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INTRODUCTION

Implementing an affirmative action/equal employment opportunity program is a high priority of the criminal
justice system. Although some controversy still exists, Congress has set basic affirmative action/equal
employment opportunity guidelines. Agencies that do not comply with these guidelines face potential loss of
federal funds from the Law Enforcement Assistance Administration and the Cffice of Revenue Sharing. There

"i3 no longer any yuestion of whether to bringwoman and minorities into the criminal justice system, but howto
do it most effectively. '

“wo fundamental piecas of affirmative action/equal employment opportunity legislation in the criminal

justice field are the 1873 amendment to the Omnibus Crime Controt and Safe Streets Act and the Jordan
"~ amendment. The first bars discrimination in poiice 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 guidslines, developing policy

_statements, and implementing programs. Thus, information about the quality of these efforts remains to.be

‘collected and gvaluated.

This bibiicgraptty has been compl!ed to nrovide information and assistance to criminal justice agencios as
thay strive to implement effective affirmeiive action/equal employment opporiunity programs. The citations
~ are presented in five areas of interest:

e Affirmzative ActlonIEqual Employment Opportunity. Discussions of the general nature of AA/EEO,
including problems and policy manuals for action programs; policy statements, background information on
emp!oymg women, minorities, and senior citizens.

e Criminal Justice System. Publications that focus on AA/EEO in cnminai justice agencies, wrth informa-
. ticn about compliance, recruitment, and other relevant topics.

- o Polics. AA/EEO issues specific (o law enforcement agencies, including women police officers, minority
recruitment, career development and community relations. ' ~

o Courts. Studies of AA/EEO progress inthe courts, includmg program descriptions, personnel plans, and
minority employment

® Comctiono Personnel recruitment, selection, and assrgnment in corractional mstitutions. and speciel
problems that stem from the nature of these institutions.

_ All of the cttetions heve been sslacted from the collection of the National Criminal Justice Reference
Service, and information about how to obtain tha documents ) presented on the following page.

For individuals seeking further information, several lists of resource egencies are presented as an

Appendix. Organizations that can provide assistance or specialized information are listed in the same
categories as the chapters: general information. criminal justice system, police, courts, and corrections

* Precaing page Wark



HOW TO OBTAIN THESE DOCUMENTS

The docubmer\ts in this brbliogréphy 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 § p.m. The NCJRS Reading Room is located in Suite 211, 1015 20th

Street, NW., Washrngton, DC.

For rasearchars who prefer to'obtain personal copies. a sales source is rdentrﬁed whenever _
possible. For periodical literature, there are several potential sources of reprrnts  Original Article Tear:
Sheet Service (Institute for Scientiific Information, 325 Chestnut Street, Philadelphia, PA19106) and

University Microfilms International (Article Reprint Department, 300 North Zeeb Road, Ann Arbor, M

48106). Document availability changes over tiine and NCJRS canrot guarantee contrnuad' :

. avarlabrlzty from publishers and drstrrbutors

In addition to the following frequently cited sources, many ofthe documants may be fdund in
publls and organizational hbrarres : ,

Documents From GPO

The letters “GPO" afiera crtatron rndrcate 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:

Supenntendent of Documcnts
U.S. Government Printing Office
Washington, DC 20402

Documents From NTIS

The letters “NTIS" after a citation indicate that coples may be purchased from the National
Technical Information Service. Inquiries about availability and cost ehould include publlcaucn number

and title and be addressed to:
National Technical Informatron Servlce
5285 Port Roval Road
SDringﬁaId, VA 22151
Microfichs From NCJRS |
The designation "NCJRS Microfiche Program" mdicates 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 iext. 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:

NCJRS Microfiche Program
- "Box 6000 -
Rockville,  MD 20850

.0an Documents From NCJRS

Most of these documents may be borrowed from the National Criminal Justrce Heference’

Service on interlibrary loan. Documents are not loaned directly to individuals. To borrow documents

from NCJRS, speclfy the title and NCJ number and ask your fibrarianto submrt astandard intertibrary
. loan form to: :

NCJRS Document Loan Program
. Box 6000 .
Rockville, MD 20850
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AFFIRMATIVE ACT!ONIEQUAL EMPLOYMENT
OPPORTUNITY R

1. ARACOM AMERICAN

, v TORY
EEO . (EQUAL EMPLOYMENT
ANCE. 01p. 1975

DmTOTOPMANAGEMENT.PEHSONNELSTAFF.ANDUNE'

MANAGERS, THIS MANUAL SHOWS HOW TO AVOID SYSTEMIC

DISCRIMINATION BY AMALYZING THE TOTAL EMPLOYMENT PROC-

ESS. DISCRIMINATION GCCURS BOTH ON THE LEVEL OF THE
PERSONAL BIAS OF AN INDIVIDUAL i\ AUTHORITY, AND ON THE
LEVEL OF THE SYSTEM OF POLICIES, PRACTICES, SELECTION

CRITERIA, AND DECISIONMAKING CAITERIA WHICH AFFECT THE -

PROTECTED CLASSES NEGATIVELY. THIS LATTER ASPECT, SYS-
TEMIC DISCRIMINATION, IS ADDRESSED IN THIS MANUAL, ‘WHICH
ISWDEDTOHELPEMPLOYERSLMTEWDIS?ARMES
THROUGH A METHGD OF SELF-ANALYSIS. AS THE EQUAL EM-
PLOYMENT OPPORTUNITY COMMISSION (EEOC) VIEWS IT, DiS-
CRIMINATION ON THE BASIS OF RACE, COLOR, RELIGION, SEX,
OR NATIONAL ORIGIN 1S DISCRIMINATION AGAINST THE CLASS
- OF PEOPLE WITH THE CHARACTERISTIC IN COMMON. THERE-

FORE, A STATISTICAL DISPARITY AT ANY STEP OF THE EMPLOY-

MENT PROCESS AMPLY SERVES EITHER AGENCY AS A PRIMA
- FACGIE INDICATION OF DISCRIMINATORY PRACTICE, THE FIRST
PART OF THE MANUAL IS AIMED AT TOP MANAGEMENT. IT
COVERS SUCH GENERAL CONSIDERATIONS AS HOW SYSTEMIC
DISCRIMINATION ENTERS THE PERSONNEL SYSTEM AND TS
SUBSYSTEMS, CITING CASES BEARING UPON ITS DEFINITION
(THE GRIGGS V. DUKE POWER COMPANY DECISION); AND REME-
'DIES FOR SYSTEMIC DISCRIMINATION BY DESCRIBING TYPICAL
RESULTS OF A SELF-AUDIT; AND iNDICATING HOW AN EMPLOYER
CAN-GO ABOUT DEVELOPING REMEDIAL PROGRAMS. A BIIEF DE-

SCRIPTION OF WHAT IS NEEDED IN AN AFFIRMATIVE ACTION -

PLAN IS INCLUDED, AS WELL AS AN EXPLANATION 7F THE EEOC
VOLUNTARY COMPLIANCE AGREEMENT. THE SECOND PART OF
THE MANUAL IS TECHNICAL AND METHODOLOGICAL, WRITTEN
PRIMARILY FOR PERSONNEL STAFF AND LINE MANAGERS, AND
- COMPRISES THE FOLLOWING: INSTRUCTION FOR THE COLLEC-
TION OF DATA (BUT NOT THE ANALYS:S OF THOSE DATA); MEA-
SUREMENTS OF PARITY (COMPARISONS OF THE INTERNAL DiS-
TRIBUTION OF THE WORK FORCE TO THE APPROPRIATE EXTER-
NAL LABOR MARKET); IDENTIFICATION OF SPECIFIC PERSONNEL
PRACTICES; ESTABLISHMENT OF PRIORITIES FOR LATER WORY,
AND IDENTIFICATION OF OTHER POTENTIAL MAJOR COMPLIANCE

188UES; OUTLINE OF THE STEPS NECESSARY TO IDENTIFY DIS- -

CRIMINATION IN RECRUITMENT, HIRING, PROMOTION, TRANSFER,
AND TERMINATION; AND DISCUSSION OF THE PHINCIPLES OF

mmmmm{cmmmgw

- SELECTED READINGS ARE INCLUDED. . TABLESW“E
TEXT.

2. AEMGCAN ENTERPIMSE INSTITUTE POR PUBLIC PIAICY
mum 17TH STREET, NW, WASHINZTON OC
AFFIRMATIVE ACTION—=THE ANSY/ER TO 18-
mmw ©p. 1978, o

MENT INTRUDE INTO THE PRIVATE SECTOR IN DICTATING GOALS

- TO ELIMINATE DISCRIMINATION? SHOULL: SZREORMANCE CAPA-

mwesasnﬁmwmmmm%mm

DISTINCTION BETWEEN GOALS AND QUOTAS? KAS THE DEPART- =~

MENT OF HEALTH, EDUCATION, AND WELFARE 8 SUCCESS-
muunswomvosmmmm
THE PANEL, MODERATED BY RALPH K. WINTER, JR., OF THE YALE

" LAW SCHOOL, INCLUDES OWEN F1SS, PROFESSOR OF LAW AT -

THE YALE LAW SCHOOL; RICHARD POSNER, PROFESSOR OF LAW
AT THE UNIVERSITY. OF CHICAGO LAW ‘SCHOOL; VERA GLAZER,
SYNDICATED COLUMNIST FOR KNIGHT NEWSPAPERS AND WTOP
RADIO COMMENTATOR; WILLIAM RASPBERRY, COLUMNIST FOR. -
THE WASHINGTON POST; AND PAUL SEABURY, PROFESSOR OF

POLITICAL SCIENCE AT -THE UNIVERSITY OF CALIFORNIA AT
BERKELEY. THE DISCUSSION WAS HELD AT AN AMERICAN EN-

TERPRBEINSTITUTEFOHPUBUCWREWW ,

TABLEHELDGIMAY”JWS.(AUWWW

Supplomental Notes: AEi {AMERICAN ENTERPRISE msmum
nouuotmwuew:nwmmnc.mvaun. PAR.
TICIPANTS INCLUDED RALPH K WINTER, JR, AS MODERATOR, AS
WELL AS OWEN FISS,
RASPBERRY, AND PAUL SEABURY. .

Avallablity: AMERICAN ACADEMY OF PEDIATRICS, INC, 1”14
HINMAN AVENUE. EVANSTON 1L 50204,

el sag s

nmmmmm Ce



l. ML E. BAMER; PRAMVIEWOF!!OOGWAL '
" EMPLOYMENT COMNKSSION)

i eooar. 38

v ONE ff THE TRENDS EVIDENT IN CIVIL RIGHTS LEGISLATION
SINCE THE CiViL RIGHTS ACT OF 1984 HAS BEEN THE EXTENSION
. C# TECHNICAL REQUIREMENTS FOR VALIDATICN OF EMPLOY-

p. 1978,

MENT PRACTICES. THIS PAPER: DEALS WiTH VALIDATION GFEM- -

PLOYMENT PROCEDURES AND SPEGIFICALLY WITH THE FIRST
STEP IN THE TOTAL VALIDATION PRUCESS-THE JOB ANALYSIS.
AFTER GUTUINING THE KEY PHASES IN A VALIDATION PROCESS,
. IT PRESENTS STEP-BY-STEP SUMMARIES OF SOME OF THE PRAC-

_ TICES AND INNOVATIONS THAT HAVE BEEN INTRODUCED AT THE
INDUSTRIAL RELATIONS CENTER OF THE UNIVERSITY OF CHICA-
GO, ILL., TC CONFORM TO VALIDATION GUIDELINES. THE REVIEW
OF STUDIES SHOWS THAT THERE. IS INCREASED ACCEFTANCE
OF CONTENT AND CONSTRUCT VALIDITY IN JOB ANALYSIS

WHERE A COMPREHENSIVE DESCRIPTION OF PERFORMANCE -

DOMAIN IS PRESENT, A TREND TOWARDS MULTIUNIT OR CON-
SORTIUM VALIDITY iS OCCURRING IN WHICH A DEMONSTRATION
OF THE TRANSPORTABILITY’ OF THE VALIDITY'S TEST BATTERY

WOULD B& A REGUIREMENT FOR IMPLEMENTATION. UNDER THIS .

TYPE OF SITUATION, AN ORGANIZATION WHICH HAS NOT PAR-
TICIPATED IN VALIDATION WCULD HAVE TO PRGVE THAT ITS AP-

PLICANT POPULATION AND TS REQUIREMENTS FOR SUCCESS-

FUL JOB PERFORMANCE ARE SIMILAR TO THOSE FOR CORRE-
SPONDING JOBS IN PARTICIPATING ORGANIZATIONS. A STAND-
ARDIZED AND QUANTIFIEL JOB ANALYSIS INSTRUMENT HAS
BEEN DEVELOPED TO REPLACE THOSE THAT COULD NOT BE IM-
PLEMENTED BY CRGANIZATIONAL PERSONNEL. DURING TESTS,
THE INSTRUMENT HAS BEEN ABLE TO DIFFERENTIATE BETWEEN
" VARIOUS JOBS AND HAS PRODUCED INFORMATION MAKINA! IN-
TERFRETATION ABQUT JOB DEMANDS POSSIBLE. THE INSTRU-
WMENT APPLIES THE SKILLS AND: ATTRIBUTES iNVENTORY AND
- THE FORCED-NORMAL-DISTRISUTION CARD SORT FORM, TO OF-
TERMINE THE DEGREE OF IMPORTANCE OF EACH JOB SKILL OR
ATTRIBUTE TO. PERFORMANCE ON THE JOB. TABULAR DAYA,
GRAPHS, AND REFERENCES ARE INCLUDED. :

‘Supplemental Notss: OCCASIONAL PAPERS SERIES PAPER PRE-
'SENTED AT SYMPOSIUM AT AMERICAN PSYCHOLOGICAL ASSOCH-

TION CONVENTION, WASHINGTON, DC, SEPTEMBER 6, 1976.

Am UNIVERSITY OF CHICAGO INDUSTRIAL RELATIONS
CENTER, CHICAGO IL 60837. .

4 8 m ' AFFIRMATIVE ACTION POSITION.

MERCE CLEARINGHOUSE, INC, 4025 WEST PETERSON
AVENUE, CHICAGO IL 60848, LABOR LAW JOURNAL, V

_ 27, N 6 (AUGUST 1976), P 490-497. HCS-50048
FOCUSING ON THE AFFIRMATIVE ACTION POSITION VIS-A-VIS USE
OF THE SENIORITY SYSTEM IN LAYOFFS, THIS ARTIGLE NOTES
ALTERNATIVES TO.GUTTING THE SENIORITY SYSTEM. THE ECO-
NOMIC RECESSION IN THE MID-1970'S PUT INTC SHARP FOCUS
THE CONFLICT BETWEEN - SENIORITY PROVISIONS IN
POLICY CONTAINED iN TITLE Vil OF THE 1984 CiVIL RIGHTS ACT.
SPECIFICALLY, ORGANIZATIONS REPRESENTING MINORITIES AND
WOMEN CLAIM THAT LAYOFFS UNDER LAST-HIRED, FIRST-FIRED
SENIORITY PROVISIONS NEGATED GAINS MADE UNDER TITLE VI
-iN THE LATE 1560'S WHEN EMPLOYMENT WAS EXPANDING. SE-
NIORITY LAYOFF PROVISIONS HAVE COME UNUER ATTACK BE-
CAUSE UNDER CERTAIN CIRCUMSTANCES LAYOFFS REFLECT
 ORIGINAL DISCRIMIGATORY HIRING, IT SHOULD BE NOTED, HOW-
YOCATE ABOLISHMENT OF THE SENIORITY.SYSTEM AS A LAYOFF
DETERMINANT. RATHER, AWARDING OF CONSTRUCTIVE SENIOR-
ITY I8 IMPLIED (1LE., WRONGED GROUFS WOULD BE PLACED IN
THEIR RIGHTFUL PLACE IN THE SENIORITY HIERARCHY). THE PO-
SITION OF THE COURTS IN RELATION TO THIS CONSIDERATIONM IS

~ GLEAR; INTI'ETRANS!TIONPERIODFHOMUNEGUALTOEOUAL,

TO ,
INDUSTRIAL  RELATIONS

COM-

Amnnmv;_gtcﬂou

EMPLOYMENT OPPOHTUNITY WHERE PR’EVK)US HIKING PRAC-
TICES HAVE AFFECTED MINORITIES AND WOMEN. NATIONAL .
LABOR POLICY EMBODIED IN THE CIVIL RIGHTS ACT, AS AMEND- -

- ED IN 1872, TAKES PRECEDENCE OVER PRIVATE COLLECTIVE

BARGAINING CONTRACTS. AMONG PROPOSALS MADE 7O
ENABLE IDENTIFIABLE MINORITY AND NONMINORITY GROUPS TO
'SHARE THE BURDEN ARE ALTERMATIVE LAY/)FF SYSTEMS AND
WORKSHARING PLANS. WORKSHARING PROFOSALS INCLUDE RE.
DUCED WORKWEEKS AND A CORRESPONDING PAY GUT FOR ALL
EMPLOYEES, . ELIMINATION OF OVERTIME, AND. PAYLESS HOLI-
DAYS, WHILE ALTERNATIVE. LAYCFF SYSTEMS INVOLVE. QOTA-
TIONAL OR ALTEPNATING LAYOFFS, LAYOFFS BY LOT, AND PLAC--

-ING EMPLOYEES ON LAYOFF ROSTERS &Y BAC‘E AND SEX AMD

THEN LAYING OFF PERSONS IN PROPCATION TO THEIR #PES-
ENCE OM THE WORK FORCE. CREATIVE (;OLLECTIVE 2ARGAINING
1S PERHAPS THE KEY: WHERE PAST. DISCRIMINATORY HIRING
PRACTICES HAVE OCCURRED, THE /EMPLOVER AND -UNION
SHOULD VCLUNTARILY MODIFY THESENIORITY SYSTEM RATHER
THAN HAVE THE GOVERNMENT IMPGSE A SYSTEM. JUDICIAL DE-
CI3I0NS AND OTHER REFERENGES’ARE FOOTNOTED. -

& P. BURSTEIN. EQUAL. EWPLOYMENT OPPORTUNITY
LEQISLATION AND TH:! INCOME OF WOMEN AND NGN-
VIHI'I'ES. AMERICAN SOCIOLOGICAL REVIEW, 49 SHERI-

DAN AVENUE, ALBANY NY 12210.. AMERICAN SOCIO-
LOGICAL REVIEW, 'V 44, N 3 (SUNE 1978), P 387-391.
NCJ-58M7

THE AIM OF THIS ARTICLE IS TO GAUGE THE NATIONAL-LEVEL

" {MPACT OF EQUAL EMPLOYMENT OFPORTUNITY (EEO) LAWS ON

THE INCOMES OF WOMEN AND NONWHITES RELATIVE TO THOSE
OF WHITE MEN. THE FOCUS OF THE AHTICLE IS ON THE FOUR
ILAWS MOST DIRECTLY RELATED TO EMPLOYMENT IN THE CiVIL-
AN LABOR FORCE-THE EQUAL PAY ACT OF 1863, TITLE VIi OF .
'THE C'VIL RIGHTS ACT OF 1864, AND THE 1872 LAWS AMENDING
EACH OF THEM. THE ANALYSIS DIFFERS FROM OTHERS PUS-
LISHED ON THE SUBJECT BY COMPARING -AlLL GROUPS 'WITH

" WHITE MEN, INCLUDING CHANGES IN ATTITUDES IN THE ANALY-
- 8IS, AND B8Y DEALING IN DETAIL WITH ENFORCEMENT OF THE

LAWS. THE MODEL DEVELOPED (S SEEN TO WOAK WELL WHEN
USED TO EXXSMINE INCREASES IN THE NON'YHITE INCOME, BUT
DOES NOT DEAL EFFECTIVELY WITH THE INCOME OF WHITE
WOMEN. THE ARTICLE ARGUES FOR THE. INCLUSION OF
CHANGES IN ATTITUDES IN THE STUDY OF ALTERATIONS IN THE
ECONOMIC SITUATION OF WOMEN AND NONWHITES. IT STRESS.
ES THAT THERE SHOULD BE REALISM IN THE EXANINATION OF
THE EEO LAW'S IMPACT AND THAT THE ECONCMIC STATUS OF

‘ALL GROUPS PROTECTED BY EEO LEGISLATION SHOULD BE.

COMPARED WITH THE STATUS OF WHITE MEN AS A CRITERION

- GROUP. THE STUDY FOUND THAT ALTWOMIGH MOMMLUTE MEM

AMD WOMEN MAVE MADE MAJOR GAINS HELATIVE TO WHITE
MEN IN RECENT YEARS, THE INCOME GAPS ARE STILL VERY
LARGE. THE GAINS HAVE ALSO BEEN VERY EASY ONES, INVOLY-

- ING THE MOST BLATANT FORMS OF DISCRIMINATION. AS DiS-

CRIMINATION BECOMES MORE SUBTLE AND AS STRUCTURAL
DISCAIMINATION, BECOMES MORE IMFOURTANT, FURTHER GAINS

- WILL BEGCOME MORE DIFFICULT TO ACHIEVE. EXTENSIVE TABU-

LAR DATA AND REFERENCES ARE. PROVIDED. (AUTHOR AB-
STRACT MODIFIED) _
Supplamental Noisa: EARLIER VERSION WAS PRESENTED AT THE
1979 ANNUAL MEETING OF THE EASTERN SOCIOLOGICAL SOC-
ETY, NEW YORK. .

6. N.J. R. CALVERT. AFFIZMATIVE mon—ucowse
- HENSIVE RECRUITMENT MANUAL.  GARRETT PARK
PRESS, GARRLTT PARK MD 20788. 300 p. 1970,

A MANUAL FOR EMPLOYERS WANTING TO CEVELOP AN EQUAL -
OPPORTUNITY EMPLOYMENT PROGRAM, THIS VOLUME PRE-
SENTS DATA ON THE STATUS OF MINORITY EMPLOYMENT, HE-
CRUITING SOURCES, CAMPAIGNING, INTERVIEWING, AND HIRING
MINORITIES, THE TEXT OPENS WITH A DETAILED ANALYSIS OF
MINCRITY GROUPS-ASIANS, AMERICAN INDIANS AND ALASKAN




'EQUAL EMPLOYMENT OPPORTUNITY

NATIVES, BLACKS, HISPANICS-AND THEIR EMPLOYMENT STATUS
NATIONWIDE, THROUGH HISTORY, AND iN VARIOUS TYPES OF
PROFESSIONS: AND SKILLS, THEN IT TURNS TO THE DEVELOP-
MENT OF REGRUITMENT AND EMPLOYMENT PROGRAMS, DiS-
CUSSING EMPLOYMENT QUOTAS, THE AFFIAMATIVE ACTION
FLAN, DETERMINATION OF LABOR MARKET AVAILABILITY, ‘AND
TRAINING FOR RECRUITMENT AND EMPLOYMENT. A CHECKLIST

" OF ERRORS GENERALLY MADE 8Y PERSONNEL OFFICERS OR
SUPERVISORSTOWEDETHIMENTOFM!NORWYW!S v

PROVIDED ALONG WITH A LIST OF TRAINING AND EMPLOYMENT

"~ STANDARDS AND JOB CLASSIFICATION AEQUIREMENTS. RE-,

CRUITMENT OF MINORITIES THROUGH COLLEGES AND UNIVERS:-”
TIES IS CONSIDERED IN A SECTION WHICH CONTAINS. A
STATE-BY-STATE LISTING OF COLLZGES ALONG WITH THEIR
CONCENTRATIONS OF: MINORITY ENROLLMENTS; AND iNFORMA-

“TION ON, AND A DIRECTORY OF, PREDOMINANTLY BLACK OC%-

LEGES AND UNIVERSITIES AND THOSE WITH A LARGE ENACLL-
MENT OF OTHER MNCRITIES ARE INCLUDED, STATE-BY-STATE
INFORMATION ALSO 1S PRESENTED ON MINDAITY MEDIA, USEFUL
IN RECRUITING MINORITIES, ALONG WITH A BIBLIOGRAPHY OF
MINORITY PUBLICATIONS AND RADIO AND TELEVISION STATIONS

. WITH LARGE MINORITY APPEAL. DATA QN OTHER RECRUITING

SOURCES, SUCH AS MINCHITY ORGANIZATIONS, FEDERAL AND
STATE PROGRAMS, SKILL.S GANKS, AND JOB AMD GAREER FAIRY,
ARE FURNISHED. FINAL SECTIONS TOUCY OM THE INTERVIEWING
AND APPHAISAL OF MINORITY APPLICANTS AND OFFER LiSTS OF
INTERVIEW QUESTIONS AND APPRAISAL CHECKPOINTS, INFOR-
MATION ON BOTH THE LEGAL ASPECTS OF EQUAL EMPLOYMENT

AND OF TESTING OF APPLICANTS, AND A DISCUSSION ON EM- -

FLOYING AND RETAINING MINORITY PERSONS. THIS MATERIAL
INCIADES A DIRECTORY OF EQUAL EMPLOYMENT AGENCIES

- AND COMMISSIONS-LOCAL, STATE, FEDERAL, A LIST OF CRGANI-

ZATIONS PROVIDING HOUSING TO MINORITIES, AND DIRECTO-
RIES OF MINORITY-CWNED FIRMS AND BUSINESSES AND MINOR-
iTY PROFESSIONAL ORGANIZATIONS. A BIBLIOGRAPHY IS PRO-
VIsED.

Avaliabiity: GARRETT PARK PRESS GARRETT PARK MD 20738.

7. B, Q. CEBULSKI, AFFIRMATIVE ACTION VERSUS &
HIORITY 18 CONFLICT FMEVITABLE? UMNIVERSIY OF

CALIFORNIA BERKELEY INSTITUTE OF INDUSTRIAL RELA-

" TIONS, BERKELEY CA 04720. 57 p. 1677,

Wiﬁ

THE CONFLICT BE'!WEEN TRADITIONAL SENIORITY SYSTEMS AND
EFFECTIVE AFFIRMATIVE ACTION PROGRAMS 1S EXAMINED, WiTH

" A VIEW TO PHOVIGING PUBLIC SECTOR EMPLOYERS AND EM-

PLOYEE ORGANIZATUNS Whit ALTERNATIVES TO CONFLICT.
THE FOCUS OF THIZ MOMOGRAPH, THE SECOND IN A SERIES ON .
PUBLIC EMSLOVEE RELATIONS J1R8UES [N CALIFORNIA, IS THE
PROBLEM THAT ARISES WHEN LAYCFFS BY SENIORITY CUT INTO
EMPLOYMEZT GAINS MADE BY MINOAITIES AND WOMEN UNDER
AFFIRMATIVE ACTICH. THE CONCEPT OF AFFIRMATIVE ACTION
AND 518 INCEPTION IN LEGISLATION AND WNATIONAL EQUAL EM-
PLEYMENT OPPORTUNITY POLICY ARE DISCUSSED, THE INTER-
AELATIONBHIP OF AFFIRMATIVE ACTION AND LAYQFFS B8Y. 8E-
NIORITY IN AN ECONOMIC SETTING THAT BOTH NECESSITATES
LAYOFFS AND HEIGHTENS THE NEED FOR AFFIRMATIVE ACTION
ON BEHALF OF DISADVANTAGED WORKERS IS EXAMINED. SE-
NIOAITY PRINCIPLES IN THE PUBLIC SECTOR AND HOW THEY
DIFFER FROM THOSE IN THE PRIVATE SECTOR ARE CONSID-
ERED. CASE LAW PERTAINING TO THE AFFIRMATIVE ACTION/SE-
NIORITY ISSUE IN BOTH THE PRIVATE ARD PUBLIC SECTORS IS
ANALYZED N DEPTH. A CAUFORNIA CASE STUDY LLUSTRATES
THE PRACTICAL, AS OPPCSED TO THE THEORETICAL OR LEGAL,
ASPECTS OF THE AFFIFRATIVE ACTION/SENICRITY PROBLEM
FOR LOCAL GOVERNMENT. THE MONOGRAPH CLOSES WITH
SUGGESTIONS FOR ALTERNATIVES.TO CONFLICT-WAYS THAT
PUBLIC EMPLOVERS AND EMPLGYEE ORGANIZATIONS MIGHT CO-
OPERATE ¢ RECONCILING THE DUAL PRESSURES FOR BUDGE-
TARY RESTRAINT AND FOR FAIR TREATMENT OF BOTH CAREER
EMPLOVEES AND NEW ENTRANTS INTO THE WORK FORCE. A

NUMBER OF PERSONNEL COST-SAVING. DEVIGES ARE CONSID-

ERED, SUCH AS PAYLESS VACATIONS, PAYLESS WORKDAYS,
WAIVER OF FRINGE BENEFITS, EARLY RETIREMENT, ELIMINATION
OF OVERTIME, TEMPORASY LEAVE WiTHCUT PAY, SELECTIVE

FILING CF VACANCIEZ, AND A VARIETY OF WORK-SHARNG DE--

VICES (E.G.. ANGING ONE FULL-TIME JOB INTO TWO HALF.TIME
POSITIONS), AND LAYGFF STRATEGIES (E.G., MYOFF BY LOT-
TEAY). (AUTHOR ABSTRACT MODIFIED)

Susplamental Notee: CPER (CALIFORNIA PUBLIC EMPLOYEE ﬂE.L&-
TIONS) PROGRAM MONGGRAPH SERIES,

MNm.USOMLSERVIﬁOOWISSDN 'lME
STREET, NW, WASHIMGTON DC 20415,

Avalisbity: UNIVERSITY OF CALIFORNIA BERKELE‘I’ !NSTITWEOF T

INDUSTRIAL RELATIONS, BERKELEY CA 94720
8. J. A, CRAFT. EQUAL OFPORTUNITY AND mﬂ-—
TRENOS AND COMMERCE

CHIGAGO IL 60848,  LABOR LAW JOURNAL, V26, N 12 -

(DECEMBER 1975), P 750-753. " NCHEV8S
TREXNDS IN THE USE OF SENIORITY IN AANPOWER MANAGEWMENT

v DEGSDNMAKINGSINCENEAWENTGAPROACTNEMTW

AL POLICY ON EQUAL EMPLOYMENT OPPORTUNITY ARE AE.

