­
DlCATE PROliLEMS OF exceSSIVE.TURNOVI:R. ALSO FEATURED 
IN THIS PAMPHLET ME A TABLE PROJECTING CRIMINAL JUST1CE 
MANFO."~R ~. THROUGH 1985, A FLOW CHART SHOWING A. 
MODEl. M1NOfUTV RECRUItMenT· ~~fQR POLICE AND 
SHERIFF'S DEPARTMENTS, AND A UST OF AGENCIES PROYii:iiN3 
TECHNICAL. ASSISTANCE. SOME PHOTOGRAPHS ARE INCI,.UDED. 
SUppIGmentII HoM: GENERAL INFORMATION PAMPHLET. NCJRS 
Sponeomg Agency: US DEPARTMENT OF JUSTICE LEM NAl'ION­
Al INSTITUTE OF LAW ENFORCEMENT.ANIi CRIMINAL JUST1CE. 
633 INDIANA AVENUE NW. WASHINGlON. DC 20531. 
A'IIIIIIJIIty: GPO. Stock Older No. 027.ooo-oo8S().O, ~ 

~ .. ) 
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.... I. GRIGGI MCI DC. SAYER. EQUALEMI'LOYIIENT OP­
IIORTUNITY PUN DEVELOPIIEIII' PARTICIPANT'S REF­
ERENCE HANDBOOK. UNIVERSITY RESEARCH CORP(). 
RATION, 5530· WISCONSIN AVENUE, WASHINGTON DC. 
218 p. 1978. HCJ.JII5t 

TRAINING MATERIALS ARE PRESENTED FROM A WORKSHOP ON 
EQUAL EMPLOYMENT OPPORTUNITY AND AFFIRMATIVE ACTION 
COMPLIANCE PROGRAM DEVElOPMENT FOR RECIPIENTS OF 
LEAA ASSISTANCE. THEWiiERIALS WERE PART OF A 2·DAY 
WORKSHoP IN COlORADO THAT FOCUSED ON lEAA EQUAL EM­
PLOYMENT. OPPORTUNITY LAWS, RULES. AND REGULATIONS: 

·THE flURPOSE AND PHILOSOPHY OF AFFIRMATIVE RECRUIT· 
MENT; AND TECHNIQUES AND SKILLS REQUIRED FOR UNDERTAK· 
ING AFFIRMATIVE ACTION PROGRAMS AND DEVELOPING EQUAL 
EMPLOYMENT OPPORTUNITY· PLANS AT THE· AGENCY LEVEL A 
SECTION ON PRINCIPLES OF EMPLOYMENT DISCRIMINATION LAW 
INCLUDES INTERPREnVE SUMMARIES AND CASE CITATIONS ON 
CONSnTUTIONAL. STATUTORY, AND ADM!NISTRATIVE PROHIBI· 
TIONS AGAINST EMPLOYMENT DISCRIMINATION; DISCRIMINATOo 
RY PRAcnce.S AND PROVING DISCRIMINATORY PRACTICES; DE· 
FENSES TO ALLEGATIONS OF DISCfIIMlNATORY PRACTICES; REM­
EDIES; AND RELATED PROCEDURAL PROBLEMS OF AGENCIES. 
THE HANDBOOK· ALSO INCLUDES U.S. DEPARTMENT OF JUSTICE . 
RULES AND REGULATIONS ON NONDISCRIMINATION IN FEDEP.AL. 
l.V ASSISTED CRIME CONTROl.. AND JUVENILE oel..lNQlJi:NCY 
PROGRAMS (AND RELATED QUeSTIONS AND ANSWERS); lEAA 
GUIDEUNES FOR COMPLYING WITH THE RULES· AND ~EGULA· 
noNS; UNIFORM GUIDEUNES ON EMPLOYEE SELECTION PROCE~ 
DURES PROPOSED IN DECEMBI;R 1977 BY FOUR FEDERAL AGEN· 
ClES; THE U.S. CIVIL SERVICE COMMISSION'S GUIDEUNES FOR 
EVALUATING STATE AND LOCAL GOVERNMENT PERSONNEL. OP· 
ERATIONS; GUIDEUNES ON ELIMINATiNG SEX!ST LANGUAGE 
FROM WRmNG; AND A GLOSSARY OF· AFFIRMATIVE ACTION TER· 
MINOLOGY. A TRAINING EXERCISE IN THE DEVELOPMENT OF AN 
EQUAL EMPLOYMENT OPPORTUNITY PLAN WITHIN A POLICE 
AGENCY PRESENTS A T~.9LE OF CONTENTS FOR A. HYPOTHEn· 
CAL WRmEN PLAN, SAMPLE PAGES FROM THE PLAN, AND COM· 
MENTS ON THE DEVELOPMENT OF EACH SECTION OF THE Pt,AN 
(SIGNATURE PAGE. STATEMENi OF MANAGEMENT COMMITMENT 
TO AFFIRMATIVE ACTION. AGENCY BACKGROUND. ASSESSMENT 
OF LABOR·AREA, WORK.FORCE. AND PERSONNEL STATISTICS. 
AND AFFIRMATIVE ACTION PLAN). . 
1poI .... 1I Ageni:y: US DEPARTMENT OF JUSTICE LAW EN· 
FORCEMENT ASSISTANCE ADMINISTRATION OFFICE O~ CIVIL 
RIGHTS COMPIJANCE. WASHINGTON. DC 2li531. 
AnIIIbIIly: UNIVERSITY RESEARCH CORPORATION. 5530 WIS­
CONSIN AVENUE. WASHINGTON DC. 

4.. IIAROUE1'rE UNIVERSITY CENTER FOR ~IMlNAL .JUS. 
'l'lCE AGENCY ORGANIZATION AND MINORITY EMPLOY. 

. IIEHT 0PP0R1UN1T1ES, 1103 WEST 'MSCOHSIH A'w'EHUE, 
MILWAUKEE, WI 532S3. IlARQUEnCUNIVEASITY­
CENTER FOR ClJIMIMAL JUSTICE AGENCY ORGANIZA· 
TION AND MINORITY EIIPI.OYIIEHT OPPOATUNmES 
41TH MONTH PROGRESS REPORT-FINAL REPORT. 38 
p. 1975. . NCJ.37070 

COMPENDIUM OF THE ACTIVITIES OF A CENTER DESIGNED iO 
ACCUMULATE AND DISSEMINATE KNOWLEDGE TO PROMOTE 
EQUAL OPPORTUNmeS FOR MINORITIES IN THE: VARIO'JS CRIMI· 
NAL JUSTICE FIELDS; IN ORDER TO REAUZE ITS PlJRPOSE. THE 
CENTER UNDERTAKES FOUR BASIC FUNCTIONS-~ TECHNICAL AS­
SISTANCE. WORKSHOPS. RESEARCH, AND PUBUCATIONS. 
CENTER ACTIVITIES IN EACH OF THESE AREAS DURING THE 
PERIOD MARCH 1 THROUGH AUGUST :;1.1975. ARE BRIEFLY RE· 
PORTED. INCLUDtNGINFORMATION ON THE CRIMINAl. JUSTICE 
AGENCIES ASSISTED. DATES OF ASSISTANCE. AND THE T'I'PE OF 
ASSISTANCE RENDERED. THIS IS FOLLOWED BY A SUMMARY OF 
THE FULL 48 MONTHS ~ CENTER OPERATIONS (SEPTEMBER 1. 
1974 THROUGH AUGUST 31. 1975). INClUQEO IS A LIST OF 87 
AGENCIES RECEIVING TECHNIUAL ASSISTANCE IN THE AREAS OF 
. IMPROVED MINORITY RECRUITMENT ~.NDSEL.ECT/ON PRACTICES, 
IMPLEMENTATION OF EQUAl. EMPLOYMENT OPPORTUNITY 
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PLANS. AND VALIDITY STUDIES OFENTRANCf£ AND PROMOTION· 
AL EXAMINATION$. CENTER PUBLICATIONS AND KEY CONFER· 
ENCES AND SEMjNARS SPONSORED BY THF£ CENTER ARE ALSO 
USTED. . 
Sponaottng Agency:· US DEPARTMENT OF JUSTICE LAW EN· 
FORCEMENT ASSISTANCE ADMINISTRATION. 
AvaIIIIbIIIty: NCJRS MICROFICHE PROGRAM. 

150. NAnONAL CRIIIIIiAL. JUSTICE REFEfiENCI URVa, 
BOX eooo, ROCKVILLE it'D .20lI50. AFFIRMATIVE 
ACTION I,. mE CRIMINAL JUSTICII: SYITEIL 15 p. 
i979. . NCJ.I11mt 

THE RELATIONSHIP OF EQUAl. ~T'.mrrt cMFi.uYMENT 
I.AWS TO THE CRIMINAL JUSTICE SYSTEM IS DISCUSSED. INCLUD­
ING AFFIRMATIVE ACTION PROG'AAMS. BARRIERS TO CHANGE. 
AND ESTABLISHMENT OF GOALS AND GRIEVANCE PROCEDURES. 
THE EQUAL E~1l'LOYMENT OPPCJRTUNITY Mrr OF 1972 MAY BE 
THE MOST IMPORTANT LAW AFFECTlNG JOB DISCFIIMINATlON BE· 
CAUSE IT SPECIFIES THAT MOE. COLOR. REUGION. sex. AND 
NATIONAL ORIGIN NOT BE S:ACTORS IN EMPLOYMENT. FOR 
CRIMINAL JUSTICE AGENCIES, HOWEVER. ADDmONAl. PROHIBI· 
TIONS eARRING DISCRIMINATION WERE WRITTEN INTOrtiE 1973 
OMNIBUS CRIME CONTROL A'HD s..~ STREETS Iter. BASED ON 
THIS ACT. THE LEAA ECUAL. EMPLO'tin'E.NT QI".-POFITUNITY. PRo. 
GRAMS REQUIRE THAT TItlE MAKEUP O~ TtfE POP' .. fI.ATlON 
SERveD MUST BE REFLECTED IN THE EQUAL OPPORTUNITY EF· 
FORTS OF A GRANTE~ !MPLEMENTATION DIFFICULTIES ARE 
HIGHLIGHTED BY EXCERPTS FROM SEVERAL NEWS STORIES. 
BARRIERS TO AFFIRW.TNE ACTION PROGRAMS FALL INTO 
THREE GROUPS: ORGANIZATIONAl. BARRIERS WITHIN THE 
AGENCY, MANAGERIAl. BARRIERS WITHIN INDIVIDUAL MANAG­
ERS. AND INTRi\PERSONAL BAfiRiERS. I.E •• BARRIERS WITHIN MI· 
NORITIES AND WOMEN THEMSELVES. IDEAS FOR OVERCOMING 
EACH TYPE OF BAflRIER ARE LISTED. SUGGESTIONS FOR DE· 
SIGNING AND IMPLEMENTING AN AFFIRMATIVE ACTION PlAN IN· 
CLUDE THE FOLLOWING STEPS: DEVELOP OR REAFFIRM· THE 
POLICY TO ELIMINATE illSCRIMINATORY SVSTEMS. DISSEMINATE 
THE POLICY WITHr ... THe ORGANIZATION AND TO OUTS!OE ORGA· 
NIZATIONS, ASSIGN RESPONSIBILITY TO IMPlEMENT .~.E POUCV 
TO THE CHIEF EXECUTIVE AND AN AFFIRMATIVE t~CTlON 0FFi, 
CER,PERFORM A t,,1'ILIZATION ANALYSIS, IDENilFY PROBLEM 
AREAS. ESTABlISH GOALS AND TIMETABLES. PERFORM AN IN­
TERNAl.. AUDIT, ORGANIZE A REPORTING SYSTEM, AND PROVIDE 
EMPLOYEES WITH GRIEVANCE PROCEDURES. GRAPHS AND A 
UST OF RESOURCE AGENCIES ARE INCLU~"O. 
SUpplHlentai NotH: GENERAL INFORMATION PAMPHLET. 
SpoI1IIorIng Agency: US DEPARTMENT OF JUSTICE LEAA NATION­
AL INSTITUTE OF LA:N ENFORCEMENT AND CRIMINAL JUSnce, 
633 INOIANA AVENUE NW. WASHINGTON, DC 2053t. 
Avllllablllty: G,t':~ . Stoqk 0r.l9r No. 027.()0().(ii,)84e.6 . 

51. OPPQmlJNITV SYSfFIII";, !..~, 1330 MASSACHUSETTS 
A~NUE, NW. WASHINGTON DC ~ AHALYnC 
REPORT ON me CIVIL RIGHTS COIIPUANCE SURy'S\' 
(CONTAINS FOUR SECTIONS ISSUED IN mREE NUll. 
BEftED VOLUMES, V 1-TEXT. V 2-APP. A TABULA> 
TIONS, V 3-APP. B SURVEY CU£STIOHNAiRE II .SUG­
GESTED REVISIONS. APP. C SlJRVEY_). 436 p. 1977. 

. NCJ.4S117 
THIS THREE·VOLUME REPORT :::MESENTS A SURVEY OF CORREC­
TIONAL AGENCIES FUNDED BY LEM TO DETERMINE COMPU· 
ANeE WITH CIVIL RIGHTS· LEGISLATION BARRING DISCRIMINA· 
TION ON THE BASIS OF RACE AND SEX. FEDERALLY FUNDED 
STAn: AND LOCAL CORRECTIONAL AGENCIES ARE CHARACTER. 
IZED WITH REGARD TO THEIR. TREATMF.NT OF MINORITY AND 
FEMALE CUENTELE. DATA ADDRESS THE ISSUE OF REHABILITA· 
TION THROUGH THE USE OF TRAINING PROGRAMS AIMED AT 
THE PREPARATION OF CLIENTELe FOR RE·ENTRV INTO THE S0-
CiETY OUTSIDE OF THE AGENCY OR INSTITUTION. THE REPORT 
IS ORGANIZED IN THE FOLLOWING MANNER: A DESCRIPTION OP 
THE AGENCI.ES WHICH RESPONDED TO . THE SURVEY WITH 
USABLE DATA AND 20ME OF THE CHARACTERISTICS OF THESE 
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AGENClESj A DESCRIPTION OF THE POPULATION OF THE AG~­
ClES. INCLUDING COMPARISONS BETWEEN THE· MINORITY AND 
NONMINORITY POPULATIONSj AND AN ASSESSMENT OF THE 
TYPES OFfiOUCA'I'IONAI., VOCATIONAL, GENERAL MAINTENANCE. 
AND PRJ.'.:j()N INDUSTRY PROGRAMS IN SPECIFIC AGENCI£S,AS 
WELL AS AN INDICATION OF THE REGIONS AND STATES SHOW­
ING LARGE NUMBERS OF AGENCIES WITH.LOW RATES OF PAR· 
TICIPATION. OFMINOAmeS IN EACH1YPE OF PROGRAM. IT IS 
NOTEC THAT SEVERAL FACTORS DETRACTED FROM THE POTEN· 
TIAL SUCCESS OF THE SURVEY. ONE FN;TOR WIS THE OOes­
TIONNAIRE CONSTRUCTION. ·AND OTHER WERE RELATED TO ~ 
INABILITY OF CORRECTIONAL AGENCIES TO SUSMIT THE 5~ 
QUIRED DATA. SINCE THE SURVEY INSTRUMENT WAS NOT We.. 
JECTED TO A PRETEST. IT DID NOT BENEFIT FROM ReVlSKlNS 
WHICH WOULD HAVE YIELDED MORE ACCURATe DATA. tiiANY OF 
THE RESPONDING AGENCIES PROVIDED SOME DATA ON THE 
FORMS, BUT OMITTED OTHER STATISTICS DUE. TO ALLEGED 
LACK OF DATA. VOLUME I CONTAINS SUPPORTING TAeLES AND 
AN EVAl.UATION OF.THE PROJECT METHODOLoGV AND RECOM­
MENDATION. VOlUME II. CONSTITUTING APPeNiJlX A, PRESENTS 
coMPUTER TABLES. WHILE VOLUME III, AAESENTINGAPPEN· 
DlXES B AND C, CONTAiNS THE SURVEV QUESTIONNAIRE, SUG· 
GESTED REVISIONS. AND SURVEY PAotEDURES. 
8polllOl_ Agency: US DEPAR~~NT OF JUSTICE LAW EN· 
FOf«:EMENT ASSISTANCE ADMIN1S1'RATION. 

Q. L ·0. ROIIINION. tWIIEN IN THE CRIMINAL .MmCE 
IYITEIL NATlC»I.AL COLLEGE OF CRIMINAL DEFENSE 
LAWYERS AND .!I<'JBUC DEFENDEaS, COLLEGE OF LAW. 
UNIVERSITY ~ HOUSTON, HOUSTON. 1)( 77004.. CRIMI· 
liM ·~V S, N 3 (MAY 1978), P Hr/io. 

. --, _ ttCJ.4111S 
THIS.,IATICLE DESCRIBESEfi'lf INCREASe OF .WOMEN IN ·THIa 
CRIMINAL. JUSTICE FIELD. INCAENi~LY, WOMEN ARE BEING 
EMPLOYED AT ALL LEVELS AND IN AU. SEGMen'S OF THE CRIMI· 
NAL JUSTICE SYSTEM-CORRECTIONS, LAW ENF()R~NT, THE 
JUDICIARY, PAOBAllON AND PIIROLE,AND AS PROSECUTOh-s. 
PUBLIC DEFENDERS, AND PRIVATE CRIMINAL DEFENSE· LAW­
YERS. HOWEVER; THE CRIMINAL JUSTICE SYSTEM MUST SEGiN 
AN ACcELERATED GAME OF 'CATCH-UP' TO INSURE THAT IT 
DOES NOT CONTINUE TO IGNORE THE LARGELY UNTAPPED RE· 
SOURCE OF WOMEN AS EM?!.OVEES. PARTICULARLY WITH THE 
INCREASING NUMBERS OF ADULT ~.ND JUVENILE FEMALE Of· 
FENDIi~, AND THE I~EASlNG ATTENTION BEING PAID TO 
FEMALE VICTIMS OF·. CRIME, ADDITIONAl. WOMEN EMPLOYEeS. 
THE ARTICLE ASSERTS. AAE A MUST. 

IS. H. E. ROBHIION. WISCONSIN COUNCIL ON CRIMINAL 
.JUSTICE-EQUAL OPPORTUNITY/AFFIRiUtl1VE ACTION 
PROGRAM FOR 1.7.. WlSCONSlN COUNCIL ON CRIMI· 
NAL JUSTICE, 122. WEST WASHINGTON. MADISON WI 
53702. 219 p. 1977. NCJ.IIMIIZ 

THE AGENCY RESPOtlSi13LE FOR. ADMINISTERING FEDERAL 
CRIMINAL JUSTICE ASSISTANCE IN WISCONSIN REPORTS ITS 
PROGRESS IN MEETING GOALS RELATED TO EQUAl. EMf'''.o/~·r. 
MENT OPPORTUNITY, AFFIRMATIVE ACTION, AND EQUAUrY'IN 
SERVICE PP.OV!SIOH. THE ~iG'" OF THE WiscoNsiN I'::OUNCIL 
ON CRIMINAL JUSTICE (WCCJ) IN THESE Hr"=N3 IS SET FORTH, 
AND THE COUNCIL'S PROGReSS TOW,\J1il MEE'IlNG 1977 GOALS 
AND OBJECTIVES FOR PERSONNE' .. HIRING. UTlUZATlOfI, POU· 
ClES, AND PRACTICES, ARE OIff1.lNED. ANALYSES ARE PRF..scNr­
ED OF THE WCCJ'S ~~1ICe POPULATION. RELEVANT LABOR 
MARKET, (lOUNClL MEMBERSHIP. AND ST~ COMPOSmON 
(CENTRAL AND REGIONAL OPERATIONS). AREAS IN WHICH THE 
WCCJ'S PEASOtiNEL POL.ICIESAND PRACTICeS NEED 1'0 BE IM­
PROVED N1E IDENTIFIeD IN A PROBLEM ANALYSIS. THese AREAS 
INCLUDE HISP/.NIC REPRESENTATION ON THE WORK FORCE, 
CAREER i)EVELDPMENT AND· TRAINING QFIPORTUNmES, RE· 
CRUITMENT OF WOMEN AND MINORmES FOR TECHNICAL JOBS, 
IDENTlFl(:ATION . OF HANDICAPPED PERSONNEL, AND 
GAOUP-SPECIFIC REOOFIOKEEPING AND REPORTING. ON SERV­
ICES ANIO PROGRAMMING FOR MlNORmES, FEMALES. HANOI-
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CAPPED PERSONS, AND THE ELDERLY. THE COUNCIL'S PROG­
RESS IS MEASURED AGAINST ITS STATED GOALS AND TlMETA· 
BLES RELATIVE TO PEFISONNe'l'~EPRESENTATION. UTIUZATION, 
POUCIES, AND PRACTICES. THe' REPORT CLOSES WITK AN OVER­
VIEW OF EXISTING EMPLOYMENT POUOIES, PRACTICES, M0NI­
TORING EFFORTS. AND PLANNED IMPROVEMENTS IN THE F0L­
LOWING ARE.-'S: POSmON DESCRIPnONS, ~ ANNOUNce.· 
MENTS, RECRUITMENT AND APPLICATION. SELECTION AND AP· 
POINTMENT~ OAIENTATIONFOrI NEW EMPLOYEES. TRAINING AND 
stAFF DeVELOPMENT; TRANSFERS, PROMOTION AND UPWNlD 
MOSIUTV, PERFORMANCE EVALUI\TlON. DlSClPUNE.~. 
TION, GRIEVANCE PROCEDIiRE, EXIT INTERVIEWS, REOOADKEEP­
ING. ASSIaNMENT OF PROGRAM RESPONsIBiUTIES. AND DIS­
SEMINATIONOF EQUAL EMPLOYMEHT OPPORTUNITY AND ;.,:­
FlRMATM: AC'IlOH. PROGRAM INFORMATION. SUPPORTlN§J~!.TA 
AND DOCUMENTATION-INCLUDING ORGANIZATION . ctwrrs, 
WORK.fOACE STATISTICS, AND A UST OF RECfiUmAENT RE~ 
SOURCE PERSONS-ARE APPENDED. (l.I(M) . C h-

8ponIOIIng ~ US DEPARTMENT OF JusnCE LAW eN­
FORCEMENT ASSISTANCE ADMINISTRATION. 
Avllllllllty: NC.IRS MICROFICHE PROGRAM. 

54. us CO....ailoN ON CIVIL RICIH18, 1121 ~. 
AVENUE. NW. WA8HING1ON DC..... ....... 
IUIINIII-TWEN1'Y YEARS. LAT."'.dI-1.1 REPORT· ... 
MmED TO 1HI! u.s. COHiIIIIY..<JN ON CIVIL AIGH1'8 .., 
ITS FIFTY.ottE STAtE. ADvIVJRY COIIlIIIll EES,. fIEPIIIIo 
lEA 1177. 228 p. 1971.· Hc.H1II7 . 

STATE·BY-STATE REPORTS, OF THE 51 ADVISORY COMMITTEES 
TO THE U.S. COMMISSION ON CIVIL RIGHTS PROVIDE AN 0VER­
VIEW OF NATIONAL PROORESS,·!iOTH ACH~ AND FAIL.· 
URES, AND PRESENT G1fAiiENGr: FOR THE FuntR~ INAQIlI1'IQii'· - -
TO THE TRADITIONAL CONCERNS ABOUT UNEMPLOYMENT AND 
EDUCATION. THESE STATE REPORTS DOcuMENT:THE AlSlfG 1M> 
PORTANCE OF WOMEN'S RI"'.wrrs AND CIVIL RIGHTS IN THE JD. 
MINISTRATION OF JUSTICE. STATE REPORTS FOCUS ON 
WOMeN'S ISSUES RANGING FROM EQUAL CREDIT ANP EMPLOY· . 
MEff'( OPPORTUNIT'f TO DOMESTIC VtOL.eNCE. A st;00ND MAJOR 
AREA OF RESEARCH HAS BEEN CML RIGHTS IN THE CRIMINAL . 
JUSTICE SYSTEM. p~p.rJtULARLY I~I· PRISONs· . AND . iN '. 
POUCE.coMMUNITV RELATIONS. RECOMMENDATIONS FOR MI-. 
NOAnY STAFFING OF CORRECTIONAL INSTITYTlONSREf1.EC't 
A"!PSESS OF. THE NEED FOR· EQUAL EMPLOYMENT 0PF0RTu­
NmES AND FOR ETHNIC AND CULTURAl. S!NSITMTY ETWEEN 
PRISONERS AND THEIR KEEPERS. AT THl: SAMe Tlr.te.SHIFT1NG 
COMPOSITION OF T'rlE CITIES REQUIRES !.ocAL.POUce FORCES 
TO BE SElNSITIVE YO THE EVER..cHANGING CULTURAL CHARAC­
TERISTICS OF THEIR COMMUNmes. .INCfIEASEQ RECRUmENT· 
OF INDIGENOUS POLICE OFFICeRS· ANI) LOCAu.Y INITIA-ml 
TRAINING ARE RECOMMENDED. iN ALL, TliESE f.(EPORTS ~ 
FY 15 ISSUES: EDUCATION. EMPLOYM9.lTj WOMEN'SISSUCS; 
SUCH ~GRO'J!!ISAS BI..ACKS; ~~~, ~ PA·· 
~.mo. AMERlCANSj HOUSING; CIVIL RIGHTS ENFORCEMENT;.!No 
DlGENOUS GROUPS SUCH AS AMERICAN INDIANS AND NATIVE 
Al.ASKANSj PRISONS; POUCE.coMMUNITY RELATIONS; EC0NOM-
IC ISSUeS; vanNa AND POLITICAL PARTICIPATIONj INFORMATION 
AND COMMUNICATIONSj MIGRANTSj HEAl.TH ANDSAFETYj AND 
!.r..roocuMENTED ALIENS.' 

II&. UI COIIlMSiOH ON CIVIL RIGIHTI, 11lt ~ . 
AVENUE. NW. WA8HIHGTON DC 204H.TOWARD·AN 
UNDERITAHDING OF BAKKE. 195p. .1878; .. 

. NC.I.lle 
THIS PUBLICATION PURPORTS TO INCRfASE UNDERSTANDING 
OF AFFIRMATIVE ACTION BY PRESENnNG THE COMPtETE TEXT 
OF THE eAKKE DECiSlQN AND THE EQUAL OPPORTUNITV C()M. 
MISSION'S VOLUNTARY AFFIRMATIVE ACTION GUIDELINi:S. THE 
BAKKE DECISION, ANNOONCED ON JUNE 1!8, 1878, WAS A LAND­
MARK: IT WAS THE FIRST SUPREME COURT IJl!('tiSION WHICH JD. .. 
DRESSED THE ISSUE OF WHEN VOLUNTtl.fIY MEi\suRES 1MTEND­
ED TO REMEDV EFFECTS OF PAST AAC:E.coNSCIOllJS ACTION 
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MAY TAI(E RACE INTO ACCOUNT. ALlAN BAKKE. A WHITE MALE 
WHO APPLIED FOR ADMISSION TO MEDICAL SCHOOL AND WAS 
REJECTIW. BROUGHT A SUIT IN A CALIFORNIA STATE COURT 
"' ... D Af.-lGi'JED FlEVERSE DISCRIMIIIIAT!ON. He EVENTUALLY TooK 
HIS APPEAL TOTliE .SUPREME COURT AND WO'" THE DE~SION. 
THE~ATIONALE BEHIND THE ARGUMENT OF JIJSTlCEPowELL, 
WHO DID NOT ALIGN HIMSELF WITH THE JUSTICES ON EITHER 
· sr..£ OF THE Issue, IS EXPLAINED. AND THE DIFFICULTIES IN AP· 
PLVINGTHI; VOLUNTARY AFFIRMATIVE ACTION GUiDELINES ARE 
DISCUSSED. THE GUIDELINES EMPHASIZE'!'HAT THE GENERAL 
e .. .w ON EMPLOYMENT DISCRIMINATION IN FEDERAL LAWS MUST 
BE UNDERSTOOD IN THE CONTEXT OF THE CONGRESSIONAL 
PURPOSE UNDERLVING THEM. TC IMPROVE THE ECONOMIC AND 
SOCIAL CON:l)ITIONS OF MINORITIES. TH~. GUIDE!.INES ENCOUR· 
AGE EMPLOVER~ TO OOA 'REASONABLE SELF·ANALYSIS' OF 
THEIR WORK FORCE, !-oND IF A 'REASONABLE BASIS FOR CON· 
CLUDING ACTION IS APPROPRIATE,' TO TAKE 'REASONABLE 
ACTION' IN RELf.t'flON TO THE PRQBLEMS DISCLOSED. BESIDES 
TMe TeXT OF TNt: BAKKE DECISION A!.lD THE VOLUNTARY AF· 
FiRMATIVe ACTION GUIDELINES, THE REPORT FURNISHES TWO 
STATEMENTS BY THE U.S. COMMISSION ON CIVIL RIGHTs ON AF· 
FlRMATIVE Ac-nON AND A 1978 PRES!DENTIAL MEMORANOUMON 
AFFIRMATIVE ACTION PROGRAMS. 
SUppIirnfi'ItaJ Hotel: US COMMISSION ON CIVIL RIGHTS 
CLEAR!NGHOUSE PUBLICATION. 
Availability: GPO. Stock Order No. OOS.()(J()'()()199-4. 

&e. us DEPARnlENT OF JUSTlCE LAW ENFORCEMENT AS­
SISTANCE ADMINISTRATION. OFFICE OF CIVIL RiGHTs 
COMPUANCE, WASHINGTON, DC 2001. CIVIL RIGHTS 
ENFORCEMENT UNDm THE JORDAN AMENDMENT 
PROGRE~ REPORT, 1111fot178. 66 p. 1978. 

NCJ.58HO 
LEM'S OFFICE OF CIVIL RIGHTS roMPLIANCE WAS ESTABLISHED 
TOENSI1P.~ THAT RECIPIENTS OF GRANT FUNDS COMPLY WITH 

· ~ NONDISCRIMINATION PROVIS!O!d.5. .:rHIS REPORT HIGH­
LIGHTS THE ACTIVITIES OF THE OFFICE SINCE THE 1977 JORDAN 
AMENDMENT. THE JORD.AN AMENDMENT TO THE OMNIBUS 
CRIME CONTROL ACJr ELlMiN,.~TEDAGENCV DISCRETION IN INITI· 
ATI~ THE CUTOFF OF FUNDING AND PROVIDED FOR 'TRIGGERS' 
TIiAT WOULD AUTOMATICALLY BEGlt4 ADMINISTRA11VE PROCE· 
OORES FOR THE CUTOFF OF FUNDING TO GRANT RECIPIENTS 
NOT COMP~ YING WITH tjlVIL RIGHTS PAOVISiONS OF THE ACT. 
THEAMt:"NDMENT ALSO Rf!.QUIRED LEMlOFFICE OF CIVIL 
RIGHTS COMPLIANCE (OOHC) TO PROMUlGATE TWO SETS OF 
NEW REGULATl9NS, SETTING SPECIFIC TIME LIMITS TO RESPOND 
TO COMPLAINT FILING. IN~TITUTE AN INVeSilGATION, AND 
ADVISE COMPLAINANTS OF THE STATES OF THEIR CASE. AND TO 
CONDUCT ·INDEPENoENT AUDITS AND REVIEWS OF RECIPIENT 

· COMPLIANCE. OCRe nEVIEWS GRANl' APPLICATIONS . FOR CIVIL 
RIGHTS CONCERNS IN A MANNER SIMILAR TO lEM BIJDGET AND 
FiNANCIAL REVIEWS AND IMPOSES SPECIAL CONDITIONS ON 
GRANTS WHERE NECESSARY. THE COMPL~INTS MUST BE PRQC. 
ESSf.D WITHIN 171 DAYS AND SYSTEMIC REVIEWS OF CIVIL 
RIGH':S COMPLIANCE MUST BE CONDUCTEO IN A MANNER SIMi· 
LAR TO FISCAL OR MANAGEMENT AUDIT; OCRe EVALUATED ITS 
ADMINISTRATIVE PROCEDURES IN 1978 WITH A VIEW TO INITIAT· 
ING A COMPUTER-OAIENTED, AutOMATED PROCESSING AND IN­
FORMATION SYSTEM (A COMPLAINT CASE PROCESSING HAS 
BEEN PARTIALLY AUTOMATED AND A RELATED MANAGEMENT IN· 
FORMATION SYSTflfd HAS BEEN PREPARED PROVIDING STAFF 
PERFORMANCE INFORMATlCf'.,). SUMMARIES OF THE RESULTS OF 

_ - COMPLAINJ PROCESS~ AND COMPUANCC REV!EWS FOR THE 
YEAR ARE PRESENTED AS well. AS A OldEST OF AQMINIS"mA· 
TlVE SUSPENSlONS AND TERMINATIONS OF FUNDS. THE OOAC 
COORDINA~~ EFFORTS WITH CIVIL RIGHTS~NeIES, USE OF 
CONTRACTORS WITH CIVIL RIGHTS EXFl:!ATISETO IMPROVE MI· 
NORITY EMPLOVMENT AN.D CCiMMUPf(JY SERVICE PRACTICE OF 
ReciPIENTS, ANO FUTURE PLANS ARE DOCUMENTED. APFEN­
DIXES etm'(AlN PLANS FOR REGULATIONS TO BE DEVELOPED 
OR UNDER REVIEW PRIOR TO SEPTa1BER. 1979 AND FOR P'!!GU· 
LATIONS SCHEDULED1=OR INITIAL REVIEW. 

57. WASHINGTON UNIVERSITY SCHOOL OF LAW, Sf LOUIS 
MO 13130. CON~ICTION· RECORDS AS BARRIERS TO 
EMPLOYMENT-RACIAL lh'$CRIMINATION UNDER TITLE 
7-GREEH V MISSOURI PACIFIC RAILROAD, 523- F.2D 
1210 (8TH CIR. 1175). WASHINGTON UNIVERSITY LAW 
QUARTERLY,. V 1976. N 1 (1976), P 122·134. 

. NCJ.3I54I 

THIS DECISIOK HELD THAT STATISTICAL EVIDENCE SUPPORTS A 
FINDING THAT A BLANKET RULE AGAINST HIRING EX-oFFENDERS 
IS., PRIMA FAC!E, RACIALLY DISCRIMINATORY, AND CANNOT BE 
JUSTIFIED BY BUSINESS NECESSITY. THIS CASE COMMENT ANA· 
L vzes THIS DECISION ALONG WITH OTHER PERTINENT CASE' 
LAW DEALING WITH RACIALLY DISCRIMINATORY BUSINESS PER· 
SONNEL POLICIES UNDER TITLE VII OF THE CIVIL RIGHTS ACT OF 
1964. 

51. P. B. WESTON. . SUPERVISION IN mE ADMINISTRATION 
OF JuancE-POUCE, CORRECTWNS, COURTS, 2ND ED. 
CHARLES C THOMAS. 301-327 EAST LAWRENCE AVENUE, 
SPRINGFIELD IL.62717. 219 p. 1978. NCJ.505I3 

FUNDAMENTALS OF SUPERVISING EMPLOYEES IN POLICE DE· 
PARTMENTS, SHERIFFS' OFFICES, COURTS, PROBATION AND 
PAROLE AGENCIES. ANC CORRECTIONAL INSTITUTIONS ARE DIS. 
CUSSED IN A CLASSROOM/SELF-STUDV Tiro'. LIKE THE .ORIGf. 
NAt 1CX!, THE SECOND EDITION EXPANDS UPON THE THEME 
THAT SUPERVISIOf.. OF EMPLOVEES IN CRIMINAL JUS11CE AGEN· 
QES REQUIRES A SPECIAL BODY OF KNOWLEDGE. FIVE NEW 
CHAPTERS HAVE BEEN ADDED. ONE FOCUSES ON THE SUPERVi· 
SOR'S ROLE FROM FIRST·LEVEL SUPERVISION OF EMPLOYEES 
TO MIDDLE·LEVEL AND eXECUTIVE SUPERVISION. OTHERS 
DETAIL SUPERVISORS' RESPONSIBILITIES WITH RESPECT TO 
FoRse-AL BEHAVIOR, EMPLOYEES' RIGHTS, EQUAL OPPORTUNITY, 
MID CONDUCT OF INTERVIEWS AIiID COUNSELING SESSIONS 
WITH EMPLOYEES EXPERIENCING PROBLEMS RELATED TO JOB 
STRESS. OTHER CHAPTERS, ALL OF WHICH HAVE BEEN Mop!· 
FiED AND UPDATED. COVER THE DUTl::S AIND RESPONSIBILITIES 
OF SUPERVISORS; LEADERSHIP; DECISIONMAK!t«i; TRAINING; 
COMMUNICATIONS; EMPLOYEE MISCONDUCT AND CORRECTIve 
DISCIPLINE; WORK MOTIVATION, JOB SATISFACTION, AN" 
MORALE; AND WORK ASSIGNMENTS AND APPRAISAL LEARNING 
AIDS INCLUDE A STATEMENT OF CHA?TER OBJECTIVES AT THE 
BEGINNING OF EACH CHAPTER AND REVIEW AND DISCUSSION 
QueSTIONS AT THE END OF EACH SECTION. MAJOR CONCEPTS 
AND PRACTICES ARE ILLUSTRATED IN CHARTS AND DIAGRAMS. 
I..ISTS OF REFERENCES ARE INCLUDED. (AUTHOR ABSTRACT 
MODIFIB) 
Avalllbillty: CHARLES C THOMAS, 501-327 EAST LAWRENCE 
AVENUE, SPRINGFIELD IL 62717. 



POLICE 

St. It. ABRAMOWIlZ, L CRITES, M. GATES, Eo MINTZ,; ilI01d G. 
SANDLER. WOU£N IN POLICING-A MANUAL 
POLICE FOUNDATION. 1909 K STREET. NW, WASHINGTON 
DC 20006. 97 p. 1974. NCJ-1154S 

Pi. SURVEY AND GUIDE TO POliCE AGENCIES AND MUNICIPAL 
GOVERNMENTS IN THE SUCCESSfUL RECRUITMEr4T TRAINING, 
AND UTILIZATION OF FEMALE POUCE OFFICERS. WITH EMPHASIS 
oN OBSTACLES FAceD BY POUC'EWOMEN. CA.~ STUDI~;Gti 
Tffi! EXPERIENCES OF SEVaw. POLICE FORCES iN EMPLOYING 
FEMALE~Uce OFACERS ARE FIRST PROViDe;>; AN OUTLINE 
FOR A SI)C ... ..dONTH AECRUlTMlCNT CAMPAIGN. A~4D SUGGESTIONS 
ON MONITORING THE RE~U1TMeNT EFf"OI~T ARE ALSO 'GIVEN. 
SELECTION STANDARDS WHICH MAY NEED &~UTINY DUE to 
TrieAlENOENQ¥ TO lIMn"SGHIW.OA..~lY c,!HE N!J~eER OF 
WOMEN ACCePTED INTO POUCE DEPARTMENTS ME DISo 
CUSSED, AND ALTERNATIVE APPROACHES!O THESE SELECTION 
CRITERIA ME SUGGESTeD. ALSO CONSnOORED ARE SUCH 
TRAINING ISSUES AS EQUAL OR DIFFER.EN'nAL. TRAINING, INTE· 
GRATeD OR SEGREGATED TRAIN!NG, THE VARIOUS M'. 
PROACHES TO f'HVSICAlTRAINiNG, THE RELEVANCE OF AELO 
TRAINING, THE NEED FOR SUPPlE~AL AND OPTIPWAl TRAIN· 
lNG, THE RE·TRAINING OF, VETEtlAN WOMEN POLlCE OFi=ICERS, 
THE DESIRABilITY OF HAVING WOMEN IN POSITIONS OF AU· 
THORnY AND THE EFFECT OF INSTRUCTOR AND RECRUIT ATTI· 
TUDES. JSSUES OF PERFORMANce, INCLUDING ~TENTIAL: BENE· 
FITS OF A PERFORMANCE EVALUATION S,{STEM, PROBLEMS 1N­
VOlVED IN PERFOFiMANCE;.·~"vALUATIcm. RlmNG BIAS, DEALING 
WITH BIAS, FACTORS INVCi.VING THE PEFIFCYrIMANCE OF P0-
LICEWOMEN. MORALE, REW,t.FiDS, A~1) SANCTIONS ARE ALSO 
EXPLOHEO. OTHER TOPICS DISCUSSED INCLUDE OPERATIONAL 
CONSIDERATIONS, PROMOTIONS, RESISTANCE TO EMPLOYING 
POLICEWOME:N, AND PROGAA. ... EVALUATIONS OF WOMEN ON· 
P,t.ROLE. PERSONAL STATEMENTS ON THE PATROL E)lPERIENCE 
BY SIX OFFICERS, A LEGAL ANALYSIS OF WOMEN IN POLICING, 
AND A BltlLIOGRAPHV ON POLICEWOMEN ARE INCLUDED AS 
WEll. 
8polII0l:1ng Agency: FORl> FOUNDATION, 320 EAST 43RD STREET, 
NEW YORK NY 10017. 

80. L~~EnP'.;A. FROM MATRON TO COMMANDING OFF.· 
CER-WCIMEN~C'AANGING, ROLE ." LAW ENFORCE· 
MENT (FROM LAW ENFORCEMENT eiDLE. 197" 8Y 
ROBERT 'A SCANLON"-SEE, HC ...... 31O). STOEGER 
PuaUSHING C(lMPANY. 55 RUTA .COURT. SOUTH HACK· 
ENSACK NJ 07606. 10 p. 1978. HCJ.4t404 

THE CHA~ING FIOLE OF WOMEN IN LAW ENFORCEMENT, FROM 
THE FIRST POLICE MATRONS HIRED IN 1891 TO THE PRESENT. IS 
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REVIEWED. i:ft,iPHASIS IS ON FEMALE POLICE IN NEW YORK CITY. 
ALTHOIJGH AN EARLIER MOVEMENT H,.o INTRODUceD MATRONS 
INTO THE NEW YORK CITY'S JAIl,S, Peua: OFFICALS ADAMANT· 
LV RESISTED H!RING WOMEN FOR POLICE DETENTION, CASES. 
LEGISLATION, IN 1888 LAID THe GROUDWORK FOR THE HIRING 
OF THE FIRST PQI_ICE MArr~NS.\1!~..l~ WMt! I:vF~Q THE 
~ (wFEMALE POUCE,AND LEGISLATION IN 1920 GAVE MA· 
TRONS POLICE POWER AND GRANTED TENURE TO FI!MALE WAR 
HlRf:es. THe 'fln..:" 'POlICEWOMAN: ESTABLISHED IN 1920 EN· 
DURED trtrnL 1e73 WHEN THE UNISEX TIne ·POLr...E OFFICER' 
WAS ADOPTED. BCll:H THE POUCEWCt.tAM DESIGNATION AND 
Sex.&MED SEGREGATIONOF·Y~·Ot!a;£.~TIES AND SEPARATE 
PROMOTIONAL POUCIES AND TITLES SERVED TO Dlsc,'AIMINATE 
AGAINST FEMALE POuce. IN 1952, THERE WAS A SPECTACLILAR 
INCREASE IN THE NUMBER OF WOMEN WITH QETECTIVE RAT· 
INGS. AND BY 1955 WOMEN DETECTIVES WERE BEING ASSIGNED 
TO A VARIErI OF DUTIES. IN 1965 A UNISEX ME~IT SVSTEMOF 
ADVANCEMENT WAS INITIATED, AND IN 1967 'WOMEN WERE' 
BEING ASSIGNED TO PATROL PRECINCTS. PRIMARilY ON 
STATION-HOUSE ASSIGNMENTS. DURING THE EARLY 197OS, EX· 
Pe,qIMENTS IN NEW YORK CITY ANOI WASHINGTON, D.C: DEMON· 
STRATED THAT WOMEN COULD PERFORM A WIDE RANGE OF 
PATROl. DUTIES AS Mlt.L AS THEI~IMALE COUNTERPARTS. IN 
NEW YORK CITY, HEIGHT REQUIREMEiNTS WERE ABOLISHED AND 
WOMEN PARTICIPATED IN THE SAME TRAINING AS MEN. AL· 
THOUGH IN TI'IEOAV, WOMEN'S ASISIGNMENTS WERE TO BE 
EQUAL TO MEN'S PATROL' DUTIES, SEGREGATION IN ASSIGN· 
MENTS WAS STILL PRACTiCED AND WOMEN ,OFF~S WERE 
GENERALLY AS.S'.3NED TO MATRON DUTIES. HOWEVER,THIS 
PROBLEM IS BEING SC:LVED BY THE HIRING OF CIVILIAN MA· 
mONs. ISSUES REGARDING UNIFORMS. WEAPONS, AND O'rHER 
AREAS WHERE DISCRIMINATION STILL EXISTS ARE BEING RAISED 
AND THEIR LEGALITY CHALt,ENGED. INCREASING CAREER DEVEL· 
OPMENT OPPOOTUNmES FOR FEMALE OFFICERS SHOULD 
RESULT IN AN INCREASE IN FEMALE APPLICANTS. WHAT IS NOW 
NEEDED IS mAT POUCE OEil'ARTMENTS, AND THE MALE OFFI· 
CERS PROJECT A POSITIVE ATTITUDE TOWARD WOMEN'S DRIVE 
FOR EQUAUTY. Ii SYSTEM OF CONTROLS MUST SE BUILT INTO 
THE SYSTEM THAT WilL ENSURE TRUE EOUAUTY OF ASSIGN· 
MENT AND POLICY FORMUL4TIONS SHOULD INCORPORATE THE 
FEMALE OffICER'S POINT OF VIEW, PARTICULARLY IN THOSE 
AREAS D!RECTLY RELeVANT TO HEAROLE. 
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11. B. lWIHA8AS. PROFILE OF A GOOD POLICE OFFICER. 
COPP ORGANIl."TlON. INC, 37 WEST 38TH STREET, NEW 
YORK NY 10018 •. LAW ANO OROER, V 24, N 5 (MAY 
1978), P 32, 24, 36, 38. 40, 42 AND 4... NCH4II5 

A TEST WAS DEVELOPED FOR POLJOE APPUCANTS IN WICHITA 
(KS) TO PREDICT SucceSSFUL TRAINING AND PERFORMANCe IN 
COMPUANCE WITH EQUAL EMPLOYMENT OPPORTUNITY AND AF­
R~w\T1'Je .ACl".oN LAwS. THE TEST MEASURES PERSONAUTY 
PARAMETERS. ADJU~TMENT· UNDER STRESS, VOCATIONAL IN· 
TERESTS. AS WELL AG THE STANDARD INTE.WGENCE,VOCABU· 
LARY. ORAL COMPREHENSiON. AND CLERICAL EFFICIENCY 
TESTS. THE TEST WAS FOUND TO BE HIGHLY EFRCII;tfT IN PRE· 
DlCTlNG APPUCANT SUCCESS. 

12. Ill. BEARD, L. P. BROWN, Mel L E. GARY. AmTUDES 
. ,..,PERCEP'rIOfW OF BLACK POLICE OFFICERS OF 'I'HE 

DISTRICT OF .COLUMBIA MEmOPOUTAN POLICE DE· 
PARTIIENT. HOWARD UNI'/ERSITY. PO· BOX 191, 
WASHINGTON DC 20001. 133 p. 1976. M~ 

1'HlsstuPY REPORTS DATA ON THE RECFlUITMENT, JOB ASSIGN· 
MENTS, PROMOTION. INTERPi:ftSONAL REI.f.TlONS, REl'ENTlDN, 
AND ATrRITIONCF BI.f.CK OFFICERS IN THE METROPOUTAN 
POUCE DEPARTMENT (MPD). OTHER TOPICS COveRED INCLUDE: 
BACKGROUND AND PERSONAL CHARACTERISTICS: INTERPER· 
SONAL RELATIONS AMONG POLICE OFRCERS AND THEIR PER· 
CEPTIONS OF THE COMMUNITY'S ATTITUDES TOWARDS THE 
MPO; ATTlTUoe~ QF B!.ACK OFFICER"'; TOWARDS MPD SUPERVI· 
SORS AND OFFICIALS AND THE ISSUE OF DISCRIMINATION IN DE· 
PARTMENT POUCIES AND REGUI.f.TlONS; .lOB SATISFACTION 
AND PROMOTION OPPORTUNITIES; AND SlGNIRCANT PROBLEMS 
CONFRONTING THE POUCE DEPARTMENT, POUCE PROFESSION, 
AND POLICE OFFICERS. (AU1l1OR ABSTRACl) 
8ponIaI1ng £gencIH: DISTRICT OF COLUMBIA OFRCE OF CRIMI· 
NAL JUSTICE Pl.f.NS AND ANALYSIS. 1329 E STREET, NW, W,4SH· 
INGTON ... DC 20004; US DEPARTMENT OF JUSTICE LAW EN­
FORCEMeNT ASSISTANCE ADMINISTRATION-REGION 3. 
Availability: NCJRS MICROFICHE PROGRAM. 

13. L 8. BERRONG. MIUTARV POUCE SELEt7fON-AGE 
VERSUS MATURITY. US DEPARTMENT OF '/'HE ARMV 
US ARMY COMMAND AND GENERAL STAFF COLLEGE, 
FORT LEAVENWORTH KS 66027. 18 p. 1977. 

NCJ.4IH5 
BASED UPON DATA FROM RELEVANT REPORTS AND SURVEYS, 
RECOMMENDATIONS ARE MADE CONCERNING THE MINIMUM AGE 
REQUIREMENT FOR MIUTARY POLICE. THE 1978 TASKGFlOUP 
REPORT ON PROVOSf MARSHAL AND MILITARY POUCE ACTIVI· 
TIES INDICATES DEFICIENCIES IN THE EFFECTiVENESS OF THE 
MILITARY POLICE. THE MINIMUM AGE LEVEL OF 18 AND A LACK 
OF MATURITY AMONG THE YOUNG OFFICERS IS CITED AS A P0S­
SIBLE REASON FOR THIS UNACCEPTABLE PERFORMANCE. IT IS 
POINTED OUT, HOWEVER. THAT NO SPECIFIC EVIDENCE EXISTS 
THAT PERSONS OVER 21 CAN 00 A BETTER JOB THAN YOUNGER 
PERSONNEL IT IS SIMPLY THE PREVAIUNG OPINION OF THOSE IN 
COMMAND POSITIONS. RAISING THE AGE MINIMUM IS VIEWED AS 
IMPRACTICAL, SINCE 70 PERCENT OF THE PEOPLE ENTERING 
THE MILITARY POUCE cciRPS ARE UNDER 21 YEARS OF AGE. IN 
Al'IOmON, THERE IS NO EVIDENCE THAT RAISING THE AGE LEVEL 
BY 3 YEARS WOULD NECESSARILY GUARANTEE A HIGHER LEVEL 
OF MATURITY AMONG MILITARY POLICE PERSONNEL. IT IS Rec­
OMMENDED, THEREFORE,. THAT SCREENING PROCEDURES BE 
ESTABLISHED WHICH WOULD ELIMINATE THE IMMATURE, "RE· 
GARDLESS OF AGE. PSYCHOLOGICAL TESTING, BACKGROUND IN· 

.VESTIGATIONS, AND A PROBATION PERIOD ARE SUGGESTED AS 
POSSIBLE ELEMENTS OF A SCREENING PROCEDURE. 
AV8llabl1Ity: NTIS AccesslonNa. ADA 043 015 (MIcroIIche); 
NCJAS MICROFICHE PROGRAM. 

14. W. D. BOETTCHER. MINORrrv RIECRUITIIENT AND RE· 
TENTION IN THE DES MOINES POUCE DEPARTMENT-A 
SURVEY OF OPINIONS. 63 p. 1975. NCJ.34111 

FIN[)'lNGS OF A STUDY TO ASSESS THE EFFECTIVENESS OF THE 
DES MOINES POLICE DEPARTMENT JUVENILE UAISON PROJECT 
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AFFIRMATIVE ACTION 

. IN INCREASING MINORITY RECRUITMENT AND IDENTIFYING DE· 
TERRENTS· TO MINORITY RECRUITMENT AND RETENl1ON. INCl· 
DENCE DATi'; REGAROOJG MINORITY .APPUCATIONS WERE oe;. 
TAINED FROM THE PERSONNEL DEPARTMENT. DATA REGARDING 
DETeRRING FACTORS WERE OBTAINED THROUGH I~VIEWS 
WITH PAST AND PRESENT .MINORITY OFFICERS, MINORITY COM· 

. MUNITY LEADERS AND CITIZENS. AND SCHOOL PERSONNEL INCl· 
DENCe DATA INDICATE THAT THE NUMBER OF MINlJRITYOFR. 
CERS HAS CONSIsTENTl.Y REMAINED LOW. INTERVIEW. RE· 
SPONSES SUGGEST THAT FURTHER lNTENSIFICA.TION OF RE· 
CRUITMENT EFFORTS IS NEEDED WITHIN THE COMMUNITY AND 
WITHIN THE HlGli SCHOOLS WITH SPECIAL EFFORTS TO INVOLVE 
COUNSELORS. RESPONDENTS SUGGESTED THE NEED FOR A 
CONCENTRATED EDUCATIONAL PROGRAM, AT ALL GRADE 
LatELS WITHIN THE SCHOOLS TO FURTHER THE UNDERSTAND­
ING OF LAW ENFORCEMENT AND TO ACQUAINT STUDENTS ~ 
THE ADVANTAGES OF LAW ENFORCEMENT CAREERS. FOR THE 
OTHER REPORTS IN THIS SERIES, SEE NCJ.34909. 
1poI..arIng AgenoIM: US DEPARTMENT OF JUSTICE LAW EN· 
FORCEMENT ASSISTANCE ADMINISTRATION; DES MOINES 
CHAMBER OF COfAMERCE, 800 HIGH, DES MOINES IA 50307; 
DES MOINES/POLK· COUNTY METROPOLITAN CRIMINAL JUSnCE 
CENTER: DES MOINES. 
AvaIIIbIIty: NCJRS MICROFICHE PROGRAM. 

15. C .... iREECE 8IId G. R. CWIRE1'T. WOMEN IN P0LIC­
ING-CHANGING PERSPECTIVES ON THE ROLE (FP.OII 
CRIMINAL JUStICE PLNtNING, 1m BY JOSEPH E 
SCOTT, AND liMON DINt1Z-SEE NC.J.44171). 
PRAEGER PUBUSHERS C/O HeLT. RINEHART, WINSTON, 
383 MADISON AVENUE, NEW YORK NY 10017. 23 p. 
19n. NC.J.44ln 

UTERATURE .ON LEGAL, SOCIAL, AND OTHER INFLUENCES ON 
THE ROlE OF WOMEN IN POUCE WORK 18 REVIEWED, AND THE 
STATUS OF PoLICEWOMEN IS ASSESSED. THE INVO!.VEMENT OF 
WOMEN IN POUCE WORK HAS BEEN LINKED WITH THE STEREO. 
TYPING OF PERSONALITY CHARACTERISTICS AND OF FEMALE 
ROlES. TOGETHER WITH THIj PARAMIUTARY IMAGE OF POLICE 
AGENCIES, STEREOTYPED VIEWS HAVE REDUCED THE PROBABIL· 
ITIES OF WOMEN ENTERING POUCE WORK AND HAVE CONRNEO 
CAREER MOSIUTY FOR POUCEWOMEN TO SUCH AREAS AS JU­
VENILE WORK, METER PATROL, AND ADMINISTRATIVE DUTIES, 
THE LAW PROHIBITING DISCRIMINATION IN EMPLOYMENT ON THE 
BASIS OF sa: WAS THE MOST IMPORTANT LEGAL ACTION AF· 
FECTING DE~c~TMENTAL POI_ICIES CONCERNING WOMEN. 
OnfEFi IMPORTANT LEGAL ISSUES AFFECTING WOMEN IN LAW 
ENFORCEMENT INCLUDE SEPARATE PROMOTIONAL PROCE· 
DURES AND JOB DERNITIONS FOR MALES .~D FEMALES, PHYSI· 
CAL FITNESS AND WEIGHT/HEIGHT REQUIREMENTS, TESTS CON· 
TAINING sex·SPECIRe ITEMS, AND THE VETERANS' PREFERENCE 
SYSTEM.· SOCIAL REACTIONS TO THE USE OF WOMEN IN POUCE 
AGENCIES AND ON PATROL VARY ACCORDING TO POPUI.f.TION 
GROUP, ALTHOUGH STUDIES INDICATE THAT THE PUBLIC GENER· 
ALLY IS NOT OPPOSED TO WOMEN IN POUCING. THE GREATEST 
RESISTANCE TO THE USE OF POLICEWOMEN, PARTICULARLY ON 
PATROL DUTY, COMES FROM MALE POUCE OFFICERS. IMPROVED 
P'J8!,JC IMAGE, LEes VIOLENCE 1:\1 POUCE-CITIZEN ENCOUNTERS, 
OVERALL REDUCTION OF POUCE VIOLENCE. AND BETTER HAN· 
DLINGOF RAPE AND SEX CRIME ViCTiMS ARE AMONG ADVAN· 
TAGES ASSOCIATED WITH THE USE OF FEMALE PATROL OFR· 
CERS IN PILOT PROGRAMS. MAJOR. DISADVANTAGES INCLUDE 
ADVERSE EFFECTS ON THE MORALE OF MALE OFFICERS AND 
THE TENDENCY OF MALE OFFICERS TO BE OVERLY PROTECTIVE 
OF THEIR FEMALE COLU:AGUES.· TOPICS FOR FUTURE STUDIES 
OF WOMEN IN POUCING ARE SUGGESTED. A LIST OF REFER­
ENCES IS INCLUDED. 

... CHE8APEAKE (VA) MINORITY RECRUITMENT AND llANo 
POWER DEVEI..OPMENT PROGIWI-EVAWAnVE 
REPORT.. 100 p. NC.IoI0820 

THIS PROJECT INVOLVED A SEARCH AND RECRUITMENT STRAT· 
EGY AIMED AT MINORITY AND COLLEGE·EDUCATED CANDIDATES, 
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EQUAL EMPLOYMENT OPPORTUNITY 

COUPLED WITH AN-INTERN TRAINING PROGRAM. GOALS OF THE 
PROJECT WERE TO INQRI:ASE THE NUMBER OF NONWHITE OFFI· 
CERS, TO INCREASE THE NUMBER OF WHITE AND NONWHITE 
COLlEGE GRADUATE REC.RUITS, TO 1t..'CREASE THE EFFECTiVe; 
NESS OF RECRUITMENT TECHNIQUES AMONG MINORmES, AND 
TO IMPROVE DEPARTMENTAL TRAINING AND PLANNING. RELAT· 
ED GOALS INCLUDE THE FOLLOWING: TO INCREASE INTERDE· 
PARTMENTAL INTER·RANK INPUT CONCERNING TRAINING AND 
PLANNING PROCESSES AND TO FJ(PLORE AND EVALUATE A 
METHOD OF MINORITY RECRUITMENT AND RETENTION AND A 
METHOD OF COLLEGE GRADUATE RECRUITMENT, TRAINING, AND 
RETENTION. EACH GOAL AND THE DEGREE TO WHICH IT WAS AT· 
TAINED IS TREATED SEPARATELY. EVALUATION MEASURES IN· 
VOLVED BOTH PRE· AND POST·TEStING OF INTERNS. THROUGH 
THIS PROGRAM, SOME OF THE DEPARTMENTS OF. THE CHESA· 
PEAKE DIVISION OF POLICE DOUBLED AND QUADRUPLED THEIR 
MINORITY MEMBERSHIP. OTHER RESULTS AND PROJECT RECOM· 
MENDATIONS ARE PROVIDED. 
~ Agency: US DEPARTMENT OF JUSTICE LAW EN· 
FORCEMENT. ASSISTANCE ADMINISTRATION. 
Avallll!lllty: NCJRS MICP.-OFICHE PROGRAM. 

17. M. cmtAN. IOWA-DEPARTMENT' OF PUBUC 
SAFETY-EQUAL EMPLOYMENT OPPORTUNITY COORDt· 
NATOR-PREUMINARY EVALUATION. IOWA DEPART· 
MENT OF PUBLIC SAFETY, EAST 12TH AND WALNUT 
STREETS, DES M61NES IA50319. 3 p. 1976. 