" VIEWED AND THEIR IMPLICATIONS DiSCUSSED. N ATTEMPTS TO

ELIMINATE ILLEGAL EMPLOYMENT DISCRIMINATION, THE

COURTS, VARIOUS FEDERAL AND STATE ADMRSCTRATIVE AGEN- . -~

GIES, AND LABCR ARBITRATORS HAVE RENDERED DECISIONS,
DECREES, AND GUIDELINES AFFECTING THE USE OF SENORITY

{N - PERSONKEL MANAGEMENT. THE EFFECTS HAVE RNVOLVED.
PRIMARILY THE UNIT OF SENIORITY (THE RANGE OF PCSITIONG. -

WITHIN WHICH AN -EMPLOYEE MAY- EXERCISE SENIDRITY
RIGHTS), AND THE USE OF SENIORITY AS A BASIS FOR DECIDING

WHO I8 TO BE LAID OFF DURIHG A REDUCTION IN AN EMPLOY-

EX'S WORK FORCE. IT APPEARS THAT. IN MANY NDUSTRIES,
PLANTY/IDE SENIORITY - UNITS WILL AEPLACE TRADITIONALLY

. NAPROWER DEPARTMENTAL OR OCCUPATIONAL UNITS AS THE -
GASIS FOR MANPOWER ALLOCATION DECISIONMAKING.

PLAMTWAGE SENIORITY APPEARS TO BE A USEFUA. AND MINIMAL-

LY DISRUPTIVE APPROACH TO: HELPING MINORITIES ATTAIN.

BETTER POSITIONS iN CERTAIN ORGANIZATIONS, HOWEVEH, THE

CHANGE TO PLANTWIDE SENIORITY. IS™ LIKELY - TO MEAN B~
CREASED COSTS FOR EMPLOYERS, AS WELL AS NEW PERSON.

NﬂmOBLEMS’LOWEﬁEDmWAmem
EMPLOYEES, mSTAQ!‘.ﬁY M LABOR UNIONS THAT COULD
REGARL 7O LAYOFFS, WHERE COLLECTIVE BARGAINING AGREE.

‘MENTS EXIST, THE TREND (IN 1075) APPEARS TO HAVE TURNED |
IN FAVCH OF USING PLANTWIDE SENIORITY, SYSTEMS AS A
_BASIS - FOR  LAYOFF DECISIONS. Tlﬁ PROPOSED
" ALTERNATIVE-USING SOME MECHANISM (EQ, SEPARATE SE-

NIOAITY LISTS FOR WHITES AND MINCRITIES, WORK SHARNG,
PAYLESS HOLIDAYS) TO REDUCE THE DISPROPORTIONATE

* IMPACT OF RECESSION-IKDUCED LAYOFFS ON MINORITIES RE-
CENTLY . HIRED UNDER AFFIRMATIVE ACTION.

PROGHAHS—APPEARS NOT TO HAVE GAINZD wac GROUND.

O.&E.DEI.URV EQUAL JOB OPPORTUNITY FOR THE
“Wmmmmmm

ACTION. CLEARINGHOUSE, INC, 4025 .
. WEST PETERSON AVENUE, CHICAGO IL 00846. ' LABOR |
LAW JOURNAL, V¥ 26, N 11 (HOVEMBER 1975)-:”‘“ 875-088,

THIS DISCUSSION OF THE RAMIFICATIONS OF THE REHABILITA-
TION ACT OF 1973 AND SPECIFICALLY SECTION 503 STRESSES
THE NEED FOR AFFIRMATIVE ACTION IN THE HIRING OF THE
HANDICAPPED IN THE FEDERAL GOVERNWENT. BECTION 503 OF

THE REHABILITATION ACT STATES THAT ANY EMPLOYERWITHA

FEDERAL CONTRACT OR SUBCONTRACT MUST TAKE AFFIRMA-

TIVE ACTION TO HIRE AND PROMOTE QUALIFIED PHYSICALLY:

AND MENTALLY HANDICAPPED PERSONS. THIS MEANS PLANNING

AND IMPLEMENTING AN OUTREACH PROGRAM SO THE HAND-
CAPPED ARE SCREENED IN, RATHER THAN SCREENED.-OUT, BY

oz




EMPLOYERS. AFFIRMATIVE AOTEON MUST ALSO. ENL:ST THE AS-
' SISTANCE AND SUPPORT OF RECRUNING SOURCES SUCH AS
THE STATE EMPLOYMENY SERVICES AND SOC/AL SERVICE OR-
GANIZATIONS SERVING THE HANDICAPPED, THIS COULD INCLUDE
REVIEWING EMPLOYMENT RECORDS TQ DETERMINE IF THE

SKILLS OF THE CURRENT HANDICAPPED EMPLOYEES ARE BEING

FULLY UTILIZED AND DEVELOPED. IT MIGHT INVOLVIE MODIFYING

CERTAIN TOOLS SO A HANDICAPPED EMPLOYEE CAN DO THE

JTA, THIS ARTICLE, BY ASSISTANT SECRETARY OF LAZGH FOR
EMPLOYMENT STANDARDS; DETAILS HOW THE BECTION 803
PROGRAM DEVELOPED AND HOW A CONTRACTOR CAN TAKE AF-

FIRMITIVE ACTION. iDEAS SUGEGESTED ARE POSITIVE RECRUIT-:

MENT EFFORTS,  ACCOMZZCOATIONS TO THE LIMITATIONS OF
- REEVALUATION £F PHYSICAL STANDARDS REQUIRED FOR THE
JOB, FOR THE JOB COMPENSATION POLKCY, AND.INTERNAL AND
DISZEMINATION OF AFFIRMATIVE ACTION POLICY. A DISCUSSION
DISCUSSION-GF HOW SECTION 503 IS ENFORCED FOLLOWS,
- ‘WITH ADVICE ON 'THE PROCEURES COMPLAINAMTS SHOULD
USE TO FILE GRIEVANCES WiTH THE DEPARTMENT OF LASOR. A
SECTION DEALS WiTH PE2ALTIES FOR VIOLATING SECTION 503,
LASTLY, THE PROGLEMS THAT STRL REMAIN IN IMPLEMENTING

THE PAUGRAM ARE OUTUINED, AND EMPLOYERS ARE URGED TD :

“ PROVIDE GREATER JOB OPPORTUNITY FOR THE HANDICAPPED.,

iﬂ. H. 7. EDWARDS. mmmuosmvmm-f
m

mm-ummmm
REPRESENTA COMMERCE

TIVES. >
Cl.EARINGHCMSE. iNC, 4025 WEST PETERSON AVENUE,

CHICAGO IL 60848, LABOR LA REVIEW, .
{MAY 1076), P 265-277. '
A DISCUSSION OF ARBIVRATION OF EMPLOYMENT DiSCRIMINA.
TION, CASES CONCLUDES THAT THE PUBLIC INTEREST WILL BEST
BE BERVED BY EXCLUDING DIFFICULT EMPLOYMENT DISCRIMINA-

V27, N5
NCJ-50038

THIN CASES FROM ARBITRATION. THE ARTICLE STATES THAT DE-

" VELOPMEMT OF THE LAW UNDER TITLE VIl (EMPLOYMENT DiS-
CRIMINATION) IS A JOB FOR THE EQUAL EMPLOYMENT OPPOR-

TUNTIES (EEO) COMMISSION AND THE COURTS, NOT FOR PRI-

VATE JURISTS, SINCE EEQ IS A FUNDAMENTAL HUMAN RIGMT,

TS ENFORCEMENT SHOULD BE ACHIEVED U4 A PUBLIC FORUM, .

N FULL VIEW OF THE PUBLIC ITSELF. RESULTS IN EMPLOYMENT
DISCRIMINATION CASES MUST ALSO BE COMPLETE AND CON-
SISTENT. REMEDY DUE TO VICTIMS OF EMPLOYMENT DISCRIMI-
NATION SHOULD BE GIVEN WITHOUT COMPROMISE. IT IS STATED
THAT THE DEVICE OF COMPROMISE TRADITIONAL. IN COLLECTIVE
BARGAINING IS IRRELEVANT IN TITLE Vil CASES. HOWEVER, ARBI-
TRATION OF EXPLOYMENT DISCRIMINATION CASES SHOULD NOT
BE FORBIDDEN. ARBITRATORS SHOULD BE VIEWED, INSTEAD, AS
UMITED PARTMERS IN THE ENFORCEMENT EFFORT, FCR DIFFI.
CULT AND IMPORTANT CASES, THE BULK OF THE WORKLOAD

MUST BE CARRIED BY THE EQUAL EMPLOYMENT CPPORTUNTIES

COMMISSION AND BY THE COURNTS, (AUTHOR ABS‘TRAQ‘{ MODi-
11. B. FIOCHER. SENICRITY I8 HEALYHY.
- CLEARINGHOUSE, INC, 4028 WEST PETERSON AVENUE,
CHICAGO 1L 60848. LABOR LAW JOURNAL, V 27, N8
_ (AUGUST 1976), P 497-503. NC.)-58960
ARGUING THAT MOVES TO SGUTTLE LAST-HIRED/FIRST-FIRED
~ LAYOFFS CHALLENGE THE ROOTS OF AMERICAN LASGH PRAC-
TICES, THIS AATICLE SUSGESTS THAT THE RESULTING

SHORT-TERM GAINS TO MINORITIES FALL SHORT OF EXISTING

LONG.TERM ~ BENEFITS.  SENIORITY. - AS - USED . N
LASOR-MANAGEMENT AFFAIRS IS A MAJOR BENEFIT GREATLY
“PRIZED BY WORKERS, ESPECIALLY INDUSTRIAL WORKERS.

" WHILE RECENT ECONOMIC DOWNTURNS HAVE: ZMPHASIZED THE

VALUE OF SENIORITY IN THE EYES OF WDAKERS, SOME NONLA-
BOR ELEMENTS, PANICKING OVER LAYCFFS, ARE ADVOCATING
DEVICES TO CUT SENIORITY, SUBSTITUTING RACE AND- 8EX
QUOTAS TO GOVEHN LAYOFFS, THESE MOVES ARE POUNDED ON
A SHALLOW AWARENESS OF THE FACTZ; FOR MANY YEARS THE
CYSZF WEAPON TO COMBAT EMPLOYMENT DISCRIMINATION IN
MAJOR - AMERICAN INDUSTRIES HAS BEEN SOME SYSTEM OF

GOMMERCE .

f.,AFFlnm‘rlva Acnou'

_UNION-PROMOTED SENIQRITY GOVERNING LAYOFFis REAI.IB.
. PROMOTIONS, TRANSFERS, AND JOB ASSIGNMENTS. ANTISEN.

IORITY PROPOSALS MADE BY SOME PROFESSIONAL CIViL
RIGHTS PRACTITIONERS ATTACK A WHOLE WAY OF L'7E, BE.
CAUSE THEY SUGGEST THAT WORKERS RECENTLY HIRED BE RE-
TAINED DURING DEPRESSED: PERIDES AND THAT EMPLOYEES
WITH LONGER SERVICE BE LAID OFF. IT IS AXIOMATIC THAT SE.

" NIORITY PROVIDES ADVANTAGES TO LONGER SERVICE EMPLOY-

EES AND THEREFORE 1S DETRIMENTAL TO NEW EMPLOYEES, AT
LEAST UNTIL THEY ACCUMULATE A MEASURE OF SENIORITY FOR
THEMSELVES. AN ADDITIONAL PROBLEN INHERENT IN ANTISEN. .
IORITY INITIATIVE iS THE QUESTION OF GUIDELINES. TO SADDLE
LABOR AND MANAGEMENT WITH ~GOVERNMENT-DICTATED

 LAYOFF RULES WOULD REQUIRE AN IMPOSSIBLE SERIES OF

PRAOJECTIONS AND SPECULATIONS AND WOULD CREATE A 1%

PDSSIBLE COMPLIANCE PROBLEM. NO F!EFERENGES ARE CITED.

1z.'ml.mmm NATIONAL AP"-
' GHIVES AND RECORDS SENVICE OFFICE OF THE FERZR-

ALM"NI.M,W.WWDC :

' QUIDELINES. FEDERAL AEGISTER, V 44, N 42
(MARCH 2, 1970), PART 4, P 1190812004 - NCJ-5804T

’ ANSWFHS TO QUESTIONS ABOUT THE FEDERAL GOVERNMENT'S

URIFORM GUIDELINES ON NONDISCRIMINATION IM EMPLOYEE SE-
LECTION POLICIES AND PRACTICES AHE PRESENTED. THE UNK
FORM GUIDELINES WERE iSSUED IN SEPTEMBER 1078 BY AGEN-
CIES WITH PRIMARY RESPONSIBILITY FOR ENFORCING FEDERAL

* EQUAL EMPLOYMENT OPPORTUNITY LAWS, THE PURPOSE BEING

TO ESTABLISH A SINGLE FEDERAL POSITION ON PROHIBITION OF
DISGRIMINATION IN EMPLOYMENT PRACTICES. THE BASIC PRINC-
PLE OF THE SUIDELINES IS THAT SELECTION PROCEDURES
WHICH HAVE Al ADVERSE IMPACT ON THE EMPLOYMENT OP-
PORTUNITIES OF ANY RACE, RELIGION, SEX, OR ENTNIC GROUP
ARE UNLAWFUL UNLESS THE VAUDITY (1.E., JOB-RELATEDNESS)
OF THE PROCEDURES IS ESTABLISHED, THE GUIDELINES PRO-
VIDE DIRECTION FOR EMPLOYERS N DETERMINING WHETHER
ADVERSE IMPACT EXISTS, IN VALIDATING SELECTION PROCE-
DURES, AND IN DOCUMENTING THESE EFFORTS. RECOGNIZING
THE NEED FOR A COMMON INTERPRETATION OF THE GUIDE.
LINES- AND THE DES!RABILITY OF PROVIDING ASSISTANCE TO
EMPLOYERS; PSYCHOLOGISTS, COMPLIANCE OFFICERS, AND
OTHERS WHO WILL USE THE GUIDELINES, THE ISSUING AGEN-
CIES COMPILED ANSWERS TO 90 QUESTIONS ABOUT THE RA-

- TIONALE, SCOPE, AND APPLICATION OF THE GUIDELINES, IN-

CLUDED ARE QUESTIONS IMPLIED BY THE GUIDELINES THEM-
SELVES AND SUGGESTED BY THE COMMENTS RECEIVED IN THE
COURSE OF DEVYELOPING THE GUIDELINES. THE QUESTIONS AND

-ANSWERS COVER IN DETAIL THE PURPOSE AND GENERAL PRIN-

CIPLES OF THE GUIDELINES; ADVERSE BSPACT DETERMINATICRS
AND VALIDATION PROCEDURES; TZCHNICAL STANDARDS PER-

TAINING TO CONTENT, CONSTRURT, AND CRITERION-RELATED

VALIDATION STRATEGIES: Al DOCUMENTATION: AND RECORD-

KEEPING. .

© Avallabitz: NCJRS Ml"ﬁOFIGHE PROGRAM

13, E A. GRIGAS, AL W. VD.EJ.MVER.IHLK.PIK-
KANEN. - CONDUCTING CIYIL RIGHTS COMPLIANCE RE-
VIEWS=—A MANUAL DRRFT UNIVERSITY RESEARCH
CORPORATION, 5530 WISCONSIN AVENUE, WASHINGTON -
DC. 183p, 1976. NCJ-59881
A STANDARDIZED FORMAT FOR SELECTING LEAA GRANT AND
FUND RECIPIENT AGENCIES FOR CIVIL RIGHTS COMPLIANCE RE-
VIEWS AND FOR CONDUCTING THESE REVIEWS IS PRESENTED IN
THIS MANUAL BY THE OFFICE FOR CiVIL RIGHTS COMPLIANCE
(OCRC). THE MANUAL BEGINS WIiTH BACKGROUND MATERIAL ON
THE PURAPOSE OF THE CIVIL RIGHTS COMPLIASCE REVIEW {10
ENSURE THAT NO PERSON 1S GiSCRIMINATEL AGAINST REGARD-

. ING PARTICIPATION IN, EMPLOYMENT WiTH, OR RECEIVING BENE-
FITS FROM PROGRAMS OR ACTIVITIES FUNDED BY THE CRIME




) EQUAI. Eupl.ovug.;r b"POﬂTUum L

OONTROL OR JUVENILE JUSTICE ACTS. THEN THE FOUR ELE-
-MENTS OF THE REVIEW PROCESS ARE DESCRIBED, LE., SELEC-
TION OF AN AGENCY FOR REVIEW. NOTIFICATION OF THE
AGENCY OF ITS SELECTION; SITE VISITS YO THE AGENCY, AND

CONVEYANCE OF FINDINGS' OR RECOMMENDATIONS. INCLUDED ™
IN THE MANUAL ARE SAMPLE ISSUE NOTIFICATION LETTERS, -

SCOPE OF REVIEW ENCLOSURES, INFORMATION REGUIRED EN-
CLOSURES, AND WOTIFICATION LETTERS TO STATE PLANNIMG

AGENCIES. DISCUSSION OF THE FOLLOWING AREAS OF INCUIRY -

FOR SITE VISITS IS PHOVIDED: AGENCY WORK FORCE, RECRUIT-
MENT PROGESS, APPLICATION FORM, SELECTION PROCESS, AP-
. POINTMERT, DISCIPLINE, PERFORMANCE EVALUATION, TRANS-
FEF; AND ASSIGNMENT, TERMINATING, AND CITIZEN COM.

FLAINTS. THE COMPLIANCE REVIEW REPCAT OF FINDINGS WILL ‘

CONTAIN A STATEMENT OF THE SSUE CONCERNED.IN THE
REVIEW, STATUTORY AUTHORITY FOR REVIEWING THE ISSUES,
PRESENTATION OF FACTS RELATED TO 17, STATEMENT GF CON-
CLUSIONS, AND RECOMMENDED ACTIONS TO BE TAKEN. THE
FULL TEXT OF STATUTORY PROVISIONS UNDER WHICH OCRC

CONDUCTS COMPLIANCE REVIEWS IS FURMISHED AS WELL AS

AN EASY-TO-UNDERSTAND $UMMARY OF THE LEAA SUBPART D
AND E AIEGULATIONS REGAFOING COMPLIANCE REVIEWS.

Sponeoring Agency: US ‘DEPARTMENT OF JUSTICE. LAW' EN-
FORCEMENT ASSISTANCE A!)MIN“""RATION

14, B. R. QRUS5. DISCIUMINATION (N ‘IEVERSE-'IS TURN-
ABOUT FAIR PLAYZ  NEW Y2AK UNIVERSITY PRESS,
WASHINGTON ‘SQUARE, NEW ‘!ORK NY 18002, 184 g,
1978. . NCJ-50728

ALONG WITH A CATALOG AND AN ANALYS!S OF EVERY ARGU-
MENT OFFERED N FAVOR OF REVERSE DISCRIMINATION, THE
CONCEPT OF REVERSE DISCRIMINATION AND ITS - CONSE.
QUENCES ARE DISCUSSED PHILOSOPHICALLY. ACCORDING TO
THIS ANALYSIS, ARGUMEHTs_ M- Eayon- Sr-SEYENISE DISCRIMI-
NATION SHOALE BE OPPOSED BY SHOWING THAT (1) THEY ARE
UNSDUND, (2) SOME OF THEIR PREMISES AND CONCLUSIONS
VIOLATE THE PRINCIPLES WHICH MAKE PO2SIBLE A LIBERAL AND -
"DEMOCRATIC SOCIETY, AND (3) THE SUBSTANTIVE OUTCOME B8y
VERSE DISCRIMINATION IS SUPPGSED TO YIELD IS UNLIKELY: TO
OCCUR. DIFFERENT KINDS OF DISCRIMINATION ARE DESINED,
SUH. AS REVERSE DISCRIMINATION AS IT CONFLICTS WITH
‘POSITIVE DISCRIMINATION, THE POLICY CURRENTLY. USED -IN
ENGLAND. TO PROVIDE UNEQUAL DISTRISUTION' OF GOVERN-

MENT FUNDS FOR SOCIAL SERVICES; E.G., COMPENSATORY EDU-

CATION. ARGUMENTS IN FAVOR OF POSITIVE DiSCRIMINATION
ARE PROPOSED, IN LIGHT OF SOCIETY'S INABILITY TO PRODUCE
KNOWN AND WANTED SGCIAL OUTCOMES. SIMILARLY, ARGU-
MENTS FOR REVERSE DICCRIMINATION ARE PRESENTEE; QUES-
- ‘TIONS ARE RAISED ABOUT THE PREMISES OF SOME, AND COM-
MENTS RANGE FROM POSITIVE, WHEN ARGUMENTS FAVOR
OVERALL SOCIETAL BENEFIT, TC NEGATIVE, WHEN ARGUMENTS
TURN CN MERE RUMOR. IN ADDITION, SOME ARGUMENTS FOR
REVERSE DiSCRIMINATION FOR GHOUPS RATHER THAN FOR IN-
DIVIDUALS ARE ANALYZED, £7 IS A NECESSARY CONDITION OF
REVEHSE DISCRIMINATION, ACCORDING TO THE TEXT, THAT IT
- BE DIRECTED TO GROUPS, THUS DISTINGUISHING T FROM PREF-
" ERENTIAL TREATMENT, WHICH S NOT SO DIRECTED, MAJOR
GUESTIINS RAISED CONCERNING THESE ARGUMENTS ARE -
LISTEO, AND ARGUMENTS AGAINST REVERSE DISCRIMINATION
ARE PRESENTED. NO ARGUMENT FOR OR AGAINST REVERSE

DISCRIMINATION IS BY ITSELF DECISIVE. HOWEVER, THE BAL-
ANCE OF ARGUMENT (S HEAVILY AGAINST REVERSE DISORIMINA-
TION AND PREFERENTIAL TREATMENT BOTH FOR MORAL AND-
FOR ERACTICAL REASONS, FINALLY, COMMENTS ON THE JUS-
TICE OF REVERSE DISCRIMINATION AND ITS ADMINISTRATION =

"~ ARE NOTED, NUMERQUS CASES ARE CITED ON REVERSE Di3-
CRIMINATION, INCLUDING DEFUNIS V. OGEDAARD. ARD BAKKE V.
BOARD OF REGENTS. REFERENCE NOTES A!'i'..‘a?\ BIBLIOGRAPHY
ARE INCLUDED.

Avalisbility: NEW . YORK ““W’HSWY PﬂEQS WASHlNGTON
SQUARE, NEW YORY WY 16003,

.18 e.m«mn.mmrm. mmwwwa- .
¥ OGP TEXAS FAESS, BOY. 7815
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fgﬂ?ii‘x rer‘h’.. SOIM sOIMOUAﬁTEHLY VEY

‘ THIS SYULW EXAMFNES THE UAFFERENGES lN EMF’LOYMEH’ PAT-

* TERNS PR BLACK AND MENMICAN. AMERICANS IN MUNICIPAL -

GOVERNMENTS AND DELINEATES SOME OF THE GCONDITIONS UN-
DEALVING. AACIAL: EMPLOYMENT PATTERNS. THE SYUDY UTh-
LIZED NENLY AVAILABLE DATA DN 26 TEXAS CITIES WITH A PC

"ULATION OF OVER 50,000, EMPLOYMENT DATA CONTAINED. 1M

EQUAL E4PLOYMENT OPPORTUNITY-3 FORMS WERE AGRREGAT-
ED BY CITY TO CREATE TWO DEPENDENT. VARIABLES FOR 5OTH

' BLACK AND SPANISH-SURNAMED EMPLOYEES: {ij PERCEZNTAGE

OF PROFESSIONALS IN CITY GOVERNMENT WHO BELONG TO
EACH GROUP, (2) USE INDEX FOR.EACH GROUP WHICH CONSID-
ERS BOTH A MINOHITY GROUP'S REPRESENTATION. IN AN ORGA-
NIZATION. AND.ITS DISTRIBUTION ACROSS SALARY LEVELS, DE-

SPITE THE SMALL SAMPLE SI2E AND (TS RESTRICTION TO TEXAS -
CITIES, THE FINDINGS SUGGESTED THAT UNEXPECTED COM. -

PLEXITIES IN. URBAN. MINORITY EMPLOYMENT COULD AFFECT

THE SUCCESS OF PEHSONNEL POAICIES, POLICIES STRESSING -
EDUCATION AND TRAINING WERZ FOUND MORE EFFECTIVE WITH.
SPANISH-SURNAMED POPULAZION THAN WIZH BLACK EMPLCY-
EES. T WAS FOUND THAT FEDERAL STRATEGIES TO ENHANCE -

. THE ﬁMPLGWENT STZ1US OF KINCRITIES IN MUNICIPAL GOV- .
. EANMENTS MUST TAKE INTO CONSIDERATION THE $PEQisin

GROYP REQUIRING ASSISTANCE. FURTHER RESSAACH 15 WECES.

. SARY' TO DETEWMINE WiHiCH PRUSRAYS CAN SEST ALLEVIATE

MUNICIPAL PROBLEMS OF ANY ONE Q?Ki!?. HEFEF:ENOEB &ND
TABULAR DAJA ARE INCLUDED. = °

s WWERWOFHOUSTO“ [ﬁag‘NTUTEFOF-

WW Agency:
URBAN SYUDIES, HOUST CN TX 77

18, 1~ G.'HART. woaxmmvou-nmmw
" PLOYING WOMEN i NON-

WASHINGTQN DC:20006, 28p. - 1977, NCJ-50245

THIS TECHNICAL AJSISTANCE GUIDE TOW EMPLOYERS WANTING
_TOBECAUIT AND HIRE WONEN FOR TRADITIONALLY MALE JOBS -

 CPPORTUNITES FOR WOMEN, ING, 1340 K STREET 1ok~

EWPHASIZES REAPPAAIEIHNG ATTITUDES ON FEMALE EMPLOY-.