NCJ-45715 
THE PERFORMANCE OF A FULL·TlME COORDINATOR HIRED TO 
PROMOTE FEMALE AND MINORITY REt."RUITMENT, TO DEVELOP 
HIRING PROCEDURES,' ANQ TO OVERSEE EQUAL' EMPlOYMENT 
OPPORTUNmES IS EVALUATED. THE GOAL OF THE COORDINA· 
TOR ro,c;mON IS TO ENABLE THE IOWA DEPARTMENT OF PUBLIC 
SAFETY lO IMPLEMENT AFFIRMATIVE ACTION AND E'ClUAL OP· 
PORTUNITYPAOGAAMS IN ITS HIGHWAY PATROl, CRIMINAL IN· 
VESTlGATlON, VICE, NARCOTICS, AND RESEARCHANO ADMINIS­
TRATIVE UNITS. THE COORDINATOR'S PERFORMANCE DURING 
HER FIRST YEAR WITH THE DEPARTMf,NT IS EVALUATED. IN 
TERMS OF PROGRESS TOWARD 11 OBJECTIVES. THE COORDINA· 
TOR'S EFFORTS RESUL'rED IN INTERVIEWS WITH 13 WOMEN AND 
30 MINORITY PERSONS. OF THOSE INTERVIEWED, 5 WOMI:N AND 
4 MINORITY PERSONS JOINED THE DEPARTMENT. THE COORDI· 
NATOR CONTACTEO COLLEGE PLACEMENT OFFICES AND AT· 
TENDED CAREER DAY SESSIONS AT COLLEGES AND UNIVERSI· 
TIES IN ORDER TO PROMOTE PUBLIC SAf:'ETYCAREER OPPORTU· 
NmES FOR WOMEN AND MINORmES. THESE AND OTHER ACTIVI· 
TIES LED TO THE! CONCLUSION THAT THE COORDINATOR HAS 
PERFORMED SATISFACTORILY. CONTINUATION OF THE GRANT 
SUPPORTING HER EMPLOYMENT IS RECOMMENDED. THE GUIDE 
USED IN AN EVALUATIVE INTERVIEW WITH THE COORDINATOR IS 
INCLUDED. 
SponecIh."-:e A~ IOWA CRIME COMMISSION; US DEPART~ 
MENT OF· JUSTiCE LAW ENFORCEMENT ASSISTANCE ADMIN:S. 
TRATION. 

II. 8. CORY. MINORITY POUCE-TMAMPING THROUGH A 
RACIAL MINEFIELD. CRIMINAL JUSTICE PUBLICATIONS. 
INC, 801 SECOND AVENUE, NEW YORK NY 10017. 
POLICE MAGAZINE, V 2, N 2 (M/\RCH 1979), P 4·14. 

NCJ.544N 
AN OVERVIEW OF THE STATUS OF MINORITIES IN POLICING IN· 
CLUOES PROFILES OF THE POLICE DfiPARTMENTS IN DETROIT, 
MICH., AND DAlLAS. TEX., TWO CITIES WHERE MINOR!TY HIRING 
HAS BEEN PARTICULARLY CONTROVERSIAL THE NUMBERS OF 
MINORITIES ON POLICE FORces HAVE INCREASED, ATTITUDES 
OF AND TOWARD MINORITY POLICE HAVE IMPROVED, AND MI· 
NORITY POLICE ORGANIZATIONS HAVE BECOME INCREASINGLY 
VOCAL HOWEVER, OLD ATTITUDES LINGER AND CONTINUE TO 
TAKE THEIR TOLL ON MINORiTY OFFICERS, WHO AT TIMES EXPE· 
RIENCE BOTH SCORN FROM THE COMMUNITY AND LACK OF RE· 
SPECT FROM THEIR WHITE C(')UNTERPARTS. A 1975 STUDY 
FOUND THAT THE PERCENTAGE OF MINORITY POLICE ADMINIS· 
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TRATORS WAS NEGUGIBLE-AN INDICATION THAT, DESPITE EM· 
PLOYMENT GAINS BY MINORmES, POUCING IS STlU.FAR FROM 
INTEGRATED. THE MINORITY OFFICER'S PROBLEM OF SEJN(i THE 
'I~ST HIRED AND FIRST FIRED' IS BECOMING INCREASINGLY SlG­
NIFICANT IN tiGHT OF THE FINANCIAL WOES TROUBUNG.MANY 
cmES. EXAMPLES. OF DISCRIMINATORY RECRUITMENT, HIRING, 
AND ASSIGNMENT PRACTIces CAN STILL BE CITED, AS CAN IN­
STANCES IN WHICH BLACK AND HISPANIC OFFICERS ENCOUNTER 
HARASSMENT AND VIOLENCE WHEN THEY ATTEMPT 10 CHAL· 
LENGE THE STATUS iJ'':O, ON THE OTHER HAND,IT APPEARS 
UKELY TIiAT POLICE MINORITY RECAUmNG AND PROMoTION 
WILL COME UNDER INCREASED FEDERAl SCRUTINY, AND TttERE 
HAVE BEEN INSTANCES IN WHICH WHITE AND MINORITY OFFJ. 
CERS HAVE WORKED TOGETHER FOR A CQMMOM GOAL IN DE­
TROIT, THE . CITY'S. POLICY OF PROMOTING EQUAL NUMBERS OF 
WHITE AND BLACK OFFICERS TO VACANCIES AT nfE RANK OF 
SERGEANT HAS BROUGHT LAWSUITS CHARGING REVERSE DlS­
CRIMINATION. THE SUITS ARE OF NATIONAL IMPORTANCE BE­
CAUSE THEY CHALlENGE A 'VOLUNTARr(NONCOUAT-oRDERED) 
AFFIRMATIVE ACTION PLAN. IN i972, THEDAUAS POLICE CHEF 
SET AN AMBITIOUS MlNORITY-HIRING GOAL AS PART OF AN 
ILL·FATED 5-VEAR PLAN TO REFORM HIS DEPARTMENT. THE 
GOAL WAS NOT. REACHED. DAlLAS' PROBLEM IN RECRUITING Ml­
NORITIES IS LINKED. BY sOME TO 'f'tIE DEPAR~S REQUIRE· 
MENT OF COLlEGE TRAINING FOR RECRUITS. BUT POlICE AND 
CITY ADMINISTRATORS DENY SUCH AUNK; AND THE DEPART­
MENT'S BLA(,'I( OFFICERS SUPPORT THE REQUIREMENT. 
SUpplemental Nolee: SACK ISSUES ALSO AVAILABLE. 
Avaa.llllltr. CRIMINAL JUSTICE PUBLICATIONS, INC, 801 'SECOND 
AVENUE, NEW YORK NY 10017. . 

III. L CRITES. WOllEN .IN LAWEM=ORCEImIT. lNTER­
NATIONAL CITY MANAGEMENT ASSOCIATION, 1140 OQN. 
NECTICUT AVENUE, NW, WASl-ldNGTON DC 2OO3IS.. MAN­
AGEMENT INFORMATION SERVICE REPCiIT, V S,N 8 
(SEPTEMBER 1973), COMPLETE ISSUE NC.f.U_ 

USE OF WOMEN IN POLICE PATROL FUNCTIONS. DIRECTIVES ON 
IMPLEMENTING SUCH PROGRAMS, AND BENEFITS GAINED. THE 
AUTHOR DISCUSSES THE LeG.~ STATUS OF WOMEN 1'OOAY, 
CITING· THE FOlIRTEENTH AMENDMENT AND THE CIVIL RIGHTS 
ACT OF 1964 WHICH PROHIBIT' DISCRIMINATION ON THE BASIS OF 
SEX. BASIC MISCONCEPTIONS ABOUT WOMEN'S EMoTlONALIN­
STABILITY AND LACK OF SEI.F CONFIDeNCE ARE EXAMINED IN 
THE CONTEXT THAT THEY HAVE IMPEDED THE EMPLOYMENT OF 
W~EN !~i PATROL WORK. THEAUTHOA PRESENTS A lIST OF 
CITIES AND COUNTIES WHICH· ARE KNOWN TO BE UTlUZING 
WOMEN ON PATROL. HE INLHCATES THAT THERE ARE BENEm'S 
TO THE POLICE DEPARTMeNT WHICH MAKES SUCH USE OF P0-
LICEWOMEN. SOME OF THE BENEFITS MENt10NED ARe FEWER 
CITIZEN COMPLAINTS FOR SUCH CtWtGES AS POlICE BRUTAL· 
ITV,INCREASED ATTENTION TO THe SERVICE NATUR! OF POUa: 
WOAK, AND IMPROVED CAPABILITY IN A SURVEILLANCE SITIJA· 
TION WHERE THE POLICEWOMAN CAN BE INCONSPICUOUS. TIE 
AUTHOR PISCUSSES THE PLANNING Of SUCH PROGRAMS IN THE 
AREAS OF RECRUITMENT, TESTING, SCREENING, TRAINING, AND 
SELECTION OF UNIFORMS. HE ADVOCATES CAUTION IN TIE USE 
OF SUCH GUIDES AS THE OfFICER'S ARRESTFIECORD AND Am. 
TUDE SURVEYS TO EVALUATE THE POLtc:eWOMAN'S PERFORM­
ANC~. 

70. II. D. DUNNETTE .... S. J.IIOTOWIDLO. POLICE.· 
. LECTION AND CAREER~. PERSONNEL. DE· 

CISIONS, INC, 2515 FOSHAY TOWER, MINtEAPOUS MN 
55402. 220 p. 1975. NCHIOI7 

THIS REPORT DETAILS THE RESEARCH ACTIVITIES AND vAlIDA­
TION EFFORTS UNDERTAKEN IN· THE DEVElOPMENT OF THE 
TWO PERSONNEL EVALUATION INVENTORIES DESIGNED DURING 
THIS PROJECT, AND·OUTLINES THE INSTRUMENTS' o.oERAT1ONAL 
USES. THE MAJOR OBJECTIVE OF THIS FlESEARCH PROGRAM 
WAS TO DEVELOP NEW METHODS FOR EVALUATING PERSONS 
WHO. APPLY FOR POSITIONS IN POL,Ice WORK AND FOR ASSESS 



POUCE 

ING THE POTENTIAL OF PRESENT POLICE OFFICERS BEING CON· 
S$DERED FOR PROMOTION. IN· ORDER TO ACCOMPLISH THIS, 
~IT!CAJ. FEATURES OF FOUR DIFFERENT POLIOE JOBS WERE 
DETalMINED. THESE JOBS WERE GENERAL PATROL OFFICER, IN· . 
VESTlGATOR/DETECTIVE, PATROL SERGEANT. AND INTERMEDI· 
ATE COMMAND •. THE MEANS BY WHICH THESE CAmCAL FEA· 
TURES AND OTHER INFORMATION SUCH AS JOB PERFORMANCE 
RATINGS wa:lE UTluzeo TO ~LOP AND VALIDATE TWO PER· 
SONNEL EVAlUATION INSTRUMENTS AREOESCRIBED IN DETAIL 
THE FIRST EVAlUATION INSTRUMENT DEVELOPED, WHICH CAME 
TO BE CAlLED THE POLICE CAREER INDEX, CONSISTS OF A 
BRIEF, EASILY ADMINISTERED AND OBJECTIVELY SCORED INVEN· 
TORY ro BE USED IN PRELIMINARY SCREENING OF APPLIcANTS 
AND CANDlDA'fES FOR POLICE JOBS. THE SECOND PROCEDURE, 
THE REGIONAL ASSESSMENT . CENTER, CONSISTS OF A SERIES 
OF POLICE JOB SlMUIJITlON EXERCiSES DESIGNED TO ELICIT BE· 
HAVIORAL INDICATORS OF A PERSON'S POTENTIAL FOR SUC­
CESS IN VARIOUS ASPECTS OF POLICE WORK. PROCEDURES FOR 
UTILizING THESE INSTRUMENTS ARE OUTLINED. APPENDIXES TO 
THIS REPORT INCLUDE JOB PERFORMANCE DESCRIPTION BOOK· 
LETS ':'OR THE FOUR POLICE POSITlONS, AND .TABLES SHOWING 
RELlAB.IUTY ESTIMATES FOR JOB Pl;RFORMANCE RATINGS. FOFI 
THE ASSESSOR'S MANUAlS CONTAINING ASSESSMENT CENTER 
EXERCISES FOR PATROL OFFICERS, DETECTIVES, SERGEANTS, 
AND MIDDlE LEVEL COMMAND OFFICERS,· SEE NCJ.28088 TO 
28091. . 

IIpOIlIOItIlI AQency: US DEPARTMENT OF JUSTICE lEM NATION· 
Al INSTITUTE OF IJIW ENFORCEMENT AND CRIMINAL JUSTICE, 
833 INDIANA AVENUE NW, WASHINGTON, DC 2tl531. 
Aftllrlillr. NCJRS MICROFICHE· PROGRAM. Stock Ordet' No. 
027.ooo.oo39i).7. 

71. A. DUTrON end It. 1IRfTT. RECRUITMENT AND fIE1"EHo 
TION OF FEIIALES iN LAW ENFORCaIENT· OCCUPA· 
TIONS.. NATIONAl. URBAN lEAGUE, INC, 500 EAST 62ND 
STREeT,NEW YORK NY 10021. 24 p. 19n 

NCJ.5IIS8 
INTERVIEW TECHNIQUES AND AFFIRMATIVE ACTION PROGRAMS 
FOR ~EN IN IJIW ENFORCEMENT OCCUPATIONS ARE DIS­
CUSSED AS PART OF THE NATIONAL URBAN lEAGUE'S IJIW EN· 
FORECIJENT MINORITY MANPOWER PROJECT FOR MINORITY RE· 
CRUITMENT. SOME OF THE SUGGl:STED TECHNIQUES FOR IN· 
TERVlEWlNG FEMAlE APPlICANTS ARE AS FOLLOWS: (1) MAKE 
THE FEMAlE APPLICANT FEEL COMFORTABLE ANDON AN EQUAL 
FOOTING WITH OTHER CANDIDATES; (2)· ADVISE THE w~ 
tHAT THE AGENCY IS INTERESTED IN CANDIDATES OF BOTH 
SEXES: (3) INTRODUCE THE POTENTIAl EMPlOYEE TO SENIOR 
WOMEN IN THE ORGANIZATION; NEVER ASK A FEMALE CANOl· 
DATE QUESTIONS REGARDING MARITAL STATUS, M,~fUAGE 
PLANS, oR CHIIb CARE REQUIREMENTS UNLESS· THE SAME 
QUESTIONS ARE ASKeD MAlE APPLICANTS; AND (5) Al.LOW THE 
CANDlDA1F. TO DESCRIBE NONTRADITIONAL WORK EXPERIENCE 
SUCH AS VOLUNTEER on CIVIC WORK, BEARING !N ~IND THAT It. 
WOMAN MAY BE ~S TO PROVE HERSELF IN NONTRADI·. 
TIONAL FUNCTIONS ·EVEN THOUGH HER WORK ·HISfORV IN· 
VOLVED SECRETARIAL OR VOLUNTEER EMPLOYMENT. THE BASIC 
PROCEDURES FOR ESTABLISHING AND ADMINISTERING AN AF· 
FlRMATIVE ACTION PlAN INVOlVE PROVIDING AN HONEST PiC­
TURE OF TNE EXTENT OF UTILIZATION OF FEMALES. ONE MEANS 
'I DETERMINING THIS IS TO COMPARE STATISTICALLV tHE PER· 
ceNTAGE OF WOMEN IN A GIVEN CATEGORY WITH THE PEA· 
ceNTAGE OF MEN PERFORMING THE S.WE FUNCTION. IN ADOI· 
TION, THE OFFICE OF ~"EDERAL CONTRACT COMPlIANCE RE· 
QUIRES THE saTING OF GOALS AND 'nMETABL£S FOR HIRING 
AND PROMOTING WOMEN AND MINOAmES IN AFFIRMATIVE 
ACI10N PLANS. STATISTICAL DATA CONCERNING WOMEN IN 
TODAY'S lABOR MARKET ARE INCLUDED, AND SIGNIFICAft,"T LEG· 
ISlATION AFFECTING. THE EMPlOYMENT OF WOMEN IS OUT· 
4.INED. FACTORS TO IMPROVE .RETENTION RATES AND MORALE 
AMCtG FEMALES ARE DISCUSSED AND GUIDELINES FOR DE:VEL· 
OPiNGRECAUITMENTBULlETINS, TEST ANt.'OUNCEMENTS, AND 
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FlYERS TO ENCOURAGE FEMALE APPLICANTS ARE· LISTED. Fl· 
NALL .. ,., THE FOU.OWlNG EXERCISES ARE INCLUDED: AN Am· 
TUDE REVIEW WORKSHEET, A CHECKLIST OF PERFORMANCE 
DIFFERENa:S BETWEEN THE SEXES,. STEPS TO DESIGN ARE· 
CRUITMENT CAMPAIGN, A LIST OF SELECTION STANDARDS AND 
PROCEDURES TO REVIEW, A SCENAflIO TO BE ANAlVZED FOR 
IMPROVING WORKING REIJITlONSHIPS, A TRAINING PROCE· 
DURES REVIEW, A FOLLOW UP AND EVALUATION EXERCISE. 
ROLE SIMUIJITloN, AND A PARTICIPANT EVALUATION FORM. 
Sclpplem4tntalNotn: LEMMP (IJIW ENFORCEMENT MINORITV 
MANPOWER PROJECT) TRAINING AID NO 6. 

n. FEDERAL BUREAU OF INVEIni'IGA'tION, WASHINGTON DC 
20535. FBI'S NATIONAL EJ.(ECUTIVE INST'ITUTE-EDU­
CAnNG LAW ENFORCEMENT'S TOP LEVEL WAHAGERI. 
FBI LAW ENFORCEMENT BULLETIN (SEPTEMBER 1976). 
P 3-8. NCJ.MaCII 

~IPTlON OF THE DESIGN AND CURRICULUM OF TH!S Mo. 
<ilt!1J ,qr~VANCED TRAINING FOR POLICE CHlfF aECUTlVES •. 
EACHSES:;~N ,:;'1 THIS NAT!ott.A1;. Si!MIVE INSTITUTE CON· 
SISTS OF FOUR SEPARATE CYClES,EACH OF.FOUR DAYS' DURA· 
TlON, HELD' DURING· A DESIGNATED THURSDAY THROUGH 
SUNDAY PERIOD EVERY OTHER MONTH. CYCLE ONE OF THE 
FIRST SESSION COMMENceD ON MARCH 25, 1978, AT THE FBI 
ACADEMY, QUANTICO, VIRGINIA-THE FOU.OWING CYCLES BEGAN 
ON MA~' 6, JULY 8, AND SEPTEMBER 9 RESPECTIVELY. THE SES­
SION TOPICS WERE NATIONAL AND INTERNATIONAL POUTlCAL, 
ECONOMIC, AND SOCIAL TRENDS; THE IMPACT OF CRIME ON 
AMERICAN SOCIETY AND THE UTILIZATION OF THE. NEWS MEDIA 
TO ACHIEVE A CHANGE IN AMERICAN ATTITUDES TOWARD 
CRIME; AFFIRMATIVE ACTION AND LItBOR RELATIONS; AND 
FUTURE POLICE ORGANIZATIONAL STRUCTURES AND FINANCING 
FOR POLICE OPERATIONS. FOR AN. EVALUATION OF THE PRo. 
GRAM BY ONE INSTITUTE PARTICIPANT, SEE NCJ.038307. 

73. J. A. GAZELL STUDY OF PROBLEMS AND IIE11tODS OF 
POUCE RECRUITIIENT FROM DISADVANTAGED IlINOR· 
1nE&. NATIONAL LEAGUE OF cmES, 1620 I STREET, 
NW, WASHINGTON DC 20006. 88 p. 1976. 

NCH7111 
THIS STUDY ANALVZES THE OCCUPATIONAL EXPECTATIONS AND 
MOTIVES OF MINORITY GROUP POLICEMEN AND EXAMINES THEIR 
PERCEPTIONS TOWARD THE SAN DIEGO POLIce DEPARTMENT'S 
RECRUITMENT AND RETENTION POLICIES AND PRACTICES. A 3',1 
PERCENT RANDOM POPUIJITION SAMPLE OF BIJICK ANO BRDW.., 
POlICE OFFICERS WAS COMPARED WITH A GROUP OF POLICE 
APPLICANTS AND A GROUP OF FORMER POLICE D.:PICERS. MI· 
NORITY GROUP EMPLOYEES OF THE SAN DIEGO FIRE DEPART· 
MENT WERE USED AS A CONTROUCOMPARISON GROUP. DATA 
WAS OBTAINED IN A 1970 SURVEY QUESTIONNAIRE. SURVEY 
FINDINGS REVEAlED THAT MINORITY PERSONS WEREMOTlVAT· 
ED TO JOIN A POLICE DEPARTMENT BECAUSE OF THE NATURE 
OF THE JOB ITSELF, RATHER THAN FOR ECONOMIC BENEFIT, AL· 
THOUGH ONLY THE BROWN OFFICERS FELT THAT THEY HAD 
SOME SPECIAL VALUE TO THE DEPARTMENT. GENERALLY, 
POLICE RESPONDENTS FElT THAT THE DEPARTMENT'S RECRUIT· 
MENT AND INTAKE SYSTEM WAS 'FAIR' TOWARD 
MINORITV-GROUP PERSONS, ALTHOUGH THEY WERE SOMEWHAT 
CAmCAl OF THE ORAL INTERVIew, PROOATION EVALUATlON, 
AND, TO A LESSeR EXTENT, THE WRITTEN EXAM. NEARLY HALF 
OF THE POLICE RESPONDENTS SAID nl.~T THEIR JOB HAD NOT 
TURNED OUT ACCORDING TO THEIR EXPECTATIONS, WITH 
RACISM CITED AS THE UNEXPECTED FACTOR. MUS. iNOUMiiENT 
MINORITY OFFICERS HAD· BEEN· RECRUITED FROM 'BLUE 
COlLAR' .JOBS. IN GEMCRAL, MINO~liY PERSONS WERE MORE 
CRITICAL. OF THE POLICE DEP.ARTMENT THAN OF THE FIRE DE· 
PARTMENT, AND BIJICKS WERE MORE CRITICAL OF THEIR DE· 
PARTMENT 'i~i!!;N BROWNS. nita FOURTEEN S,OECIFIC STUDY 
FINDINGS ARE PRESENTED IN THE CONCLUSION AlONG WITH 
RECOMMENDATIONS FOR EACH. THiS PAPER ALSO INCLUDES RE· 

. VIEWS OF THE CUMUIJITIVE KNOWlEDGE OF POUCE~ECRUIT~ 
MENT AND RETENTION PRACTICES ACROSS THE COUNTRY AND 
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OF PAST AND coNTeMPORARY STUQlES OF SAN DIEGO RE· 
CRUITMENT ANO RETENTlON .PRACTICES. THE APPENDIX OON· 
TAiNS A DISCUSSION OF THE RESEARCH DESIGN AND A OOPV OF 
THE SURVEY QUESTIONNAIRE. . . 
1poI.or:. .. Agencr: US DEPARTMENT OF HOUSING AND URBAN 
DEVELOPMENT,· 451 SEVENTH STREET, SW, WASHINGTON· DC 
20410. 
AIfIIIIIIIItr: NCJRS MICROFICHE PROGRAM. 

74. R. W. GOFF. APPROACH TO MINORITY RECRUITMENT. 
FEDERAL BUREAU OF INVESTIGATION, WASHINGTON DC 
20535. FBI lAW ENFORCEMENT BUUETTN. V 47. N 7 
(JULY 1878), P 16-21. ~ 

CONSIDERATIONS IN. DESIGNING AND IMPLEMENTING A SUC­
CESSFUL MINoRITY RECRUITMENT PROGRAM IN POUCE AGEN· 
ClES ARE EXAMINED WITHIN THE CONTEXT. OF AN INOIANA 
STATE FOIJCE PROGRAM. AFFIRMATIVE ACTION IS A 
GUIDEUNE.oRIENTED RECRUITMENT APPROACH WHICH IN­
VOLVES ASSeSSMENT OF THE ORGANIZATION'S STATUS RE· 
GARDING MOR~ REPRESENTATIVE UTIUZATlc>N OF MINCmffiES 
AND WQMEN, A STATEMENT OF GOAlS, AND DEVELOPMENT OF 
TIMETABLES AND ACTIONS TO CORRECT ANY DEFICIENClF.S 
WHICH MAY EXIST. THE PROGRAM SHOULD . BE WRITTEN IN A 
DIRECT MANNER SO IT CAN S'iFOL1.OWED AND UNDERSTOOO, 
AND SHOULD INCLUDE A RECORDED BREAKDOWN OF THE ULTI· 
MATE DEPARTMENTAL GOAL IN MEASURABLE UI~ITS FOR LATER 
m'ALUATlON. ANALYSIS OF GEOGRAPHIC AND DEMOGRAPHIC 
DATA. PASt PROGRAMS BY SIMILAR ORGANIZATIONS, AND MAN· 
AGEMENTCOMMITMENT PROVIDE A NECESSARY FOUNDATION 
FOR A SUCCESSFUL. .RECRUITMENT PROGRAM. EfFOf\TSMUST 
BE MADE TO ENSURE THAT ALL UNITS HAVE FULL KNOWlEDGE 
OF THE PROGRAM. QUAUTIES ESSENTIAL IN A MINORITY RE· 
CRUITER INCLUDE PROJECTION OF A STRONG POSITIVE IMAGE. 
INTEREST AND ABIUTY TO PARTICIPATE IN THE PROGRAM, ABIU· 
TY TO RELATE TO AND BE AT EASE WITH MINORITY CANDIDATES, 
ANDABIUTV TO WORK WITHOUT DIRECT SUPERVISION. IN ADDI· 
TION TO RECRUITERS, AT LEAST ONE COORDINATOR SHOULD BE 
SELECTED TO WORK AT THE STAFF LEVEL. RESPONSIBIUTIES OF 
THE COORPINATOR WILL INCLUDE OVERSEEING PROGRAM IM­
PLEMENTATION, PROVISION OF RESEARCH, COORDINATION OF 
THE DEVELOPMENT AND DISTRIBUilON OF RECRUITMENT MATE· 
RIALS, PROVISION OF INFORMATION TO DEPARTMENT PERSON­
NEL, IDENTIFICATION OF COMMUNITY RECRUITMENT CONTACTS, 
AND DEVELOPMENT OF A RECORDS AND REPORTING SYSTEM. 
FIELD LEVEL PERSONNEL WILL AlSO BE RESPONSIBLE FOR 1M· 
PLEMENTATlON, COORDINATION, AND EVALUATION OF ACTlVI· 
TIES WITHIN THEIR OWN SPHERE OP RESPONSIBIUTY. WHILE 
FUNDING IS NEOEssARY, EFFECTIVE UTIUZATION OF FUNDING IS 
OF GREATER IMPORTANCE THAN THE AMOUNT OF FUNDING. 
FUNDING NEEDS WHICH REQUIRE CONSIDERATION INCLUDE 
THOSe FOR MATERIALS AND EQUIPMENT, PAID MEDIA. CONSUL· 
TANTS, TRAINING CONFERENCES/SEMINARS, AND OPERATIONAl 
COSTS. IN MINORITI RECRUITMENT, EMPHASIS ON COMMUNITY 
SERVICE, SECURITY, PRESTIGE, AND PAY CAN HELP OVERCOME 
AUENATION AND NEGATIVE ATTITUDES OF POTENTIAL MINORITY 
APPLICANTS. RECRUITMENT TECHNIQUES MAY INCLUDE O;RECT 
RECRUITER CONTACT WITH MINORITY GROUP MEMBERS, $OUC­
moo REFERRALS FROM MINORITY COMMUNtTY LEADERS, AND 
CONTACT WITH POTENTIAL MINORITY APPUCANTS BY ONDlrrv 
OFfiCERS. PAID OR PUBUC SERVICE MEDIA CAMPAIGNS AND 
POSTERS AND ReCRUITMENT UTERATURE MAY ALSO BE EFFEC­
TIVE. 
A~ NCJRS MICROFICHE PROGRAM. 

71. A. 011. JEFRRION. EQUAL EIIPI.OYIIENT OPIIOIl'RfHI­
TV AND AFFIRIlATIV£ ACTION IN LAW EitfORCEMENT 
A~IU. SOUTH CAROUNA DEPARTMENT 0.11: COR· . 
REOi'l\"A\lS, «44 BROAD RIVER ROAD, POBOX 768, co. 
LUM6~ so 29202. RESOLUTION OF. CORRECTlONAL 
PROBUMS AND ISSUES, V 1, N 4 (SUMMER 1975), P 
15-18.. NCJ.ZItl]S 

AN EXAMINATION OF THE FEDr'7lAL LEGISLATIDN AND U.S. SU­
PREME COURT DECISIONS RELATING TO EQUAL EMPLOYMENT 
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OPPORTUNITY !SFOLLOWEO BY AN ANALYSIS OF SPECIFIC LAW 
ENFORCEMENT PRACTICES FOUND. TO BE DlSCRIIMNATOAV. 
THREE· PIECES OF FEDERAL I.AW HAVE BEEN THE BA$IS OF 
MOST CHAllENGES TO THE EMPLOYMENT PRAC'TlCeS OF EM­
PlOYERS. BOTH PUBUC· AND PRIVATE:· SECTION .1181 OF. THE 

. CML RIGHTS ACT OF 1_, TITlE VII OF THE CIVIL RIGHTS ACr 
OF 18M. AND THE FOURTEENTH AMENDMENT OF THE·UNITED 
STATES CONSTITUTION. THERE ARE OTHER PROVISIONS OF FED­
ERAL STATUTORY LAW THAT MAY BE USED AS A BASIS FOR IrH 
ATTACK ON RACIAlLY AND .SEXUAlLY DISCRIMINATORY EMPLov· 
MENT PATTEFiNS, BUT THESE THREE SOURCES ARE fUND.WEN. 
TAL. THE PROVISIONS OF THESE· THREE BASIC ·SOURCeS ME· 
EXAMINED IN SOME DETAIL. CASES WHICH INVOLVE A LEGAL 
CHALLENGE TO THE USE OF AN EMPLOYMENT SCREENING·· 
DEVICE OR EMPLOYMENT PRACTICE ARE DISCUSSED, AND THE 
TYPES OF EVlDENCETHAT MUST BE PRESENTED BY THE PlAlN­
TIFF AND THe DEFENDANT ARE REVIEWED. SPECiFIC AGf!i«N 
PRACTICES THAT HAVE BEEN FOUND DISCRIMINATORY ARE RE~ 
VIEWED. THESE INCLUDE USE OF ENTRANCE AND PROMO'nONAL . 
EXAMINATIONS, BACKGROUND EXAMINATIONS. MIIllIMUM HEIGHT 
AND WEIGHT REQUIREMENTS, AND SOME SYSTEMS FOR PeR­
FORMANCE RATINGS. CASES IN wHICH THe COURTS HAVERE· 
QUIRED AfRRMATIVE ACTION PROGRAMS TO REUEVE THE 
DAMAGE CAUSED BY DISCRIMINATORY EMPLOYMENT PfIAC11CES 
ARE REVIEWED IN THE FINAL SECTION. (AUTHOR ABSTRAC1' 
MODIFIED) 

71. L W. JOIINION. PEJIFORIIANCE 011 ~1A1'lOII. 
US DEPARTMENT OF THE ARMY us ARMY OOMMANO 
AND GENERAL STAFF c:Ou.EGE. FORT LEAVENWORTH 
KS.G8027. 18p. 1977. NC.ItI. 