MENY AMD CHANGING COMPANY POLICY. EMPLOYERS ARE TOLD

AS- PLUMBING, TRUCKDRIVING, ARD MECHANICS. IMPORTANT
STEPS INCLUDE DRAWING UP AN AFFIFIMATIVE ACTION: PLAN,
MAKING A COMMITMENT. TO HIRE WONMEN AND MAKING SUFE
THAT THIS COMMITMENT IS UNDERSTGOD COMPANYWIDE, Af-
TIVELY EXAMINING ONE'S OWN FOSITKHN ON FEMALE EMPLOY-

MENT AND ENCOURAGING PERSONS IN MANAGEMEMT TO DD - -

THE SAME, AND EXPOSING EMPLOYEES TO FAIRt EMPLOYMENT
LAWS. RECAUITMENT G¥ WOMEN MUST BE ACTIVE. NEWSPAPER

" HOW TC iNTRCOLCE WOMEN INTO NONTRADITIGNAL JOBS SUGH -

ADVERTISEMENTS, EMPLOYMENT AGENCIES, AND SIMILAR CHAN- -

NELS CAN BE USED. FEMALE APPLICANTS ' SHOULD BE
SCREENED FOR BAHIC APTITUDES AND FOR NONTRADITIONAL
WORK EXPERTISE. 4 SECTION DEVOTED TO THE ‘BREAK-N'
PERIOD INSTRUCTS EMPLOYERS ON HOW TO GIVE SUPPORT TO
WOMEN IN A NONTRADITIONAL JOB. METHODS INCLUDE ADE-

SHOW OF SYMPATHY WHEN ADJUSTMENT PROBLEMS OCCUR.

' LONG-TERM . EFFECTS OF EMPLGYING FEMALES 4 NONTRADI

.- GAJATE TRAINING, SUPPORT IN HARASSMEMT SITUATIONS, AND

TIONAL JOHS RANGE FHOM INHOUSE MOBILITY TO ENLARGE- -

MENT OF THE COMPANY'S LABOR POOL. THE GUIDE STATES

THAT AFFIRMATIVE ACTION AND WOMEN IN NONTRADITIONAL
%’ FAIR TREATMENT FOR FVERYONE AND GENERAI.LY
GQ(}’Q {USINESS PAACTICES.

17. H. HILL, AFFIRMATIVE ACTION
J0B EQUALITY. RUTGERS UNIVERSSTY TRANSACT'ON
PERIODICALS: CONSORTIUM, BRUMSWICK Nj-
HEVIEW OF BLACK POLITICAL mmy LK ] (SPRING
. 1976), P 263-276. -
THIS ARTICLE ADVOCATES THE BROAD APPLICATION OF AFFIRM-
ATIVE ACTIONS FROGRAMS THAT CAN BE MEASURED BY TANGI-

AIDWEM'IQNV C

NCH-E8124




BLE RESULT& QNGLUDWG THE REDISI’R!BUT!ON OF JOBS AND

. INCOME, THE RECORD OF 30 YEARS OF FAIR EMPLOYMENT
WMWSMEXEWTVEORDEK»WSWTWE ‘

COMNCERT OF PASSIVE NUWDISCRIMINATION (5 INADEQUATE

OBSOLETE, - DISCRIMINATION IN EMPLOYMENT IS NOT THE
RESULT OF RANDOM ACTS OF BIGOTRY, BUT IS THE CONSE-
QUENCE OF SYSTEMATIC INSTITUTIONALIZED PATTERNS THAT
ARE ESTABLISHED IN SCCIETY. THUS, SWEEPING MEASURES ARE

" NECESSARY IF ACIAL EMPLOYMENT PATTERNS ARE TO BE FUN.

- DAMENTALLY - CHANGED. AFFIRMATIVE ACGTION PROGRAMS
BASED ON NUMERICAL GOALS AND TIMETABLES ARE AN ESSEN-

TIAL COMPONENT IN ACHIEVING THIS CHANGE. FOLLOWING THE

ENACTMENT OF THE CiVIL RIGHTS ACT OF 1964, THERE HAVE
BEEN EFFORTS TO ERASE THE VERY MODSST GAINS MADE BY
BLACK MEN AND WOME?, AFFIRMATIVE ACTION FROGRAMS AND
AACIAL QUOTAS HAVE BEEN CHARGED WITH CREATING 'RE-
VERSE DISCRIMINATION,! A MAJOF! SOURCE OF ORGANIZED OP-
POSITION TO AFFIRMATIVE ACTICHS DEVELOPED IN LITIGATION
UNDER THE CIVIL PIGHTS ACT, TITLE VIl LAWSUITS WHICH BASE
TMEIR CAUSE OF ACTION ON THE EXPLOITATION OF WHITE
ETHNIC WORKERS OUGHT NOT TO FORGET THAT THE BLACK
POPULATION HAS BEEN THE MOST SYSTEMATICALLY EXPLOITED

GROUP IN AMERICAN SOCIETY, THE FEDERAL COURTS HAVE

RECOGNIZED THAT EMPLOYMENT DISCRIMINATION IS CLASS Dis-
CRIMINATION, THAT RELIEF MUST GO TT! THE CLASS, AND THAT
. NUMERICAL QUOTAS ARE THE MOST EFFECTIVE MEANS OF

RELIEF. THE U.S. SUPREME COURT HAS HELD THAT MATHEMAT- -

_1CAL RACIAL BATICS COULD BE USED AS THE STARTING PLACE
" FOFi REMEDIES, THE OPERATIONS OF THE EQUAL EMPLOYMENT

. OPPORTUNITY OOMMISSION ARE DISCUSSED. REFERENCES ARE-

PROVIDED.

16. B. HORAK. ’mmvmwom-m YVICTIS

COLUDE. WARREN, GORHAM AND LAMONT, INC, 210

- SOUTH STREET, BOSTON MA 02111, BUSINESS AND
SOGIETY REVIEW, (SUMMER 1874), P 7177,

RCS-50110

WHEN MINORITIES AND WOMEN COMPETE FOR EMPLOYMERT
- @AINS, A COALITION CAN ENLARGE THE BENEFITS FOR BOTH. A
SEMINAR STRATEGY WHICH CUTS THROUGH STEREOTYPES AND
HELPS MINORITIES AND WOMEN WORK TOGETHER IS DE-
SCRIBED. EQUAL OPPORTUNITY EMPLOYMENT (EOS) PROGRAMS
WERE FIRST AIMED AT BLACK MALES, THEN WERE EXPANDED TO
INCLUDE OTHER M/NORITIES, AND FINALLY WOMEN WERE AC:
CEPTED INTO' THZ EOE PROGRAM. THE HOSTILITIES AMONG
THESE GROUPS OFTEN REACH EXPLOSIVE PROPORTIONS, A
SEMINAR TO CUT THROUGH THESE HOSTILITIES STARTS WITH A

© SIMPLE DRAMATIZATION IN WHICH A RECEPTIONIST (USUALLY

PLAVED BY A BLACK FEMALE) IS DENIED AN OPPORTUNITY TO
BECOME ‘AN ASSISTANT BUYER. IN. THE RESPONSES OF THE

; “SLACK WOMAN-TAM BE SEEN THE TENSION BETWEEN RACIAL

. ANDGEXUAL DISCRIMINATION. FURTHERMORE, ALL MINORITIES
©CLAIN-WISTE WOMEN ARE RICH, WORKING JUST FOR AMUSE-
| MENT. THE SELMAR POINTS OUT THAT WOMEN ARE 50 BER-
CENT OF ALL QROUFZLiS0 PEACENT OF BLACKS, 50 PERCENT OF
THE POOR, 50 PERCENT OF THE RICH. LABOR DEPARTMENT STA-

TISTICS ON MEDIAN SARNINGS :OF ' FULL-TIME, YEAR-ROUND

- WORKERS SHOW THE EFFEQTS OF BOTH RACISM AND SEXISM
WITH SEXISM PRODUCING THE . DOMINANT DIVISION: WHITE
MALES EARN A MEAN OF $10,918, BLACK MALES $7,373, WHITE

- FEMALES $8,172, AND BLACK FEMALES 35280, IN ADQITION TO

THE PRESSURES BROUGHT BY THE VARIOUS MINORITY GROUPS,

EQUAL GPPORTUNITY PROGRAMS MUST FACE PRESSURES FCR

' COOFERATION: FROM MANAGEMENT, THE ARSWER TO THMESE

PRESSURES iS COALITION. iT IS ONLY BY WORKING TOSETHER
THAT ALL GROUPS CAN SHARE EMPLOYMENT GAINS, STEPS THE
BEMINAR USES TO BRING  ABOUT ATTITUDE CHANGE AND
' FOSTERASPIRITOFOOALHIONAHEEETA!LEQ

AFFIRMATIVE ACTION

19 W. H. ﬂOLI.EV ‘and H. 8. FIELD, -EQUAL EHPLOVHENT
OPPORTUNITY AND IT8 IMPLICATIONS FOR PERSONNEL
PRACTICES. COMMERCE CLEARINGHOUSE, INC, 4025
WEST PETERSON AVENUE, CHICAGO IL 60846, LABOR
I.AW JOURNAL, - V 27, N 5 (MAY 1976), P 276-256

“ERSONNEL PRAGT!GE OF SOME PUBLIC AND PRIVATE ORGANI-
‘ZATIONS ARE REVIEWED IN TERMS OF EQUAL EMPLOYMENT OP-
PORTUNITY (EE0) 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. POLICY. FOLLOWING THE WELL-PUBLICIZED CONSENT DE-
_GREASES IN CASES INVOLVING AMERICAN TELEPHONE AND

TELEGRAPH AND THE STEEL. INDUSTRY, AND THE CONSIDER-

. ABLE EXPENSES OF COURT COST, ATTORNEY FEES, BACK PAY,

AND LOSS IN EXECUTIVE TIME, MANAGEMENT AT ALL LEVELS
BEGAN TO DEVOTE MUCH ATTENTION TO EEO. THE REPORT
CITES SPECIFIC CASES WHICH AFFECTED PERSONNEL PRAC-
TICES AND WHICH DEPICT THE CURRENT INTERPRETATION OF
THE LAWS, PERCONNEL PRACTICES ADDRESSED INCLUDE RE-
CRUITMENT AND SELECTION, PROMOTION AND TRAINING, PER-
FORMANCE APFRAISAL, DISCIPLINE AND DISCHARGE, GRIEVANCE
ADMINISTRATION, COMPENSATION AND BENEFITS, MATERNITY
BENEFITS, AND LAYOFFS AND RECALLS. COURT CASES AND AD-

'MINISTRATIVE DECISIONS ARE HELPING TO CLARIFY THE MEAN-

ING OF EEO TD PERSONNEL MANAGERS. AMONG THE CASES

‘MENTIONSD ARE MORROW V. CRISLER (1973) IN MISSISSIPPI IN

WHICH THE COURT ORDERED THE STATE TO CONDUCT RECRUIT-

MENT VISITS TQ ACHIEVE MAXIMUM NONDISCRIMINATORY COV-.
ERAGE AND MAINTAIN APPROPRIATE RECORDS COVERING JOB

APPLICATIONS AND EMPLOYEES. IN JONES V. LEE WAY MOTOR
FREIGHT, INC., (1070) THE EMPLOYER'S REFUSAL TO GRANT RE-
QUESTS FOR TRANSFERS FROM BLACK CITY DRIVERS TO
OVER-THE-ROAD POSITIONS WAS DECIDED IN FAVOR OF THE
PLAINTIFFS, IN SHULTZ V. WHEATON GLASS COMPANY (1870) THE
COMPANY FOR COMPENSATING FEMALE EMPLOYEES AT 115 PER-
CENT LESS THAN THEIR MALE COUNTERPARTS, WAS ORDERED
TO PAY BACK WAGES T().ALL FEMALE EMPLOYEES FOR EQUAL
OR SAME TYPE OF WORK FERFGRMED, TO AVOID LEGAL REPRI-
MAND UNDER EEO, ORGANIZATIONS ARE ADVISED TO SHOW THE

JUSTIFICATION AND VALIDITY OF THEIR PERSONNEL PRACTICES.

20.  D. JONGEWARD and D. BCOTT. AFFIRMATIVE ACTION
FOH WOMEN-—~A PRACTICAL GUIDE FOR WOMZEN AND

- ADDISON-WESLEY PUBUSH!NG COMPA-

NY. INC, JACOB WAY, READING MA 01867. 352 p.
1977. NCJ-58850

INFORMATION BEARING UPON EQUAL EMPLOYMENT OPPORTUNI-
TIES FOR WOMEN IS PRESENTED IN A GUIDE DIRECTED BOTH TO

- WOMEN WHO ARE SEEKING NEW DIRECTIONS AND TO MANAG-

ERS INTERESTED IN AFFIAMATIVE ACTION. A SURVEY OF
CHANGES IN THE LIFESTYLES AND WORK ROLES OF WOMEN
OPENS THE GUIDE. REASONS FOR WOMEN'S LACK OF ACHIEVE-
MENT ARE THEN EXPLORED THROUGH THE CONCEPTS OF
TRANSACTIONAL ANALYSIS, WITH REFERENCE TO PSYCHOLOGI-
CAL, CULTURAL, AND ORGANIZATIONAL ‘SCHIFTS' THAT HAVE
PLACED LIMITS ON WOMEN, LAWS AND GOVERNMENT REGULA-
TIONS THAT AFFECT WORKING WOMEN AND THEIR EMPLOYERS
ARE INTERPRETED, AND AVENUES OPEN TO WOMEN WHO FEEL
THEY ARE BEING DISCRIMINATED AGAINST ON THE JOB AKE
IDENTIFIED, THE STATUS OF WOMEN IN GOVERNMENT SERVICE
AND IN ORGANIZED RELIGION IS ASSESSED, AND THE UNIQUE

PROBLEMS OF BLACK WOMEN IN THE WORR FORCE ARE S¥AM- .

INED. OTHER CHAFTERS OUTLINE A STRATEGY FOR EMPLOYEES
INTERESTED IN ENHANCING OFPORTUNITIES FOR WOMEN IN
THEIR ORGANIZATIONS, AND DiSCUSS THE PHENMOMENON OF
ORGANIZATIONAL HOMOGENEITY AND THE WAYS IN WHiCH IT
WORKS TO EXCLUDE WOMEN FROM EXECUTIVE POSITIONS. SUG-

_GESTIONS FOR ORGANIZING AFFIRMATIVE ACTION SEMINARS
AND FOR COMBINING AWARENESS TRAINING AND TRANSACTION-

AL ANALYSIS IN SEMINARS FOR CAREER WOMEN ARE OFFERED,
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EQUAL EMPLOYMENT OPPORTUNITY

OTHER SUGGESTIONS ARE DIREGTED SPECIFICALLY TO EXECU-
TIVE SECRETARIES INTERESTED IN ADVANCEMENT, TO HOUSE-

WIVES WHO WANT TO RETURN TO WORK, AND TO OFFICE MAN- -
AGERS CONCERNED WITH AFFIRMATIVE ACTION PROGRAMS.
ALSO INCLUDED ARE CHAPTERS ON WOMEN IN PSYCHOTHERA. -

PY, AND ON HOW TO ELIMINATE SEXIST LANGUAGE FROM WRIT-
* ING. A SUMMARY OF FACTS ABOUT THE RIGHTS AND STATUS OF
* WOMEN IS APPENDED. EXERCISES AND LISTS OF HEFERENCES
ARE INCLUDED.
. Avaliablitty: ADDISON-WESLEY PUBLISHING OOMPANY iNC, JACO2
WAY, READING MA 0188‘-'

21. R. 8. KELLY and H. M. THGAKELSON. EQUAL EMPLOY-

OFPORTUNITY—AFFIRMATIVE: ACTION PRO-

' GRANS FOR FEDERAL GOVERNMENT CONTRACTORS.
AMERICAN BAR ASSOCIATION, 1155 EAST 80TH STREET,
CHICAGO IL. 60837.. BUSINESS LAWYEA, V. 31, N 3
(APRIL 1976), P 1509-1515. . HOSS804
PROBLEMS FACED BY FEDERAL CONTRACTORS IN DEVELOPING
REALISTIC AND ACCEPTABLE AFFIRMATIVE ACTION PROGRAMS
ARE DISCUSSED. IN MEETING FEDERAL REQU!REMENTS TO TAKE
AFFIRMATIVE ACTION TOWARD MINORITIES AND FEMALES, FED-
ERAL CONTRACTORS FACE SEVERAL PROBLEMS: (1) DEFINING

RECRUITMENT AREAS, (2) DETERMINING HOW MANY QUALIFIED .

MINORITIES AND FEMALES ARE AVAILABLE FOR A GIVEN LINE OF
WORK iN ORDER TO DETERMINE APPROPRIATE REPRESENTA-
TIOM, (3) CONFLICT BETWEEN = AFFIRMATIVE ACTION AND
PROMOTION-FROM-WITHIN POLICIES, (4) DEFINING JUSTIFIABLE
CWALIFICATIONS FOR . SFECIFIC POSITIONS, (5) A PROPOSED
RULE THAT WOULD REQUIRE BACKPAY FOR CLASSES OF PER-
SONS SUFFERING FROM THE EFFECTS OF PAST DISCRIMINATION
(THE 'AFFECTED CLASS RULE'), AND (6) OVERLAPPING JURISDIC-
TIONS AND CONFLICTS AMONG FEDERAL AGENCIES RESPONSI-
BLE :FOR ADMINISTERING EQUAL EMPLOYMENT OPPORTUNITY
AND AFFIRMATIVE ACTION LAWS AND REGULATIONS, COMPLI-
ANCE AGENCIES ARE BEING PRESSURED BY THE 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 FOLL.OWING STEPS: (1) DEVELOP BETTER -

DATA ON AVAILABILITY OF MINORITIES 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 DEVELOPMENTS WITH A VIEW TO PRO-
" TECTING AFFIRMATIVE ACTION PLAN DOCUMENTS FROM DISCOV-
ERY OR FREEDOM OF INFORMATION ACT REQUESTS; AND (4)
PREPARE TO CHALLENGE COMPLIANCE AGENCY ATTEMPTS TO
UNDERTAKE ENFORCEMENT ACTIONS WITHOUT HEARINGS RE-
QUIRED BY DUE PROCESS..

22. 8. 8. KNACK, 7. B. WJATSON, P. O, REYNOLDS, and R.
MACIAS. MAKING CIVIL RIGHTS SENSE OUT OF REVE-
NUE SHARING DOLLARS. .US COMMISSION ON CiviL
RIGHTS, 1121 VERMONT AVENUE, NW, WASHINGTON DC
204285, © 43 p. 1975 KCJ-59358

THE PURPOSE OF THIS REPORT IS TO STIMULATE PUBLIC INTER-
£ST AND PARTICIPATION IN REVENUE SHARING PROGRAMS, PAR-

TICULARLY AMONG THOSE CONCERNED WITH THE iHGHTS OF
~ MINORITIES AND WOMEN. THE PRIMARY GOAL OF 3:SVENUE
SHARING IS TO RESTORE STRENGTH AND VIGOR TO STAYE AND

LOCAL GOVERNMENTS. FEDERAL FINANCIAL RESQURCES .?.’EE_

'PROVIDED SC THAT STATE AND LOGAL OFFICIALS CAN EXERCISE

GREATER LEADEASHIP IN SOLVING THE!R OWN PROBLEMS, REV--
ENUE SHARING WILL NOT ACCOMPLISH ITS GOALS, HOWEVER,

AS LONG AS THE PEOPLE ARE NOT INVOLVED IN DECIDING HOW
THESE FUNDS WILL BE SPENT. IN THIS REPORT, THE U.S. COM.

"MISSION ON CIVIL RIGHTS DESCRIBES HOW REVENUE BHARING

WORKS, EXAMINES (TS CiVIL RIGHTS IXPLICATIONS, AND SUG-
GESTS WAYS IN WHICH LOCAL CITIZENS CAN MOIHTOR OR IN-
FLUENCE THE USE OF REVENUE SHARING FUNDS. Gm AND
SPECIAL REVENUE SHARING CONCERNS ARE COVERED, INCLUD- -
ING THE ALLOCATION FORMULA, SPENDING IJIIITATIONS AND
THE USES OF REVENUE-SHAHRING, PUBLIC ACCOUNTABIUTY,
Civil. RIGHTS PROVISIONS. MANPOWER REVENUE SHARING, AND

- OTHER SPECIAL REVENUE SHARING PROPOSALS, TABULAR DATA

AND A SUMMARY -ARE PROVIDED. APPENDED MATERIALS IN-

~ CLUDE THE STATE AND LOCAL FISCAL ASS!STANCE ACT OF 1972,

RULES AND REGULATIONS FOR FISCAL ASSISTANCE TO STATE

AND LOCAL GOVERNMENTS, ORGANIZATIONS INVOLVED N REV-

ENUE SHARING ACTIVITIES, AND A BIBLIOGRAPHY., '
Notes: US .. COMMISSION ON GVIL RIGHTS '

- Supplemental
. CLEARINGHOUSE PUBLICATION.

23, F. A. KOESTLER, JOBS FOR HANDICAPFED FERSONC —
© A NEW ERA IN CIVIL RIGHTS. . PUBLIC AFFAIRS COM-

MITTEE, INC, 381 PARK AVENUE SOUTH NEW YORK NV
NCH-S0048

10016, 92p. 1970,

AN OVERVIEW OF DZVELOPMENTS LEADING T0 GREATER EM- »
'PLOYMENT OPPORTUNITIES FOR HANDICAPPED  PERSONS IS

PRESENTED IN A PAMPHLET PUBLISHED BY A NONPROFIT PUBLIC
EDUCATION ORGANIZATION. THE PAMPHLET REVIEWS THE
STATUS OF FEDERAL LAWS AND REGULATIONS PERTAINING TO
THE RIGHTS OF THE HANDICAPPED, PARTICULARLY AS THOSE

RIGHTS AFFECT EMPLOYMENT OPPORTUNITIES. EFFORTS BV

THE HARNDICAFPED TO COMBAT DIiSCRIMINATION AND TO

. ACHIEVE AFFIRMATIVE ACTION ARE DESCRIBED, AS ARE THE -

COMPONENTS OF AFFIRMATIVE ACTION MEASURES FOR THE
HANDICAPPED (REMOVAL OF ARCHITECTURAL BARRIERS, REA-
SONABLE ACCOMMODATIONS TO THE NEEDS OF HANDICAPFED
STUDENTS AND EMPLOYEES, INITIATION OF POSITIVE STEPS TO
RECRUIT, TRAIN, HIRE, AND PROMOTE QUALIFIED HANDICAPPED
WORKERS). THE FINDINGS OF A 1973 STUDY THAT EXPOSED
SEVERAL MYTHS ABOUT THE EXPENSES INVOLVED IN EMPLOY-
ING HANDICAPPED PERSONS ARE SUMMARIZED. EFFORTS 8Y
THE FEDERAL GOVERNMENT, EDUCATIONAL INSTITUTIONS, IN-
DUSTRIES, AND LABOR ORGANIZATIONS TO ENHANCE EMPLOY-
MENT OPPORTUNITIES FOR MANDICAPPED PERSONS ARE DE.
SCRINBED, . AS ARE TECHNOLOGICAL ADVANCES THAT RAVE

' BROADENED JOB OPPORTUNITIES FOR PERSONS WHO ARE

PARALYZED, BLIND, OR DEAF. PARTICULAR ATTENTION iS5 Di-
RECTED TO THE ‘INVISIBLE BARRIER'~-THE- SOCIETAL ATTITUDE
THAT ACCORDS HANDICAPPED PERSONS PITY INSTEAD OF
EQUITY, CHARITY INSTEAD OF OPPORTUNITY, AND INDULGENCE
INSTEAD OF ACCOUNTABILITY. CHANNELS THROUGH WHICH
HANDICAPPED PERSONS CAN FILE COMPLAINTS ABOUT DISCRIM-

“INATION ARE IDENTIFIED, TOGETHER WiTH SOURCES OF ADDI-

TIONAL INFORMATION.
Supplementsl Notes: PUBLIC AFFAIRS PAMPHLET NO 557,

Avsllabiity: PUBLIC AFFAIRS COMMITTEE, INC, 381 PARK AVENIE
SOUTH, NEW YORK NY 10016. (Pamphiet)

24. R. LABERQGE. UNE“PI.OVED AND OVER W-—'ﬂ!
NEW KINORITY. CANADA DEPARTMENT CF LABOR, 340
LAURIER W, OTTAWA, ONTARIO, CANADA KIA OJ2.
LASOUR GAZE?TE V 77 (FEBRUARY 1977). P 5‘68.‘ :

THIS CANADIAN ARTICLE STATES THAT UNEMPLOYED PE@LE,
OVER 45 CAN COUNT ON WAITING FOUR TIMES AS LONG FOR A

NEW JOB AS WORKERS UNDER 20, RELUCTANCE 8Y EMPLOYERS ‘. .
iN CANADA TO HIRE PEOPLE OVER 40 AND UNDER @5 YEARS OF
~ AGE HAS RESULTED IN A NEW SOCIAL MiNORITY. THERE HAS -

ALSO BEEN LITTLE RESEARCH DONE ON THIS GROWING PROB-
LEM. ENACTING LEGISLATION IS NOT SUFFICIENT TO END THE

PROBLEM. DISCRIMINATION BASED ON AGE IS FREQUENTLY DiF- |
* §ICULT TO PROVE. STEREOTYPES STILL ABOUND ABOUT OLDER -

WORKERS. THEY ARE SAID TO BE LESS PRODUCTIVE, /RE-
QUENTLY ABSENT, INFLEXIBLE, LACKING JOB SKILLS. AND iN-



) VD.NED i H!'JHE AOCIDENTS PENSION PLANS, BY THEIR VERY

ECONGMYCS, ALSO DISCRIMINATE AGAINST THE HIRING OF

OLDER '“¥ORKERS. FORTV-PLUS OF CANADA, AN EMPLOYMENT |

AND COUNSELING AGENCY THAT IN 1971 FOUND NEW CAREERS

. FOR MORE THAN 700 EXECUTIVES OVER 40 YEARS OLD, IS DE-

SCRIBED. THIS ORGANIZATION IS UNDERTAXING A"MAJOR RE-
SEARCH PROJECT ON THE ABILITY OF EXECUTIVES OVER 40 TO
ADAPT TO CHANGE. THE HEAD OF THE PROJECT STATES THAT
LITTLE EMPIRICAL DATA EXIST ABOUT MIDDLE-AGED PEOPLE.

- -PRELIMINARY- FINDINGS INDICATE THAT ABILITY TO ADAPT IS
NOT NECESSARY LINKED TO CHRONOLOGICAL AGE BUT TO

OTHER FACTORS. FINALLY, THE ARTICLE CITES ADVANTAGES
THAT THE OLDER WORKER CAN BRING TO A JOB; 1.E, MORE STA-

. BILITY AND DEPENDABILITY, LOWER JOB TURNOVER. SPECIFIC
JOB-HUNTING TACTICS FOR OVER-40 JOB SEEKERS ARE GIVEN.

25, K. LEM. ASIAN AMERICAN EHPLOWENT—FRON our-

. RIGHT EXCLUSION TO MODERN DISCRIMINATION. US

COMMISSION ON CIVIL RIGHTS, 1127 VERMONT AVENUE,

NW, WASHINGTON DC 20425.  CIVIL RIGHTS DIGEST, ¥

9 (FALL 1578), P 12-21.
EMPLOYMENT PROBLEMS FACED BY THE THREE LARGEST SUS-
GROUPS OF ASIAN AMERICANS-THE JAPANESE, CHINESE, AND
FILIPINOS--ARE REPORTED. THESE MINORITIES ARE BOTH UN-
DERREPRESENTED IN MANAGEMENT JOBS AND UNDEREM-
PLOYED. ASIAN AMERICANS REMAIN FOR THE MOST PART INELI-
GIBLE FOR INCLUSION 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. STUDY FOUND GRAVE UNDEREMPLOYMENT IN
THESE GROUPS; AS WELL AS A LACK CF 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 INABILITY TO BREAK THROUGH LESS TRADITIONAL

FIELDS SUCH AS THEATER ARTS, AND (3) THE LANGUAGE PROB-
LEMS OF RECENT IMMIGRANTS. MOST ASIAN AMERICANS INTER-

' VIEWED CONCEDED THAT THEIR JOB POSITION WAS BETTSR
. 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, AND FILMS, SOME BE-

LIEVED THAT, -ALTHOUGH MINCRITY 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 EMPLOYMENT OPPORTUNI-
TIES. THE ARTICLE IS ILLUSTRATED WITH PHOTOGRAPHS.

_26. M. 4. LEVINE, MEETING COMPLIANCE REVIEW STAND-
ARDS-~THE PROBLEM OF FEDERAL CONTRACTORS.
COMMERCE CLEARINGHOUSE, 'INC, 4025 WEST PETER:
SON AVENUE, CHICAGO IL 30846. LABOR LAW JOUR-

NAL, V 28, N 10 (OCTOBER 1977), P 632-840.
NC.-56983

STEPS IN A COMPLIANCE REVIEW CONDUCTED BY THE OFFICE -

OF FEDERAL CONTRACT COMPLIANCE (OFCC) AND MEASURES
EMPLOYERS CAN TAKE TO CONFORM TO THE PROCEDURAL RE-
QUIREMENTS ARE DETAILED. FEDERAL CONTRACTING AGENCIES

* ARE REQUIRED TO CONDUCT VARIOUS TYPES OF COMPLIANCE

AEVIEWS TO DETERMINE IF GOVERNMENT CONTRACTORS AND

- SUBCONTRACTORS ARE NONDISCRIMINATORY !N 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 CONTRACY QR DENY

" GOVERNMENT BUSINESS FOR FUTURE CONTRACTS. VARIOUS

TYPES OF REVIEWS CONDUCTED BY CONTRACT COMPLIANCE

'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 OPPORTUNITY POS-
TURE AND RECENT AFFIRMATIVE ACTION EFFORTS. A COMPLI-
ANGE OFFICER IS ALSO EXPECTED TO DO A TOTAL ANALYSIS OF
THE ENTIRE WORK FORCE AND IDENTIFY THE COMPLIANCE
PROBLEMS FOUND. WHEN A DEFICIENCY 1S FOUND, THE COMPL!-
ANCE OFFICER HAS AN OBLIGATION 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

PROCEED TO A HEARING IF OFCC AGREES. A CONTRACTOR CAN
OBTAIN OFCC APPROVAL OF CHANGES PROPOSED IN COLLEC-
TIVE BARGAINING AGREEMENTS TO ASSURE THAT EEO RE:
QUIREMENTS ARE BEING MET. THE CONTRACTOR ALSO HAS THE
RIGHT TO REQUEST A HEARING BEFORE PENALTIES, ARE IM-

' POSED. HOWEVER, OFCC DDES NOT GO TO HEARING WITHOUT

‘NCJ-59123 .

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 MEET EEO OR OFCC RE-
QUIREMENTS. COMPANIES SHOULD INTEGRATE THE INFORMA-

TION THEY POSSESS ABOUT EMPLOYEES' QUALIFICIATIONS -

BEFORE - THE COMPLIANCE REVIEW THROUGH A 'CAREER

‘LADDER' APPROACH OR A COMPUTER-BASED SK!LLS INVEN-

TORY.

27. D. B. LIPSKY, Ed. EVALUATING THE IMPACT OF AF-
FIRMATIVE ACTIOM—A LOOK AT THE FEDERAL CON-
TRACT COMPLIANCE PROGRAM—A SYMPOSIUM. COR-
NELL UNIVERSITY NEW YORK STATE SCHOOL OF INDUS-

_ TRIAL AND L ABOR RELATIONS INSTITUTE OF PUBLIC EM-
PLOYMENT, ITHACA NY 14853, ' INDUSTRIAL AND LABOR
RELATIONS REVIEW, V 20, N 4 (JULY 1976), P 485584,

" NCJ-60975
THE IMPACT OF THE AFFIRMATIVE ACTION PROGRAM (AAP) IS
EVALUATED IN TERMS OF THE EFFECTIVENESS OF THE FEDERAL
CONTRACT COMPLIANCE PROGRAM (FCCP) THROUGH FIVE
PAPERS PRESENTED AT THE ITHACA, N.Y., EVALUATION CONFER-
ENCE. THE FIRST AUTHOR ESTIMATES THE POTENTIAL IMPACT
OF THE FCCP BY CALCULATING THE POTENTIAL FOR REDUCING
RACIAL WAGE DIFFERENTIALS BY ELIMINATING VARIOUS
SOURCES OF THE DIFFERENTIALS. THE SECOND AUTHOH EXAM-
INES THE IMPLICATIONS OF AN ECONOMYWIDE AAP UNDER A
NUMBER OF ALTERNATIVE SPECIFICATIONS AND THE WAY FIRMS
MIGHT REACT TO THEM. THE RESULTS FROM THE FIRST STUDY
OF THE EMPIRICAL EST'MATES OF POTENTIAL IMPACT FOR THE
‘FULL COVERAGE' CASE ARE IN LINE WITH THE SECOND. HOWEV-

" ER, THE SECOND PAPER ASSERTS THAT A RIGIOLY ENFORCED

SYSTEM OF QUOTAS MAY HAVE IMPORTANT SECONDARY EF-
FECTS: (1) IF SKILL BUMPING 1S NOT LEGALLY PERMITTED THERE
WILL BE FAIRLY SERIOUS PROBLEMS IN ALLOCATING WORKERS
FOR THE AAP, BECAUSE A SIGNIFICANT FRACTION OF SKILLED
MAJORITY WORKERS WILL NOT BE FULLY UTILIZED; (2) IF RE-
VERSE DISCRIMINATION IS LEGALLY AND INSTITUTIONALLY PER-
MISSIBLE, THE AAP MAY RESULT IN A REVERSAL OF INCOME DIF-
FERENTIALS BETWEEN MAJORITY AND MINORITY WORKERS; AND -
(3) IT IS UKELY THAT THE AAP WOULD LOWER THE INCENTIVES
TO ACCUMULATE HIGHER LEVELS OF SKWL FOR MINORITY
WORKERS BUT RAISE THE INCENTIVES FOR MAJORTY WORK-
ERS. IN THE THIRD STUDY, MICRQ 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 1870-72 PERIOD WAS DIFFERENT

FOR FIRMS WITH AND WITHOUT GOVERNMENT CONTRACTS, AND

-~ FOR PLANTS SUBJECTED TO A COMPLIANCE REVIEW AND THOSE

AGENC/ES ARE DISCUSSED: REGULAR PERIODIC COMPLIANCE

AEVIEWS, PREAWARD REVIEWS, FOLLOWUP REVIEWS, OR A COR-
PORATEWIDE REVIEW. COMPLIANCE REVIEW PROCEDURES ARE

10

THAT WERE NOT, SOME EVIDENCE WAS FOUND TO SUGGEST
THAT THE IMPACT OF THE FCCP ON THE CHANGE IN THE RELA.
TIVE ECONOMIC POSITION OF BLACK WORKERS WAS SMALLER
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'DURING THE 1870-72 PERIOD THAN DURING EARLIER PERIODS.
THE FOURTH- STUDY FOUND THAT IN USING. A GAREFUL TREAT-
MENT OF SERIAL CORRELATION AND A FINE GEOGRAPHICAL DIS-

AGGREGATION OF THE SAMPLE, THE STRONGEST CONTRACT

PROGRAM EFFECTS WERE DISCOVERED FOR BLACK MALES. THE

FINAL STUDY, A PROCESS EVALUATION GOF THE FCCP IN INDUS- .

TRY SHOWS SOME PROGRAM [NITIATIVES UNDERTAKEN TO
COUNTERACT PROBLEMS: (1) A PROGRAM PLAN FOR THE FISCAL
YEAR; (2) NEW OR REVISED REGULATIONS ON AFFECTED-CLASS
STATUS, BACK-PAY RELIEF, AND TESTING AND SELECTION; (3)

" ADDITIONAL GUIDELINES; {4) AN AUDIT AND FEASIBILITY STUD-

[ES; AND (5) INTERAGENCY COOPERATION. SOME FOOTNOTES
"ARE PROVIDED.

Notes: CONFERENCE HELD IN ITHACA (NY), #RAY 8,
9, 1975.

Avaliabiity: UNIVERSITY MiCﬂOFILMS. 300 NORTH -ZEEB ROAD,
ANN ARBOR M) 48108,

20. M. T. LUDLOW. FIRST COME, FIRST ssavm. AND
" GOME - OYMER PROBLEMS OF  MANPOWER
POLICY-MAKING. CONFERENCE BOARD INFORMATION

SERVICE, 845 THIRD AVENUE, NEW YORK NY 10022
CONFERENCE BOARD RECORD, V 12 (AUGUST 19785), P
50-55. HCJS-58842

MANPOWER ISSUES CONSIDERED BY PARTICIPANTS IN A MAY
1875 MEETING OF BUSINESS REPRESENTATIVES CONCERNED
WITH HUMAN RESOURCE UTILIZATION ARE DISCUSSED. QUOTING
" 'GOVERNMENT OFFICIALS, BUSINESS EXECUTIVES, AND OTHERS
WHO SPOKE AT THE MEETING, THE DISCUSSION FOCUSES ON
THE PROBLEM OF RECESSION-INDUCED CUTBACKS IN THE WOFIK
FORCE, WHICH HIT MINORITIES, WOMEN, AND YOUTHS THE
HARDIEST AND THREATENS TO OBUITERATE THE ACCOMPLISH-
MENTS OF THE EQUAL OPPORTUNITY COMMISSION AND OTHER
FEDERAL COMPLIANCE AGENCIES. WHEN A UNIONIZED COMPANY
'MUST LAYOFF EMPLOYEES, THE FIRST TO GO ARE THOSE WITH
THE LEAST SENIORITY, USUALLY MINORITIES, WOMEN, AND
YOUTHS, ONE COMPANY, RELUCTANT TO LAYOFF A LARGE POR-
TION OF ITS MINORITY WORKERS AND VET UNABLE TO SUSTAIN

A FULL WORK FORCE, TURNED TO THE COURTS FGR ADJUDICA-
TION OF THE MATTER. THE COURTS ADVISED THE COMPANY TO

ALSO ARE MORE LIKELY TO LEAVE TO TO TA'KE‘ OTHER JOBS.

HISPANIC WORKERS HAVE SUFFERED MOST FROM THE BUDGET

CUTS WiTH §1.2 PERCENT LOSING THEIR JOBS. BLACK EMPLOY-
EES L.OST 35 PERCENT OF THEIR POSITIONS WHILE BLACK
MALES SUFFERED A 40 PERCENT LOSS. OTHER MINORITIES .
WERE REDUCED 30 PERCENT. WOMEN MADE UP 28 PERCENT OF -
THE WORKFORCE, 33 PERCENT OF THE- SEPARATIONS. THE
THFEE CATEGORIES IN WHICH MINORITIES AND WOMEN ARE
MOST - HEAVILY ' REPRESENTED-PARAPROFESSIONALS, CLERI-

CALS, AND SERVICE AND MAINTENANCE WORKERS-MADE UP.

§2.6 PERCENT OF THE WORKFORCE BUT 73 PERCENT.OF .THE
SEPARATIONS. AS THESE PEOPLE WERE IN TRAINING POSITIONS

FROVIDING NEEDED SERVICES DIRECTLY TQ THE PEORLE OF
THE CITY, THEIR LAYOFFS WERE A DOUBLE LOSS: THE WORK- ..

ERS PROBABLY WENT BACK ON-WELFARE AND THE SERVICES -
WERE NO LONGER PROVIDED. A POLICY OF STAFF REDUCTION
THROUGH NATURAL ATTRITION 1S URGED TO REDUCE THE
IMPACT OF THESE LAYOFFS ON WOMEN AND MINORITIES AP-
PENDIXES CONTAIN MEMGS TO THIS EFFECT. :

) Avalisbitity: NCJRS MICROFICHE PROGRAM,

30. J. M. NEWMAN. DISCRIMINATION IN neenumcr
AH EMPIRICAL ANALYSIS. CORNELL UNIVERSITY NEW
YORK STATE SCHOOL OF INDUSTRIAL AND LABOR RELA-
.TIONS IMSTITUTE OF PUBLIC EMPLOYMENT, ITHACA NY
14853, ' INDUSTRIAL AND LABOR RELATIONS REVIEW,
V 32, N 1 (OCTOBER 1978), P 15-23. NCH-30122

POSSIBLE DISCRIMINATION IN RECRUITMENT IS INVESTIGATED IN

DIVIDE ITS EMPLOYEES: INTO TVO-GROUPS, BLACK AND WHITE,

AND TO LAYOFF 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 EXOFFENDERS, AS WELL AS
NEW ENTRANTS TO THE WORK FORCE), FEDERAL MANPOWER
POLICY AND THE POSSIBILITIES OF REVAMPING THE LITTLE-USED
PUBLIC EMPLOYMENT SERVICE; THE PROBLEMS FACED BY EX-
ECUTIVES WHO LOSE THEIR JOBS AND PLACEMENT RESOURCES
AVAILABLE TO EXECUTIVES; THE FAILURE OF PUBLIC EDUCATION

- TO'PREPARE STUDENTS YO ENTER THE LABOR FORCE; AND THE

LONG-TERM WNSEQUENCES OF HIGH UNEMPLOYMENT RATES.

29. NEW YORK CiTV COMINSSION ON HUMAN RIGHTS, 32

‘ DUANE STREET, NEW YORX CiTY NY 10007. CITY LAY-
OFF8—THE EFFECT. ON mm AND wou:u. 0

p. 1076 NCJ-5262
FROM 1974 TO 1975, NEW YORK CITY. BUDGEI’ CUTS REDUCED
THE MUNICIPAL WORKFORCE BY 46,436 WORKERS (28.2 PER-

CENT). THE DISPROPORTIONATELY HIGH NUMBER OF HIGPANICS, |

BLACKS, AND WOMEN LAID OFF HAS OFFSET EQUAL OPPORTUNI-
TY QUOTAS. WHITES REPRESENTED 67 PERCENT OF THE WORK-

FORCE SUT ACCOUNTED FOR ONLY 52 PERCENT OF THE SEPA-

RATIONS, WHILE MINORITIES REPRESENTED 32 PERCENT OF THE
WORKFORCE BUT 43 PERCENT OF THE SEPARATIONS. SINCE
THESE SEFARATION FIGURES ALSO INCLUDE RETIREMENTS AND
RESIGNATIONS, THE IMPACT ON WHITES IS PROBABLY OVERES-
TIMATED AND THE BURDEN FELT BY MINORITIES UNDERESTI.
MATED. SINCE WHITE MALES GENERALLY HAVE MORE SENIOR-
ITY, THEY ACCOURNTY FOR MOST OF THE RETIREMENTS. THEY

THIS STUDY THAT ANALYZES VARIATIONS iN.RESPONSES OF 207

COMPANIES 7O -UNSOLICITED RESUMES, THE STUDY FOCUSES
EXCLUSIVELY ON DISCRIMINATION IN RECRUITMENT, A CRUCIAL
STAGE IN THE EMPLOYMENT PROCESS. IT ASKS TWO GUES-

~TIONS: (1) DO COMPANIES WITH AFFIRMATIVE ACTION PRO-

GRAMS DISCRIMINATE AGAINST MINORITIES IN THEIR' RECRUIT-
MENT PRACTICES? (2) IS THERE ANY VALIDITY TO THE GLAIM'
THAT AFFIRMATIVE AGTION PRESSURES HAVE RESULTED IN RE- -
VERSE DISCRIMINATION? IN THIS STUDY QUALIFICATIONS ANO
RACE OF THE FICTITIOUS APPLICANTS WERE MANIPULATED-ON
RESUMES SENT TO A RANDOM SAMPLE OF COMPANIES WITH AF-

FIRMATIVE ACTION PROGRAMS. RESPONSE 8Y THE COMPANIES.

TO THESE RESUMES WERE THEN USED- TO MEASURE THE
IMPACT OF AFFIHMATIVE ACTION PROGRAMS ON THE RECRUIT-
MENT OF MINCRITIES. EACH OF THE 207 COMPANIES RECEIVED 2

-AESUMES, ONE FROM A FICTITIOUS BLACK APPLICANT AND ONE

FROM A FICTITIOUS WHITE. EACH APPLICANT WAS PORTRAYED
AS APPROXIMATELY 23 YEARS OLD, WITH FULL-TIME WORK EX.-

PERIENCE AND UNDERGRADUATE BUSINESS ADMINISTRATION
PROGRAM ENROLLMENT. FOUR FACTORS WERE MANIPULATED
TO ASSESS THE EXTENT AND NATURE OF RECRUITMENT: RACE, '
GEOGRAPHIC REGION, COMPANY SIZE, AND APPLICANT QUALIFI
CATIONS. ANALYSIS OF THE DATA INDICATED THAT BLACK APPLI-
CANTS WERE FAVORED SLIGHTLY MORE OFTEN THAN WH(TES,

DIFFERENCES WERE MORE FRONOUNCED iN LARGE COMPANIES. E

CONTRARY TO EXPECTATIONS, GEOGRAPHIC LOCATIONS OF
COMPANIES DID NOT ACCOUNT FOR ANY VARIATION N RE-
SPONSES TO THE TWO HESUMES. (AUTHOR ABSTRACT nooc-

FIED)
31. J P. ROATHRUP. . OLD AGE. ummcm AND
LEQISLATION.

VIETHAMERA  ANTIDISCRIANATION
UNIVERSITY OF PENNSYLVANIA WHARTON SCHOOL WN-
- DUSTRIAL RESEARCH UNIT, VANCE HALL / CS, PHILADEL- -
PHIA PA 19104. 250p. 1977, NCJ-30880
FEDERAL LAWS ON EQUAL EMPLOYMENT OPPORTUNITIES FOR
ELOERLY PERSONS, HANDICAPPED PERSONS, AND DISABLED

'AND VIETNAM-ERA VETERANS ARE EXAMINED, WITH EMPHASIS

ON THE LAWS' APPLICATION AND IMPACT. THE 15TH it A SERIES

. ‘ON LABCR-MANAGEMENT ISSUES PRODANCED BY THE INDUSTRI-

- AL RESEARCH UNIT OF THE WHARTON SCHOOL, UNIVERSITY OF

PENNSYLYANIA, THE MONOGRAPH SYNTHESIZES BACKGROURD
INFORMATION, CASE LAW, AND COMMENTARY PERTAINING TO

THE AGE DISCRIMINATION IN EMPLOYMENT ACT OF 1977, WHICH .. -

"



MAKES IT ILLEGAL FOR EMPLOYERS TO DISCRIMINATE ON THE
- BASIS OF AGE: THE REHABILITATION ACT OF 19873, WHICH RE-
" QUIRES FEDERAL CONTRACTORS TO TAKE AFFIRMATIVE ACTION
IN-HIRING HANDICAPPED PERSONS; AND THE VIETNAM ERA VET-
ERANS' READJUSTMENT ASSISTANCE ACT OF 1874, WHICH SETS
FORTH AFFIRMATIVE ACTION REQUIREMENTS FOR HIRING VET-

'AFquAﬂVE Acﬂou

B|NED THE TWO LAWS IN ONE ENFQRCEMENT EFFOHT AND HAS
ADOPTED A PROAGTIVE STRATEGY OF COMPLIANCE REVIEWS.
ATTENTION IS ALSO DIRECTED TO CASES THAT MAY EFFECT THE
DEFINITION OF ‘HANDICAPPED' AND ‘REASONABLE ACCOMMODA-

" TION' UNDER THESE LAWS. A COPY OF THE MANDATORY RETIRE-

ERANS, SEPARATE SECTIONS EXAMINE THE BACKGROUND, EN- .

FORCEMENT MECHANISMS, AND IMPACT QF EACH LAW, TOGETH-
. ER WITH RELATED COURY DECISIONS AND PROCEDURAL ISSUES.
EMPHASIS 1S PLACED ON HOW THE LAWS HAVE BEEN APPLIED IN
PRACTICE, ON QUESTIONS OF PUBLIC POLICY, AND ON THE EX-
PERIENCES OF EMPLOYERS IN. COMPLYING WITH THE LAWS.
PARTICULAR ATTENTION S DIRECTED TQ THE ISSUE QF MANDA-
TORY RETIREMENT, THE SCOPE OF COVERAGE OF THE REHA.
BILITATION ACT, THAT LAW'S IMPACT ON PHYSICAL EXAMINA-
TIONS AND OTHER EMPLOYMENT SCREENING DEVICES, THE LIM-
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 (N EMPLOYMENT

OFPORTUNITIES IS. MERELY A MATTER OF FAILED ENFORCE-

"~ MENT IS QUESTICNED. THE POSSIBILITY OF FOCUSING PUBLIC
POLICY ON THE CREATION OF REAL OPPORTUNITIES FOR DISAD-

VANTAGED GROUPS, RATHER THAN ON THE EXPANSION OF -

LEGAL BOUNDARIES, 1S 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 SUPPLEMENT.

| Notes: LABOR RELATIONS AND PUBLIC POLICY
SERIES.

MENT AMENDMENTS, WORK FORCE STATISTICS, AN QUTLINE OF
OFCC COMPLIANCE PROCEDURES AND OTHER SUPPORTING MA-.
TERIALS ARE INCLUDED.

Suppiemental Notes:
PUBLIC POLICY SERIES NO 14.

T PEW MEMORIAL THUST, 1569 WALNUT R

Spomoring  Agency:

STREET, PHILADELPHIA PA 19102,

Availabiiity: UNIVERSITY OF PENNSYLVANIA WHARTON SCHOOL

INDUSTRIAL RESEARCH UNIT, VANCE HALL / CS, PHILADELPHIA
PA 19104

33. Q. PATl and C. W. REILLY. REVERSING DISCNHINA-V. :

TION—A PERSPECTIVE. COMMERCE CLEARINGHOUSE,
INC, 4025 WEST PETERSON AVENUE, CHICAGO IL 60646.

HUMAN RESOURCE MANAGEMENT, V 16 (WINTER 1977), .

P 25-31. NC-58127
THE REVERSE DISCRIMINATION DEBATE IS EXPLORED WITH RE.
SPECT TO WHY IT EMERGED, WHAT AN BE DONE ABOUT IT, AND
HOW (T 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 PROPERLY THE
ANTIDISCRIMINATION LAWS. LEGISLATIVE -AND EXECUTIVE

. ORDERS WITHOUT APPROPRIATE BUDGET AND ENFORCEMENT

ng Agcndu: PEW MEMORIAL TRUST, 1569 WALNUT

Sponsori A

STREET, PHILADELPHIA PA 19102, GENEFRAL ELECTRIC FOUN-
- DATION, 1285 BOSTON AVENUE, BRIDGEPORT CT 06602; UNI-

VERSITY. OF PENNSYLVANIA WHARTON SCHOOL INDUSTRIAL RE-

SEARCH UNIT RESEARCH ADVISORY GROUP, VANCE HALL / CS,

PHILADELPHIA, PA 15104,

Avallabitity: UNIVERSITY OF PENNSYLVANIA WHARTON SCHOOL

LNO!’JSTR!AL RESEARCH UNIT, VANCE HALL / CS, PHILADELPHIA

A 19104,

32. J. P. NORTHRUP. OLD AGE, HANDICAPPED AND

VIETNAM-ERA  ANTIDISCRIMINATION = LEGISLATION
SUPPLEMENT. - “UNIVERSITY OF PENNSYLVANIA WHAR-

TON SCHOOL INDUSTRIAL RESEARCH UNIT, VANCE HALL -

/-GS, PHILADELPHIA PA 12104, 100 p. 1878, .
: - NCJ-58551

- A FEDERAL LAW PROHIBITING COMPULSORY RETIREMENT FOR .

MOST EMPLOYEES PRIOR TQ AGE 70 IS EXAMINED, TOGETHER
WITH DEVELOPMENTS IN THE ENFORCEMENT OF ! &S PERTAIN-
‘ING TO AFFIRMATIVE 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
AFFIRWATIVE ACTION IN HIRING HANDICAPPED PERSONS AND
DISABLED AND VIETNAM-ERA VETERANS (SEE - NCJ-59550).

AMENDMENTS TO THE AGE DISCRIMINATION IN EMPLOYMENT

ACT WHICH CHANGE THE AGE LIMIT FOR MANDATORY RETIRE-

MENT FROM 65 YO 70 AND ADD NEW PROCEDURAL REQUIRE-

MENTS FOR THE PROCESSING OF DISCRIMINATION CLAIMS ARE
" ANALYZED. THE PROVISIONS OF THE AMENDMENTS, RELATED

MECHANISM IS SEEN AS MERE VERBIAGE. THE AAP MUST IM-
PROVE ITS MANAGEMENT STRUCTURE AND CLIMATE TO VALL
DATE ITS HUMAN RESOURCE PROCUREMENT, DEVELOPMENT,
AND UTILIZATION SYSTEMS. ONLY BY FULLY IMPLEMENTING ITS
ANTIDISCRIMINATIGN POLICY AT ALL LEVELS OF MANAGEMENT

. CAN IT BE EFFECTIVE. DISCUSSED ARE THE REASONS LEADING

'TO THE REVERSE DISCRIMINATION ISSUE, COURT INTERPRETA-

 TIONS AND THE COMPLIANCE AGENCY'S POSTURES ABOUT THE

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 DISABILITY, AND MEDICAL BENEFIT PLANS, THE SUP-
PLEMENT ALSO REVIEWS CHANGES IN THE ENFORCEMENT OF
" THE REHABILITATION ACT OF 1973 (AFFIRMATIVE ACTION FOR
" HANDICAPPED PERSONS) AND THE VIETNAM ERA VETERANS' RE-
ADJUSTMENT ASSISTANCE ACT OF 1974 {AFFIRMATIVE ACTION
FOFt DISABLED AND VIETNAM-ERA VETERANS) NOTING THAT THE
CFFICE OF FEDERAL CONTRACT COMPLIANCE (OFCC) HAS COM-

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,
AND (4) SUPERVISORY STYLE. IN ALL FOUR OF THESE AREAS AN
ORGANIZATION CAN ACT IN. A WAY THAT CAN CONTRIBUTE TO

THE GROWTH OF REVERSZE DISCRIMINATION AND THEREBY PEH- )

PETUATE DlSCRlMINATlON
34, J. -READ. . EQUAI. _EMPLOYMENY OPPORTUNITY

UNDEB FEDERAL CONTRACTS. (OMMERCE CLEARING.-
HOUSE, INC, 4025 WEST PETERSON AVENUE, CHICAGO I

60848, LABOR LAW JOURNAL, ¥ 28, N 1 (JANUARY

1977), P 3-12, . NCJ-SE048
CHANGES IN REGULATIONS AND ORGANIZATION PROPOSED IN
1976 BY THE OFFICE OF FEDERAL CONTRACTS COMPLIANCE
PROGRAMS (OFCCP) TO IMPROVE {TS EFFORTS TO REDUCE EM-
PLOYMENT DISCRIMINATION BY FEDERAL COMTRACTORS ARE
DESCRIBED. THE OFCCP 18 THE U.S. DEPARTMENT OF LABOR Di-
VISION RESPONSIBLE FOR OVERSEEING A NUMBER OF AGEN-
CIES THAT IMPLEMENT AN EXECUTIVE ORDER REQUIRING FED-
ERAL CONTRACTORS TO PROVIDE EQUAL EMPLOYMENT OPPOR-
TUNITIES FOR MINORITIES AND WOMEN. FOLLOWING A COMPRE-
HENSIVE REVIEW OF TS ACTIVITIES, THE OFCCP PROPOSED SEV-
ERAL NEW REGULATIONS DESIGNED TO FOCUS GOVERNMENT
RESCURCES ON AREAS IN WHICH THE GREATEST EMPLOYMENT
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 BASE OF COVERAGE (L.E., NUMBER OF EMPLOYEES AND

* SIZE OF CONTHACT) FOR THE REQUIREMENT OF A WRITTEN AF-

12

FIRMATIVE ACTION PLAN; (2) ESTABLISHMENT OF GOALS AND Ti-

METABLES FOR PREPARING SUCH PLANS, (3) EVALUATION OF AF-

SUPPLEMENT TO- LABOR RELATIONS AND

’v



EQUAL EMPLOYMENT OPPORTUNITY

FIRMATIVE ACTION PROGRAMS, (4) PREAWARD COMPLIANCE RE-
VIEWS, AND (5) ENFORCEMENT AND SANCTION PROCEDURES.

OVERALL, 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 EXECUTIVE ORDER AND WiTH THE PRIN-
CIPLES OF EQUAL EMPLOYMENT OPPORTUNITY. IN ADDITION TO
THE REGULATIONS, THE OFCCP PROPOSED TO CONSOLIDATE
THE RESPONSIBILITIES (AND REDUCE THE NUMBER) OF DIFFER-
ENT COMPLIANCE AGENCIES, THEREBY REMOVING A MAJOR
HANDICAP TO THE OFCCP'S ABILITY TO ‘MANAGE AND MONITOR
COMPLIANCE AGENCY ENFORCEMENT PROGRAMS. THE CON-
- SOLIDATIQN WAS TO HAVE GONE INTO EFFECT IN OCTOBER
1977.
Supplemental Notes: FROM TESTIMONY BEFORE THE EQUAL OP-
PORTUNITIES SUBCOMMITTEE OF THE HOUSE EDUGATION AND
LABOR COMMITTEE, NOVEMBER 10, 1978.