THE RELATIONSHIP BETWEEN· .~ElGHT AND JOB PERFOfIMANCE 
AMONG MILITARY POLICE IS ANALyzeD, AND A MINIMUM HeIGHT 
REQUIREMENT IS EXAMINED AS AN ASPECT OF RACE AND SEX 
DISCRIMINATION. IN EXAMINING THE RELATtiJNSHIP BEtWEEN 
HEIGHT AND JOB PERFORMANCE IN THE MILITARY Pouce, IT IS 
ASSUMED IN THIS STUDY THAT HEiGHT RElATES ONLY TO I'HY$­
ICAL ABIUTV TO ENFORCE THE LAW. WHILE AO<NOWLEDGING 
THAT THE DUTIES OF MILITARY POLICE HAVE A BROADERSOOPE 
THAN THOSE OF CIVIL POlICe, STUDIES DEAUNG WITH THE Re· . 
LATIONSHIP BETWEEN JOB PERFORMANCE AND HEIGHT IN CIVIl. 
POLICE WORK ME CITED iN FORMULATING CONClUSIONS AND 
RECOMMENDATIONS. THE TRENDS FOUND IN MOST.OF THESE 
STUDIES INDICATE THAT SHORTER OFFICERS· ARE ASSAUlTED 
MORE FREQUENTLY THAN TALLER OFFICERS. THEMIUTARY 
POLICE REQUIRE A MINIMUM HEIGHT FOR MALES OF It FEET " 
INCHES AND 5 FEET .. INCHES FOR FEMALES. THE semNG OF 
THIS MINIMUM HEIGHT FOR MALES IS CONSIDEREP PAC)'f'EFI BE- . 
CAUSE OF EVIDENCE FROM STUDIES WHICH . INDICATES ·,..IAT 
SUCH A HEIGHT PROVIDES AN INTIMIDATING PRESENCE THAT 
AIDS IN BEHAVIOR CONTROL. IN 1875, A HEIGHT REQUIREMENT 
OF 5 FEET 8 INCHES FOR POl.ICE OFfICERS WAit. UPHElD AS 
CONSTITUTIONAt. IN THE U.S. COURT OF APPEALS.. THE'IMPucA. 
noN OF THIS DECISION IS THAT A 5 FEET 8 INCH HElGHT STAHl> 
ARD IS LEGAL, EVEN IF THE MAJORITY OF FEMALES WOULD BE 
DISOUAUFIeD. THE HEIGHT REQUIF!EMENT AS AN· ASPECT' OF 
RACIAL DISCRIMINATION HAS ALSO BEEN UNSUCCr~Y 
CHALLENGED IN THE U.S. COURT OF APPEAlS. ALTHOUGH 
THERE IS No EXISTING LEGAL IMPeRATIVE. THe MINIMUM 
HEIGHT REQUIREMENT g:OR WOMEN WAS· MADE LESS tHAN 
THAT FOR MEN IN THE MILITARY POUCESECAUSE THE R£COM­
MENDATIONS OF as PERCENT OF Sc"N1OR MILITARY POLICE 0FF1-
CERS, WHO MAINTAINED THAT PHYSICAL FITNESS AN[) ABlUTY 
WEAEMORE IMPORTANT TO JOB PERFORMANCE THAN HEIGHT. 
IN UGHT of THIS DECISION, THE QUI:.STION. OF. THE FAIRNESS· 
OF A HIGHER MINIMUM HEIGHT FOR MEN ~ FOR WOMeW 
MUST BE RAISED. OONSIDERlWG THE EXISTING CONfUSIoN IN 
THE MAneR, IT IS RECOMMENDED THAT THe QUESTION OF THE 
VAUDITY OF THE CURRENT HEIGHT STAMDARDS BE SUBMITTED 
TO THE JUDGE ADVOCATEO£NERAL'S 0FFlCE OR THE DEPART. 
MENT OF JUSTICE FORAN (.)PINION. IN ADDITION, THE POSSIBIL. 
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lTV OF WAIVING HEIGHT' REQUIREMENTS FOR PERSONS WHO 
. SUCCESSFULLY COMPLETE A JOB PERFORMANCE TEST 13 SUG· 
GESTED. 
A~ NTIS Accesslon No. ADA 043 750 (M'tCrOfiche); 
NCJRS MICROFICHE PROGRAM. 

77. R. E. MAGNUS. JACKSON (TN)-POLIC£ DEPART· 
MENT-ANALYSIS OF POLICE POSITION REQUIRE­
MEHTS-POUCE TECHNICAL ASSIStANCE REPORT. 
WESTINGHOUSE JUSTICE INSTITUTE. 20 p. 1976. 

NCJ.SIIOI 
DATED DECEMBER 1976, THIS REPORT PRESENTS THE RESULTS 
OF A REVIEW OF THE DEPARTMENTS ORGANIZATiON, PERSON· 
NEL SYSTEM, AND AFFIRMATIVE ACTION PLAN, AND PROVIDES 
RECOMMENDATIONS FOR IMPROVEMENT OF PROBleM AREAS. 
THE JACKSON POLICE DEPARTMENT HAS A SWORN POLICE 
STRENGTH OF 106 OFFICERS SERVING 47,000 RESIDENTS UVING 
IN A 21 SQUARE MILE AREA. THIS TECHNICAL ASSISTANCE AS- . 
S/GNMENT WAS TO GENERATE ANALYSES OF THE JACKSON 
POLICE DEPARTMENT (JPD) PERSONNEL SYSTEM AS IT IMPACTS 
ON EQUAL EMPLOYMENT OPPORTUNITY PROGRAM (EEOP) AND 
AFFIRMATiVe ACTION PROGRAM (AAP) .CONSIDERATIONS. THE 
TECHNICAL ASSISTANCE WAS TO IDENTIFY DEFICIENCIES IN THE 
PRESENT PERSOM~EL SYSTEM THAT MAY CREATE LEGALPROB· 
LEMS FOR THE CITY ANDIOR MAY BE CONTRARY TO SOUND 
PERSONNEL PRACTICES; IN ADDITION, IT WAS TO GUIDE THEJPO 
IN IMPROVING ITS PERSONNEL PRACTICES AND THE EEOP/AAP 
OF THE DEPARTMENT. IT WAS FOUND THAT THE DEPARTMENT 
LACKED FORMALIZED WRrfTEN PROCEDURES TO ESTABLISH 
PERSONNEL POLICY. SEVERAL DEFICIENCIES WERE ALSO NOTED 
IN THE DEPARTMENTS EEOP/AAP. SHORT·TERM RECOMMENDA· 
TIONS ARE MADE TO IMPROVE THE MINORITY RECRUITMENT 
AND PERSONNEL SELECTION OF THE DEPARTMENT. LONG·TERM 
RECOMMENDATIONS FOR A REVISED ORGANIZATION AND PER· 
SONNEL SYSTEM ARE ALSO PRESENTED. 
SponsorIng Agency: US DEPARTMENT OF JUSTICE LAW EN· 
FORCEMENT ASSISTANCE ADMINISTRATION. 
AY8bbIIIty: NCJRS MICROFICHE PROGRAM. 

7.. S. E. MARTIN. BREAKING AND ENTERING-POLICEWO­
MEN 1M THE POUCE WORLD. 308 p. 19n. 

NCJ.46404 
A STUDY EXPLORING THE WAYS IN WHICH POLICEWOMEN MESH 
THEIR OCCUPATIONAL AND SEX ROLES WAS CONDUCTED; 
POLICE OFFICERS IN WASHINGTON, D.C.,· WERE INTERVIEWED 
ABOUT THEIR CAREERS· AND ATIITUDES. THE STUDY EXAMINED: 
(1) THE SPECIAL. PROBLEMS POLICEWOMEN FACE AS NEWCOM· 
ERS AND AS WOMEN ASSIGNED TO PATROL DUTIES IN SURVIV· 
ING IN THE WORK ENVIRONMENT AND PERFORMING THEIR QC. 
CUPATIONAl. ROLE; AND (2) T~MECHANISMS THEY EMPLOY TO 
COPE WITH PROBLEMS AND DILEMMAS POSED BY THE FORMAL 
AND INFOAMALWORK ORGANIZATION AND THE DAY·TO·DAY 
PAl'TERNS OF INTERACTION WITH PEERS, SUPERVISORS, AND 
CLI~fI'S. THE RESEARCH FINDINGS ARE BASED ON 30TH PAR· 
TICIPANT OBSERVATION AND INTERVIEW DATA GATHERED PRIN· 
CIPAL!. Y IN ONE POLICE DISTRICT IN WASHINGTON, D.C., BE· 
TWEEN OCTOBER 1975 AND JUNE 1976. THE AUTHOR WORKED 
FOR 9 MONTHS AS A MEMBER OF THE METROPOLITAN POLICE 
RESERVE CORPS, A CITIZEN ORGANIZATION WHOSE MEMBERS 
WORK IN UNIFORM ALONG SIDE OF POLICE OFFICERS. IN ADDI· 
TION, INTERVIEWS AVERAGING 1·AND-1/2 TO 2 HOURS IN 
LENG1'H WERE CONDUCTED WiTH 27 POLICEMEN, 28 POLICEWO­
MEN, AND 15 OFFICIALS OF THE OBSERVATION DISTRICT PLUS 7 
CURRENT OR FORMER POLICEWOMEN INVOLVF.D IN THE DE· 
PARTMENT'S POLICEWOMEN. PROGRAM. THE INTERVIEWS, IN· 
CLUDING BOTH OPEN AND CLOSED QUESTIONS, ELICITED INFOR· 
MATION ABOUT OFFICER'S BACKGROUNDS, CAREER CHOICE, l:X. 
PECTATIONS AND ASPIRATIONS, TRAINING, AND ATTITUDES 
TOWARD DEPARTMENT, CITIZENS, FELLOW OFFiceRS, AND THE 
WORK ITSELF. THE DIFFICULTIES THAT POLICEWOMEN WERE 
FOUND TO FACE IN ENTERING A TRADITIONALLY MALE OCCUPA· 
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TlDN EMANATE FROM. STRUCTURAL FEATURES OF.THE WORI< 
ORGANIZATION AND CULTURAL FEATURES GOVERNING 
MALE·FEMAlE INTERACTION. DEPARTMENTAL POLICIES OFTEN 
PUT THE POLICEWOMEN AT A DISADVANTAGE BY FAILING TO 
MEET THEIR UNIQUE NEEDS AND PERMITIING THE DEVELOP. 
MENT OF A CYCLE OF DEMQTIVATION AND FAILURE ON THE 
PART OF SOME WOMEN. THE POLICEMEN'S WORK SUBCULTURE, 
BUILT ON· MUTUAL TRUST OF OFFICERS WITH SIMILAR BACK· 
GROUNDS, ATIITUDES, AND VALUES, IS mqEATENED BY THE 
PRESENCE OF POLICEWOMEN. FOR THIS REASON, WOMEN ARE 
NOT ACCEPTED AS OFFICERS AND ARE FREQUENTLY DENIED IN· 
FORMATION, ALLIANCES, PROTECTION, AND SPONSORSHliJ NEC­
ESSARY FOR SUCCESS IN THE DEPARTMENT'S FORMAl,. AND IN­
FORMAL STRUCTURE. AT THE INTERPERSONAL LEVEL. FEMALE 
OFFICERS MUST CONTEND WITH THE STRAINS OF STATUS INFE· 
RIORITY AS WOMEN, COMPOUNDED BY PERFORMANCE PRES· 
SURES AS TOKENS PRESENT IN LIMITED NUMBERS. THEY ARE 
CAST INTO LIMITING STEREOTYPIC ROLES AND PRESSURED BY 
MALE PEERS TO REMAIN SUBORDINATE THROUGH A VARIETY OF 
VERBAL· AND No."4VERBAL CUES. POLICEWOMEN ADOPT TWO 
PATTERNS OF BEHAViOR AS A RESULT OF THE DILEMMAS THEY 
FACE: ONE GROUP SUCCEEDS AS OFFiceRS BY A STRATEGY OF 
OVERACHIEVEMENT, INVISIBILITY, AND STRICT ADHERENCE TO 
THE RULES, WHILE THE OTHER ADAPTS TO THE STEREOTYPIC 
ROLES INTO WHICH WOMEN ARE CAST, REMAINING 'LADIES' AND 
BEING LESS SUCCESSFUL AS PATROL OFFICERS. MOST po. 
L1CEWOMEN ATTEMPT TO FINO AN INTERMEblATE COMPROMISE, 
BUT THEIR SITUATION AS PATROL OFFICERS IS STRESSFUL AND 
DIFFICULT WHICHEVER PATH THEY ADOPT. SUPPORTING DOCU· 
MENTS AND DATA ARE APPENDED, AND REFERENCES ARE PRO­
VIDED. (AUTHOR ABSTRACT MODIFIED) 
SUpplemental Notea: AMERICAN UNIVERSITY-DOCTORAL DIS­
SERTATION. 
AVIIII8bIItty. UNIVERSITY MICROFILMS, 300 NORTH ZeEB ROAD, 
ANN ARBOR MI 48106. 

71. J, E. MCCLEUAN •. CHANGING NATURE OF POLICE 
MANAGEMENT. COpp ORGANIZATION, INC, 27 WEST 
38TH STREET, NEW YORK NY 10018.. LAW AND ORDER, 
V 26, N 5 (MAY 1978), P 18·21.25. HCJ.415417 

UNIONIZATION, PROF.ESSIONALIZATION, EQUAL OPPORTUNITY 
AND AFFIRMATIVE ACTION HIRING, AND PROVISION OF COMMU· 
NITY SERVICES MAKE THE POLICE MANAGER'S JOB MORE COM· 
PLEX THAN BEFORE. DESPITE A DESIRE TO ADHERE TO TRADI· 
TIONAL MODES OF BEHAVIOR, THE POLICE MANAGER MUST BE 
PREPARED TO ACCEPT CHANGES IN THE FIELD OF LAW EN· 
FORCEMENT. UNIONISM IN THE PUBLIC WORK SECTOR IS A 
HOTLY CONTESTED ISSUE. IT IS SUGGESTED THAT UNIONISM 
CAN BE AVOIDED TO THE BENEFIT OF BOTH MANAGEMENT AND 
EMPLOYEES THROUGH A SYSTEM OF OPEN COMMUNICATION, 
APPLICATION OF GOOD SUPERVISORY SKILLS, EQUITABLE GRIEV· 
ANCE PROCEDURES, EMPHASIS ON CAREER DEVELOPMENT, AND 
A PROGRESSIVE MANAGEMENT ENVIRONMENT. EQUAL OPPOR· 
TUNITY EMPLOYMENT AND AFFIRMATIVE ACTION POLICIES ARE 
AN IMPORTANT ASPECT or POLICE PERSONNEL ADMINISTRA· 
TION. ACCEPTANCE OF THESE POLICIES, COUPLEt) WITH EN· 
LIGHTENED MANAGEMENT, CAN PREVENT ADVERSE PUBLIC OR 
EMPLOYEE CHARGES AGAINST POLICE ADMINISTRATION. EDUCA. 
TIONAl AND TRAINING REQUIREMENTS SHOULD BE SET IN AC­
CORDANCE WITH COMMUNITY EXPECTATIONS AND DEPART. 
MENTAL NEEDS. COLLEGE EDUCATION IS BECOMING MORE 
COMMON IN THE GENERAL POPULATION; IT 15 REASONABLE 
THAT POLICE OFFiCERS BE EQUAL IN EDUCATION TO THE 
PEOPLE THEY SERVE. INSERVICE TRAINING PROVIDES A METHOD 
FOR ACHIEVING ONGOING EMPLOYEE EDUCATION. TRAINING PHI· 
LOSOPHY AND A BUDGET SHOULD BE ESTABLISHED. INSERVICE 
TRAINING CAN IMPROVE DECISION MAKING SKILLS, JOB EFFEC. 
TIVENESS, DEPARTMENTAL COHESION, COMMUNICATION, AND 
JOB SATISFACTION. CHANGE NECESSARILY INVOLVES A DEGREE 
OF RISK AND ATTENDANT FEAR, UNCERTAINTY, D'STRUST, AND 
RESISTANCE. AWARENESS AND UNDERSTANDING ON THE PART 
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OF MANAGEMENT. COUPLED WITH EFFECTIVE COMMUNICATION 
AND GRADUAL IMPLEMENTATION. CAN SIGNIFICANTLY REDUCE 
RISK AND RESISTANCE TO CHANGE. WHILE EACH AREA OF 
CHANGE INVOLVES RISK, A GREATER HAZARD IS INVOLVED IN IG· 
NORING CHANGES fiND THEIR EFFECTS ON THE POLICE OFFICER 
AND THE COMMUNITY. 
AVllkbIItJ: UNIVERSITY MICROFILMS. 300 NORTH ZEEBROAD, 
ANt4 ARBOR MI48106. 

10. R. MCCLORY. MAN WHO BEAT CLOUT CITY. SWAL· 
LOW PRESS INCORPORATED, 811 WEST JUNIOR TER· 
RACE. CHICAGO IL 60613. 233 p. 19n. 

NCJ.4I5Ot 
THE STORY OF II BLACK POLICE OFFICER'S STRUGGLE TO END 
CHICAGO'S LONG HISTORY OF DEPARTMENTAL RACISM IS RE· 
COUNTED. SOON AFTER RENAULT ROBINSON. AN INTEWGENT 
AND HIGHLY MOTIVATED YOUNG BLACK MAN, JOINED THE CHI· 
CAGO POLICE FORCE. HE ENCOUNTERED A PERVASIVE AND 
DEEP-SEATED RACIAL BIGOTRY WHICH EVENTUALLY DROVE HIM 
AND A HANDFUL OF BLACK OFFICERS TO ORGANIZE THE 
AFR()'AMERICAN PATROLMEN'S LEAGUE. IN ORDER TO FOCUS 
ATTENTION ON THE INTERNAL OPERATIONS OF THE CHICAGO 
POlICEDEPAR1'MENT. SPECIFICALLY. THE LEAGIJE WAS ORGA· 
NIZED TO IMPROVE THE RELATIONSHIP BETWEi;,N THE BLACK 
COMMUNITY AND THE DEPARTMENT. TO IMPROVE THE RELA· 
TIONSHIPS BETWEEN BLACK AND WHITE POLICE OFFICERS. AND 
TO BRING ABOUT· POLICE REFORM. HOWEVER. ROBINSON AND 
OTHER LEAGUE MEMBERS, AS weLL AS THE ENTIRE CHICAGO 
POLICE DEPARTMENT. WERE SOON INVOLVED IN A RACIAL CON· 
TROVERSY THAT RESULTED IN ROBINSON'S SUSPENSION. DE· 
PARTMENTAL PLOTS TO LINK THE LEAGUE WITH CRIMINAL CON· 
SPIRAClES. AND EVENTUALLY, TO ROBINSON'S REINSTATEMENT 
AND COURT DECISION THAT WOULD AFFECT POLICE DEPART· 
MENTS ACROSS THE COUNTRY. THE GROWTH OF THE LEAGUE 
AND ROBINSON'S PERSONAL STRUGGLES ARE EXAMINED. WITH 
PAATICULAR ATTENTION TO THE LEAGUE'S FOUNDING, ROBIN· 
SON'S CHARACTER AND ENTHUSIASM FOR POLICE WORK; THE 
DEPARTMENTAL PRESSURE THAT FOLLOWED THE LEAGUE'S INI· 
TlAL EFFORTS TO COMBAT RACISM: THE TENSE SUMMER FOL· 
LOWING THE ASSASSINATION OF MARTIN LUTHER KING, JR.; 
ROBINSON'S SUSPENSION, THE HARASSMENT HE SUFFERED 
AFTER HIS SUSPENSION, AND HIS ARREST FOR DISORDERLY 
CONDUCT; THE LAW SUIT FILED BY THE LEAGUE AGAINST THE 
DEPARTMENT AND MAYOR RICHARD DALEY; INCIDENTS OF 
POLICE BRUTALITY AGAINST BLACK CITIZENS: THE 1972 CAM· 
PAIGN AGAINST POLICE BRUTALITY; THE LEAA RESF'ONSETO 
CHARGES OF RACISM WITHIN THE CHICAGO POLICE DEPART· 
MENT; ROBINSON'S REASSIGNMENT TO INTOLERABLE DUTIES; 
THE CIVIL TRIAL CONCERNING JUSTICE DEPARTMENT CHARGES 
OF RACISM WITHIN THE POUCE DEPARTMENT; ROBINSON'S Suo. 
CESSFUL EFFORT TO GET FEDERAL REVENUE SHARING FUNDS 
FOR CHICAGO CUT OFF; AND THE LEAGUE'S AND ROBINSON'S 
EVENTUAL COURT VICTORY. AN EPILOGUE AND INDEX ARE IN· 
CLUDED. 
AVIIIIIIIIIy: SWALLOW PRESS INCORPORATED. 811 weST JUNIOR 
TERRACE. CHICAGO IL 60613. 

81. L ... MOORE end J. A. SCHWARTZ. MINORITY EMPLOY· 
MENT IN POUCE IERVlCEI-A MANAGEMENT ANALYSIS 
FOR POUCE DEPAATIIENTI. LEAGUE OF CA.L1FORNIA 
CITIES, 702 HILTON CENTER, LOS 'ANGELES CA 90017. 
WESTERN CITY (NOVEMBER 1976), P 13~14, 28. 

NCJ.42I32 
MINORITY RECRUITMENT. SELECTION, RETENTION. ANDPROMQ.. 
TION PROBLEMS ARE DISCUSSED. ALONG WITH THE LEGAL 
ISSUES INVOLVED. MANAGEMENT RECOMMENDATIONS ARE OF· 
FERRED IN DEALING WITH THE SITUATION. HISTORICAL DlSCRIMI· 
NATION. LACK OF ADEQUATE INFORMATION. LIMITED RE· 
SOURCES. AND MASSIVE AND SOMETIMES CONFUSING LAWS 
ARE CITED AS PROBLEMS WITH WHICH THE ADMINISTRATOR 
MUST DEAL IN SEEKING TO INCREASE MINORITY EMPLOYPJlF,NT. 
RECOMMENDATIONS FOR MANAGEMENT ACTION ARE AS FOL-

POUCE 

LOWS: GIVE PRIORITY RATING TO MINORITY EMPLOYMENTi 
ASSIGN THE POLICE DEPARTMENT RATHER THAN THE CITY PER­
SONNEL DEPARTMENT TO THE RESPONSIBILITY OF MINORITY 
EMPLOYMENT; CONDUCT A THOROUGH ASSESSMENT OF THE 
PROBLEM WHICH SHOULD LEAD TO' SPECIFIC SHORT~TERM AND . 
LONG·TERM PLANS; PROVIDE TRAINING FOR ADMINISTRATIVE 
PERSONNEL AND LINE OFFICERS WHICHWILL·FAClUTATE THEIR 
SUPPORT AND LEADERSHIP IN MINORITY EMPLOYMENT: AND 
POLICE PERSONNEL POLICIES AND PRACTICES REGARDING 
HIRING AND PROMOTION SHOULD BE MADE MORE FLEXIBLE. 
SUpplemental Notes: REPRINT. 

12. P. MURPHY, D. STEVENS, W. POMEROY,"1f. ~ 
THINKING ABOUT POLICING (1171 CONGRESS OF cna 
CAS8E1TES),. NATIONAL LEAGUE OF CITIes. 1820 I 
STREET. NW. WASHINGTON DC· 20008. 1178. . ICHIIII 

NATIONAL LEAGUE OF cmES CONFERENCE PANEL DISCUSSES 
IMAGE OF POLICE, POLICE ADMINISTRATION, AND P()UCEICITY 
MANAGER RELATIONS. THE FOUR PANELISTS. ALL PRESENT OR 
FORMER POLICE CHIEFS. DEAL WITH SUCH PROBLEMS AS Ml-

. NORITY HIRING AND UPGRADING, AFFIRMATIVE ACTION FOR 
WOMEN, AND POliCE POLICY DECISIONS. THEY ALSO.·DtSQisS 
POLICE REVIEW COMMISSIONS, INTERNAL STRATEGIES FOR 
REFORM OF THE POLICE, AND STUDIES ON POLICE EFFICIENCY 
IN COMBATING CRIME. THE PANELISTS URGE CLOSER C0OPERA­
TION BETWEEN THE MAYOR AND HIS POuce CHIEF. AWJ TIE 
NEED TO MAKE POUCE ADMINISTRATORS COGNIZANT OF POuce 
AND CRIME RESEARCH. 
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SUpplemental Not..: .120 MINUTES, 1976. 
AVIIIIabIIIty: (Not avallable through NCJRS 00cumtInt Loan ProsPm) 

U. NATIONAL URBAN LEAGUE. INC. 500 EAST I2IID ITMET. 
NEW YORK NY 10021.·· PROJECT ~ (LAW .... 
FORCEIlENT MINORITY MANPOWER PRO.tEC1l-..... 
Ir.iPORT, JUNE ,.73-MAY 1174. 95 p.117 •• 

NCHIIII 
FINAL REPORT ON A PROJECT TO STIMULATE THE HIRING OF Ml­
NORITY EMPLOYEES BY .LAW ENFORCEMENTAGENQES IN SAC­
RAMENTO (CA), LimE ROCK (AK), AND SPRINGFIELD (MAJ. TtE 
PROJECT INVOLVED SCREENING A FILM ON THE LEMMP PAO.iECr 
TO INTERESTED AGENCIES AND. PREPARING CANOIOATESTO 
TAKE THE ENTRANCE EXAMINATION THROUGH TUTORING. RE· 
PORTS FROM THE THREE CITIES INDICATE THAT 3 •• MINORITY 
MEN AND WOMEN WERE. SUCCESSFULLY INTERVIEWEe. OF 
THESE. 87 WERE PLACED WITH POLICE DEPARTMENTS, 141 WITH 
LAW ENFORCEMENT RELATED AGENCIES, AND 119 WITH UNRE­
LATED AGENCIES. 
Sponeorlllg Agency: US DEPARTMENT OF JUSTICE LAW f.N. 
FORCE~NT ASSISTANCE ADMINISTRATION. 
AVIIIIHIIIty: NCJRS MICROFICHE PROGRAM. 

14. D. M. RAFKY. RACIAL DISCRIMINATION II UMMt 
POLICE DEPARTMENTS (fROM· POLICE-c:GII!MITY ... 
LAT1ONS~·SELECTED READINGS-2ND ED, tl7l. DY 
PAUL F ClROllWAU .. JR AND GEORGE KafEII-" 
NCJ.478Of1). . WEST PUBLISHING COMPANY" SO WEST 
KELLOGG BOULEVARD, ST PAUL MN 55102. 11 P. 
1978. ~"" 

A MbDEL OF INTENTIONAL AND UNINTENTIONAl.. INTERPERSON­
AL AND INTERORGANIZATIONAL FACTORS IN .RACIAL DlSCRiMIfA. . 
TlON IN POLICE RECRUITMENT IS PRESENTED TOGETHER WITH 
RESULTS OF A STUDY OF ROLE DIVESTMENT ·IN WHITE URBAN 
POLICE; THE CIVIL RIGHTS MOVEMENT,RACIAL UNREST, IH) .. 