35. .D. M. ROSENBLOOM. FEDERAL EQUAL EMPLOYMENT
OPPORTUNITY —POLITICS AND PUBLIC PERSONNEL AD-
WINISTRATION. PRAEGER PUBLISHERS C/O HOLT,
RINEHART, WINSTON, 383 MADISON AVENUE. NEW YORK
NY 10017. 188p. 1977, i HCJ-58451

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 REPRESENTATIVE FEDER.
AL SERVICE. THE ANALYSIS ENCOMPASSES THE SOCIAL COMPO-
SITION OF THE FEDERAL WORK FORCE IN THE LATE 1860'S AND
EARLY 1870°'S; THE COMPETING PRINCIPLES OF MERIT AND
SOCIAL AND POLITICAL REPRESENTATIVENESS, WHICH HAVE
BEEN USED IN DETERMINING HOW CiVIL SERVICE POSITIONS
SHOULD BE DISTRIBUTED; THE HISTORY AND STRUCTURE OF

THE FEDERAL EEO PROGRAM WITHIN THE CIVIL SERVICE COM-

MISSION; AND THE POLITICS OF FEDERAL EEO POLICY FORMULA-
TION 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 'REPRE-
SENTATIONISTS.” SUBSTANTIAL INROADS BY REPRESENTATION-
ISTS IN EEO POLICY AND ADMINISTRATION, PARTICULARLY 'IN
THE AREA OF GOAL AND TIMETABLES FOR HIRING AND PROMOT-

ING WOMEN AND MINORITIES, ARE DESCRIBED. THE ANALYSIS

REVEALS THE EXTENT TO WHICH ORGANIZATIONAL AND ADMIN-
ISTRATIVE CHOICES ARE INTERTWINED WITH POLITICS IN THE
FEDERAL EEO PROGRAM, AS WELL AS STRATEGIES USED BY
AGERCIES TO TAKE ADVANTAGE OF THEIR CONTROL OVER EEO
POLICY IMPLEMENTATION TO PROTECT THEIR OWN 'CULVURES'
AND VALUES. {N ADDITION TO ADVANCING THE ARGUMENT THAT
THE ORGANIZATIONAL POLITICS OF FEDERAL EEC FOLICY WILL
CONTINUE TO DOMINATE ITS CONTENT, THE ANALYSIS SHEDS
LIGHT ON THE NATURE OF BUREAUCRATIC POLITICS IN THE FED-
‘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
ADMINISTRATION IN THE FUTURE. A BIBLIOGRAPHY AND _SUP-
PORTING DATA ARE INCLUDED.

Supplemental Notes: PRAEGER SPECIAL STUDIES INU S ECONOM-
IC, SOCIAL, AND POLITICAL ISSUES.

Avalisbiity: PRAEGER PUBLISHERS C/Q HOLT, RINEHART, WIN.
STON, 383 MADISON AVENUE, NEW YORK NY 10017.

38. J. W. SINGER. 'EQUAL EMPLOYMEWT AGENCIES ARE
BEGINNING TO SHAPE UP. GOVERNMENT RESEARCH
CORPORATION, 1730 M STREET, NW, WASHINGTON ©CC
20036, NATIONAL JOURNAL, V 10 (JANUARY 7, 1978),
P 19-22, NCJ-58243

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 1S PRESENTED. THE EEOC IS RESPON-

 SIBLE FOR PROCESSING JOB DISCRIMINATION CHARGES, WHILE

THE OFCC SUPERVISES 11 OTHER GOVERNMENT UNITS TO SEE
THAT GOVERNMENT CONTRACTORS DO NOT ENGAGEIN JOB
DISCRIMINATION. UNDER A CARTER HEOGHANIZATSON PLAN, THE

EEOC WOULD GRADUALLY BECOME THE FEDERAL SUPERA.

GENCY FOR EQUAL EMPLOYMENT, SUBSUMING THE OFCC AND
TAKING OYER THE EQUAL EMPLOYMENT OPPORTUNITY RESPON-
SIBILITIES OF OTHER AGENCIES THAT ENFORCE APPROXIMATELY.
40 LAWS, EXECUTIVE ORDERS, AND REGULATIONS PERTAINING -
TO EQUAL EMPLCYMENT OPPORTUNITY. IN ADDITION TO THE RE-
CRGANIZATION, WHICH WAS TO HAVE BEEN PROPOSED BEFORE

 CONGRESS 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. INSTITUTED THE MOST FUN-

DAMENTAL INTERNAL REORGANIZATION 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
DISCRIMINATION .~ COMPLAINTS. ~ AND TO - MAKE ITS
COMPLAINT-HANDLING MECHANISM MORE EFFICIENT AND EF-
FECTIVE. THE NEW CHAIRPERSON ALSO HAS MADE PROGRESS
TOWARD ESTABLISHING UNIFORM FEDERAL ANTIDISCRIMINA-
TION GUIDELINES-STANDARDS 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 WITH VICTIMS OF: JOB DISCRIMINA-
TION. . .

37. G. D. SQUIRES. AFFIHHATWE ACTION-A GUIDE FOR
THE PERPLEXED. MICHIGAN STATE UNIVERSITY INSTI-
TUTE FOR COMMUNITY DEVELOPMENT, KELLOGG'
CENTER, AM 27, EAST LANSING i 48824 301 p. - 1977.

NCJ-58849

MAJOR I.EGISLATION COURT DECGISIONS, EXECUT IVE ORDERS,
AND. IMPLEMENTING REGULATIONS. RELATED TO CIVIL RISHTS
ENFORCEMENT IN EMPLOYMENT, EOUCATION, 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-
ADZS SHOW THE MOST EXTENSIVE CHANGES IN EMPLOYMENT,

WHERE THE CONCEPT OF AFFIRMATIVE ACTION.iS BEING AP.

PLIED, THIS HANDBOOK EXPLAINS THE RATIONALE BEHIND AF-
FIHMATIVE ACTION: WHAT IT MEANS, WHAT IT- REQUIRES, OF -
WHOM IT IS REQUIRED, AND THE CONSEQUENCES OF NONCOM- .

PLIANCE. THE BASIC STEPS IN DEVELOPING, IMPLEMENTING, AND -
EVALUATING AN AFFIRMATIVE ACTION PROGRAM ARE RE-
VIEWED, AND A LIST OF SOURCES THAT CAN ASSIST IN MOUNT-
ING SUCH A PROGRAM IS PROVIDED. A DIRECTORY OF THE
MAJOR FEDERAL CIVIL RIGHTS AGENCIES THAT CAN OFFER AS:
SISTANCE AND INFORMATION IS INCLUDED, TOGETHER WITH A
BIBLIOGRAPHY CONTAINING FUBLICATIONS 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 COMMUNITIES ARE PRE-
SENTED: (1) INTER-FAITH CENTERS FOR RACIAL JUSTICE, WHICH

* CONSTITUTE THE WHITE RESPONSE TO INSTITUTIONAL RACISM; . -

(2) THE MONITORING AND ENFORCING OF EQUAL OPPORTUNITY

AND AID-TO-THE-POOR PROVISIONS OF THE COMMUNITY DEVEL. -

OPMENT 8LOCK GRANT PROGRAM; AND (3) THE LOCKHEED PRO-
GRAM, WHICH INVOLVES GIVING WORKERS FROM ETHNIC M-
NORITIES INCREASED WORK RESPONSIBILITY. .SOME OF THE -
MAJOR CONTROVERSIES IN GIVIL AIGHTS ENFORCEMENT ARE"

ADDRESSED: DO AFFIRMATIVE ACTION GOALS CONSTITUTE IL-
LEGAL QUOTA SYSTEMS OR REVERSE DISCRIMINATION AGAINST
WHITE MALES? DOES THE CONCEPT OF AFFIRMATIVE ACTIORN

"~ REJECT MERIT AS A BASIS OF DISTRIBUTING AVAILABLE RE-
" WARDS? HAVE EMPLOYERS RESTRICTED THE RIGHTS OF CER-

TAIN . MINORITY GROUPS TO PROVIDE OPPORTUNITIES FOR



OTHER MINORITIES IN THE NAME OF AFFIRMATIVE ACTION? WEI

CURRENT STATE OF THE NATION'S CIVIL RIGHTS ENFORCEMENT

" EFFORT IS REVIEWED AND WHAT MIGHT BE EXPEGTED IN THE -

_FUTURE IS CONSIDERED.
Avallabity: MICHIGAN STATE UNIVERSITY INSYITUTE FOR CON-
MUNITY DEVELOPMENT, KELLOGG CENTER, AM 27, EAST LAN-
- SING MI 48824,
3 8 DISCRIMNATION. CONGRES-
'INGTON DC 20037. EDITORIAL RESEARCH REPORTS,
'V 11, N5 (AUGUST 6, 1978), P 563-500. - NCJ-58128
" MANY EMPLOYERS TODAY COMPLAIN THEY ARE TRAPPED BE-
TWEEN DEMANDS TO INCREASE OPPORTUNITIES FOR WOMEN
AND MINORITIES AND CHARGES BY WHITE MALES THAT AFFIRM-

ATIVE ACTION IS REVERSE DISCRIMINATION. A THOROUGH ANAL-

YSIS iS PRESENTED OF THE PROBLEM STEMMING FROM THE
GOVERNMENT'S DECADE-OLD POLICY OF REQUIRING EDUCA-
TORS AND EMPLOYERS TO TAKE AFFIRMATIVE ACTION TO PRE-
VENT RACIAL OR SEXUAL DISCRIMINATION. GROWING NUMBERS
" OF WHITE MALES, HOWEVER, ARE GOING TO COURT CHARGING
THEY ARE VICTIMS OF REVERSE DISCRIMINATION. THIS ARTICLE,
WRITTEN IN 1976 BEFORE THE BAKKE DECISION, DISCUSSES
SEVERAL COURT CASES. PREFERENTIAL TREATMENT IS ANA-
© "LYZED AND. THE CASE FOR AND AGAINST THE POLICY 1S OUT-
" LINED. JUSTICE WILLIAM 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 SUPREME COURT IN THE SAME CASE STATED TMAT ‘PREF.
ERENCE WHICH AIDS MINORITIES IS PERFECTLY CONSISTENT
WITH THE PURPOSE OF THE 14TH AMENDMENT.’ THIS ARTICLE
DISCUSSES HIRING AND ADMISSIONS DISPUTES IN THE ACA.
DEMIC WORLD, WHERE BACKLASH AGAINST AFFIRMATIVE
ACTION
GOVERNMENT-SET GOALS FOR THE NUMBER OF BLACKS AND
~ OTHER MINORITIES TO BE HIRED ON FEDERAL CONSTRUCTION

PROJECTS IS HIGHLIGHTED AS IS THE DEFUNIS CASE. LEADING
COURT CASES STEMMING FROM THE EQUAL EMPLOYMENT OP-
PORTUNITY COMM:SSION'S (EEQC) INVESTIGATIONS OF EMPLOY-
MENT DISCRIMINATION ARE INCLUDED. THE CONTROVERSY
OVER SENKORITY RIGHTS THAT STEMMED FROM THE 1974 RE-
CESSION'S .LAYOFFS -OF MINORITIES IS PRESENTED, AND AT-
TACKS ON SENIORITY AS A BASIS FOR DISCRIMINATORY JOB
PROTECTION ARE ANALYZED. THE FRANKS CASE IN WHICH THE
SUPREME COURT UPHELD THE RIGHT TO AWARD SENIORITY

. RIGHTS RETROACTIVELY TO PERSONS WHO COULD PROVE DIS-

CRIMINATION IS CITED- AS A LANDMARK. ALTERNATIVES TO
SENICRITY-BASED LAYOFFS, SUCH AS WORKSHARING AND RO-
TATING LAYOFFS, CONCLUDE THE ARTICLE.

K. F.J.momml.mom. COMMITMENT TO THE
DISADVANTAGED AMONG URBAN ADMINISTRATORS—

THE CASE OF MINORITY HIRING.  SAGE PUBLICATIONS,

- INC, 275 SOUTH BEVERLY DRIVE, BEVERLY HILLS CA
$0212.  URBAN AFFAIRS QUARTEARLY, V 13, N 3
(MARCH 1978), P 355-378. o NGBS
POTENTIAL CORRELATES OF ATTITUDINAL COMMITMENT FOR MI-
NORITY HIRING AMONG URBAN PERSONNEL OFFICERS ARE EX-
AMINED [N THIS  RESEARCH PAPER. SOCIOPOUITICAL BELIEFS
CONCERNING EQUALITY WOULD B! POWERFUL PREDICTORS OF
ATTITUDES TOWARD RECRUITING. NONWHITES. WORK-RELATED

IS GIVEN. THE PHILADELFHIA' PLAN, WITH

AFFIRMATIVE ACTION

SYMPATHY FOR RECRUITING NONWHITES. THE FINDINGS ALSO
SUGGEST THE IMPORTANCE OF WORK-RELATED BELIEFS ESPE-

" CIALLY NOTIONS ABOUT ORGANIZATION TRADE-OFFS INVOLVED

IN MINORITY HIRING. COMMUNITY RELATIONSHIPS, PROFESSION-
ALISM, AND PERSONAL ATTRIBUTES WERE FOUND STAY .
LY RELATED TO. ATTITUDINAL SUPPORT FOR NONWHITE RE-

" CRUITING. THOSE WHO SEEK TO ASSIST MINORITY JOB SEEKERS

STENCEL. REVERSE
_SIONAL QUARTERLY, INC, 1414 22ND STREET, NW, WASH- -

" MUST (1) DEVISE MEANS TO ASSURE THAT MORE POLITICAL LIB-

ERALS WIN HIGH POSITIONS, (2) MAKE CiviL SERVANTS MORE
AWARE OF SOCIOECONOMIC INEQUALITIES, AND (3) CONVINCE
OFFICIALS THAT HIRING MINORITIES IS NOT INCONSISTENT WITH
THE ATTAINMENT OF OTHER ORGANIZATIONAL OBJECTIVE&

_ {AUTHOR ABSTFIACT MODIFIED) -

40. USOW!LMW“NEM.W.'
w. DC 20418, EQUAL EMPLOYMENT OPPOR-
TUNITY STATISTICS—FEDERAL CIVILIAN WORKFORCE
STATISTICS. 886 .

w72, NCJ-50000
THIS SECOND EDITION OF A SEMIANNUAL REPORY ON EQUAL

" EMPLOYMENT OPPORTUNITY STATISTICS PROVIDES DATA ON

FULL-TIME, WHITE-COLLAR EMPLOYMENT FOR DESIGNAYED MI-
NORITIES IN THE FEDERAL CIVILIAN WORKFORCE. THE MINORITY

- GROUPS COMPRISING BLACKS, SPANISH-SURNAMED PERSONS,

'AMERICAN INDIANS, ORIENTALS, ALEUTS AND ESKIMQS IN

ALASKA, AND WOMEN AS A COMPONENT WITHIN EACH MINORITY
ARE THE FOCUS OF THESE STATISTICS FOR OCCUPATIONS IN
PROFESSIONAL, - ADMINISTRATIVE, TECHNICAL, ‘GLERICAL, AND
OTHER CATEGORIES. STATISTICS ARE ALSO INCLUDED FOR MI-

" NORITY GROUPS AND WOMEN IN FULL-TIME BLUE-COLLAR EM-

PLOYMENT  WITHIN 33 MAJOR OCCUPATIONAL JOB FAMILY

_GROUPS UNDER THE FEDERAL WAGE SYSTEM. DATA ARE PRE-

SENTED BY SELECTED PAY SYSTEMS, GRADE OR GALARY
« EVELS, AND AVERAGE GRADE OR SALARY AS OF NOVEMBER 30,
977, STATISTICAL TABLES ARE FURNISHED ALSO IN THREE AP-
PENDIXES ON EMPLOYMENT DATA BY AGENCY (INCLUDING AN
ALL-AGENCIES SUMMARY), BY GEOGRAPHIC . AREA (REGIONS,

- STATES, STANDARD METROPOLITAN STATISTICAL AREAS, TERRI-

TORIES, AND. FOREIGN COUNTRIES), AND BY WORLDWIDE

- FULL-TIME FEDERAL EMPLOYMENT WITHIN WHITE-COLLAR OCCU-

PATION - BREAKDOWNS AND - BLUE-COLLAR OCCUPATIONAL
FAMILY GROUP. DEFINITIONS OF TERMS AND EXPLANATIONS OF
THE DATA SOURCES AND OCCUPATIONAL CATEGORIES ARE IN-
CLUDED AS WELL AS A SUMMARY OF GENERAL FINDINGS. THIS
SUMMARY  INDICATES - THAT MINORITIES ~ (BLACK,
SPANISH-SURNAMED, AMERICAN INDIAN, AND ORIENTAL AMERI-
CAN) HELD 6,309 MORE FEDERAL JOBS AS OF THIS REPORTING
PERIOD THAN FOR THE PREVIOUS-REPORTING PERIOD IN NO-
VEMBER 19876. THE NET GAINS WERE DISTRIBUTED THROUGH
THE MIDDLE GRADE GROUPINGS OF THE PAY SCALE AND THE
PROPORTION OF MINORITIES HOLDING SUPERGRADE JOBS
(GRADES 16-18) INCREASED. BY ONE-TENTH OF 1 PERCENT.
BLACKS CONTINUED TO MAKE MAJOR GAINS (UP 5268 FROM
180,372); SPANISH-SURNAMED EMPLOYEES INCREASED 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,

. Avsilablity: GPO. Stod(OfdltNo 008-000-01088-1.

BELIEFS, PROFESSIONAL CHARACYERISTICS, COMMUNITY RELA-

TIONSHIPS AND PERSONAL ATTRIBUTES WOULD. EXPLAIN ADDI-
“TIONAL VARIANCE IN THE COMMITMENT 7D MINORITIES, THE RE-
SEARCH FOUND SOCIOPOLITICAL AND WORK-RELATED BELIEFS
DO ACHIEVE SUBSTANTIAL CORRELATIONS WITH ATTITUDES
TOWARD RECRUITING NONWHITES, WHILE THE THREE OTHER
CLUSTERS OF INDEPENDENT VARIABLES ACCOUNT FOR LESS
VARIANCE THAN EXPECTED. SOME IMPLICATIONS OF THE DATA
FOR - MINORITY HIRING PRACTICES IN URBAN BUREAUCRACIES

ARE EXAMINED. POLITICAL LIBERALISM OF OFFICERS AND THEIR -
AWARENESS OF INEQUALITY WERE FOUND TO RELATE TO THEIR
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41. US CIViL SERVICE m 1900 E STREET, NW,
WASHINGTON DC 20476. GUIDELINES FOR AQENCY IN-
TERNAL EVALUATION OF EGUAL. sunovnmr OPPOR-
TUNITY PROGRAMS. 19p. - 1974, NCI-53120

THIS PAMPHLET WRITYEN FOR A WIDE AND VARIED AUDIENCE
CONTAINS. BASIC GUIDELINES FOR INTERNAL EVALUATION OF

'EQUAL EMPLOYMENT OPPORTUNITY PROGRAMS. ALTHOUGH

NOT EVERY FEDERAL AGENCY WILL ADOPT EVERY APPROACH
OR PROCEDURE SUGGESTED, EACH AGENCY SHOULD HAVE
SOME SYSTEM FOR PZRIODICALLY REVIEWING EQUAL EMPLOY-
MENTY OPPORTUNITY (EEO) POLICIES AND PROGRAMS.. THE



EQUAL '_emm.omam OPPORTUNITY

MWB‘WEWVES OF EEQ EVALUATIbN ARE TO ASSESS THE

EFFECTIVENESS OF MANAGEMENT IN IDENTIFYING EEO FAC-
TORS AND PROBLEMS, REVIEW IMPLEMENTATION OF ACTION -

PLANS TO OVERCOME OBSTACLES TO EEQ, PROVIDE RECOM-
. MENDATIONS FOR REMEDIAL ACTION TO AGENCY MANAGEMENT,

" AND ASSURE ACTION HAS BEEN TAKEN ON RECOMMENDATIONS.
APPROACHES TO EEO EVALUATION ARE DISCUSSED. EVALUA-
TION SHOULD BE CRIENTED BY RESULTS. IT SHOULD BRING
ABOUT THE GREATEST POSSIBLE INVOLVEMENT OF SUPERVI-
SORS AND PROGRAM MANAGERS AND BE AIMED AT BRINGING
ABOUT OCRGANIZATIONAL CHANGE OR IMPROVEMENT WHEN
NEEDED. EVALUATION SHOULD ALSO BE INTEGRATED WITH
. OTHER MANAGEMENT SYSTEMS AND SHOULD BE A CONTINUOUS
PROCESS. EVALUATION METHODS SHOULD FOLLOW CAREFUI,
DETERMINATION OF THE APPROACH THAT BEST MEETS THE SPE-
CIFIC NEEDS OF THE SPECIFIC AGENCY. PROBLEMS SHOULD BE
CLEARLY IDENTIFIED AND AN ACTION PROGRAM SHOULD BE DE-
SIGNED TO SOLVE THEM. THE PAMPHLET PROVIDES A CONCEP-
TUAL FRAMEWORK OUTLINING HOW MANAGERS CAN IDENTIFY
EEO PROBLEMS, ANALYZE THEIR CAUSES, ORDER AND CHOCSE

ANALYSIS FOR ALL OCGUPATIONS HIRED THROUGH PACE .
SHOULD BE COMPLETED-JOB ANALYSES HAVE BEEN CONDUCT-
ED FOR ONLY 27 OF THE 118 QCCUPATIONS AVAILABLE

- THROUGH PACE; AND (3) FURTHER STUDIES SHOWING A STATIS-

TICAL- RELATIONSHIP BETWEEN TEST SCORES AND MEASURES

OF JOB PERFOAMANCE MAY BE NEEDED-THESE STUDIES WERE

PERFORMED ON ONLY 3 OF THE 12 TO 15 OCCUPATIONS WHERE
THEY MIGHT HAVE BEEN TECHNICALLY FEASIBLE. OTHER SUG- -

GESTIONS ARE PROPOSED BY GAO, ALONG WITH AGENCY COM- . -

MENTS CONCERNING THIS REPORT, AND FURTHER :DATA ON
PACE AND THE JFA AND ACCOUNTANT--AUDITOR TESTS,

: WWTHEREISACHARGEFORMORETHANONE"

Avmly‘ us GENERAL AWOUNT!NG OFFIOE DISTRIBUTION

. SECTION, ROOM. 4522, 441 G STREET, NW, WASH!NGTON N
(Miwoﬁd\.)

FROM ALTERNATIVE SOLUTIONS, AND MAKE AN ACT UPON A

FINAL DECISION TO PRODUCE CHANGE. THE MODEL CAN APPLY

AT ANY LEVEL OF THE ORGANIZATION AND INCREASE UNDER-
- STANDING OF HOW A TYPICAL PROBLEM SOLUTI ION. PROCESS

SHOULD WORK.

Supplements! Notes: PERSONNEL MAMAGEMENT SERIES

Avallabiity: GPC. - Stock Crder No. 006-000-00752-0

42. US COMPTROLLER GENERAL. 441 G STREET NW, WASH-
INGTON DC 20548. FEDERAL EMPLOYMENT EXAMINA-
TIONS—DO THEV ACHIZVE EQUAL OPPORTUNITY AND
MERIT PAINCIPLE GOALS? 145p. 1978,

TO DETERMINE WHETHER EXAMINING PROCEDURES FOR CIVIL

-20548.  Stock Order No. FPCD-79-48.

3. W, . WHITE. mmmnaouumw
GETTING A FAIR CHANCE. US COMMISSION ON CiviL
RIGHTS, 1121 VERMONT AVENUE, NW, WASHINGTON DC"
20425.. CviL RIGHTS DIGEST, V 7 (SPRING 1075), P
4251, NCS-59128

THIS ARTICLE EXAMINES ONE ASPECT OF TITLE VI OF THE 1984
CIVIL RIGHTS ACT-SECTION 703 (H) WHICH PROVIDES FOR THE

'USE OF ‘PROFESSIONALLY DEVELOPED ABILITY TESTS' IN EM-

PLOYMENT SITUATIONS. THE FEDERAL COURTS ART SESPONSI-

. BLE FOR INTERPRETING THE AMBIGUOUS STRUCTURES OF TITLE

NCS59730

SERVICE POSITIONS ARE ACHIEVING EQUAL OPPORTUNITY AND

MERIT PRINCIPLE GOALS, THIS REPORT EXAMINES FOUR FEDER-
AL EMPLOY!AENT EXAMINATIONS. ANALYSES OF THE PWROFES-

SIONAL AND ADMINISTRATIVE CAREER EXAMINATION (PACE) AND

THE JUNIOR FEDERAL ASSISTANT (JFA) TEST FOND THAT
BLACK APPLICANTS PASSED. THE WRITTEN TESTS AT A SUB-
STANTIALLY. LOWER RATE THAN WHITES AND OTHER RACIAL MI-

NORITIES, AND THAT FEW BLACKS WHO PASSED SCORED HIGH.

VIi AND STIPULATING THE MEANING OF ‘PROFESSIONALLY DE-
VELOPED ABILITY 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 BE DEVELOPED AS AN INSTRU- .
MENT FOR IMPLEMENTING AFFIRMATIVE ACTION IS A QUESTION
REMAINING. - UNANSWERED. COURTS HAVE TAKEN A

"WAIT-AND-SEE ATTITUDE ON THIS SURJECT. EQUAL EMPLOY-

MENT OPPORTUNITY (EEO), HOWEVER, WAS GIVEN A BOOST BY
THE DECISION IN GRIGGS V. DUKE POWER COMPANY (1571)
WHEN THE SUPREME COURT HELD THAT T IS THE ‘CONSE-
QUENCES' OF EMPLOYER PRACTICE THAT IS IMPARTIALLY AD-

- MINISTERED BUT HAS A DISCRIMINATORY EFFECT OR PERPET-

- ENCUGH TO HAVE A REALISTIC CHANCE OF EMPLOYMENT CON- -

SIDERATION. ACCORDING TO PACE SCORES, 58 PERCENT GF
" 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 MINCRITIES
PASSED--14 PERCENT WITH A SCORE OF 90 OR ABOVE; AND 12
PERCENT OF BLACK APPLICANTS PASSED--0.2 PERCENT WITH A
SCOHE OF 80 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 § 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 CERT!. -

FIABLE RANGE. ALTHOUGH THE GENERAL ACCOUNTING OFFICE
(GAQ), WHICH CONDUCTED THiS STUDY, DID NOT REACH A CON-
CLUSION CONCERNING THE .QUESTION OF ADVERSE IMPACT,
THE GAO DIiD FIND THAT FEDERAL AGENCIES WERE NOT KEEP-
 ING RECORDS ON B8OTH 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
ADDITIOM, 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

UATES DISCRIMINATION IS UNLAWFUL SINCE THIS LANDMARK
DECISION, AN EXPLOSION OF COURT CASES INVOLVING DISCRM-
INATION HAS POINTED UP MANY OF THE PROBLEMS.IN TRE TEST
USED. THIS ARTICLE EXPLORES THE HISTORY OF TESY USE SPE-
CIFICALLY WITHIN THE FEDERAL GOVERNMENT, AND OUTLINES
THE HISTORY BEHIND TITLE Vil AND SECTION 703 (H). OTHER
SECTIONS ARE DEVOTED TO TESTING AND UNFAIR EMPLOVNGENT

PRACTICES, FAIR TEST DEVELOPMENT AND USE, AND TEST VA-

LIty IN THE EMPLOYMENT OOP'TEXT

4. D, ZISK"‘D AFFIRMATIVE ACTION VERSUS SENIOR-
ITY —~RETROACTIVE SENIORITY —A REHEDY FOR HIRING
DISCRIMINATION. COMMERCE CLEARINGHOUSE, - INC,
4025 WEST PETERSON 'AVENUE, CHICAGO IL 0084@‘
LABOR. LAW JOURNAL, V. 27, N 8 (AUGUST 1978), P
480490, NC)-E2082

THIS DISCUSSION OF EMPLOVMENT DiSCRIMlNATlON FOCUSES

-ON THE LAW IN RELATION TQ SENIORITY PROBLEMS AND THE

JUDRCIAL PROCESS WHICH ESTABLISHED THE LAW. IN FRANKS V. -
BOWMAN {1976), THE SUPREME COURT DECLARED THAT THE AP-
PROPRIATE REMECY. FOR DISCRIMINATION N HIRING IS THE EM-
PLOYMENT OF THE PARTY DISCRIMINATED AGAINST WITH FULL
SENIORITY, BACK TO THE DATE OF THEIR APPLICATION FOR
WORK. THE BOWMAN DECISION ESTABLISHES A PRESUMPTION
THAT ONE SUBJECTED TO RACIAL DISCRIMINATION 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 BENEFITS, THEN THEIR RIGHTS AND

15

EXPECTATIONS MUST ALSO BE TREATED JUSTLY. TO PROTECT
BOTH GROUPS, IT IS SUGGESTED THAT THE TWO EMPLOYEES BE

"GIVEN EQUAL SENIORITY AND THE EMPLOYER BE REOUHED



BOTH GROUPS-BLACKS AND OTHER MINCRITIES AND WHITES.
OTHER REMEDIES TO. THE PROBLEM ARE AVAILABLE INCLUDING
THE CIVIL RIGHTS ACT OF 1968 WHICH CAN SUPPLEMENT THE
CIVIL RIGHTS ACT OF 1964, IN ADDITION, ADMINISTRATIVE REGU-

" LATIONS IN VARIOUS FEDERAL DEPARTMENTS AND THE EQUAL
. EMPLOYMENT OPPORTUNITY COMMISSION (EECC) CAN GOVERN

AND EFFECT A WIDE RANGE OF EMPLOYMENT RELATIONS, IN-
CLUDING -SEMICRITY. STATE FAIR EMPLOYMENT PRACTICES

~ ACTS CAN ALSO BE UTILIZED. IT IS STATED THAT THE PROCESS

OF LEGAL ARGUMENT--USE OF ESTABLISHED PRINCIPLES, LEGIS-

LATIVE  DECISION, CASE PRECEDENT, AND LOGIC-CAN HELP

ASSURE THAT THE RESULT OF LEGAL MANEUVERING IS A JUST

" . ARRANGEMENT OF HUMAN BEHAVIOR.

 AFFIRMATIVE ACTION/EQUAL EMPLOYMENT OPPORTUNITY

NOT TO LAY OFF EITHER. SINCE EMPLOYERS AND UNIONS ARE -
" RESOURCEFUL, IT SHOULD BE POSSIBLE TO ACCOMMODATE

"



CRIMINAL JUSTICE SYSTEM

GAUFORNIA DEPARTMENT OF THE YOUTH Amﬂ‘!.
4261 WILLIAMSBOROUGH DRIVE, SACRAMENTO
. 95823, CALIFORNIA—AFFIRMATIVE ACTION ’TATIS-
. TIC8—~REPORT RO. 3. - 37p. 1975 NCS-20757
THIS REPORT SHOWS THE EXTENT TO WHICH THE CALIFORNIA
YOUTH AUTHORITY HAD MET TS EMPLOYMENT GOALS FOR
ETHNIC MINORITIES AND 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 FACILITY, AND THE SEX
AND, ETHNIC GROUP PERSONNEL DISTRIBUTION BY PAROLE
2ZONE. PERSONNEL DISTRIBUTIONS BY OCCUPATIONAL CATEGO-
RIES ARE ALSO REPORTED. IN ADDITION TO THE PERSONNEL
. STATISTICS, COMPARATIVE DATA ARE PRESENTED WHICH SHOW

PHIA (PA). BOSTON (MASS), CLEVELAND (OHiO), ROCHESTER

“{N.YJ, AND SAN FRANCISCO (CALF). NCDS. PROVIDES A

THE ETHNIC AND SEX DISTRIBUTIONS OF THE YOUTH AUTHORITY

WARD POPULATION FOR THE CURRENT REPORTING PERIOD. IT
1S NOTED THAT AS OF MARCH 1975, 20.5 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)
Avziladiiity: NCJRS MICROFICHE FHOGRAM

“. R. COULSON. Am WHICH CAN HELP—THE NA-
TIONAL CEMTER FOR DISPUTE SETTLEMENT. AMERI-

CAN BAR ASSOCIATION, 1155 EAST 60TH STREET, CHICA-

GO 1L 60837, BUSINESS LAWYER, V 20, N 3 (APRIL

1974), P 1013-1015. NCJ-49019
AGENCIES AVAILABLE FOR AIDING BUS!NESSES IN DISPUTE SET-
TLEMENTY ARE DESCRIBED AND THE FUNCTIONS OF THE NA-
TIONAL CENTER FOR DISPUTE SETTLEMENT (N.C.D.5) ARE OIS-

NUMBER OF SERVICES AND RESOURCES INCLUDING MEDIATION,
FACTFINDING, AND ARBITRATION SERVICES FOR BUSINESS COR- - -
PORATIONS. T HAS THE ABILITY TO ADMINISTER ELECTIONS FOR
COMMUNITY PARTICIPATION IN VARIOUS KINDS OF PROGRAMS,

"AND CAN ADMINISTER AND DESIGN TRAINING PROGRAMS FOR .

NEGOTIATORS . AND [MPARTIAL. AGENTS INTERESTED N TON-
FLICTY RESOLUTION TECHNIQUES AND URBAN AWARENESS.
N.C.D.S. CAN WORK WITH REPRESENTATIVES OF BOTH FACTIONS
TO DESIGN ARBITRATION PROCEDURES AND ENFORCE CON-
TRACT OBLIGATIONS. THE SERVICE ALSO ASSISTS CORPORA-
TiONSlNTHEDEVELOPMENTOFAFFlRMM’NEWPHO
GRAMS.

mmv FOR m

" 47. GENERAL , _
' 1079. . G187

RECRY
" JUSTICE AGENCIER.

FEDERAL EQUAL EMPLOYMENT OPPORTUNITY GUIDELINES ARE =
NOYED, AND SUGGESTIONS TO EFFECTIVELY BRING WOMEN AN ~

MINORITIES INTO THE CRIMINAL JUSTICE - SVSTEM ARE DS

CUSSED IN THIS PAMPHLET. EIGHT FEDERAL LAWS AND BYECU- -

TIVE ORDERS REGUIRING EQUAL EMPLOYMENT OPPORTIANTY
GRIMINAL JUSTICE AGENCIES ARE SUMMARIZED. AGENCIES ARE
ENCOURAGED  TO REMOVE ARTIFICIAL BARRIERS ‘TO WOMEN

AND MINORITY JOB APPLICANTS AND TO IMPLEMENT JOB ANALY-

" SIS, REDEFINE JOB SPECIFICATIONS, AND FLEXIBLE, INNQVATIVE

WORK SCHEDULING TO BROADEN THE RANGE OF POTENTIAL

- EMPLOYEES. MANPOWER PLANNERS SHOULD CONSIDER FUMDA-

 ARE LISTED IN VIEW OF AGENUIES' NEED TO ACTIVELY SEEK

CUSSED IN PARTICULAR. (N 1964, THE COMMUNITY RELATIONS |

SERVICE WAS CREATED AS AN AGENCY OF THE U.S. DEPART-
MENT OF JUSTICE TO HELP COMMUNITIES RESOLVE CONFLICT
FLOWING FROM DISCRIMINATORY PRACTICES. THE SERVICE HAS
DEVELOFEU A NATIONAL NETWORR OF CONCILIATORS AND ME-
DIATORS. THE FEDERAL MEDIATION AND CONCILIATION SERVICE

MENTAL ORGANIZATIONAL TRENDS, ANTICIPATED ATTRITION,
TUANOVER RATES, GENERAL ECONOMIC FORECASTS, TECHNO-
LOGICAL BREAKTHROUGHS, GOVERMMENTAL TRENDS, AND RE-
LATED LEGISLATIVE POLICY. POSSIBLE SOURCES FOR RECRUITS

OUT CANDIDATES. MOREOVER, RECORDKEEPING AND EVALUA-
TION OF RECRUITMENT STPATEGIES ARE SUGGESTED TO MEAS-
URE THE SUCCESS OF AFFIRMATIVE ACTION PROGRAMS AND iN-

DICATE PROBLEMS OF EXCESSIVE TURNOVER. ALSO FEATURED .

. IN THIS PAMPHLET ARE A TABLE PROJECTING CRIMINAL JUSTICE

ALSO SERVES AS A RESOURCE IN COMMUNITY DISPUTES IN-
VOLVING LABOR RELATIONS. PRIVATE MEDIATION SERVICES

SUCH AS THE NATIONAL CENTER FOR DISPUTE SETTLEMENT OF
THE AMERICAN ARBITRATION ASSOCIATION AND THE INSTITUTE
FOR MEDIATION AND CONFLICT AESOLUTION IN NEW YORK ARE
AVAILABLE WiHEN USE OF GOVERNMENT AGENCIES IS NOT AP-

PROPRIATE. THE NATIONAL CENTER FOR DISPUTE SETTLEMENT -

IS BASED IN WASHINGTON (D.C.) AND HAS OFFICES IN PHILADEL-

"MANPOWER NEEDS THROUGH 1085, A FLOW CHART SHOWING A.
MODEL MINOR(TY RECRUITMERNT PROCESS FOR POLICE AND -

SHERIFF'S DEPARTMENTS, AND A LIST OF AGENCIES PROVIDING
TECHNICAL ASSISTANCE. SOME PHOTOGRAPHS ARE INCLUDED.
Suppicmental Notes: GENERAL INFORMATION PAMPHLET. NCJRS

Sponeoring : US DEPARTMENT OF JUSTICE LEAA NATION--
AL INSTITUTE OF LAW ENFORCEMENT ANG CRIMINAL JUSTICE .
633 INDIANA AVENUE NW, WASHINGTON, DC 20531, - L

Avalisbility: GPO Stock Qluer No. 027-000-00650-0 (Pamphiet)
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4. E. GRIIGS and K. SAYER, EQUAL EMPLOYNENT OP-
PORTUNITY PLAN DEVELOPMENT

ERENCE .
- RATION, 5530  WISCONSIN AVENUE WASHINGTON DC.
' NCJ-58859

218p. 1976, .

TRAINING MATERIALS ARE PRESENTED FROM A WORKSHOP ON
EQUAL EMPLOYMENT OPPORTUNITY AND AFFIRMATIVE ACTION
COMPLIAMNCE PROGRAM DEVELOPMENT FOR RECIPIENTS OF
LEAA ASSISTANCE. THE MATERIALS WERE PART OF A 2.DAY
WORKSHOP IN COLORADO THAT FOCUSED ON LEAA EQUAL EM-
PLOYMENT OPPORTUNITY LAWS, RULES, AND REGULATIONS;
_ - THE PURPOSE 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 O PRINCIPLES OF EMPLOYMENT DISCRIMINATION LAW
INCLUDES INTERPRETIVE. SUMMARIES AND CASE CITATIONS ON
_ CONSTITUTIONAL, STATUTORY, AND ADMINISTRATIVE PROHIBI-
 TIONS AGAINST EMPLOYMENT DISCRIMINATION; DISCRIMINATO-
HY PRACTICES AND PROVING DISCRIMINATORY PRACTICES; DE-
FENSES TO ALLEGATIONS OF DISCRIMINATORY PRACTICES; REM-

LISTED.

AFFIRMATIVE ACTION

PLANS, AND VALIDITY STUDIES OF ENTRANCE: AND PROMOTION.
AL EXAMINATIONS. CENTER PUBLICATIONS AND KEY CONFER-
ENCEG AND. SEMINARS SPONSOHED BY THE CENTER ARE ALSO

Sponsoring  Agency: US DEPARTMENT OF JUSTICE LAW EN-
FORCEMENT ASSISTANCE ADMINISTRATION. =
Avalisbiitty: NCJAS MICROFICHE PROGRAM.

50. MATIONAL CRIMINAL JUSTICE REFERENCE SERVICE,

BOX 6005, ROCKVILLE WD '20850. AFFIRMATIVE
ACTION i% THE CRIMINAL JUSTICE SYSTEM. 15 p.
1970, - - NCJ-81123

THE RELATIONSHIP OF EQUAL OPRORTUNITY EMPLOYMENT
LAWS TO THE CRIMINAL JUSTICE SYSTEM IS DISCUSSED, INCLUD-
ING AFFIRMATIVE ACTION PROGARAMS, BARRIERS TO CHANGE,
AND ESTABLISHMENT OF GOALS AND GRIEVANCE PROCEDURES,
THE EQUAL EMSLOYMENT OPPORTUNITY ACT OF 1872 MAY BE

"THE MOST IMPORTANT LAW AFFECTING JOB DISCRIMINATION BE:

. CAUSE IT SPECIFIES THAT RACE, CQLOA, HELIGION, SEX, AND

EDIES; AND RELATED PROCEDURAL PROBLEMS OF AGENCIES,

THE HANDBOOK ALSO INCLUDES U.S. DEPARTMENT OF JUSTICE .

RULES AND AEGULATIONS ON NONDISCRIMINATION IN FEDERAL-
LY ASSISTED CRIME CONTROL AND JUVENILE DELURRTUENCY
PROGRAMS (AND RELATED QUESTIONS AND ANSWERS); LEAA

- GUIDELINES FOR COMPLYING WiTH THE RULES AND REGULA-

TIONS; UNIFORM GUIDELINES ON EMPLOYEE SELECTION PROCE:. -

DURES PROPOSED IN DECEMBER 1977 BY FOUR FEDERAL AGEN-
CIES; THE U.S. CIVIL SERVICE COMMISSION'S GUIDELINES FOR
. EVALUATING STATE AND LOCAL GOVERNMENT PERSONNEL OP-
ERATIONS; GUIDELINES ON EL'MINATING SEXIST LANGUAGE
FROM WRITING; AND A GLOSSARY OF AFFIRMATIVE ACTION TER-
MINOLOGY. A TRAINING EXERCISE IN THE DEVELOPMENT OF AN

EQUAL EMPLOYMENT OPPORTUNITY PLAN WITHIN A POLKE.

AGENCY PRESENTS A TABLE OF CONTENTS FOR A HYPOTHETI-
CAL WRITTEN PLAN, SAMPLE PAGES FROM THE PLAN, AND COM-
MENTS ON THE DEVELOPMENT OF EACH SECTION OF THE PLAN
(SIGNATURE PAGE, STATEMENT OF MANAGEMENT COMMITMENT
TO AFFIRMATIVE ACTION, AGENCY BACKGROUND, ASSESSMENT
OF LABOR-AREA, WORKFORCE, AND PERSONNEL STAT!ST!CS
AND AFFIRMATIVE ACTION PLAN).

Sponeoring Agercy: US DEPARTMENT OF JUSTICE LAW EN-
FORCEMENT ASSISTANCE ADMINISTRATION OFFICE OF CML
RIGHTS OOMPUANCE WASHINGTON, DC 23521, !

N r UNIVERSITY RESEARCH OORPORATiON ‘5530 WIS-
CONSIN AVENUE, WASHINGTON DG. - -

MARQUETTE ‘UNIVERSITY CEHTER FOR CRIMINAL JUg-
TICE AGENCY ORGANIZATION AND MINORITY EWPLOY-
_MENT OPPORTUNITIES, 1103 WEST WiSCONSIN AVENUE,
MILWAUKEE, Wi 53233, MARQUETYZ UNIVERSITY—
CENTER FOR CRIMINAL JUSTICE AGENCY ORGANIZA-

49,

-TION. AND MINORITY EMPLOYMENT OPPORTUNITIES
48TH MONTH PROGRESS REPORT —~FINAL REPORT. 38
p. 1975, NCJ-37070

- OOMPEND!UM OF THE ACTIVITIES CF A CENTER DESIGNED T0
ACCUMULATE AND DISSEMINATE KNOWLEDGE TO PROMOTE
' EQUAL OPPORTUNITIES FOR MINORITIES IN THE VARIOUS CRIMI-

NATIONAL ORIGIN NOT BE FACTORS iN EMPLOYMENT. FOR
CRIMINAL JUSTICE AGENCIES, HOWEVER, ADDITIONAL PRO%IBI-
TIONS BARRING DISCRIMINATION WERE WRITTEN INTO THE 1873
OMNIBUS CRIME CONTROL AND SAFE STREETS ACT, BASED ON
THIS ACT, THE LEAA EQUAL EMPLOYMENT OFPORTUNITY PRO-
GRAMS REQUIRE THAT THE MAKEUP OF THE POPULATION
SERVED MUST BE REFLECTED IN THE EQUAL OPPORTUNITY EF-
FORTS OF A GRANTEE. !MPLEMENTATION DIFFICULTIES ARE
HIGHLIGHTED BY EXCERPTS FROM SEVERAL NEWS STORIES.
BARRIERS TO AFFIRMATIVE ACTION PROGRAMS FALL INTO

. THREE GROUPS: ORGANIZATIONAL BARRIERS WITHIN THE

AGENCY, MANAGERIAL BARRIERS WITHIN INDIVIDUAL MANAG-
ERS, AND INTRAPERSONAL BARRIERS, LE,, BARRIERS WITHIN M1

. NORITIES AND WOMEN THEMSELVES. IDEAS FOR OVERCOMING

EACH TYPE OF BARRIER ARE LISTED. SUGGESTIONS FOR DE-
SIGNING AND IMPLEMENTING AN AFFIRMATIVE ACTION PLAN IN-
CLUDE THE FOLLOWING STEPS: DEVELOP OR REAFFIRM THE

-POLICY TO ELIMINATE DISCRIMINATCRY SYSTEMS, DISSEMINATE

THE POLICY WITHIN THE ORGANIZATION AND TO OUTS!OE ORQA-

- NIZATIONS, ASSIGN RESPONSIBILITY TO IMPLEMENT THE BOLICY

NAL JUSTICE FIELDS. IN ORDER TO REALIZE ITS PURPOSE, THE .

"CENTER UNDERTAKES FOUR BASIC UNCTIONS -~ TECHNICAL AS-

SISTANCE, WORKSHOPS, RESEARCH,  AND PUBLICATIONS.

CENTER ACTIVITIES IN EACH OF THESE AREAS DURING THE -

PERIOD MARCH 1 THROUGH AUGUST 51, 1975, ARE BRIEFLY RE-
“PORTED, INCLUDING INFORMATION ON THE CRIMINAL JUSTICE
AGENCIES ASSISTED, DATES OF ASSISTANCE, AND THE TYPE OF

ASSISTANCE RENDERED. THiS IS FOLLOWED BY A SUMMARY OF =

THE FULL 48 MONTHS O CENTER OPERATIONS (SEPTEMBER 1,
1974 THROUGH AUGLST 31, 1975). INCLUDED IS A LIST OF 87
AGENCIES RECEIVING TECHNISAL ASSISTANCE IN THE AREAS OF

-IMPROVED MINORITY RECRUITMENT AND SELECTION PRACTICES,

TO THE CHIEF EXECUTIVE AND AN AFFIRMATIVE ACTION OFFI-
CER, - PERFORM A UTILIZATION ANALYSIS, IDENTIFY PROBLEM
AREAS, ESTABL!SH GOALS AND TIMETABLES, PERFORM AN IN-
TERNAL AUDIT, ORGANIZE A REPORTING SYSTEM, AND PROVIDE
EMPLOYEES 'WITH GRIEVANCE PROCEDURES. GRAPHS AND A
LIST OF RESOURCE AGENCIES ARE INCLUDED.

Suppismental Notes: GENERAL INFORMATION PAMPHLET.
Sponsoring Agency: US DEPARTMENT OF JUSTICE LEAA NATION-
AL INSTITUTE OF LAW ENFORCEMENT AND CRIMINAL JUSTICE,
633 INDIANA AVENUE NW, WASHINGTON, DC 20521.

Avaiiabiiity: GIs% Stock Order No. 027-000-00840-6.

. 5%, OPPORTUNITY SYSTEMS, INC, 1330 MASSACHUSETTS
ANVENUE, NW, WASRINGTON DC a0008. - ANALVTIC
REPORT ON THE CIVIL RIGHTS COMPLIAMCE SURVEY
(CONTAINS FOUR SECTIONS ISSUED IN THREE NUM-
BERED VOLUMES, V 1—TEXT, ¥V 2--APP. A TABULA-
TIONS, V 3~—APP. B SURVEY GUESTIONNAIRE & SUG-
GESTED REVISIONS, APP. C SURVEY..). 438 p. 1077,

' ) 7

'THIS THREE-VOLUME REPORT FRESENTS A SURVEY OF CORREC-

TIONAL AGENCIES FUNDED BY LEAA TG DETERMINE COMPLI-

"‘ANCE WITH CIVIL RIGHTS LEGISLATION- BARRING DISCRIMINA-

TION ON THE BASIS OF RACE AND SEX. FEDERALLY FUNDED
STATE AND LCCAL CORRECTIONAL AGENCIES ARE CHARACTER-
1ZED WITH REGARC TO THEIR. TREATMENT OF MIMORITY AND
FEMALE CLIENTELE. DATA ADDRESS THE ISSUE OF REHABILITA-
TION THROUGH THE USE OF TRAINING PROGRAMS AIMED AT
THE PREPARATION OF CLIENTELE FOR RE-ENTRY INTO THE SO-

- GIETY OUTSIDE OF THE AGENCY OR INSTITUTION. THE REPORT
15 ORGANIZED IN THE FOLLOWIRG MANNER: A DESCRIPTION OF

IMPLEMENTATION OF EQUAL EMPLOYMENT- OPPORTUMITY _
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THE AGENCIES WHICH RESPONDED TOQ THE SURVEY WITH
USABLE DATA AND SOME OF THE CHARACTERISTICS OF THESE



'EQUAL EMPLOYMENT OPPORTUNITY

AGENCIES; A DESCRIPTION OF THE POPULATION OF THE AGEN-
GIES, INCLUDING COMPARISONS BETWEEN THE: MINORITY AND

| GAPPED PERSONS, AND THE ELDEALY. THE COUNCIL'S PROG. -
* RESS IS MEASURED AGAINST ITS STATED GOALS AND TIMETA-

NONMINORITY FOPULATIONS; AND AN ASSESSMENT OF THE

TYPES OF EDUCATIONAL, VOCATIONAL, GENERAL MAINTENANCE,
AND PRISON INDUSTRY PROGRAMS IN SPECIFIC AGENCIES, AS
‘WELL AS AN INDICATION OF THE REGIONS AND STATES SHOW-
ING LARGE NUMBERS OF AGENCIES WITH LOW RATES OF PAR-
TICIPATION OF MINORITIES IN EACH TYPE OF PROGRAM. IT i8
KOTEL THAT SEVERAL FACTOARS DETRACTED FROM THE POTEN-

CLOWING AREAS: POSITION DESCAIPTIONS, JORB ANNOUNCE- -

TIAL SUCCESS OF THE SURVEY. ONE FACTOR WAS THE QUES- -
TIONNAIRE CONSTRUCTION, AND OTHER WERE RELATED TO THE
INABILITY OF CORRECTIONAL AGENCIES TO SUBMIT THE F&- .

QUIRED DATA. SINCE THE SURVEY INSTRUMENT WAS NOT ZUB-
JECTED .TO A PRETEST, IT DID NOT BENEFIT FROM REVISIONS
WHICH WOULD HAVE YIELDED MORE ACCURATE DATA. MANY OF
THE RESPONDING AGENCIES PROVIDED SOME DATA ON THE
FORMS, BUT OMITTED OTHER STATISTICS DUE VO ALLEGED
LACK OF DATA. VOLUME | CONTAINS SUPPORTING TASLES AND
AN EVALUATION OF THE PROJECT METHODCLOGY AND RECOM-
MENDATION. VOLUME (i, CONSTITUTING APPENDIX A, PRESENTS
COMPUTER TABLES, WHILE VOLUME fll, PRESENTING APPEN-
DIXES B8 AND C, CONTAINS THE SURVEY QUESTIONNAIRE, SUG-
. GESTED REVISICHS, AND SURVEY PROCEDURES.

Sponeoring Agency: US DEPARTMENT OF JUSTICE LAW EN-
FORGEMENT ASSISTANGE ADMINISTRATION,

- 62, L..O. ROBINSON. - WOMEN IN THE CRIMINAL RISTICE
SYSTEM. NATIOMAL COLLEGE OF CRIMINAL DEFENSE
LAWYERS AND RJBLIC DEFENDERS, COLLEGE OF LAW,

UNIVERSITY OF HOUSTON, HOUSTON, TX 77004 CAIMI- -

IM:-.QE-'EMSE ¥ § N 3 (MAY 1878), P 1%:i6.

HCJS-41085
THI® ARTICLE DESGFIIBES Hfus INCFIEAS’:’ OF WOMEN IN THE
CRIMINAL. JUSTICE FIELD, INCREASINGLY, WOMEN ARE EBEING
EMPLOYED AT ALL LEVELS AND IN ALL SEGMENTS OF THE CRIMI-
NAL JUSTICE SYSTEM-CORRECTIONS, LAW ENFORUEMENT, THE
JUDICIARY, PROBATION AND PAROLE, AND AS PROSECUTORS,
PUBLIC DEFENDERS, AND PRIVATE CRIMINAL DEFENSE LAW-
YERS. HOWEVER, THE CRIMINAL JUSTICE SYSTEM MUST BEGIN
AN ACCELERATED GAME OF ‘CATCH-UP' TO INSURE THAT IT
DOES NOT CONTINUE TO IGNORE THE LARGELY UNTAPPED RE-

SOURCE OF WOMEN AS EMPLOYEES, PARTICULARLY WITH THE -

INCREASING NUMBERS OF ADULT AND JUVENILE FEMALE OF-
 FENDERS, AND THE INCREASING ATTENTICWN BEING PAID TO
FEMALE VICTIMS OF CRIME, ADDITIONAL WOMEN EMPLOYEES
THE ARTICLE ASSERTS, ARE A MUST.