THE FEDERAL COMMITMENT TO AFFIRMATIVE ACTION EMPLOY. 
MENT POLICIES HAVE LED TO A CRITICAL EVAlUAT10N OF ... 
NORITY RECRUiTMENT, RETENTION, AND PROMOflON INTRADIo 
TIONALLV WHITE POLICE DEPARTMENTS. UNDERL YlNG THE FRE­
QUENTLY HEARD CHARGES OF INADEQUATE MINORITY GROUP 
REPRESENTATION AND UNSATISFACTORY EFFORiS TO .IN­
CREASE MINORITY PARTICIPATION IS THE ASSUMPTION lHAT 
LAW ENFORCEMENT AGENCIES ARE GUILTY OF RACIAL DlSCRIMI-
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NATION. DISCRIMINATION, AS FREQUENTLY USEO IMPUESA SYS­
TEMATiC AND INTENTIONAl EXCLUSION OF BLACKS, AND TENDS 
TO IGNC)REUNIN'TENTIONAL AND FORTUITOUS FACTORS WHICH 
MAY ACr AS BARRIERS TO BLACK EMPLOYMENT IN POUCE DE· 
PARTMENTS.· SUCH BARRIERS MAY BE INTENTIONAL OR UNIN· 
TEN7IONAL AND MAY BE IN THE INDIVIDUAL. IN THE ORGANIZA· 
TION, OR IN THE SOCIETY. FOR INSTANCE, BARRIERS INTENTION· 
ALLY ERECTED BY BLACKS MAY INCLUDE DISINTEREST IN 
POlICE WORK. NEGATIVE ATTITUDES TOWARD THE POUCE, AND 
GREATER ATrRAcnvENESS OR PRESTIGE OF OTHER OCCUPA· 
TIONS. UNINTENYIONAL BARRIERS FOR THE BLACK MAY INCLUDE 
SUBCULTURAL VALUES WHICH MAKE THEM LESS UKELY THAN 
WHITES TO COMPLETE COMPLEX CIVIL SERVICE HIRING· PROCE· 
DURES AND LACK OF EDUcATIONAL. PHYSICAL. MORAL. OR 
MENTAL PREREQUISITES 10 POLICE EMPLOYMENT. WITHIN THE 
POLICE ORGANIZATION THERE MAY BE UNINTENTIONAL . BAR· 
RIERSSUCH AS RECRUITMENT PROCEDURES WHICH UMIT LAT· 
ERAL eNTRY OR unUZE PRIMARILY· WORD-OF·MOUTH REFER· 
RALS, OR POLICIES WHICH, BY NOT ACTIVELY ·ENCOURAGING MI· 
NORITY PAAl'ICIPATION SEAVE TO DISCOURAGE BLACKS. ORGA· 
NIZATIONAL INTENTIONAL BARRIERS MAY INCLUDE OVERT EX· 
CLUSIONARY HIRING PRACTICES OR QUAUFVING CRITERIA,. DIS­
CRIMINATORY RACIAL ATTITUDES AMONG PERSONNEL. OR A DE· 
PARTMENTAL IMAGE WHICH DISCOURAGES BLACK PARTICIPA· 
TION. UNINTENTIOH.-\L socw. BARRIERS SLICH AS THE INCREAS­
ING socw. STATUS OF MINORITY GROUPS AND SOCIETAL 
NORMS WHICH NEGATIVELY EVALUATE LAW ENFORCEMENT MAY 
SERVE AS BARRIERS, AS MAY INTENTIONAL RACIAL BARR!ERS 
WHICH SEEK TO EXCLUDE BLACKS FOR A VARIETY OF REASONS 
INCLUDING WHITE DISTRUST OF BLACKS AND BLACK FEARS OF 
BEING CGOPTEO BY THE WHITE MAJORITY. RESULTS OF AN AT· 
TlTUDlNAL QUESTIONNAIRE PERTAINING 10 ROLE DIVESTMENT 
(THE REUNOUISHING OF CERTAIN ROLE BEHAVIORS) INDICATED 
THAT REGARDLESS OF PERSONAL BACKGROUND AND RACIAL 
AmTUDES, WHITE POLICE OFFICERS WERE UNWILUNG TO RE· 
UNQUISH THEIR TRADITIONAL LAW ENFORCEMENT DUTIES TO 
BLACKS. THIS SUGGESTS AN INTERNAUZATION OF ORGANIZA· 
TIONAL AND/OR SOCIETAL NORMS WHICH NEED NOT BE RELAT· 
ED TO NEGA!IVE RACIAL ATTITUDES. SUCH NONRACIST Am· 
TUDES MAY INCLUDE A BEUEF THAT LACK OF OBJECTIVITY OF 
BLACK OFFICERS MAKES THEM INEFFECTIVE IN DEALING WITH 
MINORITIES,. FEARm LOSS OF JOB SECURITY, OR THE VIEW 
THAT THE POLICE ROLE REQUIRES PROFESSIONAL SKILLS, NOT 
BLACK OR WHITE OFFICERS. TABULAR DATA AND REFERENCE 
NOTES ARE INCLUDED. "'111.11"" Nor.: REPRINTED FROM CRIME AND DEUNOUEN· 
CV (JULY 1875), P 233-242. 

.. fI. II. REQOU ... D. Eo.llROllE. RECRUITIIEHT AND 
PItOIIOTION OF A IIINORfTY GROUP INfO AN ESTA8-
UIHED 1NI1TRII1ON-1HE POLICE. NORTHWESTERN 
UNIVERSITY SCHOOL OF· LAW,· 357 EAST CHICAGO 
AVENUE. CHICAGO IL 80811.. JOURNAL OF POLICE SCI· 
ENCE AND ADMINISTRATION. V 3, N 4 (DECEMBER 
1175), P 4100<f18. NCJ.31041 

THE fI9UCIES AND PRACTICES OF fIOIJCE DEPARTMENTS IN 
MAJOR UNITED STATES emES ARE EXAMINED TO DETERMINE 
TRENDS IN THE HIRING AND PROMOTION OF BLACK POlICe OFFI· 
CERS. REASONS FOR THE UNDERREPRESENTATION OF BLACKS 
ON POLICE FORCES ARE FIRST EXAMINED. THESE INCLUDE OIS­
CRIMINATORY HIRING PRAC1'ICeS, THE INABIUTV OF BLA~S TO 
PASS WHITE-ORIENTED WRITTEN ENTRANCE EXAMINATIONS. 
AND RELUCTANce OF BlACKS TO JOIN POLICE FORCES. THE 
NEED FOR SPECIAL EFFORTS IN RECRUlTING BLACKS IS DIS­
c:us&ED, AND EXAMPLES OF SIERAL RECRUmNG PRoGRAMS 
ARE PROVIDED; AMON6 THESE ARE THE TRAINING OF BLACKS 
1t*1OUGH COINJNITY SERVICE OFFICeR OR POlICE CADET 
PROGRAMS. ANOADVEFmSlMG CAMPAIGNS DESIGNED TO EN· 
COURAGE BLACKS TO JOIN THE POUCE. PATTERNS OF BLACK 
PROMOTION·AND BLACK REPRESENTATION ON FIOLlCE FORCES 
ARE CONSIDERED IN THE FINAL SECTION. THE DATA INDICATE 

. , , 
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THAT BLACKS ARE UNDERREPRESENTED ON POUCE FORCES 
THROUGHOUT THE UNITED STATES AND THAT ONCE THEY ARE 
HIRED THEY ARE NOT PROMOTED AS EASILY AS WHITES. 

II. L H. REYNOLDS. HOW TO UTILIZE COIIIIUNfTY RE· 
SOUACU. NATIONAL URBAN LEAGUE, INC, 500 EAST 
82ND STREET,NEW YORK NY 10021. 5 p. 1177. 

NCJIIIN 
METHODS OF UTIUZING COMMUNITY RESOURCES FOR SUCCESS­
FUL MINO~1TY RECRUITMENT ARE DISCUSSED AS. PART OF A 
SERIES OF TRAININ5 AIDS PREPARED BY THE URBAN LEAGUE'S 
LAW ENFORCEMENT MINORITY MANPOWER PROJECT. A PRESS 
CONFERENCe WITH LOCAL GOVERNMENT OFFICIALS AND REP· 
RESENTATIVES OF CIVIC AND SOCIAL GROUPS OR A MEETING 
WITH LOCAL LEADERS CAN BE USED TO INFORM AND TO ASK 
ASSISTANCE OF LOCAL OFFICIALS IN A MINORITY RECAUITM!;NT 
DRIVE. POLICE DEPARTMENTS CAN MAKE USE OF PUBLIC SERV· 
ICE TIME FOR A RADIO PRESENTATlCXi INVOLVING EITHER A 
BRIEF APPEAL TO MINORmES CONCERNING EMPLOYMENT OP· 
PORTUNmES OR THROUGH THIE EXPERIENCES OF A PERSON AL· 
READY IN THE MINORITY PROGRAM. A LOCAL DISC JOCKEY . WITH 
A LARGE· MINORITY AUDIENCE OR A CELEBRITY FIGURE CAN 
ALSO BE USED to ATTRACT MINORITY APPLICANTS. INNOVATIVE 
USE OF POSTER AND ADVERTISING DISPLAYS TO REACH MINOR· 
mea IS AN EFFECTIVE RECRUITMENT TECHNICiuE. CONTACTS 
WITH YOUNG MENIWOMEN CHRISTIAN ASSOCIATIONS (Y'S), NA· 
TlONAL ASSOCIATION FOR THE ADVANCEMENT OF COLORED 
PEOPLE (NAACP'S), URBAN LEAGUE OFFICES, AND ESPECIALLY 
CHURCHES WILL ALL BE USEFUL IN ENUSTING MINORmES. AL· 
THOUGH COMMUNICATION WITH MINORITY GROUPS BY THE 
POUCE WIll. . PROBABLY ELICIT AUDIENCE COMPlAINTS AND DE· 
RISIVE coMMENTS CONCERNING POUCE APATHY AND INJUS­
TICE, THESE COMPLAINTS SHOULD BE PATIENTl.Y ANSWERED 
AND THE ISSUE OF RECRUITMENT KEPT UPPERMOST IN THE 
MINDS OF 1M!: AUDIENCE. NO REFERENCES ARE INCLUDED. 
SUppllmenIlll NotM: LEMMP (LAW ENFORCEMENT MINORIlY 
MANPOWeR PROJECT) TRAINING AID NO 2-

87. L H. REiNoLos. CANDIDATE PREPARATION AND RE· 
TENTION. NATIONAL URBAN LEAGUE, INC, 500 EAST 
62ND STREET, NEW YORK NY 10021. 7 p. 1877. 

. NCJIIIU 
METHODS FOR PREPARING A POLICE CANDIDATE FOR ALL EX· 
AMINATIONS ARE DISCUSSED AS PART OF A SERIES OF TRAIN· 
ING AIDS PREPARI:D BY THE URBAN LEAGUE'S LAW ENFORCE· 
MENT MINORITY MANPOWER PROJECT (LEMMp). MINORITY CAN­
DIDATES FOR POUCE JOBS OFTEN NEED MORE HELP ANO EN­
COURAGEMENTT~ PASS SCREENING EXAMINATIONs THAN 
THEiR WHITE. MALE COUNTERPARTS. THIS GUIDE SUGGESTS 
THAT LEMMP PERSONNEL ARRANGE MEETINGS FOR GROUPS OF 
MINORITY CANDIDATES TO PRACTICE EXAMINATION TECHNIQUES 
BY TAKiNG SAMPLE. EXAMS. THIS PRACTICE SHOULD REDUCE 
THEIR FEARS AND MAINTAIN THEIR INTEREST. CANDIDATES CAN 
BE PREPARED FOR ORAL INTERVIEWS IN COUNSEUNG SESSIONS 
DESIGNED TO TEACH THEM HOW TO AVOID IMPROPeR POSTURE, 
SULLEN "'TlTUDES,INCOHERENT RESPONSES TO OOESTIONS, 
AND BREAKING EYE CONTACr WITH THE INTERVIEWER. THE RE· 
CRUITMENT SPECIAUST SHOULD PROVIDE THE CANDIDATE WITH 
SUGGESTED ANSWERS TO COMMONLY ASKED QUESTIONS. 
(SAMPLE QUESTIONS ARE INCLUDED HERE.) PRACTICAL CONSU) .. 
ERATIONS FOR TEST PREPARATION SUCH AS GmlNG .AN ADE· 
QUATE NIGHT'S REST BEFORE THE TEST, BRINGING THE NECES­
SARV EQUIPMENT TO THE TEST LOCATION, AND ARRIVING AT 
THE TEST CENTER EARLY ARE NOTED. PREPARATION FOR 'fHE 
MEDtCAL EXAMINATION INVOLVES INFORMING THE CANDIDATE 
OF WHAT TO EXPECT AND INSISTING THAT THE CANDIDATE RE· 
FRAIN FROM USING ALCOHOL OR MEDICATION PRIOR TO THE EX· 
AMINATION. CANDIDATES SHOULD ALSO BE INFORMED OF WHAT 
TO EXPECT DURING.THE PHYSICAL a1AMlNATION. 
IuppIIIm9nIaI Nor.: LEMMP (LAW ENFORC£MENT MINORITY 
MANPOWER PROJECT) TRAINING AlD NO 3. 
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·EQUAL EMPLOYMENT OPPORTUNITY 

H. L H. REYHOLDS.EUIilINATOAS. NATIONAL· URBAN 
LEAGUE, INC, 500 EAST 62ND STREET, NEW YORK NY 
10021. 7 p. 19n. NC.I 511 .. 

BARRIERS TO POUCE RECRUITMENT OF MINORmES ARE DIS­
CUSSED AS PART OF A BERIES OF TRAINING AIDS PREPARED BY 
THE URB,\N lEAGUE'S LAW ENFORCEMENT MINORITY MANPOW· 
ER PROJECir (LEMMPJ. SOME OF THE PROHIBmONS AGAINST 
SUCCESSFUl. MINORITY RECRUIn:':NT INCLUDE THE use OF 
VISUAL ACUITY TESTS WHICH BAR APPOINTMENT TO THE FORCE 
WITHOUT 20/20 VISION IN SOME AREAS, HEIGHT. STANDARDS 
WHICH ARE CURRENTLY UNDER ATTACK IF THEY ARE NOT JOB 
RELATED, FiESIDENCY REQUIREMENTS, AND· THE PREFILING OF 
APPLICATIONS WHICH ELIMINATES CANDIDATES WHO HEAR OF 
THE TEST AFTER THE TERMINATION DATE. SOLUTIONS TO THESE 
flARRIERS ARE PROPOSED,INCLUDING ALLOWING APPLICANTS 
TO HAV!: COR.RECTED VISION TO 20/30, DISALLOWING HEIGHT 
STANDARDS, REQUIRING CANDIDATES TO FULFILL THE. RESI· 
DENCY REQUIREMENT WITHIN 30 DAYS, AND INTEGRATING THE 
DATE FOR THE PREFILING OF APPLICATIONS INTO THE TEST 
DATE. lI"ADDmON, FeE CHARGING.FOR EXAMINATIONS OR AP· 
PlICATiONS SHOULD BE ELIMINATED, ANDEDUCAnON REQUIRE· 
MENTS SHOULD INCLUDE A HIGH SCHOOL DIPLOMA AND DRIV· 
ER'S UCENSE AT THE TIME OF APPOINTMENT. BARRIERS .THAT 
AR~ALREADY PROHIBITEDBV LAW INCLUDE DISCRIMINATION ON 
Tt\E BASIS OF SEX. RACE, RELIGION, POLITICAL BELIEFS, AND 
NATIONAL HERITAGE; ARREST AS OPPOSED TO CONVICTION; 
AND WAGE GARNISHMENT. APPLICATIONS SHOULD BE READILY 
AVAILABLE TO FACILITATE RECRUITMENT. THE ORAL INTERVIEW. 
IF PROPERLY CONDUCTED AND EVALUATED. CAN SERVE AS AN 
EFFECTIVE TOOL FOR ELlMINATINGUNOUALIFIEDCANIDlDATES; 
HOWEVER. THE INTERVIEWER SHOULD REMAIN OPENMINDED," 
N1)NPATRONIZING TO FEMAlE CANDIDATES. AND AVOID A CLI· 
MATE OF INTERROGATION. NO REFERENCES ARE PROVIDED. 
SUpr,lllmenbil No.. LEMMP (LAW ENFORCEMENT MINORITY 
MAi'iPOWER PROJECT) TRAINING AID NO 4. 

It. L H. REYNOLDS. ORAL INTERViEW STANDARDI. NA· 
TIONAl URBAN LEAGUE, INC, 500 EAST 62ND STREET, 
NE"VV YORK NY 100::1. 11 p. lin. nc.; s:;u 

THE UNIFORM ORAL INTERVIEW STANDARDS DISCUSSED IN THIS 
MANUAL WERE DEVELOPED AS A PART OF THE NATIONAL URBAN 
tEAGUE'S LAW ENFORCEMENT MINORITY MANPOWER PROJECT 
FOR SUCCESSFUL MINORITY RECRUITMENT. ALL INTERVIEWERS 
StiOULD ACCEPT· THREE· SPECIFIC. KINDS OF UNIFORM STAND· 
AROS: (1) STANDARDS REGARDING THE TYPE OF INFORMATION 

'OBTAINABLE FROM A SHORT INTERVIEW THAT WOULD BE MOST 
HELPFUL IN JUDGING SUITABILITY FOR HIRING AS FIREFIGHTERS 
OR POLICE OFFICERS: (2) STANDARDS OF INTERVlEWlNGTEOf· 
NIQUES TO OBTAIN USEFUL INFORMATION EFFICIENTLY WITH. 
OUT IMPROPER OR UNPRODUCTIVE QUESTIONS; AND (3)STAND­
ARDS OF GRADING APPLIED UNIFORMLY AND IMPARTIALLY. ALL 
INTERVIEWERS SHOULD ASK CANIDATES TO DISCUSS THEIR 
EDUCATIONAL AND WORK BACKGROUND TO SEARCH FOR EVi. 
DENcE REGARDING CHARACTER MOTIVATION, ATTITUDES, AND 
WORK HABITS. OTHER IMPORTANT QUESTIONS THAT MAY BE 
ASKED DURING THE INTERVIEW PROCESS ARE INCLUDED IN THE 
INTERVIEW RATER'S WORKSHEET THAT IS APPENDED TO THIS 
DOCUMENT. THERE IS A TIP ON HOW TO BE.GIN AND END INTER· 
VIEWS. INTERVIEWS SHOULD LAST 25 MINUTES WITH CANDI. 
DATES DOING MOST OF THE· TALKING. QUESTIONABLE FEA. 
TURES OF A CANDIDATE'S BACK~ROUND SHOULD BE AD­
DRESSED DIRECTLY AND AN INORDINATE AMOUNT OF TIME 
SHOULD NOT BE SPENT ON UNFAVORABLE INCIDENTS IN COM. 
PARISON TO FAVORABLE ASPECTS OF THE CANDIDATE'S HISTO­
RY. IT IS THE RESPONSIBIUTY OF THE CANDIDATE TO CONVINCE 
THE INTERVIEWER OF QUAliFICATIONS FOR THI: POSITION. IN 
ADDITION, INTERVIEWERS SHOULD BE AWARE OF THEIR PER· 
SONAL PREJUDICES AGAINST MINORITY OR FEMALE APPLI· 
CANTS. RULES FOR DETERMINING FINAL SCORES AND MARKING 
THE CANDIDATE RATING CARD ARE DISCUSSED, INCLUDING 
GUIDELINES DIRECTING INTERVIEWERS AS TO TtlE IIPPROPRI· 

ATENESSOF CHANGING A RATING. FINALLY, THERE IS A DC8CU$­
SION OF WHETHF.R AND WHEN RATERS SHOULD· DI8QUALFY 
THEMSELVES. A SAMPLE EXAMINATION FOR POLICE MIJ fIRE· 
FIGHTERS IS INCLUDED. .. . 
1upp111Mft1ll IIotN: LEMMP (LAW ENFORCEMENT MINORITY 
MANPOWER PROJECT) TRAINING AID NO 5. . 

10. L ill REYNOLIMa. P01INTIAL CAII".JIDATU .. __ 
CO..utIiTY IIUOUIICEI fOR IlECMITIIICL NATIONAL 
URBAN LEAGUE, \NC, 500 EAST82ND STREET, NEW YORK 
NY 10021. 5 p.. 1877. 1ICoI11I11 

EMPLOYING COMMUNITY RESOURCeS TO LOCAlE POTENTIAL 
CANIDATES IS DISCUSSED IN THIS REPORT, DEVELOPED AS A 
PART OF THE NATIONAL lI,:tBAN LEAGUE'S LAW ENFORCEMENT 
MINORITY MANPOWER PROJECT FOR MINORITY RECRUITMENT. 
AMONG COMMUNITY RESOURCES TO BE CONTACrED IN ANt 
EFFORT TO RECRUIT MINORiTY CANDIDATES ARE TlE LOCAL 
VETERANS' ADMINISTRATION OFFICE, PLANTS WITH LAYOFF 
USTS, COMMUNITY COLL£GEAND UNrvmsrnes. SOCIAL sSw· 
ICE AGENCIES, CIVIC SOCIAL. GROUPS, BARBER SHOPS, SPOA1"8 
PROGRAMS, RECREATION· SPOTS, HIGH SOtOOLS, MIJ 
. CHURCHES. EMPLOYMENT AND PlACEMENT COUNSELCRSAND 
PERSONNEL OFFICERS SHOULD BE CONTACrED WHEN AP­
PROACHING VETERANS A!=FAlRS OFFICES. INDUSTRIAL PlANTS, 
HIGH SCHOOL. ANO-touEGES. PROCEDURES TO FOUOW·IN 
HIGH m«X>LS AND COLLEGES. INCLUDe ASKING· FOR NAMES 
AND ADDRESSES OF ALL MINORITY PERsoNs WHO DROPPED 
OUT, RECENT GRADUATES. OR THOSE WHO. ARE Ni:AR COloRE· 
TION OF THEIR STUDIES; IN COMMERCIAL SHOPS, PLACING POST· 
ERS THAT CONTAIN AN ADDRESS, TELEPHQNE NUM8ER. MIJ 
PERSON TO BE CONV'ACTEO, AND ATRECAEATIONSP01'S, USING 
A TABLE WITH ~TIONS AND POSTERS OR USING A POLICE 
VEHICLE WITH A BULL HOR'" TO DRAW PUBLIC ATTENTION 10. 
THE RECRUITMENT DRIVE. VISITS TO CHURCHES,. CMC 0RGANI­
ZATIONS, OR THE NATIONAl. URBAN LEAGUE SHOULD BE PRE· 
CEDED WITH LETTERS OF INTRODUCTION THAT ARE SINCERE 
AND HONEST. FINALLY, APPLICATIONS SHOULD BE READILY 
AVAILABLE, AND A FOLLOW UP APPROACH SHOULD BE EM­
PLOYED. NO REFERENCES ARE INCLUDED. 
_p'IIMIIIII ttoeM: LEHEMP (LAW ENfORcEMENT MINOAITY 
MANPOWER PROJECT) TRAINING AID NO 1. 

It." ~ MINOIIITID' co.nnmoua.. 
RIGHTS TO POLICE DIP.vmmn'~. W-. 
NOI$INSTITUTE OF TECHNOlOGYINSTlTUTE FOR a.­
NAL JUSTICe. 3300 SOUTH FEDERAL STREET. QCAGO IL 
eoeus. POLICE LAW QUARTERLY, v 8, N 2 (JANUARY 
1977), P 22-31. 1Ii:oI4t. 

BRIEF REVlF.W OF STATUTORY BACKGROUND AGAINST DlSCRIMI­
NATORY EMPLOYMENT PRACTICES IN THE PUBLIC SECTOR. F0-
CUSING ON POUCE, AAlD. DISCUSSION OF THE OONCEPTOF DlS­
PROPORTIONATE RACIAL IMPACT. THIS CONCEPT, ENUNcIATED 
BY THE SUPREME COURT IN GRIGGS V. DUKE POWER fXJfllllAIft 
(1971) HOLDS THAT IF AN ~OYMeNT TEST CAN BE SHOWN.1O . 
HAVE A DISPROPORTIONATE RESUlT ON CERTAIN MOTECTED 
GROUPS, THE EMPlOYER MUST DEMoNsTRATe THAT THE TEST 
IS VAllO AND RELATES TO THEJOS REQUIREMENTS. FEDERAL 

. COURT unGATION CONCERNING THE CHICAGO POLICE DEPAAT~ 
MENT IS USED AS AN EXAMPLE OF THIS DOCTRINE. AOOITIOtW.. 
LY; THE AUTHOR DISCUSSES JUOICIALL 'f IMPOSED EMPlOVMENr 
QUOTAS AND PREFERENTIAL AFFIRMATIVE ACTION HIRiNG PRAc­
TiCES AS REMEDlE~ FOR DlsatlMINATION. THE AfITICI.E C0N­
CLUDES BY CITING A REPORT SHOWING THAT WOMEN CAN PEA. 
FORM COMPETENTLY AS POLICE 0FFta:.RS, 

. . 
t2. R. H. ROWAN iInd ... .. CIIIIfPIN. S1"AUL c.­

fIOLIeE DlPARnmIT-..aIlITY. ~ ... 
0fWL INTERNATIONAL ASSOCIA'f1ON OF CHEFS· OF 
'POLICE, 11 FlRSTFlELD ROAD, GAITHERSBURG Me 10710. 
POLICE CHIEF, V 44, N 1 (JANUARY 1877), P 1. a 20. 

1ICoI­
ounlNE OF CITYWIDE MINORITY RECRUITMENT ACTMT1ES IN­
TENDED TO ENCOURAGE QUALIFIED MINORITYAPPUCANTS (A 

, 



POUCE 

GOAL Of eo MALE BI.ACI< APPLICAN1'S WAS SET) TO APPLY AND 
BE APPOiNTED POLICE OFFICERS. RECRUITMENT EFFORTS C0M­
PRISED AN ORAL.JNTERVIEW TUTORIAL SESSION FOR APPlI· 
CANTS, PHVSICA1. TRAINING AND PREPARATION FOR THE PHYSl­
CAl. AGILITY PORTION OF THE TEsT, VfflITTEN EXAMINATION Tu­
TORIALS,· RADIO AND TELEVISION. SPOT ANNOUNCEMENTS, 
PRESS AND COMMUNITY NEWS RELEASES, AND MEETINGS WITH 
INTERES1ED GROUPS. OF THE ... PERSONS WHO TOOK THE 
POLICE 0FF1CER EXAMINATION (INCLUDING 55 BlACK MALESJ, 53 
FROM THE MINORITY GROUP PASSED. THE PC)LICe DEPARTMENT 
STARTED ITS RECRUITMENT ACADEMY WITH NINE BLACK MALES, 
ONE BLACK FEMAI.E, AND ONE HISPANIC MALE OUT OF 43 RE· 

. alUfTS. 

IS. IIMW.. HOUIING AWANCE AND RURAL AIEIICA. iNC. 
1141 CONNECTICUT AVENUE, NW, WAilINCITONDC 
200II. . RURAL .IUSTICE AND LEGAL AllllTANCE. 8 
P. 1875. NC.I41171 

THE AUTHOR ADVANCES ARGUMENTS TO SUPPORT HIS VIEW 
THAT RURAL JUSTICE IS LACKING IN THE QUALITY OF ITS LAW 
ENFORCEMENT, THE FUNCTIONING OF ITS JUDICIAL PROCESS, 
AND POOR AND ETHNIC MINORITY PARTICIPATION IN THE PffOC. 
ESS. PROPOSALS FOR ReFORM INCLUDE It FULL EMPLOYMENT 
STRATEGY, A REEXAMINATION AND CHANGE IN THE WAY IN . 
WHICH FEDERAL DOUARSUNDER LEM ARE GRANTED TO THE 
STATES (1'0 EMPHASIZE .IMPROVING THE QUALITY OF LAWEN­
FORCEMENi, JUDICIAl. PROCEss. AND CORRECTIONS), AND 
EQUAL APPORTIONMENT OF FEDERAL LEGAL AGSISTANCE FOR· 
.THE POOR BETWEEN RURAL AND URBAN AREAS. ALSO RECCM­
MEHOED ARE INCREASED LAW SCHOOl. EMPHASIS ON 9i:CiFIC 
RURAL. ISSUES. AND PRACTICE, AND AFFIRMATIVE AlmON RE· 
alUlTMENT OF MINORmES FOR EMPlOYMEMr IN LAW· EN­
FORCEMENT, JUDICIAL, AND LEGAL PROAE$SIONS. ",'1II1II'''' ....... PAPER PReSENTEO AT NATIONAL CONFER· 
ENCE ON RURAL AMERICA, APRIL 1~·"i7, 1975. 
Av.'.'''. NCJRS MICROFICHIS ;:iAOORAM. 

.... L W. IIHERIIAH. . EIFORCEIIENT WORICIHOP-..... 
iTY QUOT~ FOR POLICE PROIIOTIONS. WARREN, 
GOR~.M . AND LAMONT, INC. 210 SOUTH STFU:ET, 

. 1KlS"1'ON MA 02111. CRIMINAL LAW BULLETIN, V 15, N 
" (JANUARY.fEBRUARY 1978). P 79-84. NCHII70 

THl3 COMMENTARY DEAI.S WITH A CASE INVOLVING THe DE· 
tROIT POLICE OFFICERS ASSOCIATION IN MICHIGAN AND A 
WHITE POLICE OFFICER NAMED YOUNG WHO CHARGED THE AS­
SOCtATION WITH DtSCRIMINATORV PRACTICES IN PROMOTI'wN. 
'!'H5 .!l1QGE HE!ll THAT THE OE!P.OIT roucE o;:p~ 
POUCYSlNCE1974 OF PROMOTlNGONE BLAC,K OFFICER TO 
SERGEANT FOR EVERY WHITE OFFICER PROMOTED UNLAWFUl.· 
LY DlSCRIlt4lNATES AGAINST WHITE OFFICERS. PRlMAAILY BE· 
CAUSE THERE WAS NO PROOF ~ ?AST DISCP.:MINATION IN THE 
DEPARTMENT AND BECAUSE 2MPLO~S MAY NOT .VOLUNTAR· 
ILY ADOPT A Ol.'OTAW...eOF RELla:. OTHER FACTCRS INFlU· 
ENCING . THE . JUtr~S DECiSION WERE THAT OPERATIONAl. 
NEeDS OF THE iJEPARTMENT DID .NOT JUSTIFY THE AFFIRMATIW 
ACTION P'&.AN. SINCE THERE WAS NO EVIDENCE THAT THE iN­
CRt;t.SED NUMBER OF MlNORmES IN SUPERVISORY RANKS HAD 
IMPROVED THE OVERALL EFFECTIVENESS OF THE DEPARTMENT, 
AND THAT THE APPROPRIATE GEOGRAPHICAL AREA FOR DEFlN· 
ING THE LABOR FORCE FROM· WHICH POLICE QFF'ICERS· ARE 
DRAWN IS THE 1970 CENSUS DEFINITION OF UtE DETROIT 
STANOAFIO. METROPOLITAN STAnsTICAL AREI .. THE COMMEN­
TARY ASSUMES THAT THERE ARE UNIQUE CONcERNS IN LAW 
.ENFORCEMENT THAT MAY JUSTIFY DI~ENT LAWS GOVERN­
.ING EMPLovMeNT PRACTICES. GIVEN me CLOSE CONNECTIONS 
AMONG RACE, CULTURE. VALUES. ~.m. POLICe BEHAVIOR. EQUI· 
TABLE EMPLOYMENT PR~·SHOULD NOT BE THE ONLY 
CONCeRN IN UTl~"1lON .IN:'F,«,IING MINORITY QUOTAS. fIOUCE 
EFFECTIVENESS SHOIJl.~:lle GIVEN EQUAL· OO':SlDERATION. 
POLICE EFFEC1'IVENE""~ IS DETERMINED FOR THE AREA IN RElA­
TION TO THE NUMBER OF BLACKS. OTHER MINORmES. AND 

30 

AFFIRMAnVE ACTION 

WHITES 1M LAW ENFORCEMENT. ~ THE GEOGRAPHY OF· PER­
SONNEL RECRUITMENT ALSO IS EXAMINED. CASE LAW IS CITED. 