S&N.Eﬁﬂm. COUNCIL 25 CRIMINAL

WISCOMSIN -
JUSTICE—EQUAL OPPORTUNITY/AFFIR#ATIVE ACTION -

PRCGRAM FOR 1878. - WISCONEW COUNCIL ON CRIMI-
NAL JUSTICE, 122 WEST WASH!NGTON. MADISON Wi
53702. 219p. 16877. ; NCJ-88852

THE AGENCY RESPOMSIBLE FOR ADMINISTEFIING FEDERAL

CRIMINAL JUSTICE ASSISTANCE IN WISCONSIN REPORTS ITS

PROGRESS IN MEETING GOALS RELATED TO EQUAL EMPL"‘M o

MENT OPFORTUNITY, AFFIRMATIVE ACTION, AND EQUALITY IN
- SERVICE PROVISION. THE POLIGY OF THE WISCORSIN COUNCIL
ON CRIMINAL JUSTICE (WCCJ) IN THESE AREAS IS SET FORTH,
AND THE COUNCIL'S PROGRESS TOWARD MEETING 1977 GOALS

AND OBJECTIVES FOR PERSONNEL HIRING, UTILIZATION, POL! -

CIES, AND PRACTICES, ARE OUTLINED, ANALYSES ARE PRESENT-
ED OF THE WCCJS'S SERVICE POPULATION, RELEVANT LABOR
MARKET, GOUNCIL MEMBERSHIP, AND STASF COMPOSITION

(CENTRAL AND REGIONAL OPERATIONS). AREAS IN WHICH THE

WCCJ'S PERSCHNEL POLICIES AND PRACTICES NEED TO BE (M-
- PROVED AHE IDENTIFIED IN A PROBLEM ANALYSIS, THESE AREAS
INCLUDE HISPANIC REPHESENTATION ON THE WORK FORCE,
CAREER DEVELOPMENT 'AND "TRAINING OPPORTUMNITIES, RE-
CRUITMENT OF WOMEN AND MINORITIES FOR TECHNICAL JOBS,
IDENTIFICATION . -OF = HANDICAPPED = PERSONNEL, - AND
GROUP-SPECIFIC RECORUKEEPING AND REPORTING ON SERV-
ICES AND PROGRAMMING FOR MINORITIES, FEMALES, HANDI-

CRIMINAL usTios SYSTEM

HLES RELATIVE TO PEFSONNEL REPRESENTATION, UTILIZATION,
POLICIES, AND PRACTICES. THE REPORT CLOSES WITH AN OVER-
VIEW OF EXISTING EMPLOYMENT POLICIES, PRACTICES, MONI-
TORIMG EFFORTS, AMD PLANNED IMPROVEMENTS IN THE FOL-

MENTS, RECRUITMENT AND APPLICATION, SELECTION AND AP-
POINTMENT, ORIENTATION FOR NEW EMPLOYEES, TRAINING AND
STAFF DEVELOPMENT, TRANSFERS, PROMOTION AND UPWARD

_MCSBILITY, PERFORMANCE EVALUATION, DISCIPLINE, TERAGHA-

TION, GRIEVANCE PROCEDURE, EXIT INTERVIEWS, RECCRDKEEP-

‘ING, ASSIGNMENT OF PROGRAM RESPONSIBILITIES, AND DIiS-

SEMINATION OF EQUAL EMPLOYMENT OPPORTUNITY AND AF-
FIRMATIVE ACTICN PROGRAM INFORMATION. SUPPORTING RATA

AND ' DOCUMENTATION-INGLUDING ORGANIZATION = CHARTS,
WORK-FORCE STATISTICS, AND A LIST OF REGRUWENT RE‘

SOURCE PERSONS-ARE APPENDED. (LKM)

US DEPARTMENT OF JUSTI% LAW' EN-

Sponsoring Agenacy:
FORCEMENT ASSISTANCE ADMINISTRATION,
Avllhbﬁlr NCJHS MICROFICHE PROGRAM.

mnmmu&mmnoumtmw 1
SEPTEM-

ITS FIFTY-ONE STATE A0VISORY COMMITTEES,
BER 1877. 228p. 1877, -

STATE-BY-STATE REPORTS OF THE 51 ADVISORY COMMITTEES

TO THE U.S. COMMISSION ON CiViL RIGHTS PROVIDE AN: OVER-
VIEW OF NATIONAL PROZAESS, BOTH ACHIEVEMENTS AND FAIL-
URES, AND PRESENT CHALLENGE FOR THE FUTURE. INARDITICN™ ~ -
TO THE TRADITIONAL CONCERNS ABOUT UNEMPLOYMENT AND -
EDUCATION, THZSE STATE REPORTS DOCUMENT THEE RISING M- -

PORTANCE CF WOMEN'S RIGHTS AND CIVIL RIGHTS IN THE AD-

MINISTRATION OF JUSTICE, STATE REPORTS FOCUS ON - -
‘WOMEN'S ISSUES RANGING FROM EQUAL CREDIT AND EMPLOY- -
MENT OPPORTUNIT TO DOMESTIC VIOLENCE. A SECOND MAJOR
AREA OF RESEARCH HAS BEEN CiviL RIGHTS IN THE, mmmag;

JUSTICE SYSTEM, PARTICULARLY IN  PRISONS AND

. POLICE-COMMUNITY ‘RELATIONS. RECOMMENDATIONS FOR ﬁ!— :
NORITY STAFFING OF CORRECTIONAL INSTITUTIONS REFLECT
. AWEHENESS OF THE NEED FOR EQUAL EMPLOYMENT OPEORTU- -

NITIES AND FOR ETHNIC AND CULTURAL SENSITIVITY BETWEEN
PRISONERS AND THEIR KEEPERS. AT THE: SAME TIME, SHIFTING
COMPOSITION OF TrIE CITIES REQUIRES LOGAL POLICE FORCES
TO BE SENSITIVE YO THE EVER-CHANGING CULTURAL CHARAC-

‘TERISTICS OF THEIR COMMUNITIES. INCHEASED (ECRUITMENT

OF INDIGENOUS POLICE: OFFICERS AND LOCALLY  INITIAYED
TRAINING ARE RECOMMENDED: iN ALL, THESE HEPORTS IDENTI-
FY 16 ISSUES: EDUCATION; EMPLOYMENT; WOMEN'S 'ISSUES;

- SUCH SPECIAL. GROUSS AS BLACKS, HISPAMNICS, ASIAN, AND PA-.
G AMERICANS; HOUSING; CIVIL RIGHTS ENFORCEMENT: 8.
DIGENOUS GROUPS SUCH AS AMERICAN !ND!ANSANDNATNE‘

ALASKANS; PRISONS; POLICE-COMMUNITY RELATIONS; ECONOM-

IC ISBUES; VOTING AND POLITICAL PARTICIPATION; INFORMATION

AND COMMUNICATIONS; MIGRANTS; HEALTH AND SAFETY AND
“NDOGUMENTED ALIENS.

G&WMWOHONWLRMM"!IM

AVENUE, NW, WASHINGTON DC 20428, rowm AN

UNDERSTANDING  OF BAKKE. 165 p. 1979,

-THIS PUBLK:ATION PURPORTS: TO INCREASE UNDERSTANDING

OF AFFIRMATIVE ACTION BY PRESENTING THE COMPLETE TEXT

. OF THE BAKKE DECISION AND THE EQUAL OPPORTUNITY COM-
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MISSION'S VOLUNTARY AFFIRMATIVE ACTION QUIDELINES. THE .
BAKKE DECISION, ANNQUNCED ON JUNE 26, 1978, ‘WAS A LAND- .
MARK: IT. WAS THE FIRST SUPREME COURT DECISION WHICH AD-

DRESSED THE ISSUE OF WHEN VOLUNTASY MEASURES INTEND-
ED TO REMEDY EFFECTS OF PAST R:ACE-OONS(}!OUS ACTION

NCI-43387 -




" CRIMINAL JUSTICE SYSTEM

MAY TAKE RACE INTO ACCOUNT. ALLAN BAKKE, A WHITE MALE
WHO AFPLIED FOR ADMISSION TO MEDICAL SCHOOL AND WAS
REJECTED, BROUGHT A SUIT IN A CALIFORNIA STATE COURT
AND ARGUED REVERSE DISCRIMINATION. HE EVENTUALLY TOOK
HiS APPEAL TO THE SUPREME COURT AND WON THE DECISION.
- THE RATIONALE BEHIND THE ARGUMENT OF JUSTICE {OWELL,
WHO DIC %0

PLYING THE VOLUNTARY AFFIRMATIVE ACTION GUIDELINES ARE
DISCUSSED, THE GUIDELINES EMPHASIZE THAT THE GENERAL

BAN ON EfPLOYMENT DISCRIMINATION iN FEDERAL LAWS MUST.

-~ BE UNDERSTOOD IN THE CONTEXT OF THE CONGRESSIONAL
PURPOSE UNDERLYING THEM, TZ IMPROVE THE ECONOMIC AND
SOCIAL CONDITIONS OF MINCRITIES. THE. GUIDELINES ENCOUR-
AGE EMPLOYERS TO DO A ‘REASONABLE SELF-ANALYSIS' OF
THEIR WORK FORCE, AND IF A “REASONABLE BASIS FOR CON-
CLUDING ACTION 5 APPROPRIATE, TO TAKE 'REASONABLE

~ ACTION' IN RELATION TO THE PROBLEMS DISCLOSED. BESIDES
THE TEXT OF THE BAKKE DECISION AMD THE VOLUNTARY AF-
FIRMATIVE ACTION GUIDELINES. THE REPORT FURNISHES TWO
STATEMENTS BY THE U.S. COCMMISSION ON CIVIL RIGHTS ON AF-

FIRMATIVE ACTION AND A 1578 PRESIDENTIAL. MEMORANCUM ON.
AFFIRMATIVE ACT! lON PROGRAMS,
Supplamental Notes: US COMMISSICN ON CiiL HSGPTI'S
CLEARINGHOUSE PUBLICATION.
Avalisbiiity: GPO. Stock Ordsr ho. 005-000-00199-4, -

56. -US DEPARTHMENT OF JUSTICE LAW ENFORCEMENT AS-
SISTANCE ADMINISTRATION OFFICE OF CIVIL RIGHTS
COMPLIANCE, WASHINGTON,. DC 20531, ~ CIYIL RIGHTS
ENFORCEMENT UNDER THE
PROGRESS REPIHT, 19741978, 66 1978,

NCS-53860

LEAA'S OFFICE OF CIVIL RIGHTS GOMPLIA!“CE WAS ESTABLISHED
TO ENSURE THAT RECIP/ENTS OF GRANT FUNDS COMPLY WITH
-THZ - NONDISCRIMINATION PRCVISIOMS. THIS REPORT HIGH-
LIGHTS THE ACTIVITIES OF THE OFFICE SINCE THE 1977 JORDAN
AMENDMENT. THE JORDAN AMENDMENT TO THE OMNIBUS
CRIME CONTROL ACT ELIVMINATED AGENCY DISCRETION IN INITI-
ATING THE CUTOFF OF FUNDING AND PROVIDED FOR ‘TRIGGERS'
THAT WOULD AUTOMATICALLY BEGIN ADMINISTRATIVE PROCE-
DURES FOR THE CUTOFF OF FUNDING TO GRANT RECIPIENTS
NOT COMPLYIMNG WITH CIVIL RIGHTS FROVISIONS OF THE AGT.

| THE  ARENDMENT ALSO REQUIRED LEAA/OFFICE OF CiVIL

RIGHTS COMPLIANCE (OGRC) TO PROMULGATE TWO SETS OF

NEW REGULATIONS, SETTING SPECIFIC TIME LIMITS TO RESPOND .
"TO COMPLAINT FILING, INSTITUTE AN INVESTIGATION, AND.

ADVISE COMPLAINANTS OF THE STATES OF THEIR CASE, AND TO
CONDUGT INDEPENDENT AUDITS AND REVIEWS OF RECIPIENT

- COMPLIANCE. OCRC REVIEWS GRANT APPLICATIONS .FOR CiViL

BIGHTS CONCERNS IN A MANNER SIMILAR TO LEAA BUDGET AND
FINANCIAL REVIEWS AND IMPOSES SPECIAL COWDITICNS ON
GRANTS WHERE NECESSARY. THE COMPLAINTS MUST BE PROC-
ESSED WITHIN 171 DAYS ARND SYSTEMIC REVIEWS OF CiVIL

RIGHTS COMPLIANCE MUST BE CONDUCTED IN A MANNER SiMi- .

LAR TO FISCAL OR MANAGEMENT AUDIT. OCRC EVALUATED ITS
ADMINISTRATIVE PROCEDURES IN 1878 WITH A VIEW TO iNITIAT-
ING A COMPUTER-ORIENTED, AUTOMATED PROCESSING AND IN-
FORMATION SYSTEM (A COMPLAINT CASE PROCESSING HAS
- BEEN PARTIALLY AUTCMATED AND A RELATED MANAGEMENT IN-
FORMATION SYSTEM HAS BEEN PREPARED PROVIDING STAFF
PERFOAMANCE INFORMATIGHN). SUMMARIES {F THE RESULTS OF
= COMPLAINT PROCESSING AND COMPLIANGE ‘REVIEWS FOR THE

YEAR ARE PRESENTED AS WELL AS A DISEST OF ADMINISTRA.

TIVE SUSPENSIONS AND TERMINATIONS OF FUNDS. THE OCHC
COORDINATICS] EFFORTS WITH CIVIL RIGHTS AGENCIES, USE OF

CONTRACTORS WITH CIVIL RIGHTS EXPZRTISE TO IMPROVE M)

NORITY EMPLOYMENT AND COMMURITY SERVICE PRACTICE OF

RECGIPIENTS, AND FUTURE PLANS ARE DOCUMENTED. AFFEN.

DIXES OONTAIN PLANS FCR REGULATIONS TO BE DEVELOPED
OR UNDER REVIEW PRIOR TO SEPTEMBER, 1879 AND rOR FEGU-
LATIONS SCHEDULED FOR INITIAL AEVIEW, :

HOT -ALIGN HIMSELF WITH THE JUSTICES ON EITHER -
.SIDE OF THE ISSUE, 1S EXPLAINED, AND THE DIFFICULTIES IN AP-

JORDAR ~ ARSENDMENT

§7. WASHINATON UNIVERSITY SCHOOL OF LAW, ST LOUIS

MO 83130, . CONVICTION: RECORDS A8 BARRIERS TO
EMPLOYMENT—RACIAL DISCRIMINATION UNDER TITLE
7—GREEN ¥V MISSQURI PACIFIC RAILROAD, 523 F.2D
1280 (5TH CIR. 1975). WASHINGTON UNIVERSITY iAW
QUARTERLY, V 1976, N -1 (1676), P 122-134,

: NCJ-28548

* THIS DECISION HELD THAT STATISTICAL EVIDENCE SUPPORTS A

FINDING THAT A BLANKET RULE AGAINST HIRING EX-OFFENDERS

" 1S, PRIMA FAGIE, RACIALLY DISCRIMINATORY, AND CANNOT BE

JUSTIFIED BY BUSINESS NECESSITY. THIS CASE COMMENT ANA.

LYZES THIS DECISION ALOGNG WITH OTHER PERTINENT CASE -

LAW DEALING WITH RAGIALLY DISCRIMINATORY BUSINESS PER-
SONNEL POLICIES ’JNDEﬂ TITLE Vil OF THE CWiL RIGHTS ACT OF

- 1864,

58 P.B. WES‘I’ON.  SUPERVISION IN THE ADMINISTRATION
OF JUSTICE~-POLICE, CORRECTIONS, COURTS, 2ND ED.
CHARLES C THOMAS, 301-327 EAST LAWRENCE AVENUE,
SPRINGFIELD IL 62717, 219p. 1878, NCJ-50583

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-STUDY TEXT. LIKE THE ORIGH-

NAL TEXT, THE SECOND EDITION EXPANDS UPON THE THEME

THAT SUPERVISION OF EMPLOYEES IN GRIMINAL JUSTICE AGEN-
CiES REQUIRES A SPECIAL 80DY OF KNOWLEDGE. FIVE NEW
CHAPTERS HAVE BEEN ADDED. ONE FOCUSES ON THE SUFERVI-
SOR'S ROLE FROM FIRST-LEVEL SUPERVISICN OF EMPLOYEES
TO MIDOLE-LEVEL AND EXECUTIVE SUPERVISION. OTHERS

- DETAIL SUPERVISQRS' RESFONSIBILITIES WITH RESPECT T
- ETHIGAL BEHAVIOR, EMPLOYEES' RIGHTS, EQUAL OPPORTUNITY,

ANMD CONDUCT OF INTERVIEWS AND COUMSELING SESSIONS
WITH EMPLOYEES EXPERIENCING FROBLEMS RELATED TO JOB
STRESS. OTHER CHAPTERS, ALL OF WHICH HAVE BEEN MCDI-

FIED AND UPDATED, COVER THE DUTIES AND RESPONSIBILITIES v

OF SUPERVISORS; LEADERSMIP, DECISIORMAKING; TRAINING;
COMMUNICATIONS; EMPLOYEE MiSCOMDUCT AND CQRRECTIVE
DISCIPLINE; WORK MOTIVATION, JOB SATISFACTION,
MORALE; AND WORK ASSIGNMENTS AND APPRAISAL. LEARNING
AIDS INCLUDE A STATEMENT OF CHAPTER OBJECTIVES AT THE
BEGHNNING OF EACH CHAPTER AND REVIEW AND DISCUSSION
QUESTIONS AT THE EMND OF EACH SECTION. MAJOR CONCEPTS
AND PRACTICES ARE ILLUSTRATED IN CHARITS AND DIAGRAMS.
LISTS OF REFERENCES ARE INCLUDED. (AUTHOR ABSTRACT
MODIFIEES}

Avalisbility: CHARLES C THOMAS. 301-327 EASYT LAWRENCE
AVENUE, SPRINGFIELD IL 62717,

AND



POLICE

§9. A. ABRAMOWITZ, L. CﬂITES, M. GATES, E. MINTZ, &nd G,

SANDLER. WORIEN - POLICING—4 ~ MANUAL.
POLICE FOUNDATION 1909 K STREET, NW, WASKINGTON
DC 20008. 97p. : NCJ-18545

A SURVEY AND GUIDE TO POLICE AGEWCIES AND MUNICIPAL
GOVERNMENTS IN THE SUCCESSFUL RECRUITMENT TRAINING,
AND UTILIZATION OF FEMALE POLICE OFFICERS, WITH EMPHASIS
ON OBSTACLES FACED BY POLICEWOMEN. CASE. STUDIES GF
. THE EXPERIENCES OF SEVERAL POLICE FORCES IN EMPLOYING
"FEMALE POLICE OFFICERS ARE FIRST PROVIDED. AN OUTLINE
FOR 2, SH4ONTH RECRUITMENT CAMPAIGN, AND SUGGESTIONS
ON $0NITORING THE RECRUITMENT EFFORT ARE ALSO GIVEN.
SELECTION STANDARDS WHICH MAY NEED SCRUTINY DUE TO
THEIR TENDENQY TO LIMITV SIGNIMCANTLY . THE NUMBER OF
WOMEN ACCEPTED INTO POLICE DEPARTMENTS ARE DIS-
CUSSED, AND ALTERNATIVE APPROACHES TQ THESE SELECTION
CRITERIA. ARE SUGGESYED. ALSO CONSIDERED ARE  SUCH

TRAINING ISSUES AS EQUAL OR DIFFERENTIAL. TRAINING, INTE-

GRATED OR SEGREGATED TRAINING, THE VARIOUS AP-
PROACHES TO PHYSICAL TRAINING, THE RELEVANCE OF FIELD
TRAINING, THE NEED FOR SUPPLEMENTAL AND OPTIONAL TRAIN-
ING, THE RE-TRAINING OF VETEHAN WOMEN POLICE OFFICERS,
 THE DESIRABILITY OF HAVING WOMEN IN POSITIONS CF AU.
THORITY AND THE EFFECT OF INSTRUCTOR AND HECRUIT ATTI-
TUDES. I1SSUES OF PERFORMANCE. INCLUDING POTENTIAL BENE-

REVIEWED. EMPHASIS IS ON FEMALE POLICE N NEW YORK CITY.
ALTHOUGH AN EARLIER MOVEMENY HAD INTRODUCED MATFIONS
INTO THE NEW YORK CITY'S JALS, POLICE OFFICALS ADAMANT-
LY RESISTED HIRING WOMEN: FOR FOLICE DETEMTION CASES.
LEGISLATION .IN 1888 LAID THE GROUDWORK FOR THE HIRING
OF THE FIRST PQLICE MATRONS. WORLE WADR. | EXRANBED THE
ROLE CF FEMALE POLICE, AND LEGISLATION IN 1920 GAVE MA-

TRONS POLICE POWER AND GRANTED TENURE TO FEMALE WAR,

FIREES. THE TITLE, ‘POLICEWOMAN, ESTABLISHED IN. 1525 EN-
DUHED LNTIL 1873 WHEN THE UNISEX TITLE ‘POLICE OFFICER'
S ADOPTED. BOVH THE POLICEWCMAM DESIGNATION AND

, .,ex.sﬂseo SEGREGATION OF -FOLICT ZMWTIES AND SEPARATE

FITS OF A PERFORMANCE EVALUATION SYSTEM, PROBLEMS IN- -

VOLVED IN PERFORMANCE EVALUATICN, RATING BIAS, DEALING
WITH BIAS, FACTORS INVOLVING THE PERFCRMANCE OF PO-

" LICEWOMEN, MCAALE, REWARDS, AND SANCTIONS ARE ALSO

EXPLORED. OTHER TOPICS DISCUSSED INCLUDE OPERATIONAL
. CONSIDERATIONS, PROMOTIONS, RESISTANCE TO EMPLOYING

POLICEWOMEN, AND PROGRAM EVALUATIONS OF WOMEN. ON

PAROLE. PERSONAL STATEMENTS ON THE PATROL EXPERIENGE

BY SIX OFFICERS, A LEGAL ANALYSIS OF WOMEN IN POLICING,

AND A BILLIOGRAPHY ON POUCE‘WOMEN ARE INCLUDED AS

WELL.
Sponsoring Agency: FORD FOUNDATION, 320 EAST 43RD STREET,
NEW YORK NY 10017,

60. L. ACERRA. FROM MATRON TO COMMANDING OFF)-

CER—~WOMEN'Z 'CAANGING ROLE Iii LAN ENFORCE-

MENT (FAOM LAW ENFORCEMENT EBIBLE, 197¢, avy
ROBERT A _SCANLON-~SEE  NCJ-49390). STOEGER
PUBLISHING COMPANY, 55 RUTA COURT, SOUTH HACK-
" ENSACK NJ07608.. 10p. 1978, NCJ-40404

THE CHANGING FIOLE OF WOMEN IN LAW ENFORCEMENT, FROM

THE FIAST POLICE MATRONS HIRED IN 1881 TO THE PRESENT, 1S

‘BEING -ASSIGNED TO PATROL PRECINCTS, PRIMARILY

PROMOTIONAL POLICIES AND TITLES SERVED TO DiSCRIMINATE
AGAINST FEMALE POLICE. iN 1852, THERE WAS A SPECTACULAR
INCREASE IN THE NUMBER OF WGMEN WITH DETECTIVE RAT-
INGS. AND BY 1655 WOMEN DETECTIVES WERE BEING ASSIGNED
TO A VARIETY OF DUTIES. IN 1965 A UNISEX MEEAT SYSTEM OF .
ADVANCEMENT WAS INITIATED, AND IN 1967 ‘WOMEN WERE
ON
STATION-HOUSE ASSIGNMENTS. DURING THE EARLY 1870S, EX-
PESIMENTS IN NEW YORK CITY AND WASHINGTON, D.C. DEMON- .
STRATED THAT WOMEN COULD PERFORM A WIDE RANGE OF
PATROL DUTIES AS WECL AS THEIR MALE COUNTERPARTS. IN
NEW YORK CITY, HEIGHT REQUIREMENTS WERE ABOLISHED AND
WOMEN PARTICIPATED IN THE SAME TRAINING AS MEN. AlL-
THOUGH. IN THEORY, WOMEN'S ASISIGNMENTS WERE TO BE
EQUAL TO MEN'S PATROL DUTIES, SEGREGATION IN ASSIGN-
MENTS WAS STILL. PRACTICED AND WOMEN OFFISERS WERE
GENERALLY. ASSIGNED TO MATRON DUTIES. HOWEVER, THIS
PROBLEM IS BEING SCLVED BY THE HIRING OF CIVILIAN MA-
THONS. ISSUES REGARDING UNIFORMS, WEAPONS, AND OTHER
AHEAS WHERE DISCRIMINATION STILL EXISTS ARE BEING RAISED
AND THEIR LEGALITY CHALLENGED. INCREASING CAREER DEVEL-
OPMENT OPPCRTUNITIES FOR FEMALE OFFICERS SHOULD
RESULT iIN AN INCREASE IN FEMALE APPLICANTS. WHAT iS NOW
NEEDED IS THAT POLICE DEPARTMENTS, AND THE MALE OFF!-
CERS PROJECT A POSITIVE ATTITUDE TOWARD 'WOMEN'S DRIVE
FOR EQUALITY. A SYSTEM OF CONTROLS MUST BE BUILT INTO
THE SYSTEM THAT WIiLL ENSURE TRUE EQUALITY OF ASSIGN-
MENT AND POLICY FORMULATIONS SHOULD INCORPORATE THE
FEMALE OFFICER'S .POINT QF VIEW, PARTICULARLY lN THOSE
AREAS DIRECTLY RELEVANT TO hER ROLE



POLICE

81. B, BARNABAS. PROFILE OF A GOOD POLICE OFFICER.
COPP ORGANIZATION, ING, 37 WEST 38TH STREET, NEW
YORK NY 10018. LAW AND ORDER, V 24, N & (MAY
1978), P 32, 34, 36, 38, 40, 42 AND 44, NCJ-34585
A TEST WAS DEVELOPED FOR POLICE APPLICANTS IN WICHITA
(K8) TO PREDICT SUCCESSFUL TRAINING AND PERFORMANCE IN
COMPLIANCE WITH EQUAL EMPLOYMENT OPPORTUNITY AND AF-
FIRMATIVE ACTION LAWS. THE TEST MEASURES PERSONALITY
PARAMETERS, ADJUSTMENT UNDER STRESS, VOCATIONAL IN-
TERESTS, 48 WELL AS THE STANDARD INTELLIGENCE, VOCABU-
- LARY, ORAL COMPREHENSION, AND CLERICAL EFFICIENCY
" YESTS. THE TEST WAS FOUND TO BE HIGHLY EFFlCIENT N PRE-
D!CTING APPLICANT SUCCESS,

62. E.BEARD LP.BROWN.NLE.GARY.
mnmcsmmoremcxmucsamceaswme

DISTRICT OF COLUMBIA METROPOLITAN. POLICE DE-

PARTMENT. HOWARD UNIVERSITY, P. O 'BOX 181,
: WASHINGTON DC 20001. 133p. 1978, MCJ-32485
R THIS STURY REPORTS DATA ON THE RECRUITMENT, JOB ASSIGN-
MENTS, PROMOTION, INTERPERSONAL RELATIONS, RETENTION,
AND ATTRITION CF BLACK OFFICERS IN THE METROPOLITAN
POLICE DEPARTMENT {MPD). OTHER TOPICS COVERED INCLUDE:
! BACKGROUND. AND PERSONAL CHARACTERISTICS: INTERPER-
SONAL RELATIONS AMONG PCLICE OFFICERS AND THEIR PER-
CEPTIONS OF THE COMMUNITY'S ATTITUDES TOWARDS THE
MPD; ATTITUDES OF BLACK OFFICERY TOWARDS MPD SUPERVYI-
SORS AND OFFICIALS AND THE ISSUE OF DISCRIMINATION IN DE-
PARTMENT POLICIES AND REGULATIONS; JOB SATISFACTION
. AND PROMOTIDN OPPORTUNITIES; AND SIGNIFICANT PROBLEMS
CONFRONTING THE POLICE DEPARTMENT, POLICE PROFESSION,
AND POLICE OFFICERS. (AUTHOR ABSTRACT)

Sponeoting Agencies: DISTRICT OF COLUMBIA OFFICE OF CRIMI-
NAL JUSTICE PLANS AND ANALYSIS, 1322 E STREET, NW, WASH-

INGTON .DC 20004; US DEPARTMENT OF JUSTICE LAW EN-

.. FORCEMENT ASSISTANCE ADMINISTRATION--REGION 3.
Avdhbﬂ!ty‘ NGJRS MICROFICHE PROGRAM.,

83. L B. BERRONG. MILITARY POLICE SELECTION—AGE
VERSUS MATURITY. US DEPARTMENT OF THE ARMY
US ARMY COMMAND AND GENERAL STAFF COLLEGE,
FORT LEAVENWORTH KS 66027.. 18 p. 1077,

BASED UPCN DATA FROM RELEVANT REPORTS AND SURVEYS,
RECOMMENDATIONS ARE MADE CONCERNING THE MINIMUM AGE

REQUIREMENT FOR ‘MILITARY POLICE. THE 1876 TASK GROUP.

REPORT ON PROVOST MARSHAL AND MILITARY POLICE 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 POS-
SIBLE REASON FOR THIS UNACCEPTABLE PERFORMANCE. IT IS

Sponeoring
FORCEMENT ASSISTANCE ADMINISTRATION;

" AFFIRMATIVE ACTION

"IN INCREASING MINGRITY RECRUITMENT AND IDENTIFYING DE-

TERRENTS. TO. MINCRITY RECRUITMENT AND. RETENYION. INCI-
DENCE DAT/; REGARDING MINORITY APPLICATIONS WERE OB-
TAINED FROM THE PERSONNEL DEPARTMENT. DATA REGARDING
DETERRING FACTORS WERE OBTAINED THROUGH INTERVIEWS
WITH PAST AND PRESENT MINORITY OFFICERS, MINORITY COM-

" MUNITY LEADERS AND CITIZENS; AND SCHOOL PERSONNEL. INCI-

DENCE DATA INDICATE THAT THE NUMBER OF MINORITY OFFI-

CERS HAS CONSISTENTLY RERMINED LOW. INTERVIEW RE-

SPONSES SUGGEST THAT FURTHER INTENSIFICATION OF RE-
CRUITMENRT EFFORTS IS NEEDED WITHIN THE COMMUNITY AND
WITHIN THE HIGH SCHOOLS WITH SPECIAL EFFORTS TO INVOLVE
COUNSELORS. RESPONDENTS. SUGGESTED THE NEED FOR A
CONCENTRATED EDUCATIONAL PROGRAM, AT ALL GRADE

- LEVELS WITHIN THE SCHOOLS TO FURTHER THE UNDERSTAND-

ING OF LAW ENFORCEMENT AND TO ACQUAINT STUDENTS WITH
THE ADVANTAGES OF LAW ENFORCEMENT CAREERS. FOR THE
OTHER REPORTS IN THIS SERIES, SEE NCJ-34900.