II; R. W. IIWIII ... R. P. IICCAULIY.. MINOIUTY lIE­
CIIUI'ftaNT IIWIUAL fOIl. OlIO· PUCE. OPFICIIII 
R!IIOIIT, 1m.. oHIO PEACE OFFICER TRAINING ACAD­
EMY. LONDON OH 43140; OHIO DEPARTMENT OF ECO­
NOMIC AND COMMUNITY DEVELOPMENT, 30 EAST BROAD 
STREET, 2I'i'H flOOR. COLUMBUS OH43215. 75 P. 
1878. . NC.H •• " 

GUIDEUNES PERTAINING TO MINORITY RECRUITMENT OF OHIO 
PEACE OFFICERS ARE PRESENTED. COVERED ARE THE BASES 
FOR ANTIDISCRIMINATION POLICIes. DISCRIMINATION IN LAW EN­
FORCEMENT, ANO REMEDIATION OF DlSCRIMINA~Y PRAC­
TICES. THE MANUAL IS DESIGNED TO ASSIST 1-..ocAL LAW EN­
FORCEMENTAGENCIES IN THEIR EFFORTS m iNCREASE REPRE· 
SENTATIONOF ETHNIC MINORmE' ANC wOMEN AS SWORN 
PEACE OFfICERS. IT IS EMPHASIZED VHAT MINORITY .REalUIT· 
MENT DOES NOT REFER TO PREFERENTIAL HIRING PRACTICES; 
RATHER, THE GOAL IS TO A.T"(RACT THE MOST QUALIFIED MI· 
NORITY GROUP MEMBEM. iN A DEMOCRAnc SOCIETY, ALL PER· 
SONS SHOULD BE PeP.MmED TO PARTICIPATE IN GOVERNMEN­
TAL PROCESSESTrtE RIGHTS OF MINORITY AND WOMEN APPLI· 
CANTS ARE SlJPPQRTED BVTHE 14TH AMENDMENT OF THE C0N­
STITUTION, THE CIVIL RIGhTS Aer AND THE EQUAL EMPLOY· 
MENT 'OPPORTUNITY Aer, LEAA, THE OHIO CIVIL RIGHTS COM­
~. AND THE COURTS. THE ORGANIZATIONAL PHILOSOPHY 
AND COMYITMENT, POLICIES AND PROCEDuRES,· NEEDS AND 
GOALS, AND REQUISITE RESOURCES OF THE· LAW ENFORCE· 
MENT PERSONNEL SYSTEM ·ARE. DISCUSSED WITHIN THE C0N­
TEXT OF DISCRIMINATION ISSUES AND ANSWERS. IMPLEMENTA· 
TION OF A MINORITY RECRUITMENT PROGRAM WILL REOUIRf: 
THE IDENTIFICATION OF WORK TO BE PERFORMED. A SUfWCV 
OF THE ~ MARKET. DEVELOPMENT OF JOB DESCP.lPTIONS, 
AND OEVELOPMENT OF SELECTION CRITERIA, PVJtS. AND PR0-
CEDURES. POTENTIAL FOR CAREER DEVEl.Qf!'fItENT WILL PLAY A 
MAJOR ROlE IN DECISIONS OF QUALIFIED APPUCANTS; CAREER 
DEVELOPMENT IS DISCUSSED wmaN THE FRAMEWORK OF INDI­
VIDUAL c.~AB!L.!TIES ~.NO QoI_._a_~q!!T!Ce AND ORGA"~fZA. 
TION CHARACTERISTICS AND NEEDS. TYPES OF CAREER DEVEL· 
OPMENT AREAS·ANO PROGRAMS ARE OUTUNED. MINORITY RE· 
CRUITMENT SHOULD BE SEEN AS PART OF THE OVEAAU. CARE· 
FULLY PLANNED RECRUITMeNT EFfORT. RECRUITMENT BY os­
JEG'11VES IS RECOMMENDED FOR ·RECftUITMENT ~, 
ROLE OF TH'C RECRUITER IS ~ AND RECRUITMENT 
STRATEGIeS !IJGh\S ADVERTISEMENT. WORK/STUDY PRO-
113RAMS. ~~. iNTEFiNSHIPS. AND OPEN HOUSES AND SPEAKERS 
MU: REVIEWED. A SUCCESSFUL RECRUmtiENT PROGRAM WILL 
REQUIP'.c ACCURATE RECORDKEEPING AND ONGOING PROGRAM 
EVALUATION IN TERMS OF ""ESENT RECRUITMENT OBJECTIVES. 
A REVIEW OF HIFlING PRACTICES WHICH MAY UNNECESSARILY 
DlSQUAUFY LARGE NUMBERS OF MINORITYIWOMEN APPU' 
C.ANTS (I.E.. WRITTEN EXAMINATION. HEIGHTIWElGHT REQUIRE· 
'MENTS) IS .ALSO RECOMMENDED. APPENDED ARE THE RESUI.TS 
OF A SURVEY OF BLACK MALES AND WHITE FEMALES INDlCAT· 
ING JOB FACTORS PERCEIVED AS RECOMMENDING POLICE 
WORK TO OTHER MINORITY GROUP MEMBERS. AND REPRODtJC. 
TIONS OF 1WO RECRUITMENT ADVERnSEMENTS. A UST OF REF· 
ERENCES IS ALSO PROVIDED. 
AVI.III..,. NCJRS MICROFICHE PROGRAM. 

.. 01. L ~ ... D. W.IICIYOY. POUCE AND THE 
EfAVIORAL ICtINCI& 180 p. 1974. NC.Io11a1 

SELECTION OF REpORTS ··ON COLlABORATIVE· EFFORTS BE· 
TWEEN POLICE AGENCIES AND BEHAVIORAL SCIENTISTS TO . 1M­
PROVE RECRlIITMENT. SELECTION. AND HUMAN RELATIONS 
TRAINING. DURING THE PAST FEW YEARS. A NUMBER OF INTER· 
ESTING COl.LABORATIVE EFFORTS HAVE TAKEN PLACE BE· 
TWEEN POLICE AGENCIES AND BEHAVIORAL SCIENCE CONSUL. 
TANTSIN DEVELOPING INNOVATIVE PROGRAMS 10 IMPRove 
POLICE PRACTICES. THE MAJOR EMPHASIS OF THE PROGRAMS 
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EQUAL EMPLOYMENT OPPORTUNITY 

REPORteD HERE CENTERS AROllND THE Aj;!EA OF HUMAN RELA· 
TlONS TRAINING. THERE HAS BEEN A QROWING RECOGNITION 
OF THE IMPORTANCE OF SUCH TRAINING BECAUSE OF THE VERY 
CONSIDERABLE DISCRETION GIVEN A POUCE OFFICER IN DEAL· 
ING WITH PEOPLE. WHAT'S MOffiE. 75 TO 90 PERCENT OF THE 
JOB OF AN URBAN POUCE OFFICER IS INVOLVED WITH THE DE· 
UVERY OF NON..cAIME"ELATE'O HUMAN SERVICES.· THE TPAiN· 
100 PROGRAMS REPRESENTED IN THIS VOLUME INCWilE THE 
AREAS OF CHILD AND JUVENILE CONTACTS. RAC{: RELATIONS. 
FAMILY CRISIS INTERVENTION. CONFUCT t1.ANAGEMENT. AND 
COMMUNITY RELATIONS. THESE PR09R1.MS REPRESENT A SIG· 
NIFICANT oei'AR1'iJRE FROM n;iljjfTlONAL FCiL!f;s Ti'lAINING 
WHICH HAS FREQUENT\.Y BEEN A MATTER OF INOOcmINATlON 
THROUGH LECTURES. N~W DIRECTIONS ARE EXPLORED IN 
LEARNING AND CURRICULUM DESIGN TO INSTILL IN THE OFFICER 
THE GOOD JUDGE'..AENT. DECiSION MAKING ABILITY. PRUDENCE. 
AND UNDERSTANDING. WHICH ARE REQUIRED FOR A PROFeS­
SIONAL tiESPONSE TO FIELD SITUATIONS. IN ADOmON. THIS 
~LATlON OF REPORTS INCLUDES A DESCRIPTION OF PRc)' 
GRAMS TO DESIGN POUCE PROMOTIONAL EXAMINATIONS AND 
TO RECRUIT POUCE APPUCANTS FROM THE S~CK POPULATION. 
AveIIIbIIW: CHARLES C THQ!I~.s. s\:~·S27. EM-rLAWRENCE 
AVENUE. SPRINGFIELD!L 62717. 

17. L TERRITO, C. R. SWAHSONJR, _ N; C. CHAltEUN. 
POUCE PERSONNEL SELECTiON ~ESS.312 p. 
1977. NCJ04Z471 

INTENDED FOR ADMiNiSTRATORS AND SUPERVISORS INV01.VED 
IN DESIGNING AND IMPLEMENTING A PERSONNEL SELECTION 
PROCESS •. THIS BOOK ANALyzes TJiE S~ PROCESS 
fROM THE ENTRANCe E.~;NATlON THROUGH PROBATIONARY 
EMPLOYMENT. THE AUTHORS POINT OUT THERE IS NO SINGLE 
BEST SELECTION PROCESS FOR POUCE OFFICERS; HOWEVER. 
THEY MAINTAIN THAT IF THE ADMINISTRATIVE GUIDEUNES. IN· 
VESTIGATIVE PROCEDURES. AND LEGAL REQUIREMENTS OUT· 
UNED IN THE BOOK ARE FOLLOWED. THE FOLLOWING OBJEC­
TIVES WIU. BE ACCOMPUSHED: THE IOENTIFIC-ATION OF CANOl· 
DAtes WELL SUtTEe FOP. POLr..E CAAEERS A.~D rnE RECOGNi· 
TlON OF PERSONS WHO WOULD. BE CLASSIFIED AS HIGH RISK 
CANDIDAteS FOR EMPLOYMENT. IT IS CAUTIONED THAT ADMIN· 
ISTRATORS USING THIS BOOK SHOULD BE CERTAIN THAT THE 
GUIDEUNES SET FORTH DO NOT CONFUCT WITH THEIR STATE 
STATUTES. SOME OF THE SUBJECTS TREATED ARE: EQUAL EM· 
PlOYMENT OPPORTUNITY IN LAW ENFORCEMENT; WRITTEN EN· 
TRANCE .EXAMINATIONS; MEDICAL AND PHYSICAL STAt~DARDS 
FOR LAW ENFORCEMENT APPUCANTS; USING POLYGRAPHS AND 
PSYCHOlOGICAL STRESS EVAlUATORS; PSYCHOLOGICAl AND 
PSYCHIATRIC ASSESSMENT OF POLICE APPLICANTS; THE CHAR· 
ACTER INVESTIGATION; THE ORAL IrmERVtEW; RECRUIT TRAIN· 
·'NG; EVALUATION OF PROBATIONARY OFFICERS; AND THE 
FUTURE OF POUcE PERSONNEL SELECTION. SAMPLES OF VAR· 
IOUS FORMS USED IN THE SELECTION PROCESS ARE INCLUDED. 
Avlllllllltr. BOBBs-MERRlLL PUBLISHING COMPANY. 4300 WEST 
62 STREET. INDIANAPOliS IN~. 

II. TEXAS OFFICE OF THE GOVERNOR. AUSTIN TX 11711. 
EQUAL EllPLOYll£NT OPPORTUNITY .·AND THE TEXAS 
CRIMINAL JUSTICE SYSTEM. 115p. 1975. 

. . NCJ.32537 
THIS MANUAL. BOTH A BACKGROUND AND PROGRAM DOCU· 
MENT. IS DESIGNED TO GIVE. TEXAS AGENCIES AN UNDERSTAND­
ING OF EQUAL OPPORTUNITY LAW AND ITS PRINCIPLES AS THEY 
RELAte TO ATTRACTING QUAliFIED MINORITY AND WOMEN AP· 
PLlCANTS. A CONDENSATION OF VARIOUS LAWS. LEGAL DECI· 
SIONS. REGULATIONS. RESEARCH RePOATS. AND OPINIONS •. IT 
ADDRESSES FOUR AREAS OF MAJOR CONCERN TO CRIMINAL 
JUSTICE AGENCIES: ALLOWABLE EMPLOYMENT STANDARDS AND 
OIJAUFICATIONS. RECRUITING MINORITIES AND WOMEN. WOMEN 
IN PATROL WORK. AND HANDLING COMPLAINTS OF DISCRIMINA· 
TION. THIS MANUAL A!.SO DISCUSSES HOW EQUAL EMPLOYMENT 
OPPORTUNITY LAW DEVELOPED. TEXAS' EQUAL EMPLOYMENT 
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POLICE· 

LAWS AND REGULATIONS. AND UPWARD MOBILITY. THE APfIEN.. 
DIX CONTAINS COI'IES OF THE EQUAL EMPLOYMENT OPPORTUNI­
TY COMMISSION GUIDELINES ON LAWFUL AND UNLAWFUL 
PRE;s.MPLOYMENT INQUIRIES. THE TEXAS EQUAl RIQHTS STAT· 
Y~S. THE LEM COMPUANCE REVIEW PROCEss. AND THE 
STATE ATTOFl~!;Y GENERAl'S OPINION (H·251) ON dUESTIONS 
RELATING. TO THE RIGHTS OF WOMEN EMPLOYED BY THE STATE. 
A BRIEF BIBLIOGRAPHY IS ALSO INCLUDED. . 
9poNot1ng Agency: us DEPARTMENT OF· JUSTiCE LAW EN­
FORCEMENT liSSISTANCE ADMINISTRATION. 
Avallablllty: NC lAS MICROF!CHE PROGRAM. ., ~~_~ 

H.· P. E. TRIPLm. WOllEN IN POIJCINQ. INTERNAT1QN· 
AL ASSOCIAnON OF CHIEFS OF POLICE, 11 FIFISTFIELD 
ROAD.· GAITHERSBURG MD 20760. POLICE CHIEF. V 
43.N 12 (DECEMBER 1976). P ~9. NCoHItOl 

DEVELOPMENTS IN kNOWLEDGE CONCERNING WHITE AND 
BLACK FEMALE POLICE OFFICERS AS· REPORTED AT THE ·1874 
AND 1975 WORKSHOPS ON WOMEN IN POUCING OF THE NATION­
AL BLACK POLICE ASSOCIATION OONVENTIONAAE DISCUSSED" 
AMONG THE AREAS EXAMlNEO WERE,·PATROL EFFECTIVENESS, 
JOB ASSIGNMENTS. UNIFORMS. MA\.E/FEMALE PARTNERS AND 
OTHER TOPICS. THE WORKSHOPS S!ffiVED TO IW.il3TRATE THAT 
THE MOST CONTROVERSiAl TOPIC ON WOMEN IN POlICING IS 
WHETHER OR NOT THE FEMALE CAN ADEQUAteLY PERFORM 
PATROL FUNCTIONS. SEVERAl STUDIES ARE CURRENTLY tJN.; 
DERWAY TO RESOLVE THIS QUESTION. 

100j L 8..vtC)lJTZ. ANAL'f.OF THU.~~ fOR . 
.. POLICEMEN (ISSUED 1M TWO UHNUIIIIEREI) ~ 

298 p. 1974.· . ~ 

THIS PROJECT EXAMiNES SHORTAGES OF POLICE MANPOWER 
AND ANAL VZES THE ECONOMIC CONTENT OF POi.ICE HIRING 
STANDARDS. A SINGLE·BUYER MULTIPLE-8ELLER MARKET 
MODEL TO EXPLAIN SHORTAGES IS REJECTED I.f. FAVOR OF A 
DYNAMIC SHORTAGE MODEL AND A MORE P.lGORO\J.C) t«IDEL 
STRESSING THE INTERA,CTlON OF WAGES. HIP.!NG STANDMDS, 
AUTHORIZED EMPLOYMENT LEVELS. VAct.J«N RATES. THROUGH 
MULTIPLE REGRESSION TECHNIQUES. THE QfARACTERISTICS 
~UGHT BY THE OAKLAND (CAUFORNIA) POLICE DEPAFO'NENT 
TESTING PROCESS BETWEEN 1965 AND 1971 ARE DEFINED. THE 
PROBABILITY OF SUCCESS IS GREATLY INCREASED, AND IS ALSO 
RAISED BY PREVIOUS POLICE EXPERIENCE AND HIGH PREVIOUS 
WAGES. IT IS DECREASED BY MINORITY GROUP STAnIS AND 
LOCAL RESIDENCE. RECENT· CHANGES ARE REVIEWED. SUCH M 
AGGRESSIVE MINORITY RECRlimNG AND AFFIRMATIVE AC1'IOH 
PROGRAMS. WHICH HAVE GREATlY INCREASeD MINORITY ~ 
REseNTATION ON THE FORCE. A REVIEW OF THE LITERATURE 
AND A BIBLIOGRAPHY ARE INCLUDm.(AUTHOR ABSTRACT) . 
SUppItmIntaI Nl.1tn: DISSERTATION-UNIVERSITY OF CAUFOft. 
NIA, BERKELEY. 
~ AttncY: us DEPARTMENT OF lABOR MANfiOWER />Do 
MINISTRAfI;tm. WASHINGTON DC 20210. 
A~ ERIC DOCUMENT REPRODUCTION SERVICe, POBOX. 
190. ARUNGTON VA 22210 Stock Order ~ ED 098 581; CE 002 
692; NCJRS MICROFICHE PROGRAM. 
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COURTS 

10t. II. L COLTON, W. CAMPION, Y. f1SCHER, ... ELICING, .. d 
D. JACOBY. COURT ADliINI$i'RATtOH IN NEW MEIICO. 
NAnONAL CENTER FOR STATE COURTS PUBUCAOONS 
DEPARTMENT. 300 NEWPORT AVENUE, WlLUAMSBURG 
VA ~r.U85. 123 ~ 1976. NCJ..111U 

STUD!ES.WERE UNDERTAKEN TO EXAMINE THE OPERATION OF 
THE ADMINISTRAnVE OFFICE OF THE COURTS (AOC) IN NEW 
MEXICO IN ORDER TO IDENnFY PROBlEM AREAS AND RECOM· 
MEND METHODS FOR THEIR AMEUORAnON. TO THIS END, A 
TEAM OF ANALYSTS VISffED EVERY JUDICIAl. DISTRICT COURT, A 
REPRf:SENTAnVE SAMPUNG OF MAGISTRATE COURT OPER· 
ATIONS WAS MADE, At~1l INTERVIEWS WERE CONDUCTED WITH 
AU. AOC EMPLOYE'':S. EMPHASIS WAS ON EVALUAnNG PERSON· 
NEL. MANAGEMENT. BUDGEnNG. AND ORGANlZAnON. A PRO­
FILE OF THE NEW MEXICO COURT SYSTEM IS PRESENTED WHICH 
INCLUDES INFORMATION ON JURISDICTION, PERSONNEL. ORGA· 
NlZAnoN. AND EXPENSES.OF THE SUPREME COURT. THE INTER· 
MEDIATE APPELLATE COURT. THE TRIAL COURTS OF UMITED 
AND GENERAL JURISDICTION. THE SMALL Cl-,AfMS COURT. JUDI· 
CIAL COMMISSIONS. AND THE AOC. AS THE AOC HAS GROWN 
THE NEED FOR AFORMAUZED PLANNING CAPABIUTY HAS 
BECOME INCREAe/NGLY APPARENT. SUCH A PLANNING CAPABIU· 
TV MUST INCLUDE CAREFUL SETTING OF SHOAT AND 
LONG-roAM GOALS, DEVELOPMENT OF ReALISTIC PLANS TO 
N.:HIEVE THESE GOALS. AND A MECHANISM FOR EVALUAnNG 
GOAL ATTAINMENT. THIS WlU. REQUIRE AN EXPANSiON OF THE 
STAFF AND UPGRADING OF THE PROFESSIONAL STATUS OF THE 
STAFF. IN THE AREA OF LEGAL RESEARCH. ANALYSIS. AND 
SERVICES. THE ABSENCE OF AN AOC STAFF MEMBER WITH PRO· 
FESSIONAL LEGAl. TRAlNINGMEANS INADEQUATE AND SOME· 
nMES INACCURATE OPERATiONS. A FULLY QUAUflED STAFF 
LEGAL OFFICER SHOULD BE RECRUITED TO REMEDY THIS SITUA· 
TION. PERSOhNEL RECORD KEEPING IS INADEQUATE AND UTTLE 
EFFORT IS~ TO MONITOR PERSONNELQUAUFICATIONS. $. 
LECTlON FAVORS A PATRONAGE RATHER THAN ;.. MERIT 
SYSTEM. FURTHER. EFFECTIVE EMPLOYF-E GRIEVANCE PROce. 
DURES AND AFFIRMAnvE ACTION PLANS TO ENSURE MORE 
EQUITABLE EMPLO~-.ii' PRACTICES ARE LACI<ING. COURT 
auoes:T RE-QlJESTS ARE OFTEN UNJUSTIFIED; THE REVIEW PRO­
CEDURE IS INADEQUATE; AND DISPLEASURE HAD a.r:EN EX· 
PRESSeD BY JUDGES OVER INEQUITABLE BUDGEnNG PRAc.. 
nCES AND PROCEDURES. A OOMPREHENS.'VE BUDGEnNG 
SYSTEM IS NEEDED. STAnSTlCAL DATA COLLEcnON IS SPOTTY 
AND INFORMATION OOUECTED IS IN MANY INSTANCES iNACCLt. 
RAT£. 1T APPEARS THAT THE EXISTING STAnSTICAL INFOAMA· 
noN SYSTEM IS OF LITTLE PRI\CTICAL VALUE TO THE JUDICIAL 
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DEPARTMENT. RECORD MANAGEMENT IS A!..SO INADEQUATE; 
EVERY COURT VISITED ~.AO loST. MISSING AND MISFILED REc­
ORDS. THERE IS ALSO NO SEMBLANCE OF A JURY MANA~ . 
SYSTEM IN NEW MEXICO; THERE IS UTTLE UNIFORMn'Y AND 
LITTLE EFFORT TO MAXIMIZE. USE OF JURORS. THE PENALTY AS­
SESSMENT SYSTEM OF THE AOC APPEARS TO BE UNNECES­
SARYi FINES COULD BE SENT DIREcn.V TO THE STATe TREA. 
SURER. LACK OF UNIFORMITY IN BOOKKEePING PROCCDURES 
AMONG THE COURTS MAKES MONITORING AWo AUDITING DIFFI­
CULT. MOREOVER SEVERAL OF lliELOWER COURTS ARE NOT. 
AUDITED BY THE A.OC AT ALL A JUDiCIAL DEPARTMENT PLAN 
FOR COMPUTERlZAnON OF ACTMTIES IS NEEDED. AND THE LAW 
UBRARY REQUIRES UPGRADING. CENTRAL PURCHASING IS REc­
OMMENDED, AND STEPS WlU. BE ~~fJED TO IMPROVE THE EFfI. 
ClENCY AND ... .DEOUACY OF SpACE' AND EQUIPMatr MANAGE· 
MENT. A S-VEAR IMPLEMENTAnON PLAN (1975.19110) FOR 1M-. 
PROVING AOC OPERAnONS IS PROVIDED. SUmEMENTAL RE· 
SEARCH INFORMAnON IS ALSO APPENDED. 
8poneoItng A8IftCY: NEW MEXICO GOVERN0f4'S COUNCIL ON 
CRIMINAL JUSTICE PLANNING. POBOX· 1770, SANTA FE NM 
87501. 

102.W. L ~LE and L CRITES, ~ WOllEN IN THE 
COURTS. NATIONAL CENTER FOR STATE COURTS PUB­
UCAnONS DEj)ARTMENT. 300 NEWPORT AVENUE, WiL· 
UAMSBURG VA 23185. 250. p. 1978. NCJ .... 

THIS AfilTHO~Y PRESENTS AN~EMMINAnoN OF THE EXTENT 
OF COM.'MrrMENT ON THE PART OF THE JUOICtARY.TO UBEAAT· 
ING WOt.\'eN FROM THEIR INFERIOR STATUS IN AMERICAN SOCI· 
ETY. THIS EXAMINATION OF THE STATUS OF WOMEN IN THE 
COURTS IS FACILITATED BY ARTIClES WHICtfREV'1EW LEGAL 
CASES INVOLVING WOMEN'S ISSUES AND DISCUSS THE TREAT· 
MI:NT OF WOMEN IN THE COURT SETTING. FB'..ALE EMPLOYEES, 
PARnCiPANTS.· AND PROfeSa-"'NAL ROI.ES IN THE TRIAL 
COURTS ARE DISCUSSED. THE ROLE OF ~ AS~REPORTERS, 
CLERKS. BAIUFFS, CRIMINAL DEFENOANTS. DlVOFtte AND cus­
TODY UTiGANTS. WITNESSES. OBSERVERS. NEWS REPORTERS, 
JUDGES. AND ATTORNEYS IS NOTED. KEY UNITED STATES SUo 
PREME COURT RUUNGS ON SEX DISCRIMINATION. REPRODUC­
nvE FREEDOM. AND PREGNANCY ARE REVIEWa>. mE REtA· 
nONSHIP BETWEEN THE BURGER COURT AND WOMEN'S RIGHTS 
BETWEEN 1971 AND 19n IS EXAMINED. AS TJiEY RELATE TO 
LEGAL FICTIONS ABOUT WOMENi PROCREATIONi FEMALE INFERI· 
ORITY; MENTAL WEAKNESS; FEMALE ENCAPSULAnON IN MAR. 
RIAGE AND THE FAMILYiAND THE BURGER COURT OPINIONS RE· 
GARDING MATERNITY CASES. THE FATHER-CHILD RELAnOMiHIP. 

Precedinl pagl Mank 



COURTS 

THESTATlJS .OF CHILDREN, SEXUAL EQUALITY, SEXUAL FREE· 
DOM, WOME;<; ON WELFARE, AND WOMEN AND DOCTORS. THE 
.ROLE OF WOMEN JUDGES IS ASSESSED, EMPHASIZING THEIR 
HISTORICAL PRESENCE IN THE JUDICIARY, CONTEMPORAnYTo.. 
KENISM; SPECIALIZATION AND.ISOLATION ON THE BENCH, 
ACCESS TO THE BENCH, FEMALE REAAESENTATION IN THE 
COURT STRUCTURE, AND nlE FEMINIST ENVIRONMENT. SURVEY 
FINDINGS RELATING TO WOMEN IN COURT ADMINISTRATION ARE 
PRES2NTEO. TABULAR AND GRAPHIC DATA REGARDING PERSON'­
AL AND OCCUPATIONAL. HISTORIES, CAREER GOALS, THE TREAT· 
MENT AND PERFORMANce' OF WOMEN IN COURT ADMINISTRA· 
TloN POSmONS, RESlSl'ANCE TO WOMEN, AND THE EFFEC! OF 
THE WOMEN'S MOVEME'Mi" ARE PROVIDED. THE pRACTICE OF 
SEXUAL STER£-DTYPING IN JURY SELECTION IS DISCUSSED, IN 
ADDmON TO THE HISTORY OF THE RIGHT TO JURY SERVICE, 
SEXISM It~ THE VOIR DIRE PkOCEDURE, AND EMPIRICAL SUP· 
PORT FOR VOIR DIRE STEREOTYPES. CHANGES lti TI:'IE DQM::ia. 
he RELATIONS COURT ARE DOCUMENTED; AND, "'{H~ HI~TORY 
OF DIVORCE, DIVORCE IN 20TH CI;Nn;;1V' AMERICA. CASELOAD 
IMPACT. CLIENT ATTITUDE$. ArTOANEY ATI'ITUDES. THE DIFFI· 
CULTIES OF PROPEr.TY' DIVISION. THE DIVORCED ,,!orHE~, AND 
PROBLEM! FACED BY THE OLDER OR WORKING WOMAN ARE 
DISCUSSED BRIEFLY. tHE COURT STATUS OF VICTIMS OF 

. SEXUAL AND WIFE ABUSE, RAPE. CJ\Ur.oNARY !NSTRUCTIONS. 
CORROBORATION REQUIREMENTS, THE RESISTANCE STANDAfI.D; 
WIFE BEATING, AND THE ROLES OF THE CRIMINAL AWJCIVIL 
COURTS ARE ALSO DISCUSSED. FINALLY, THE GEN~RA'_ UMITA· 
TIONS OF LAW AND JUSTICE AS THEY RatiTE TO WOMEN ARE 
CONSIDERED. IT 15 ARGUED 7HATsoeIAL PROBLEMS,· SUCH AS 
WOMEN'S STATUS IN THE COURTS, WILL BE NEITHER UNDER· 
STOOD" NOR RESOl,V"'..o, NOR WiLL MECHANISMS FOR CHANGE 
WORK SlJCQ:SSFULLY UNTIL WOMEN'S ROLES ARE VIEWED AS 
AN fNTE-GAAl. PART OF THE OVERALl. SOCIAL PROCESS. A QUES­
TIONNAIRE FOR CO'JRT ADMINISTRATORS IS APPENDED. REFER· 
ENCES ARE PROVIDED. FOR SELECTED AATiCI.ES, SEE NCJ 
48845-48851. 
~. Agency: US DEPARTMENT OF JUSTICE LAW EN· 
·~ORCEMENT ASSISTANCE ADMINISTRATION. 
Avan.bIIIty: NATIONAL CENTER FOR STATE COURTS PUBLICA· 
TIONS DEPARTMt:NT, 300 NEWPORT AVENUE, WILLIAMSBURG VA 
23185. 

1M. H. O. LAWSON 1M Go B. !(UON. HVEL~NTOF A 
COMPREHENSIVE PERSONMEL P"~-RIi1 NON-JUDICIAL 
EMPLOYEES OF ~'. ~l<w:lAS . APPELLATE COURTS 
CRIMINAL ~'I'ECHNICAL ASSISTANCE PROJECT. 
~;..AN UNIVERSITY LAW SCHOOL INSTITUTE FOR AD­
vANtED STUDIES IN JUSTICE. 4900 MASSACHUSETTS 
I.lVENUE; NW, WASHINGTON, DC 20016. 178 p. 19n. 

NCJ-43872 
POSmON DESCRIPTIONS, AFFIRMATIVE ACTION PRACTICES, AND 
PAY. PROMOTION, RAIse~ AND LEAVE POLICIES FOR NONJUDI· 
CIAL. PERSONNEL OF THE KANSAS SUPREME COURT AND COURT 
OF APFJ.LS ARE EVALUATED, AND A f¥;t ~LAN IS PROPOSED. 
THE RECOMMENDED PAY PLAN •. Wlilt .. HIS 19A5ED ON THE PER· 
SONNEL CLASSIFICATION PROPOSED BY THE KANSAS JUDICIAL . 
ADMINISTRATOR's' OFFICE, IS INTENDED TO PROVIDE A FRAME, 
WORK FOR eQUAL COMPENSATION FOR WORK OF A COMPARA· 
aLE NATURE AND LEVEL, TO !'AOVICE ,A MEANS FOR C.oL1PFN­
SATING EMPLOYEES FOR CONTIN!,!/;!:! SAn~,WT()RY .~~ our· 
STANDING .SeRV!CE. AND TO ESTABLISH RATES OF COMPENSA­
noN WHICH COMPARE REASONABLYWITI'I RATES IN COMMON 
LABOR MARKETS AND WHICH WILL AID IN THE REeRUITMENT 
AND RETENTION OF QUALIFIED PERSONNEL. THE PLAN IS DE· 
SIGNED. TO FAOVIDE BOTH EMPLOYEE INCENTIVE AND ADMINIS. 
TRATIVE FLEXIBi~ITY. THE PAY PLAN CONSISTS OF A SYSTEM OF 
SALARY STEPS ANPARECOMMENDED PAY RANGE FOR EACH 
CLASSIFICATION. SCHEDULE I SETS FORTH SALARY STEPS IN 
MONTHLY AND ANNUAL RATES. SCHEDULE!! DEFINES A SALARY 
RANGE FOR EACH CI.ASSIFICATIcy,.~. SCHEDULE III LISTS JOB 
CLASSES WITHIN PAY GRADES. OTHER SCHEDULES PRESENT 
COMPARATIVE SALARY DATA FOR LEGISLATIVE AND EXECU'iiVE 
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BRANCH POSITIONS. GUIDEUNES FOR INSTAWNG AND ADMINIS­
TERING THE PROPOSED PAY PLAN' ARE IPnUDeD. SUPPORTING 
DOCUMENTAr.oN, INCLUDING JOB DESCRIPTIONS FOR THE POSJ. 
TIONS INCLUDED IN THE PAY PLAN. IS PROVibED. 
~ Agency:· Us DEPARTMENT OF JUSTiCE LAW EN­
FORCEMENT ASSISTANCEADMINISTRATlON. 

104. D. L SASSOWER. W(iMEN JUDQE8. ASSOC!ATlON OF 
TRIAL LAWYERS OF AMeRICA. TRIAL. v 12. N 1 (JAN. 
UARY 1978), P 25,31,34-35. ~ .. ~ 

BARRIERS TO EQUALITY FOR WOMEN PRESE~Bl' LAWS AND 
JUDICIAL DECISIONS ARE DISCUSSED, ANlHHE NEED FOR MORE 
WOMEN JUDGES AND LAWYERS IS STRESSED. JUDICIAL DEC17 
SIONS AND LAWS THAT,jiAvS DEALT WITH .WOMEN iUl 
SECOND-CLA$S Cm%ENS. ARE CITED (E.G., PROTECTIVE; tABOR 
LAWf; ... u\WS GRANTING WOMEN AUTOMATIC EXQlJaes FROM 
JURY DUTY •. AN 1873 SUPREME OOURT DEC!!libN UPHOUJING 
THE DENIAL OF A WOMAN'S AI'PUCATIOOFOR A LICENSE TO 
PRACTICE LAW). INDICATIONS TtiAT JUDICIAL ATTITUDES ARE 
CHANGING ARE POINTED OUT, AS IS THE PROMISE OF THE 
EQUAL RIGHTS AMENPMCNT FOR ESTABLISHING eQUAUTY ON A 
SOLIC BASIS ANOi'UTTlNG AN END TO DI3CRIMINATORY PRAC­
TICES ANO JUDICI~.l. INTERPRETATIONS THAT PER~iVAiE 
WQa~"NiS SUBORDINATE ROLE. THE NEED FOR MORE FE~ 
LAWYERS ·AND· JUDGES IS NOTED. ·IT IS SUGGESTED THAT THE 
BEST SYSTEM OF JUDICIAl. SELECTION IS ONE THAT IS USED IN 
MANY OTHER COUNTRIES: A NONPCLlTICAL PAOFESSIONAL JUDI· 
ClAl1f CHOSEN ON THE BASIS OF COMPETITIVE QUALIFYING ex­
AMINATIONS AND PROMOTED ON THE BASIS OF EX~AIENCE 
AND PROVEN ABILITY. SUCH A METHOD IS SAlDTO OFFER 
£:QUAL OPPORTUNITIES ON THE 'BeNCH TO ALL ;SEGMENTS OF 
SOCIETY. THE INCA5ASE 11'1 ~~ NUMBER OF WoMEN ATt'eNDING 
LAW SCHOOL AND THE ADVENT OF FEMINIS'f tAW FIRMS ARE 
NOTED. 

10S. R. W. SPEARMAN and K. STEVENS. STEP. ~~ 
EQUAL JUSTtCE-ilfiOGRAMi TO .. L~ lUCK 
LAWYERS IN THE SOUTH. 11M''lO'iQ'-AN EVALUATION 
REPORT TO CARNEQIi crMPORAnON OF NEW YORK. 
CARNEGIE ~;i-SifATiONOF NEW YO.!'IK. 43',' MADISON 
AVEN!}Z,· . ~ . YORK NY 10036. 68 p. 1974. 

. . . ~577 
RESULTS OF AN EXTENSIVE EVALUATION OF A NUMBER OF 
GRANT PROGRAMS DESIGNE!) TO INCREASE THE NUMBER OF 
BLACK LAWYERS IN THE SOUTH BETWEEN 1969 AND 1973 ARE 
PRESENTED. GRANTS FROM PRIVATE FOUNDATIONS, CORPORA· 
TIONS. AND INDIVIDUALS PROVIDED SUPI~RT FOR PROGRAMS 
OF THE EARL WARREN LEGAL TRAINING. PROGRAM. INC., THE 
NATIONAL ~IATION FOR THE ADVANCEMENT OF COLORED 
~bPLE LEGAL DEFENSE AND EDUCA'nONAL FUND (lCF), AND 
THE'!..,i\W STUDENTS CIVIL RIGHTS RESEARCH COUNCIL 
(LSCRRC). THESE ORGANIZATIONS OFFERED A VARIETY OF PRo.. 
Gf!iAMS WHIC-H RECRUITED BLACK LAW STUDENTS; PROVIDED 
SCHOLARSHIPS, TUTORING, AND COUNSEUNG; OFFERED 
SUMMER INTERNSHIPS IN CIVIL RIGHrS LmGATiON; FROVlDED 
POSTGRADUATE FELLOWSHIPS; AND PROVIDE:D FEES FOR 

~~~ ~~C;E~~~~SG=~ ~~;~~ ::~A~ ;: 
TEMS APPP.oAC'ri 'fOTHE NEEDS OF BLACKS IN 11 STATES.PRo.. 
GRAMS WEP-I: OPEN TO BLACK STUDENTS IN .. PREDOMINANTLY 
BLACK SCHOOLS, 13 STATE UNIVERSIl'Y LAW SCHOOLS, AND .. 
PRIVATE LAW SCHOOLS. RESULTS OF THE EVALUATION INDI~n: 
THAT SINce 1969 THE NUMBER OF BLACK FIRST YEAR LAW STI.I­
DENTS HAS INCREASED FROM 22 TO 171 IN 17 SOUTHERN tll,W 
SCHOOLS, 375 BLACK STUDENTS WERE ENROLLED IN THese 
SCHOOLS IN 1973. AND A MAJORITY OF fHESE BLACK STUDENITS 
INTENDED TO PRACTICE LAW IN THE SOUTH. fURTHER, ALMQ.ST 
ALL OF THESE lAW SCHOOLS ARE NOW RECRUITING BLACK STU· 
DENTS, AND APPLICATIONS FROM BLACKS HAVE STEADILY 
RISEN. INTERVIEWS INDICATED THAT THE INCREASING NUMBERS 
OF BLACK ENROLLEES FACILITATED.THE RECRUITMENT AND Ap· 
POINTMENT OF BLACK LAW PROFESSOR3 AT STATE UNIVERSITY 

J 
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LAW SCHOOLS IN VIRGINIA, SOUTH CAROLINA, NORTH CAAOU~ 
FLORIDA; . LOUISIANA; AND Al.AaAMA. THE NUMBeR OF BLACK 
LAW SCHOOL GRADUATES AT THE 17 SCHOOLS STUDIED HAS IN-. 
CREASED DRAMATICALLY IN THE PAST FEW YEARS. AN LSCARC 
SUMMER INTERNSHIP PROGRAM PROVIDEDCML RIGHTS AND 

. LEGAL AID WORK EXPERIENCE TO 411 STUDENTS; 50 .PERCENT 
WERE BLACK. ATTRITION RAres FOR WARREN' SCHOLARSHIP 
STUDEN'Y'SDECLINED FaCM 30 PERCENT IN 1M TO 10 PERCENT 
IN 1871. AND DATAlNDlCATE THAT A NUMBER OF ~ 
HAD TRflNSFEP.ReD TO OTHER f,AW SCHOOLSMWD B~ 
~Y READMITTED. LARGE NUM~~bFeLACK LAW· 
YERa'ME ESTABUSHiHG PRACTICES 1f(.ne·&ouTH; IN MISSIS­
SIPPI THE BLACK BAR HAS QUADIII.Ji'ao IN MEMBERSHIP Slt«C 
1_. FlNAI.LY. BLACK LAWYERS ARE INEV(fABLV BEING DRAWN 
INTO COMMUNITY ~IP RCUS, ItS IS·ILLUSTAATED BY 
me POSITIONS NOW HELD BY· A NUMBER OF FORMER POST· 
GRADUATE W~REN FELLOWS. FACTOAS. INVOLVED IN THE 
CHANGING ATMOSPHEfilE OF SOUTHERN RACE RELATIONS AND. ',' 
FUTURE TRENt'S IN sLAcK LAW SCHOOL ADMISSIONS~"liis- . 
CUSSED. A'BIOGRAPHY OUTLINING THE IEXPERI~i~'AN LDF 
PROGRAM PARTICIPANT. NOW A SUCCE~L CIVIL RIGHTS 
LAWYER iN COLUMBUS. GQGIA, IS IJJ«j'INCLUDED. A UST OF 
MAJOR CONTRIBUTORS TO THE PROGRAM IS PROVIDED. 
Afta NIt)1 NCJRS MICROFICH~iIROGRAM. 
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101. AIIERICIliIII BAR ASSOCIATION, 1tJO M STREET, NW, 
WASHINGTON DC 20038. MINORITY RECRUITMENT IN 
CORRECTIONS-NEW FEDERAL AID AEQUlREIIENTS. 
12 p. 1P73. NCJ.10371 

AMPLIFICATION OF TWO EQUAL EMPLOYMENT OPPORTUNITY RE· 
QUIREMENTS APPLICABLE TO GRANTEES OF LEAA. WITH SPECiAL 
EMPHASIS ON THEIR SIGNIFICANCE TO CORRECTIONAL SYS­
TEMS. THE FIRST OF THESE REQUIREMENTS DEALS WITH AF· 
FlRMATIVE ACTION BY LEAA GRANTEES TO REMEDY DEFICIEN· 
ClES IN THE NUMBER OF MINORITY GROUP PERSONS, INCLUDING 
WOMEN, EMPLOYED IN THEIR WORK FORCE AND THE ELiMINA· 
TlON OF DISCRIMINATORY MINIMUM HE.IGHT STANDARDS 
(HEIGHT STANDARDS NOT COVERED IN THIS PAMPHLET). THE 
SECOND REQUIREMENT CONCERNS THE'PROBLEM OF·SITE SEe 
LECTION OF CORRECTKYf,jAL FACIUTIES WHERE THE LOCATION 
MAY HAVE AN ADVERSE Ifl.PACT ON MINORITY EMPLOYMENT. 

" I 

107. AMERICAN BAR AlJSQCIATION, 1100 .. STREET, NW, 
WASHINGTON DC 20031. RAm RELATIONS IN COR· 
RECTIONS-AN ANNOTATED BIBLIOGRAPHY. 8 p. 
1975. HCJo27014 

LISTING OF 42 BOOKS, ARTICLES, STUDIES, AND GOVERNMENT 
PUBLICATIONS ON RACE RELATIONS PR08LEMS WITHIN THE 
CORRECTIONAL SYSTEM, COVERING 1968 TO 1975, PLUS 20 
COURT DECISIONS IN THIS AREA DATING BACK TO 1961. THE 
GENERAL BIBUOGRAFIHY IS CATEGORIZED· BY THE FOLl.OWING 
SUBJECT HEADINGS: GI:NERAL DISCRIMINATION AND RACISM, 
LEGAL~LYSES AND STANDARDS, STATE PRISON STUDIES, MI· 
NORITY STAFF RECRUITMENl'. AFFIRMATIVE ACTION MODELS 
AND TRAINING MATERIALS, AND RACIAl. PROBLEMS AS SEEN BV 
INMATES. THE COURT DECISIONS LISTED DEAL WITH THE RE· 
QUIRED DESEGREGATION OF CORRECTIONAL FACIUTIES, FIRST 
AMENDMENT RIGHTS, JOB DISCRIMINATION, RECRUITMENT OF 
MINORITIES IN CORRECTIONS, AND PAROLE. 
Avan.bIIty: AMERICAN BAR ASSOCIATION, 1800 M STREET, NW, 
WASHINGTON PC 20038; NCJRS MICI'(OFICHe PROGRAM. 

1G8. Eo IEARO. ITUDYW 11tE ATTmfDES AND fIERCEp. 
TIONI OF BLACK CORREC'IlONAL ~lIJPLOYEES AS A 
BASIS IORDESlClNINO RECRUmmrr AND RETEHllON 
fffRATEGIQ. HOWARD UNIVERSITY INSTITUTE FOR 
URBJIN AFFAIRS AND RESEARCH, WASHINGTON DC 
20059. 195 p. . NCJ.4I048 

THE REPORT OF A SUBSTUDY ON UTILIZATION OF MINORITY EM· 
PlOYEES IN CORRECTIONAL INSTITUTIONS, IN WHICH FINDINGS 
INCLUDED THE FEEUNG AMONG BLACK EMPLOYEES THAT 
THERE IS DISCRIMINATION IN .PR0M01'ION PRACTIceS, IS PRE· 
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SENTED. THIS INTENSIVE .STUDY INTERVIEWED 304.BLACK c:us. 
TODIAL OFFICERS, 117 OTHER BLACK CORRECTIONAL PERS0N­
NEL. 128 BLACK INMATES, 52 WARDENS. SUPERINTENDENTS,. 
AND ASSISTANTS, AND 35 EX-CORRECTIONAl. EMPLOYEES TO 
DEVELOP A PROFILE OF THE BLACK CORRECTIONAL WORKER, 
IDENTIFY PROBLEMS FACED BY THESE WORKERS, AND SUGGEST· 
FAOCEDURES AND TECHNIQUES FOR RECRUmNG AND RETAIN­
ING BLACK CORRECTIONAt. EMPLOYEES. NONCORRECTIONAI. 
EMPLOYEES GENERALI. Y HAD '" COLLEGE DEGREE AND A· 
MEDIAN INCOME OF $14,01.'10 TO $17,000. THE CUSTODIAl WORK· 
ERS MOSl1.Y HAU HIGH-SCI-KlOL EDUCATIONS. 13 PERCENT HAD 
HIGHER EDUCATION OF SOME TYPE, AND MEQlAN INCOME WAS . 
SS,OOO TO 511,000. THE EX-EMPLOVEEt HAD MEDIAN INCOMES OF 
ABOUT $5.000, WHICH MEANS THEY WERE WORse OFF nw.J 
THEY WERE WHILE WORKING 11\1 COFIRECTJONS. BUT THEY HAD 
NO INTENTION OF REAPPLYING, DESPITE THESE DIFfERENCeS iN 
INCOME AND EDUCATION, THE BLACK EMPLOYEES REPORTED 
THE SAME PROBl.EMS-WHILE WHI1E WORKERS WERE GI::"NER •. 
ALl.Y FRIENDLV AND COOPERATIVE. ADMINISTRATORS SEEMED 
MORE INTERES!ED IN THE ADVANCeAENT OF WHITES THAN 
BLACKS, EVALVATIONS WERE SEEN AS MORE FAVORABLE TO 
WHITES THAN BLACKS, AND THERE SEEMED lOBE LITTLE HOPE 
OF JOB IMPROVEMENT. THE CUSTODIAL PERSONNEL EXPRESSED 
HIGH DEGREES OF DISSATISFACTION WITH SliIFTS AND WORK· 
ING HOURS, THE NONCUSTODIAL WITH VARIETY IN JOB ASSIGN­
MENTS AND CHANCES FOR INCREASED PAY. INMATES WERE IN­
TERVIEWED FOR THEIR PERSPECTIVE ON THE SITUATION. MOST 
FELT THAT ADMINISTRATORS FAVORED WHITE EMPLOYEES. IN­
MATES ALSO FELT THAT THERE SHOULD BE AN ETHNlC MIX OF 
CUSTODIAL PERSONNEL BLACK INMATES ALSO REPORTED THCY· 
FELT BLACK PERSONNEL HAD A GREATER UNDERSTANDING OF 
THEIR PROBLEMS AND DID A BETTER JOB OF PREPARING THEM 
FOR REENTRV INTO SOCIETY. IT IS RECOMMENDED THAT MORE 
BLACKS BE RECRUITED FOR TRAINING LEADING To SUPERVI­
SORY POSITIONS, THAY BLACKS BEACTI\r'ELV ENCOURAGED TO 
APPLY FOR J09 OPENINGS. ACTIVELY CONSULTED ABOUT SHIFT 
CHANGES, AND URGED TO TALI( TO. CAREER 00uNseuNG 
STAFF. IT IS ALSO POINTED OUT THAT .TRANSPORTATION ISA 
PROBLEM FOR BLACKS AND THIS SHOULD BE TAKEN INTO NJ. 
COUNT WHEN NEW FACILITIES ARE LOCATED. ORAL TESTS 
SHOULD BE DROPPEl)· FOR BOTH EMPLOYMENT I.ND PRCIM!). 
TION AND IMPERSONAL WRITTEN TESTS OR MULTIPlE .atOICE 
TESTS UseD INSTEAD. IT IS ALSO EUGGESTEO THAT THE SHIFT 
HOURS BE IMPROVED ~O SALARIES RAlSiro TO ENCOURAGE 
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COMPETENT PERSONS OF ALI. BACKGROUNDS TO SEEK COR· 
RECTIONS WORK. 
IpolliaRII Agency: US DEPARTMEN'f OF JUSTICE LEM NATION· 
AL INSTITUTE OF LAW ENFORCEMENT AND CRIMINAL JUSTICE, 
8:l3 INDIANA AVENUE NW. WASHINGTON. DC 20531. 
AYlI.1l1Itr. HOWARD UNIVERSiTY' INSTITUTE FOR URBAN AF· 
FAIRS AND RESEARCH. WASHINGTON DC 20059; NCJRS MICRO. 
FICHE PROGRAM. 

tOl. A. M. BECKER. WOMEN IN CORRECTIONS-A PROCESS 
Of CHANGE. SOUTH CAROUNA DEPARTMENT OF COR· 
RECTIONS. 4444 BROAD RIVER ROAD.P 0 BOX 166. co­
LUMBIASC 29202. RESOLUTION OF CORRECTIONAL 
PROBLEMS AND ISSUES. V 1. N 4, (SUMMER 1975). P 
19-21. NCJ.2II04 

A DESCRIPTION OF THE CALIFORNiA DEPARTMENT OF CORREC­
TIONS PERSONNEL PROGRAM UNDERTAKEN TO PROVIDE EQUAL 
EMPLOYMENT OPPORTUNITIES TO FEMALE CORRECTIONAL 
WORKERS BY GRADUAL AND CONTROLLED INCREASES IN 
WOMEN EMPLOYEES. THE BASIC INTENT OF THE CALIFORNIA 
CORRECTIONS EFFORT IS TO EMPLOY WOMEN IN NUMBERS 
THAT ARE REFLECTIVE OF THE SURROUNDING COMMUNITY. THE 
ASSUMPTION IS THAT FEMALE EMPLOYEES CAN PERFORM IN 
CORRECTIONAL WORK SITUATIONS EQUAllY. AS WEll AS 
MALES. IN 1974. AN AFFIRMATIVE ACTION PRCGRAMOF LOGICAL 
AND PROGRESSIVE EXPANSION IN THE USE OF FEMALE EMPLOY· 
EES WAS IMPLEMENTED; THIS PLAN WOULD ALLOW· FACILITIES 
TO EXPAND THE NUMBER OF OFFICERS AT DIFFERENT RATES 
BECAUSE OF DIFFERENT TRADITIONS AND PHYSICAL PLANTS. IT 
W1$, FELT THAi THIS WOULD ALLOW WOMEN TO DEMONSTRATE 
THEIR ABIUTY TO DO THEIR JOBS AND WOULD AllOW A 
TRld)mON.QRIENTED DEPARTMENT TO UNDERGO SUCH A RADI· 
CAL CHANGE GRADUAL!.Y. THIS PROGRAM HAS RESULTED IN 
THE EMPLOYMENT OF ABOUT 100 FEMALE OFACERS IN SUCH 
JOBS AS SAFETY COORDINATOR. CHIEF OF INMATE APPEALS. 
PAROLE AGENTS. AND COUNSELORS. ALL CAUFORNIA INSTITU· 
TIONS NOW EMPLOY FEMALE OFFICERS. AND SOME HAVE 
OPENED All POSTS TO FEMALES-INCLUDING POSTS WHIQt.RE· 
QUIRE DIRECT CONTACT WITH INMATES. IT HAS BEEN NOTED 
THAT FEMALE OFFICERS PERFORM EQUALLY AS WEll AS THEIR 
MALE COUNTERPARTS. IN ADDITION. EMPLOYMENT OF FEMALES 
SEEMS TO HAVE BEEN ACCEPTED BY MALE INMATES. AND AP· 
PEARS TO HAVE IMPROVED THE BEHAVIOR OF SOME INMATES. 
(AUTHOR ABSTRACT MODIFIED) 

110. II. GOLDSTEIN. SCREENING FOR EMOTIONAL AND PSY· 
CHm.OGICAL FITNESS IN. CORRECTIONAL OFFICER 
HIRING. AMERICAN BAR ASSOCIATION. 1800 M STREET. 
NW. WASHINGTON DC 20038. 19 p. 1975. 

NCJ·112U 
THIS MONOGRAPH SUMMARIZES THE RESULTS OF A NATIONAL 
QUESTIONNAIRE SURVEY OF SCREENING TECHNIQUES USED 
FOR SEL/:CTION OF LINE CORRECTIONAL OFFICERS IN INSTITU· 
TIONS. A RESPONSE OF 45 STATES AND THE DISTRICT OF c0-
LUMBIA ASSURES A COMPREHENSiVE NATIONAl. PICTUf:tE OF 
STEPS TAKEN TO ASSESS THE CRUCIAL QUAUTIFiSOF PSYCHO­
LOGICAL AND EMOTIONAL FITNESS IN NEW LINE OFFICERS. THE 
SURVEY INDICATES THAT THE FOUF\ MAiN SCREENING DEVICES 
EMPLOYED ARE ORAL INTERVIEWS. BACKGROUND INFORMATION 
AND INVESTIGATIONS. REGULAR USE OF TESTING. AND MEDICAL 
EXAMINATIONS. VARIATIONS IN THE NATUR5 AND EXTENT OF 
THE FOREGOING DEVICES AS TECHNIQUES elf PSYCHOLOGICAL 
satEENING ARE CONSIDERABLE IN EACH OF THE CATEGORIES. 
FOFIEXAMPLE. ONLY A FEW AGENCIES INCLUDE POUCE RECORD 
CHECKS IN CONSIDERATION OF BACKGROUND INFORMATION 
SUPPLiED BY THE CANDIDATE. ONLY HALF OF THE JURISDIC­
TIONS USING WAITfEN TESTS MAKE REGULAR USE OF PERSON· 
ALITY TESTS. AND FEW MEDICAL EXAMINATION PROCEDURES 1;>4· 
CLUDE SPECIAL PSYCHIATRIC OR PSYCHOLOGICAL ASSESS­
MENTS. THE MONOGRAPH INCLUDES OTHER DATA AND ANALY •. 
SIS SUCH AS REJECTION RATl$. THE FACT THAT MOST RE· 
SPONDING STATES (65%) CONSIDER THEIR CURRENT PROCE· 
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CURES EFFECTIVE. THE PARTICULAR TYPES OF PERSONAUlY 
TESTS USED TO DETERMINE PSYCHOLOGICAL FITNESS. SCREEN· 
ING PROBLEMS RAISED BY CIVil RIGHTS AND EQUAL EM~lOY· 
MENT OPPORTUNITY LAWS AND CRITERIA, AND THE POSTURE OF 
CURRENT REFORM THINKING AND STANDARDS ON UNE OFFICER 
FITNESS AND QUALIFICATIONS. 

AvaIIIIIIIIty: AMERICAN BAR ASSOCIATION. 1800 M STREET. NW. 
WASHINGTON DC 20038; NCJRS MICROFICHE PROGRAM. 

111. HOWARD UNIVE~; POBOX 11" WASHINGTON DC 
aCIOOt. SUMMARIES OF STUDIEs ON THE RECRUIT· 
MENT AND RETENTION OF IIINmiITY CORREcnoHAL 
EMPLOYEES. 44 p. NCJ.41041 

THE METHODS. FINDINGS. AND RECOMMENDATIONS OF THREE 
STUDIES CONCERNED WITH THE RECftUITMENT AND RETENTION 
OF MINORITY CORRECTIONAL EMPLOYEES ARE SUMMARIZED. 
THE FIRST STUDY EXAMINED MINORITY RECRUITMENT. SCREEN· 
ING. SELECTION. PROMOTION. AND RETENTION POLICIES AND 
PRACTICES OF STATE PRISONS IN CALIFORNIA. MICHIGAN. MIS­
SISSIPPI. AND OHIO. THE FINDINGS INDICATE THAT NATIONAL 
STANDARDS AND GOALS FOR MINORITY RECftUITMENT ARE NOT 
BEING MET. AND THAT THERE IS LITTLE HOPE OF MAJOR 1M· 
PROVEME~ IN THE NEAR FUTURE. THE SECOND -STUDY EM· 
PLOYS DATA FROM CALIFORNIA, LOUISIANA. MISSISSIPPI. NEW 
JeRSEY. MICHIGAN, AND OHIO TO DETERMINE THE NUMBER OF 
MINORITIES IN CORRECTIONS-RELATED OCCUPATIONS. MINOR· 
ITY GROUPS ARE FOUND TO BE UNDERREPRESENTED IN SUCH 

. OCCUPATIONS IN 197:5. AND THE UNDERREPRESENTATION IS 
PREDICTED TO CONTINUE THROUGH 1980. EFFORTS TO MAKE 
MINORITY STUDENTS IN SPECIALIZED AREAS (E.G .•. MEDICINE. 
LAW. SOCIAL WORr.) AWARE OF CAREER OPPORTUNmES IN 
CORRECTIONS ARE URGED. A STUDY OF THE ATTITUDES AND 
PERCEPTIONS OF BLACK CORRECTIONAL EMPLOYEES INVOLVEO 
INTERVIEWS WITH 304 BLACK CUSTODIAL OFFICERS. 117 OTHER 
BLACK CORRECTIONAL PERSONNEL; 128 BLACK INMATES; 52 
WARDENS. SUPERINTENDENTS. AND THEIR ASSISTANTS; AND 35 
FORMER CORRECTIONAL EMPLOYEES. SURVEY FINDINGS PRo. 
VIDE THE BASIS FOR RECOMMENDATIONS PERTAINING TO RE· 
CftUITMENT. SELECTION. AND RETENTION PRINCIPLES. NO TABU· 
LAR DATA ARE INCLUDED. 

SpoMofIng Agency: US DEPARTMENT OF JUSTICE LAW EN· 
FORCEMENT ASSISTANCE ADMINISTRATION. 

AVIIIIIIbIJtty: NCJRS MICROFICHE PROGRAM. 

112. NATIONAL CIVIC SERVICE !.£AGUE. INSTITUTES ON. 
AFFIRMATIVE ACTION LEADERSHIP DEVELOPIIEHr IN 
CORRECTIONAL INSTITUTIONS-FINAL REPORT. 192 p. 
19n. NC.J.4OOO7 

STUDY EXAMINES THE ATTEMPTS THAT HAVE BEEN MADe BY AD­
MINISTRATORS IN THE STATE PRISONS TO EMPLOY AFARMATIVE 
ACTION GUIDELINES. THE STUDY HELPED TO PROVIDE INFORMA· 
TION TO CORRECTIONAL ADMINISTRATORS ABOUT THE RELE· 
VANT LAW AND REGUI..ATIONS ON AFFIRMATIVE ACTION. AtlD TO 
HELP THEM UNDERSTAND LEM'S' AFFIRMATIVE ACTlmi GUIDE· 
UNES. IT ALSO WAS DESIGNED TO ENHANCE MANAGERS' ABIU· 
TIES TO PLAN. IMPLEMENT. MEASURE. AND DIRECT AFFIRMATIVE 
ACTION. AS WELL AS TO MONITOR CHANGES IN SYSTEMS WITH 
RESPECT TO RACIAL BAlANCE IN WORK FORCES AND NONDl5-
CftIMINATION WITHIN THE SERVICE POPULATION. IN TERMS OF 
RESULTS. THE STUDY FbuND THAT NO ADULT STATE SYSTEM 
HAD ATTAINED THE GOAL OF HAVING AN ETHNIC DISTRIBUTION 
OF ITS CORRECTIONAL WORK FORCE STAND IN A 70 PERCENT 
RATIO TO THE ETHNIC DISTRIBUTION OF THE INMATE POPULA. 
TION. AND THAT MOST HAD A LONG WAY TO GO; 

8poMQrtng AIIIftCIn: NATIONAL INsmUTEOF CORRECTIONS. 
320 FIRST STREET. NW. WASHINGTON DC 20534; US DEPART. 
MENT OF JUsnc.e LAW ENFORCEMENT ASSISTANCE ADMINI5-
TRAnoN. 

AvaIIIbIIIy: NCJRS MICROFICHE PROGRAM. 
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113. S. L REISNER. BALANCING INMATES' RIGHTS TO PRI­
VACY WITH EQUAL EMPLOYMENT FOR PRISON GUARDS. 
RUTGERS UNIVERSITY SCHOOL OF LAW, 180 UNIVl:RSITY 
AVENUE. NEWARK NJ 07102. VJOMEN'S RIGHTS LAW 
REPORTER, V~. N 4 (SUMMER 1978). P 243-251. 

NCJ.5tm 
CONSTITUTIONAL REASONS FOR INMATES' RIGHT' TO PRIVACY 
AND ATIEMPTS TO SYNTHESIZE THIS RIGHT WITH EQUAL OP· 
PORTUNITY FOR PRISON GUARDS ARE EXAMINED IN THIS LAW 
JOURNAL NOTE. IN DOTHARD V. ROBINSON (1977) THE U.S. SUo 
PREME COURT RULED THAT ALABAMA WAS NOT REQUIRED TO 
HIRE WOMEN AS GUARDS IN ITS M~IMUM SECURITY MALE PENI· 
TENTIARIES. THE DECISION WAS·BASED ON·THE BONA FIDE 0C­
CUPATIONAL QUALIFICATION (BFOQ) EXCEPTION TO TIne VII'S 
BAN ON SEX DISCRIMINATION IN EMPLOYMENT. HOWEVER. THAT 
DECISION IGNORED THE ISSUE OF AN INMATE'S RIGHT TO BE 
FREE FROM OBSERVATION BY GUARDS OF THE OPPOSITE SEX 
WHILE UNDRESSING. USING TOILET FACILITIES. OR BEING 
SEARCHED. THE ARTICLE DISCIJSSES THIS RIGHT TO PRIVACY 
AND EXAMINES THE COURT CASES (BOTH OF THE LOWER FED­
ERAL COURTS AND OF THE U.S. SUPREME COURn IN WHICH 
THER.E WAS COURT RECOGNITION OF THE RIGHT TO PRIVACY. IN 
BONNER V~ COUGHLIN (1975) IT WAS HELD THAT AN INMATE 
DOES NOT TOTALLY SURRENDER THE FOURTH AMENDMENT'S 
RIGHT TO PRIVACY UPON INCARCERATION. THIS RIGHT WAS 
CONSTRUED TO INCLUDE A PROHIBITION AGAINST HUMILIATING 
AND UNNECESSARY SEARCHES. IN FRAZIER V. WARD (t977) A 
DISTRICT COURT HELD THAT INMATES HAD A FOURTH AMEND­
MENT RIGHT AGAINST BEING SUBJECTED TO ANAL SEARCHES 
AS A ROUTINE PROCEDURE. YORK V. STORY (1977) INDICATED 
THAT FORCED EXPOSURE OF THE NAKED BODY TO GUARDS OR 
POLICE OFFICERS OF THE OPPOSITE SEX IS DEGRADING AND 
VIOLATES THE PRIVACY RIGHT. SINCE STATES HAVE NO SECU· 
RITY INTEREST IN HAVING GUARDS OF THe OPPOSITE SEX PER· 
FORMING STRIP SEARCHES OR TOILET FACILITY SURVEILLANCE. 
EQUAL OPPORTUNITY COULD BE BEST SERVED BY ASSIGNING 
GUARDS OF OPPOSITE SEX TO WORK IN AREAS· WHERE THEY 
WOULD NOT INFRINGE ON PRIVACY RIGHTS. IT IS RECOMMEND· 
ED THAT IN INMATE PRIVACY SUITS. SELECTIVE WORK RESPON· 
SIBllITlES SHOULD BE ORDERED IN PREFERENCE TO ABSOLUTE 
EXCLUSION. THIS WOULD FURTHER EQUAL OPPORTUNITY EF· 
FORTS AND KEEP EMPLOYERS FROM USING BFOQ TO EMPLOY 
SEX DISCRIMINATION HIRING PRACTICES. FOOTNOTES ARE PRD­
VIDEO. 

114. H. C. RICE. CIVIL RIGHTS AND CORRECnDNS-THE 
IMPACT OF LEU COMPUANCE REQUIREMENTS. 
SOUTH CAROLINA DEPARTMENT OF CORRECTIONS ......... 
BROAD RIVER ROAD. POBOX 766. COLUMBIA SC 29202. 
RESOLUTION OF CORREcnONAL PROBLEMS AND 
ISSUES, V 1. N .. (SUMMER 1975), P 4-6. NCJ·21to2 

A DETAILED OVERVIEW OF THE IMPACT OF LEM'S EQUAL EM· 
PLOYMENT OPPORTUNITY REGULATIONS ON CORRECTIONAL 
PERSONNEL POLICIES, PROGRAMS, AND PROCEDURES. THE LAW 
ENFORCEMENT ASSISTANCE ADMINISTRATION'S CIVIL RIGHTS 
COMPLIANCE OPERATIONS CHART THEIR FORMAL BEGINNINGS 
FROM THE ISSUANCE BY LEAA OF EQUAL EMPLOYMENT OPPOR· 
TUNITY REGULATIONS. THESE REGULATIONS PROHIBIT DISCRIMI· 
NATION IN THE EMPLOYMENT PRACTICES OF THE RECIPIENTS OF 
LEAA FUNDS. IN MARCH 1972, THE EQUAL EMPLOYMENT OPPOR· 
TUNITY COMMISSION WAS GIVEN CONCURRENT ·JURISDICTION 
WITH LEAA IN ASSURING THAT EQUAl. EMPLOYMENT OPPORTU· 
NITY STANDARDS ARE MET BY RECIPIENTS Of LEAA FUNDS. THIS 
ARTICLE FIRST iJEFINES 'EMPLOYMENT PRACTICES' AND THE 
SPECIFIC MINORITY GROUPS PROTECTED BY THESE REGULA· 
TIONS. SPECIFIC LEAA GUIDELINES AND SECTIONS OFniE REGU· 
LATIONS ARE EXPLAINED WITH RESpeCT TO AFFIRMATIVE 
ACTION PROGRAMS. CONSTRUCTION OF NEW FACILITIES, LEGIS· 
LATIVE CHANGES, EQUAL EMPLOVMENT COMPLIANCE REPORTS. 
AND PFiOGEDURAL REQUIREMENTS IN CASES OF NONCOMPLI· 
ANCE. EMPHASIS IN THIS ARTICLE is GENERALLY DIRECTED TO· 
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WARDS THE IMPACT OF THESE REGULATIONS ON CORRECTIONS. 
(AUTHOR ABSTRACT MODIFIED) . 
AvaII8bIIIty: (Not available through NCJRS Document Loan Program) 

115. D. L SKOLEA _ R. LOEWENSTEIN. MINORmES IN 
CORRECTION-NONDISCRIMINAnON. EQUAL OPPORTU· 
NITY. AND LEGAl. ISSUES. NATIONAL. COUNCIL ON 
CRIME AND DELINQUENCY. CONTINENTAL PLAZA, 4" 
HACKENSAC.1< AVENUE, HACKENSACK NJ 07601. CRIME 
ANDDELINQUENCY. V 20. N .. (OCTOBER 1974). P 
339-346. NCJ.1It84 

EXAMINES NEW POLICIES AND TRENDS IN .THE EMPLOYMENT OF 
MINORmES IN THE FIELD OF CORAECTIONS. ONE OF THE MOST 
STRIKING MANPOWER PROBLEMS IN OUR CORRECTIONAL SYS­
TEMS IS THE VAST DISPARITY IN RACIAL COMPOSmON BETWEEN 
INMATE POPULATIONS AND CORRECTIONAL STAFFS. THIS IMBAL· 
ANCE HAS STIMULATED A MOVE TO INCREASE MINORITY HIRING 
IN CORRECTION. IN "THE PAST lWO OR THREE YEARS, DF.VELOP· 
MENT$ ON" THREE LEVELS-RHETORIC, JUDICIAL DECISIONS. AND 
ADMINISTRATIVE REGULATIONS-OFFER HOPE THAT TH.E GOAL 
OF INCREASED MINORITY HIRING WILL BE ReALIZED. POLITICAL 
AND CORRECTIONAL LEADERS. ALONG WITH STUDY COMMIS­
SIONS. HAVE ENDORSED THE CONCEPT OF INCREASED MINOR· 
ITY HIRING IN CORRECTION. THIS LENDS SUPPORT TO LEGISLA· 
TIVE AND ADMINISTRATIVE EFFORTS AND MAKES IT DIFFICULT 
FOR THEM TO REVERSE POSITIONs OR JUSTIFY NO PROGRESS. 
JUDICIAL DECISIONS HAVE STRUCK DOWN DISCRIMINATORY EM· 
PLOYMENT REQUIREMENTS AND PRACTICES AND HAVe·. RE· 
MOVEO BARRIERS BY ESTABLISHING PRESUMPTIONS OF DIS­
CRIMINATION WHEN DISPROPORTIONATE RACIAL BALANCE 
EXISTS IN HIRING. ADMINISTRATIVE AGENCIES, BACKED BY !-"ED­
ERAL ANTIDISCRIMINATION LEGISLATION. HAVE PROMULGATED 
TOUGH NEW REGULATIONS WHICH PROMISE A SIGNIFICANT 
IMPACT ON MINORITY CORRECTIONAL HIRING. LEAA. WHICH SUP· 
PLIES LARGE SUMS OF FEDERAL MONEY FOR CORRECTIONAL 
PROGRAMS. NOW REQUIRES GRANT RECIPIENTS TO FILE STATE. 
MENTS [!ETAILING THE RACIAL AND OTHER MINORITY CQ.'dPOSI· 
TION OF THEIR STAFFS. WHERE DISPARmES EXIST. AN AFFIRMA· 
TIVE ACTION PROGRAM IS REQUIRED .. LEAA HAS ALSO .GIVEN 
NOTICE THAT DECISIONS ON WHERE TO LOCATE NEW CORREC­
TIONAL FACILITIES WILL BE CLOSELY SCRUTINIZED FOR THEIR 
EFFECT ON MINORITY HIRING. (AUTHOR ABSTRACT) 

111. UTAH COUNCIL ON CRIMINAL JUmCE AOMINSTRATmN, 
255 SOUTH 3RD STREET-EAST. SALT LAKE CITY UT 
14111. UTAH-MANPOWER AND TRAINING. 41· p. 
1977. NCJ..M112 

STANDARDS FOR RECRUITING, RETAINING. AND TRAINING PER· 
SONNEL IN UTAH'S CORRECTIONAL AGENCIES ARE SET FORTH 
BY THE UTAH .COUNCIL ON CRIMINAL JUSTICE ADMINISTRATION. 
THE 10 STANDARDS ARE ACCOMPANIED BY BRIEF DESCRIPTlONS 
OF THE STATUS OF UTAH CORRECTIONAL PERSONNEL PRAC­
TICES AND BY SUGGESTIONS FOR IMPLEMENTING THE STAND­
ARDS. THE STANDARDS RELAlE TO THE RECRUITMEN'T OF COR· 
RECTIONAL STAFF. RECRUITMENT FROM MINORITY GROUPS. EM· 
PLOYMENT OF WOMEN AND EX-OFFENDERS, USE OF VOLUN· 
TEERS. PERSONNEL PRACTICES FOR RETAINING STAFF. PARTICI· 
PATORY MANAGEMENT. A COORDINATED STATE PLAN FOR 
CRIMINAL JUSTICE EDUCATiON. AN . INTERN AND WORK STUDY· 
PROGRAM. AND STAFF DEVELOPMENT. THE STANDARDS URGE 
THE REVISION OF RECRUITMENT PRACTICES THAT GIVE COR· 
RECTIONS A MILITARY ORIENTATION. ELIMINATION OF CERTAIN 
RECRUITMENT RESTRICTIONS. ACTIVE RECRUITMENT OF MINOR· 
ITY GROUPS AND WOMEN, USE OF TASK ANALYSIS AND TESTING 
FOfI CORRECTIONAL POSITIONS. AND USE OF AN OPEN SYSTEM 
OF SELECTION. IT IS SUGGESTED THAT THE USE OF PARTICIPA· 
TORY MANAGEMENT TECHNIQUES WOULD HELP CORRECTIONAL 
AGENCIES TO RETAIN STAFF AND TO IMPROVE EMPLOYEE 
MORALE. 
SuppIelnental Notu: CORRECTIONS SERIES. 
8ponICHlng Agency: US DEI>~RTMENT OF JUSTICE LAW EN· 
FORCi:MENT ASSISTANCE ADMINISTRATION. 
Avlllllblllty: NCJRS MICROFICHE PROGRAM. 
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U7. T. WlLUAa ..... ESOTA-OIIIIUDIIIAN FOR C0R­
RECTIONS-ANNUAL REPORT. FY 1171-77. 29 p. 
1977. ~ 

THE ORGANIZATION AND FUNCTION OF THE MINNESOTA 0M­
BUDSMAN OfFICE ARE DESCRIBED, AND STATISTICS ON THE OF· 
FlCE'S AcrMnES DURING ITS FIFTH YEAR OF OPERATION ARE 
PRESENTED AND DISCUSSED. THE OMBUDSMAN'S OFFICE IS AN 
INDEPENDENT STATE AGENCY wmt STATUTORY AUTHORITY TO 
RECEIVE AND IN"~STIGA!E ALL COMPLAINTS CONCeRNING THE 
ADMINISTRATION OF CORRECTIONS PROGRAMS AND FACILITIES, 
AND TO PUBUSH R~COMMENDATIONS BASED ON THE ~1NOINGS 
OF ITS INVESTIGATIONS. IN FISCAL 1877, THE OMBUDSMAN 
OPENED 1,250 CASE FILES AS A RESULT OF CONTACTS MADE 
WITH THE OFFICE. IMPORTANT POLICY CHANGES THAT OCCURED 
AS . A CONSEQUENCE OF THE OMBUDSMAN'S INTERVENTION 
WERE THE DEVELOPMENT OF AN AFFIRMATIVE ACTION PR0-
GRAM AT THE STATE PRISON; .REVlSIONS IN RULES GOVERNING 
THE OPERATION OF HOLDING FACILITIES, LOCKUPS, JAILS, AND 
ADULT CORRECfJONAL FACILITIES; AND DEVELOPMENT OF A UNI· 
FORM POLICY FOR HIRING AND FIRING INMATE WORKERS. IN 70 
PERCENT OF THE CASES HANDLED BY THE OMBUDSMAN, THE IN· 
VESTlGATIVE PROCESS WAS COMPLETED WITHIN 30 DAYS, THE 
ORGANIZATION AND FUNCTION OF THE OFFICE ARE DESCRIBED 
AND ILLUSTRATED IN CHARTS. AN ANALYSIS OF THE OFFICE'S 
CONTAG'TS DURING THE YEAR FOCUSES ON INFORMATION MOST 
OFTEN SOUGHT BY INMATES, POLITICIANS, STUOI.:NTS, AND 
PRACTITIONERS INTERESTED IN OMBUDSMAN PROGRAMS. TABU· 
LAR DATA ARE PRESENTED.ON CONTACTS, REQUESTS, AND 
COMPLAINTS ClOSED; CASELOAD; CONTACT DISTRIBUTION BY 
INSTITUTION; POPULATION BY INSTITUTION; METHODS OF COM· 
MUNICATION; INITIAL INTERVIEWS; TIME TAKEN TO RESOLVE 
CONTACTS; CONTACT RESOLUTION BY CATEGORY; REFERRALS; 
AND CONTACT DISTRIBUTION BY CATEGORY FOR FISCAL 1976 
AND 1977. FINANCIAL INFORMATION, A COPY OF THE STATE'S 
OMBUDSMAN STATUTE, AND A SUMMARY OF OMBUDSMAN 
POLICY RECOMMENDATION OUTCOMES ARE APPENDED. 
A" ...... ~. MINNESOTA OMBUDSMAN FOR CORRECTIONS, 333 
SIBLEY STREET, SUiTE 102, SAINT PAUL MN 55101;NCJRS MI· 
CROFICHE PROGRAM. 

111. L WINTER. WOllEN EMPLOYED IN COAREC11ONAL 
SERVICES. (fEMMES EIIPLOYEES DANS LEI SERVICES 
CORRECTIONNELS.) PUBUC SERVICE COMMISSION OF 
CANADA. 10 p. 1977. NCJ.42318 

ALPHABETICAL USTING BY AUTHOR OF OVER 100 BOOKS, JOUR· 
NAL ARTICLES,AND GOVERNMENT REPORTS (MOST DATED 
SINCE .1970) ON WOMEN EMPLOYED IN THE PROBATION AND 
PAROLE SERVICES AND IN CORRECTIONAL. INSTITUTIONS. A SEP. 
ARATE SECTION CONTAINING OFFICIAL PUBUC DOCUMENTS PUB­
USHELI gy CANADIAN AND UNITED STATES GOVERNMENT AND 
PRIVATE AGENCIES IS INCLUDED. 
AvaII8bIIIy: NCJRS MICROFICHE PROGRAM. 



A 
ABRAIIC)WITZ, A. 59 
ACERRA,L 60 

BAttER, M.IE. 3 
BAfltNABAS, III. 61 
BEARD, Eo 62. 108 
BECKER, A. M. 109 
BEHMAN,S. 4 
BERRONG, L. e. 63 
IIOETTCIfEfI, W. D. 64 
BOYD, Iii. W. 13 
BREEtE, C. 1\1. 65 
BRITT, ti. 71 
BRGWIIl. S. 39 
BROWN, L P. 82 
BURSTEIN, IP. 5 

c 
CALvafr, R. J. R. 6 
CAHl'iON, W. 101 
C£1lJUl.8K1, 0. G. 7 
CHAMELlN, N. C. 97 
COHAN,III. 67 
COLTON, M. L 101 
CORV,It 68 
COULSON, R. 46 
CRAFT, J. A. 8 
CRITES. L 59. 69. 102 

D 
DELURV, S. E. 9 
DUHHE1TE, iI. D. 70 
DUTTON, -., 71 

E 
EDWARDS. H. T. 10 
ELkING, N. 101 

F 
FIELD, H. S. 19 
FISCHER, Ii. 11 
FISCHER, V. 101 

AUTHOR INDEX 

G 
GARREn', 0. R. 65 
GARY, L. E. !'J2 
GATES, ... 59 
GAZELL. J. A. 73 
GOff, R. W. 74 
GOLDSTEIN, a. 110 
GRIffiN, J. S. 92 
GRiGGS, Eo 48 
GRIGGS, E. A. 13. 
GROSS, III. R. 14 

H 
HALL.G. 15 
HART,LG. 16 
HEPPER&.£. W. L 102 
Miu..,H. 17 
HOGAH,B. 18 
HOLLEY, W. H. 19 

J 
JACOBY, D. 101 
J!EFFERSON, A. ... 75 
J!ROII£, D. E. 65 
.IOHNSON. L W. 76 
JONGEWARD, D. 20 

K 
KELLY,A.S. 21 
KNACK, 8. S. 22 
K~.aTLER, IF. A. 23 
KUBAN, G. a. 103 

L 
LAIIERGE, R. 2" 
LAWSON, If. O. 103 
LEII, K. 25 
LEVINE, II. J. 28 
UNKY,D.a 27 
LOEWENSTEIN, A. 115 
WDLOW, H. T. 28 

M 
MCCAULEY, R. P. 95 

41 

I!JCCLEUAN, J. E. 79 
IICCLORY, R. 80 
MCEVDY, D. W. 98 
MACIAS, R. 22 
1lAGNW, R. E. 77 
MARTIN, 8. E. 78 
IIINTZ, E. 59 
MOORE, L II. 81 
MOTO'WIDLO, 8. J. .70 
IIIURPWI. P. 82 

N 
NEWMAN, ... II. 30 
~,".P. 31,32 

p 
PA11,G. 33 
PEkKANEN,L K. 13 
POMEROY,.. 82 

R 
RAFKV. D. Y. 84 
READ,J.e. 34 
REoou, R. II. 85 
REILLY, e. W. 33 
REiIN£R, e. L. 113 
REYNO:..os. L H. 86, 87, 68. 88 
REYNOLDS.LII. GO 
REYNOLDI. P. 0. 22 
A~H.C. 1'" 
ROIINION,LQ. 52 
ROBmaON, No Eo 53 
R~D.H. S5 
AOTHENI!IERG, 8. 91 
ROWAN, R. H. 92 

s 
SAL 1'D1'EHI. A. 15 
SANDLER. G. 58 
Ul8DWER, D. L tG.t 
SAYEA.K. 48 
lAYER. R. J. 13 
ICHNEIDER, Il. V. wt. .. 7 
IeHWAIrI'Z. ... A. 81 
aeon,D .. 20 
IHERIWI, L W. 1M 
.1lHGER, J. W. 36 

-------

' .. 



SKOLER, D.· I.. 

IKOLEA. D. L 115 
IIIARR, fL W. 95 
.uRIWt.'1. W. 10S 
IQUIRES, 0.. D. 37 
~4J.L 86 
STEtica,;8. sa 
STEVENrJ, D. 82 
STEVEr", H.1OS 
SWANSON, C. fL , .... 97 

T 
TERRITO, L 97 
THOIIPION, F. J. 39 
1HORKELSOtt, .. II. 21 
TRIItLETT, P. E.99 

w 
WA'I'ION, T. fL 22 
WElTON, P. .. 58 
WHn'E, W. P. <13 
WILLIAIIS, H. 82 
WIUIAIIS. T. 117 
WINTER, L 118 
WOLnZ, L .. 100 

z 
ZI8KIND, D. 44 

AUTHOR INDEX 

42 



• 

---_.-----------------------~----~~---------------------------

AAlEEO ReeourcI Agencies 

AFL-CIO (American Federation of 
Labor-Congress of Industrial 
Organizations) . 

Civil Rights Department 
815 16th Street NW. 
Washington, DC 20006 
(202) 637-5270 

American Bar Association 
1155 East 60th Street 
Chicago, IL 60637 
(312) 947-4000 

American Civil Liberties Union 
22 East 40th Street 
New York. NY 10016 
(212) 125-1222 

American Society for Public 
Administration 

1225 Connecticut Avenue HW. 
Washington, DC 20036 
(202) 785-3255 

Black Women's Community 
Development Foundation 

Suite 1010 
1028 Connecticut Avenue NW. 
Washington, DC 20036 
(202) 296-7565 

Center for Community Change 
1000 Wisconsin Avenue NW. 
Washington, DC 20007 
(202) 333-5700 

Center for National Policy 
Review 

620 Michigan Av~nue NE. 
Washington, DC 20064 
(202) 832-8525 

Center for WOmen Policy Studies 
2000 P Street NW. 
Washington, DC 20036 
(202) 872-1770 
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Commission for Racial JUltloe 
297 Park Avenue South 
New York, NY 10010 
(212) 533-7370 

Equal Employment Opportunity 
C0IJID1ssion 

2401E Street NW. 
Washington;.DC 20506 
(202) 634-6930 

Federal WOman's Program 
clo U.S. Civil Service 

COIIIIlission 
Washington, DC 20415 

Indian Federal Employment 
Referral Program 

Albuquerque, NM 87108 

International Association of 
Human Rights Agencies 

705 GStreet SEe 
Washington, DC 20003 
(202) 547-8404 

International City Management 
Association 

1140 Connecticut Avenue W. 
Washington, DC 20036 
(202) 293-2200 

KNOW - Clearinghouse for wo.en 
P.O. Box 86031 
Pittsburgh, PA 15221 
(412) 241-4844 

National Alliance of BusineSSMen 
1730 K Street NW. 
Washington, DC 20006 
(?02) 254-7105 

National Association for the 
Advancement of Colored People 

Ten Columbus Circle 
New York, NY 10019 
(212) 586-8397 

" 



National Association of County 
Administrators 

1135 New York Avenue NW. 
Washington, DC 20006 
(212) 185-9511 

National Ca.tholic Conference for 
Interraciul Justice 

Suite 20 
1330 Massachusetts Avenue NW. 
Washington, DC 20036 
(202) 638-0924 

National Center for State Courts 
College of William " Mary 
P.O. Box FG 
Williamsburg, VA 23185 
(804) 229-1193 

National Center for Urban Ethnic 
Affairs/Organization for Neigh­
borhood Development 

1521 16th Street NW. 
Washington, DC 20036 
(202) 232-2600 

National Civil Service League 
911 15th Street NW. 
Washington, DC 20005 
(202) 131-5850 

National Council of County 
Association Executives 

1135 New York Avenue NWo 
Washington, DC 20006 
(202) 185-9511 

National Council of LaRaza 
Suite 210 
1125 I Street NW. 
Washington, DC 20006 
(202) 659-1251 

National Governor's Conference 
444 North Capitol Street 
Washington, DC 20001 
(202) 185-5600 

44 

National Image, Inc. 
Vacancy Outreach Service 
800 North Taylor Street 
Arlington, VA 22203 
(103) 243-3010 

National League of Cities 
1620 I Street NW. 
Washington, DC 20006 
(202) 293-1300 

National Municipal League 
41 East 68th Street 
New York, NY 10021 
(212) 535-5100 

National'Organization for Women 
425 13th StreetNW. 
Washington, DC 20004 
(202) 341-2219 

National Puerto Rican Forum 
214 Mercer Street 
New York, NY 10012 
(212) 685-2311 

National Urban Coalition 
1201 Connecticut Avenue NW. 
Washington, DC 20036 
(202) 331-2400 

National Urban League 
500 East 62nd Street 
New York, NY 10021 
(212) 644-6500 

Panel of American Women 
210 Westport Road 
Kansas City, MO 64117 
(816) 531-8933 

Personnel Research and Development 
Center 

Office of Personnel Management 
Applied Psychology Section 
1900 E Street NW. 
Washington, DC 20415 
(202) 632-5443 
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u.s. Civil Service Commission 
Office of the Assistant Executive 

Director 
Office of the Federal Equal 

Employment Opportunity 
1900 E Street NW. 
Washington, DC 20415 

u.s. Commission on Civil Rights 
1121 Vermont Avenue NW. 
Washington, DC 20#25 
(202) 254-8130 

u.s. -Conference of Mayors 
Resource Library 
1620 I street NW. 
Washington, DC 20006 
(202) 293-7300 

u.s. Congress 
House Education and Labor 

Committee, Subcommittee on 
Employment Opportunities 

B346A RHOS 
Washington, DC 20515 
(202) 225-1927 

u.s. Congress 
Senate Human Resources 

Committee, Subcommittee 
on Labor 

G237 DSOS 
Washington, DC 20510 
(202) 224-3674, 224-5375 

u.s. Department of Labor 
Employment Standards Admini s­

tratton 
Office of Federal Contact 

Compliance Programs 
3rd Street & Constitution 

Avenue NW. 
Washington, DC 20210 
(202) 523-9435 
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u.S. Department of Labor 
Employment Standards Administration 
Women's Bureau . 
3rd Street & Constitution Avenue NWe 
Washington, DC 20210 
(202) 523-6611 

u.S. Department of Health, 
Education, and Welfare 

Office of Civil Rights 
330 Independence Avenue SW. 
Washington, DC 20201 
(202) 245-6403 

Women's Legal Defense Fund Inc. 
1010 Vermont Avenue W. 
Washington, DC 20425 . 
(202) 638-1123 

. Women's Lobby Inc 0 

201 Massachusetts Avenue NE. 
Washington, DC 20002 
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AAlEEO Resource Agencies-Criminal Justice System 

International Association of Human 
Rights Agencies 

785 G Street SEe 
Washington, DC 20003 
(202) 547-8404 

National Association of Criminal 
Justice Planning Directors 

1012 1~/h Street NW. 
Washington, DC 20005 
(202) 347-2291 

National Council of State Criminal 
Justice Planning Agencies 

444 North Capitol Street NW. 
Washington, DC 20001 
(202) 347-4900 
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Positive Futures, Inc. 
1522 K Street NW. 
Washington, DC 20005 
(202) 393-6040 

u.S. Department of Justice 
Civil Rights DiviSion 
Main Justice Building 
Washington, DC 20530 
(202) 739-2151 

UoS. Department of Justice 
Law Enforcement Assistance 

Administration 
Office of Civil Rights Compliance 
Suite 1103 

e.' 425 I Street NW. 
Washington, DC 20530 
(202) 633-3747 
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AAlEEO Resource Agencies-Police 

International Association of Chiefs 
of Police 

11 Firstfield Road 
Gaithersburg, MD 20760 
(301) 948-0922 

International Association of Women 
Police 

8ij44 West Wilson 
Chicago, IL 60656 
(312) 625-0331J 

Law Enforcement Minority Persons 
Project (LEMPP) 

National Urban League 
500 East 62nd Street 
New York! NY 10021 
(212) 644-6574-15 

National Organization of Black 
Law Enforcement Executives (NOBLE) 

P.O. Box 1749 
.Newark, NJ 07102 
(201) 643-3997 

Police ~oundation 
1909 K Street NW. 
Washington, DC 20006 
(202) 833-1460 
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AAlEEO Resource Agencies-Courts 

American Judicature Society 
Suite 1606 
200 West Monroe Street 
Chicago, IL 60~~6 
(312) 236-0634 

Institute for Court Management 
Suite 1800 
11105 Curtis Street 
Denver, CO 80202 
(303) 534-6063 

Institute of Judicial Adminis-
tration 

Resource Library 
One Washington SquaI·e Village 
New York, NY 10012 
(212) 598-7721 
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Lawyers' Committee for Civil 
Rights Under Law 

733 15th Street NW. 
Washington, DC 20005 
(202) 628 ... 6700 

National Association for Court 
Administration 

National Center for State Courts 
Suite 200 
1660 Lincoln Street 
Denver, CO 80203 
(303) 892-1261 

National District Attorneys 
Association 

1900 L Street NW~ 
Washington, DC 20036 
(202) 872-9504 



AAlEEO· Resource Agencies-Corrections 

American Correctional Assooiatlon 
4321 Hartwick Road 
College £lark MD 207140 
(301) 864-1071 

National Institute of Corrections 
320 First Stre&t NW. 
Washington DC 20534 
(202) 724-3106 

National Sheriffs! association 
1250 Connecticut Avenue NWv 
Washington. DC 20036 
(202) 872-0422 
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