US DEPARTMENT OF JUSTICE LAW EN.
DES MOINES
CHAMBER OF COMMERCE, 800 HIGH, DES- MOINES 1A 50307;
DES MQOINES/POLK COUNTY METROPOLITAN CRIMINAL JUSTICE
CENTER; DES MOINES,
Availability: NCJRS MICROFICHE PROGRAM.

35. C. . BREECE and G. R. GARRETT. WOMEN I POLIC-
ING-—CHANGING PERSPECTIVES ON THE ROLE (FROM
CRIMINAL JUSTICE PLAMNING, 1577 BY JOSEPH E
SCOTT, AND SIMON DINITZ—SEE = NCJ-44978).
PRAEGER PUBLISHERS C/O HOLT, RINEHART, WINSTON,
383 MADISON AVENUE, NEW YORK NY 10017. 23 p.
1977, . NCJ-44978

LITERATURE ON LEGAL. SOCIAL, AND OTHER INFLUENCES ON
THE ROLE OF WCOMEN N POLICE WORK iS REVIEWED, AND THE
STATUS OF POLICEWOMEN IS ASSESSED. THE INVOLVEMENT OF
WOMEN IN POLICE WORK HAS BEEN LINKED WITH THE STEREO-
TYPING OF PERSONALITY CHARACTERISTICS AND OF FEMALE

" ROLES. TOGETHER WITH THE: PARAMILITARY IMAGE OF POLICE

AGENCIES, STEREOTYPED VIEWS HAVE REDUCED THE PROBABIL-
ITIES OF WOMEN ENTERING POLICE WORK AND HAVE CONFINED .

'CAREER MOBILITY FOR POLICEWOMEN TO SUCH AREAS AS JU-

- VENILE WORK, METER PATROL, AND ADMINISTRATIVE DUTIES,

THE LAW PROHIBITING DISCRIMINATION IN EMPLOYMENT ON THE

" BASIS OF 8EY. WAS THE MOST IMPORTANT LEGAL ACTION AF-

FECTING DEPARTMENTAL. POLICIES CONCERNING - WOMEN.

. OTHER IMPORTANT LEGAL ISSUES AFFECTING WOMEN IN LAW

POINTED QUT, HOWEVER, THAT NO SPECIFIC EVIDENCE EXISTS -

THAT PERSONS OVER 21 CAN DO A BETTER JOB THAN YOUNGER
- PERSONNEL. IT IS SIMPLY THE PREVAILING OPINION OF THOSE IN
COMMAND POSITIONS. RAISING THE AGE MINIMUM IS VIEWED AS
IMPRACTICAL, SINCE 70 PERCENT OF THE PEOPLE ENTERING

THE MILITARY POLICE CORPS ARE UNDER 21 YEAHS OF AGE. IN'

ADDITION, 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-

ENFORCEMENT ' INCLUDE SEPARATE PROMOTIONAL PROCE-
DURES AND JOB DEFINITIONS FOR MALES AND FEMALES, PHYSI-
CAL FITNESS AND WEIGHT/HEIGHT REQUIREMENTS, TESTS CON-
TAINING SEX-SPECIFIC ITEMS, AND THE VETERANS' PREFERENCE
SYSTEM. SOCIAL REACTIONS TO THE USE OF WOMEN IN POLICE
AGENCIES AND ON PATROL VARY ACCORDING TO POPULATION
GROUP, ALTHOUGH STUDIES INDICATE THAT THE PUBLIC GENER-
ALLY IS NOT OPPOSED TC WOMEN IN POLICING. THE GREATESY
RESISTANCE TO THE USE OF POLICEWOMEN, PARTICULARLY ON

" PATROL DUTY, COMES FROM MALE POLICE OFFICERS. IMPROVED
- PUBLIC IMAGE, LEES VIGLENCE IN POLICE-CITIZEN ENCOUNTERS,

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,

Avaltabiity: NTIS _Accession No. ADA 043 015 (Microfiche);

iy NCJHS MICROFICHE PROGRAM.

.4 W. D. BOETTCHER. MINORITY RECRUITMENT AND RE-

- TENTION IN THE DES MOINES POLICE DEPARTMENT—-A

SURVEY OF OPINIONS.” 63p. 1975, NCJ-34911

FINDINGS OF A STUDY TO ASSESS THE EFFECTIVENESS OF THE
DES MOINES POLICE DEPARTMENT JUVENILE LIAISON PRCJECT |

OVERALL REDUCTION OF POLICE VIOLENCE, AND BETTER HAN-
DLING OF RAPE AND SEX CRIME VICTIMS ARE AMONG ADVAN. .
TAGES ASSOCIATED WITH THE USE OF FEMALE PATROL OFFI.
CERS IN PILOT PROGRAMS, MAJOF DISADVANTAGES INCLUDE
ADVERSE EFFECTS ON THE MORALE OF MALE OFFICERS AND
THE TENDENCY OF MALE OFFICERS TO BE OVERLY PROTECTIVE
OF THEIR FEMALE COLLEAGUES. TOPICS FOR FUTURE STUDIES
OF WOMEN IN POLICING ARE SUGGESTED. A LIST OF REFER-
ENCES IS INCLUDED.

06. CHESAPEAKE (VA) MINORITY RECRUITNENT M um-

" POWER  DEVELOPMENT - PROGRAM-—EVALUATIVE
REPORT. 100p. . NCJ-30820

THIS PROJECT INVOLVED A SEARCH AND RECRUITMENT STRAT-

EQY AIMED AT MINORITY AND COLLEGE-EDUCATED CANDIDATES,



EQUAL EMPLOYMENT OPPORTUNITY

" COUPLED WITH AN INTERN TRAINING PROGRAM. GOALS OF THE
PROJECT WERE TO INCREASE THE NUMBER OF NONWHITE OFFI-
CERS, TO INCREASE THE NUMBER OF WHITE AND NONWHITE
COLLEGE GRADUATE RECRUITS, TO INCREASE THE EFFECTIVE-
NESS OF RECRUITMENT TECHNIQUES AMONG MINORITIES, 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 EXPLORE' 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 1S 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.
- Sponsuring Agency:

FORCEMENT ASSISTANCE ADMINISTRATION.
Avaliabjiity: NCJRS MICROFICHE PROGRAM. '

67. M. COHAN. IOWA—DEPAH‘I’HENT oF PUBLIC
SAFETY--EQUAL EMPLOYMENT OPPORTUNITY COORDI-
NATOR—PRELIMINARY EVALUATION.  IOWA DEPART-
MENT OF PUBLIC SAFETY, EAST 12TH AND WALNUT
STREETS, DES MOUINES 1A §0319. 3 p. 1876,

. . ) . . . NCJ-45715

THE PERFORMANCE OF A FULL-TIME COORDINATOR HIRED TO

PROMOTE FEMALE AND MINORITY RECRUITMENT, TO DEVELOP

HIRING PROCEDURES, AND TO OVERSEE ECGUAL EMPLOYMENT

: US DEPARTMENT OF JUSTICE LAW EN-.

-aguce ,

'RATORS WAS NEGUGIBLE-AN |ND!CATION THAT, DESPITE EM-
PLOYMENT GAINS BY MINORITIES, POLICING IS STILL FAR FROM
INTEGRATED. THE MINORITY OFFICER'S PROBLEM OF BEING THE
"AST HIRED AND FIRST FIRED' IS SECOMING INCREASINGLY SIG-
MIFICANT IN LIGHT OF THE FINANCIAL WOES TROUBLING MANY
CITIES. EXAMPLES OF DISCRIMINATORY RECRUITMENT, HIRING,
AND-ASSIGNMENT PRACTICES CAN STILL BE CITED, AS GAN IN-
STANCES IN WHICH BLACK AND HISPANIC OFFICERS ENCOUNTER
HARASSMENT AND VIOLENCE WHEN THEY ATTEMPT TO CHAL-
LENGE THE STATUS .0, ON THE OTHER HAND, 1T APPEARS
LIKELY THAT POLIGE MINORITY RECRUITING AND PROMOTION
WILL COME UNDER INCREASED FEDERAL SCRUTINY, AND THERE
HAVE BEEM INSTANCES IN WHICH WHITE AND MINORITY OFF1-
CERS HAVE WORKED TOGETHER FOR A COMMON GOAL. IN DE-
TROIT, THE CITY'S POLICY OF PROMOTING EQUAL NUMBERS OF .
WHITE AND BLACK OFFICERS TO VACANCIES AT THE RANK OF .
SERGEANT HAS BROUGHT LAW SUITS CHARGING REVERSE DIS-
CRIMINATION. THE SUITS ARE OF NATIONAL IMPORTANCE BE-
CAUSE THEY CHALLENGE A "VOLUNTARY! (NONCOURT-ORDERED)

" AFFIRMATIVE ACTION PLAN. IN 972, THE DALLAS POLICE CHIEF

SET AN AMBITIOUS MINORITY-HIRING GOAL -AS PART OF AN
ILL-FATED §-YEAR PLAN TO REFORM HIS DEPARTMENT. THE
GOAL WAS NOT. REACHED, DALLAS' PROBLEM IN RECRUITING M-

" NORITIES IS LINKED BY SOME TO 'THE DEPARTMENT'S REQUIRE-

CPPORTUNITIES IS EVALUATED. THE GOAL OF THE COORDINA-

TOR POSITION IS TO ENABLE THE IOWA DEPARTMENT OF PUBLIC
SAFETY TQ IMPLEMENT AFFIRMATIVE ACTION AND EQUAL OP-
PORTUNITY PROGRAMS IN ITS HIGHWAY PATROL, CRIMINAL IN-
VESTIGATION, VICE, NARCOTICS, AND RESEARCH AND ADMINIS-
TRATIVE UNITS. THE COORDINATOR'S PERFORMANCE DURING
HER FIRST YEAR WITH THE DEPARTMENT IS EVALUATED IN
TERMS OF PROGRESS TOWARD 11 OBJECTIVES. THE COORDINA-
TOR'S EFFORTS RESULTED IN INTERVIEWS WITH 13 WOMEN AND

30 MINORITY PERSONS, OF THOSE INTERVIEWED, 5 WOMEN AND

4 MINORITY PERSONS JOINED THE DEPARTMENT. THE COORDI-
NATOR CONTACTED COLLEGE PLACEMENT OFFICES AND AT-
TENDED CAREER DAY SESSIONS AT COLLEGES AND UNIVERSI-
.TIES IN ORDER TO PROMOTE PUBLIC SAFETY CAREER QPPORTU-
NITIES FOR WOMEN AND MINORITIES. THESE AND OTHER ACTIVI-
TIES LED TO THE CONCLUSION THAT THE COORDINATOR HAS
PERFORMED SATISFACTORILY.. CONTINUATION OF THE GRANY
SUPPORTING HER EMPLOYMENT 1S RECOMMENDED. THE GUIDE

USED IN AN EVALUATIVE INTERVIEW WITH THEE COORDINATOR IS

INCLUDED.

Sponsoiing Agencles: IDWA CRIME COMMISSION;  US DEPART-
MOEN';;O?VF JUSTICE LAW ENFORCEMENT ASSISTANCE ADMIN:S-
TRA 2 .

66. B. CORY. MINORITY PGLICE-~TRAMPING THROUGH A
RACIAL MINEFIELD. CRIMINAL JUSTICE PUBLICATIONS,
INC, 801 SECOND AVENUE, NEW YORK NY 10017
POLICE MAGAZINE, V 2, N 2 (MARCH 1979), P 4-14.
. NCJ-54484
AN OVERVIEW OF THE STATUS OF MINORITIES IN POLICING. IN-
CLUDES PROFILES OF THE POLICE DEPARTMENTS IN DETROIT,
MICH., AND DALLAS, TEX., TWC CITIES WHERE MINORITY HIRING
HAS BEEN PARTICULARLY CONTROVERSIAL. THE NUMBERS OF
MINORITIES ON POLICE FORCES HAVE INCREASED, ATTITUDES
OF AND TOWARD MINORITY POLICE HAVE IMPROVED, AND M-
NORITY POLICE ORGANIZATIONS HAVE BECOME INCREASINGLY
VOTAL. 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 CQUNTERPARTS. A 1875 STUDY
FOUND THAT THE PERCENTAGE OF MINORITY POLICE ADMINIS-

MENT OF COLLEGE TRAINING FOR AECRUITS. BUT POLICE AND

CITY ADMINISTRATORS DENY SUCH A LINK, AND THE DEPART: . )

MENT'S BLACK QFFICERS SUPPORT THE REQUIREMENT.
Suppiemental Notes: BACK ISSUES ALSO AVAILABLE,

Avaliabitity: CRIMINAL JUSTICE PUBLICA“ONS INC. ﬁi SEMND ,
AVENUE, NEW YORK NY 10017.

69. L. cnrrss. WOMEN IN I.AW m INTER- -
NATIONAL CITY MANAGEMENT ASSOCIATION; 1140 CON-
. NECTICUT AVENUE, NW, WASHINGTON ocaoose. CMAN-
AGEMENT INFORMATION SERVICE REPORT, V¥ 5, N 9
{SEPTEMBER 1873), COMPLETE ISSUE. NCJ-11302
USE OF WOMEN IN POLICE PATROL FUNCTIONS, DIRECTIVES ON
IMPLEMENTING SUCH PROGRAMS, AND BENEFITS GAINED. THE
AUTHOR DISCUSSES THE LEGAL STATUS OF WOMEN TOQOAY,
CITING THE FOURTEENTH AMENDMENT AND THE CiViL RIGHTS
ACT OF 1964 WHICH PROHIBIT DISCRIMINATION ON THE BASIS OF
SEX. BASIC MISCONCEPTIONS ABOUT WOMEN'S EMOTIONAL IN-
STABILITY AND LACK OF SEIF CONFIDENCE ARE EXAMINED IN

. .THE CONTEXT THAT THEY HAVE IMPEDED THE EMPLOYMENT OF
WOMEN 15i PATROL WORK. THE ‘AUTHOR PRESENTS A UIST OF

CITIES AND COUNTIES WHICH ARE KNOWN TO BE UTILIZING
WOMEN ON PATROL. HE INDICATES THAT THERE ARE BENEFITS
TO THE POLICE DEPARTMENT WHICH MAKES SUCH USE OF PO-
LICEWOMEN, SOME OF THE BENEFITS MENTIONED ARE FEWER
CITIZEN COMPLAINTS FOR SUCH CHARGES AS POLICE BRUTAL-
ITY, INCREASED ATTENTION TO THE SERVICE NATURE OF POLICE
WORK, AND IMPROVED CAPABILITY IN A SURVEILLANCE SITUA- -
TION WHERE THE POLICEWOMAN CAN BE INCONSPICUOUS. THE
AUTHOR DISCUSSES THE PLANNING OF SUCH PROGRAMS IN THE
AREAS OF RECRUITMENT, TESTING, SCREENING, TRAINING, AND
SELECTION OF UNIFORMS. HE ADVOCATES CAUTION IN THE USE
OF SUCH GUIDES AS THE OFFICER'S ARREST RECORD AND ATTI-
TUDE SURVEYS TO EVALUATE THE POLICEWOMAN'S PERFORM-
ANCE,

70. M.D.DUNNETTE“S.J.HD’I‘OM roue:n-

LECTION AND CAREER ASSESSMENT. PERSONNEL DE- -
CISIONS, INC, 2515 FOSHAY TOWER, MINNEAPOUS MN -
§5402. 220p. 1975, ' NCJ-20087

THIS REPORT DETAILS THE AESEARCH ACTIVITIES AND VALIDA-
TION EFFORTS UNDERTAKEN IN THE DEVELOPMENT OF THE
TWO PERSONNEL EVALUATION INVENTORIES DESIGNED DURING
THIS PROJECT, ANDDUTLINES THE INSTRUMENTS' OPERATIONAL
USES. THE MAJOR OBJECTIVE OF THIS RESEARCH PROGRAM

WAS TO DEVELOP NEW METHODS FOR EVALUATING PERSONS
WHO APPLY FOR POSITIONS N POLICE WORK AND FOR J\SSESS

23



POLICE

_ING THE Porsmi. OF PRESENT POLICE OFFICERS BEING CON-
. SIDERED FCR PROMOTION. N ORDER TO ACCOMPLISH THIS,
'CRITICAL. FEATURES OF FOUR DIFFERENT POLICE JOBS WERE

DETEAMINED. THESE JOBS WERE GENERAL PATROL OFFICER, IN- -

- VESTIGATOR/DETECTIVE, PATROL SERGEANT, AND INTERMEDI-
ATE COMMAND. THE MEANS BY WHICH THESE CRITICAL FEA.

TURES AND QTHER INFORMATION SUCH AS JOB PERFORAMANCE -

" RATINGS WERE UTILIZED TO DEVELOP AND VALIDATE TWO PER-
SONNEL EVALUATION INSTRUMENTS ARE DESCRIBED 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 TO BE USED IN PRELIMINARY SCREENING OF APPLICANTS

" AND CANDIDATES FOR POLICE JOBS. THE SECOND PROCEDURE,
THE REGIONAL ASSESSMENT CENTER, CONSISTS OF A SERIES
OF POLICE JOB SIMULATION EXERCISES DES!GNED 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 PERFORMAMCE DESCRIPTION BOOK-
LETS FOR THE FOUR POLICE POSITIONS, AND TABLES SHOWING
RELIABILITY ESTIMATES FOR JOB PERFORMANCE RATINGS. FOR
THE ASSESSOR'S MANUALS CONTAINING ASSESSMENT CENTER
EXERCISES FOR PATROL OFFICERS, DETECTIVES, SERGEANTS,
AND MIDDLE LEVEL COMMAND OFFICERS, SEE NGX-28068 TO
26091.

Speneoring Agency: US DEPARTMENT OF JUSTICE LEAA NATION-
AL INSTITUTE OF LAW ENFORCEMENT AND CRIMINAL JUSTICE,

633 INDIANA AVENUE NW, WASHINGTON, DC 20531,

Avallabiity: NCJAS MICROFICHE 'PROGRAM. Stock Order No.

027-000-00390-7.

71 A.DU‘rl’oumd!.errl' RECRUITREN‘!‘ANDRE!EN-
TION OF FEMALES iN LAW ENFORCEMENT ‘OCCUPA-
" TIONB. NATIONAL URBAN LEAGUE, INC, 500 EAST 62ND
STREET NEW YORK NY 10021, 24 p. 1977

'AFFIRMATIVE ACTION

FLYERS TO ENCOURAGE FEMALE APPLICANTS AREUSTED. Fl-

‘NALLY, THE FOLLOWING EXERCISES ARE INCLUDED: AN ATTI-

TUDE REVIEW WORKSHEET, A CHECKLIST OF PERFORMANCE
DIFFERENCES BETWEEN THE SEXES, STEPS TO DESIGN A RE-
CRUITMENT CAMPAIGN, A LIST OF SELECTION STANDARDS AND
PROCEDURES TO REVIEW, A SCENARIO TO BE ANALYZED FOR
IMPROVING WORKING - RELATIONSHIPS, A TRAINING PROCE-
DURES REVIEW, A FOLLOW UP AND EVALUATION EXERCISE,
ROLE SIMULATION, AND A PARTICIPANT EVALUATION FORM.

Suppiementsl Notes: LEMMP (LAW . ENFORCEMENT MINORITY
MANPOWER PROJECT) TRAINING AID NO 6.

72. FEDERAL BUREAU OF INVESYIGATION, WASHINGTON DC
20535. FBI'S NATIONAL ELECUTIVE INSTITUTE—EDU-
CATING LAW ENFORCEMENT'S TOP LEVEL MAHAGERS.
FB!- LAW. ENFORCEMENT - BULLETIN (SEPTEMBER 1975},
P 3s8. NCJ-38308

o G“?CRIPTION CF THE DESIGN AND CURRICULUM OF THIS PRO-

INTERVIEW TECHNIQUES AND AFFIRMATIVE ACTION PROGRAMS

FOR WOMEN IN LAW ENFORCEMENT OCCUPATIONS ARE DIS-
CUSSED AS PART OF THE NATIONAL URBAN LEAGUE'S LAW EN-

 FORECMENT MINORITY MANPOWER PROJECT FOR MINORITY RE-
“CRUITMENT. SOME OF THE SUGGESTED TECHNIQUES FOR IN-

TERVIEWING FEMALE APPLICANTS ARE AS FOLLOWS: (1) MAKE
THE FEMALE APPLICANT FEEL COMFORTABLE AND ON AN EQUAL
FOOTING WITH OTHER CANDIDATES; (2) ADVISE THE WQMAN
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 CANDI-
DATE QUESTIONS REGARDING MARITAL STATUS, MARRIAGE
PLANS, OR CHILD CARE REQUIREMENTS UNLESS THE SAME
QUESTIONS ARE ASKED MALE APPLICANTS; AND (5) ALLOW THE
CANDIDATE: TO DESCRIBE NONTRADITIONAL WORK EXPERIENCE
SUCH AS VOLUNTEER OR CIVIC WORK, BEARING IN MIND THAT A
WOMAN MAY BE ANXIOUS TO PROVE HERSELF IN NONTRAD!.
TIONAL FUNCTIONS EVEN THOUGH HER WORK HISTORY IN-
VOLVED SECRETARIAL OR VOLUNTEER EMPLOYMENT. THE BASIC
PROCEDURES FOR ESTABLISHING AND ADMINISTERING AN AF-
FIRMATIVE ACTION PLAN INVOLVE PROVIDING AN HONEST PIC-
TURE OF THE EXTENT OF UTILIZATION OF FEMALES. ONE MEANS
2+ DETERMINING THIS IS TO COMPARE STATISTICALLY THE PER-
CENTAGE OF WOMEN IN A GIVEN. CATEGORY WITH THE PER-
" CENTAGE OF MEN PERFORMING THE SAME FUNCTION.. IN ADDI-
. TION, THE OFFICE OF FEDERAL CONTRACT COMPLIANCE RE-
QUIRES THE SETTING OF GOALS AND TIMETABLES FOR HIRING
. AND PROMOTING WOMEN AND MINORITIES IN AFFIRMATIVE
ACTION PLANS. STATISTICAL DATA CONCERNING WOMEN IN
TODAY'S LABOR MARKET ARE INCLUDED, AND SIGNIFICAMT LEG-
ISLATION AFFECTING THE EMPLOYMENT OF WOMEN iS OUT-
UNED. FACTORS TO IMPROVE RETENTION RATES AND MORALE
AMONG FEMALES ARE DISCUSSED AND GUIDELINES FOR DEVEL-
OPING RECRUITMENT BULLETINS, TEST ANMOUNCEMENTS, AND

GI&RS L3 SOVANCED TRAINING FOR POLICE CHIEF EXECUTIVES. |

EACH SESS«‘#{ £47 THIS NMATIONAL EXECUTIVE INSTITUTE CON-
SISTS OF FOUR SEPARATE CYCLES, EACH OF FOUR DAYS' DURA-
TION, HELD' DURING - A CESIGNATED THURSDAY THROUGH
SUNDAY PERIOD EVERY OTHER MONTH. CYCLE ONE OF THE
FIRST SESSION COMMENCED ON MARCH 25, 1976, AT THE FBi

ACADEMY, QUANTICO, VIRGINIA, THE FOLLOWING CYCLES BEGAN

ON MAY 6, JULY 8, AND SEPTEMBER 9 RESPECTIVELY. THE SES-
SION TOPICS WERE NATIONAL AND INTERNATIONAL POLITICAL,
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 LABOR 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 METHODS OF
POLICE RECRUITMENT FROM DISADVANTAGED MINOR-

ITIES. NATIONAL LEAGUE OF CITIES, 1620 | STREET, -

NW, WASHINGTON OC 20006. 68 p. 1876,
THIS STUDY ANALYZES THE OCCUPATIONAL EXPECTATIONS AND
MOTIVES OF MINORITY GROUP POLICEMEN AND EXAMINES THEIR
PERCEPTIONS TOWARD THE SAN DIEGO POLICE DEPARTMENT'S

AECRUITMENT AND RETENTION POLICIES AND PRACTICES. A 31 .

RERCENT RANDOM POPULATION SAMPLE OF BLACK AND BROWM
POLICE OFFICERS WAS COMPARED WITH A GROUP OF POLICE

- APPLICANTS AND A GROUP OF FORMER POLICE OFFICERS. Mi.

24

MINORITY OFFICERS HAD .BEEN RECRUITED FROM

NORITY GROUP. EMPLOYEES OF THE SAN. DIEGO FIRE DEPART-
MENT WERE USED AS A CONTROL/COMPARISON GROUP. DATA
WAS OBTAINED IN A 1970 SURVEY QUESTIONNAIRE. SURVEY
FINDINGS REVEALED THAT MINORITY PERSONS WERE MOTIVAT-
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
MINORITY-GROUP PERSONS, ALTHOUGH THEY WERE SOMEWHAT
CRITICAL OF THE ORAL INTERVIEW, PROEATION EVALUAT:ON,
AND, TO A LESSER EXTENT, THE WRITTEN EXAM. NEARLY HALF
OF THE POLICE RESPONDENTS SAID THAT THEIR JOB HAD NOT
TURNED OUT ACCORDING TO THEIR EXPECTATIONS, WITH
RACISM CITED AS THE UNEXPECTED FACTOR. MOST iNGUMBENT
‘BLUE
COLLAR’ JOBS. IN GENERAL, MINDRITY PERSONS WERE MORE
CRITICAL . OF THE POLICE DEPARTMENT THAN OF THE FIRE DE-
PARTMENT, AND BLACKS WERE MORE CRITICAL OF THEIR DE-

PARTMENT T34N BROWNS. THE FOURTEEN SPECIFIC STUDY -
FINDINGS ARE PRESENTED IN THE CONCLUSION ALONG WITH

RECOMMENDATIONS FOR EACH, THIS PAPER ALSO INCLUDES RE-

-VIEWS OF THE CUMULATIVE KNOWLEDGE OF POLICE RECRUIT-

MENT AND RETENTION PRACTICES ACROSS THE COUNTRY AND

e
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'EQUAL EMPLOYMENT OPPGRTUNITY

OF PAST AND CONTEMPORARY STUDIES OF SAN DIEGO RE-
CRUITMENT AND RETENTION PRACTICES, THE APPENDIX CON-
TAINS A DISCUSSION OF THE RESEARCH DESIGN AND A GOPY OF
THE SURVEY QUESTIONNAIRE. o
Sponcoring Agency: US DEPARTMENT OF HOUSING AND UR
DEVELOPMENT, 451 SEVENTH STREET, SW, WASHINGTON DG
1 o
Avallabilty: NCJAS MICROFICHE PROGRAM.

- OPPORTUNITY iS FOLLOWED BY AN ANALYSIS OFSPE@FIGMW

ENFORCEMENT PRACTICES FOUND. TO BE DISCRIMINATORY. -
THREE PIECES OF FEDERAL LAW HAVE BEEN THE BASIS OF
MOST CHALLENGES TO THE EMPLOYMENT PRACTICES OF EM-

PLOYERS, BOTH PUBLIC AND PRIVATE: SECTION 1981 OF THE -

"CIVIL RIGRTS ACT OF 1868, TITLE Vil OF THE CIVIL RIGHTS ACT

OF 1964, AND THE FOURTEENTH AMENDMENT OF THE UNITED

" STATES CONSTITUTION. THERE ARE OTHER PROVISIONS OF FED-

74. R.'W. GOFF. APPROACH TO MINORITY RECRUITMENT.

FEDERAL BUREAU OF INVESTIGATION
20535. . FB! | AW ENFORCEMENT BUU.EﬂN.
(JULY 1978), P 16-21.

, WASHINGTON DC

CONSIDERATIONS IN. DESIGNING AND IMPLEMENTING A SUC-

CESSFUL MINORITY RECRUITMENT PROGRAM IN POLICE AGEN-
CIES ARE EXAMINED WITHIN THE CONTEXT.OF AN INDIANA
STATE FOLICE  PROGRAM. AFFIRMATIVE ACTION I8 A
GUIDELINE-ORIENTED RECRUITMENT APPROACH WHICH IN-
VOLVES ASSESSMENT OF THE ORGANIZATION'S STATUS RE-
GARDING MORE REPRESENTATIVE UTILIZATION OF MINORITIES

AND WOMEN, A STATEMENT OF GOALS, AND DEVELOPMENT OF

TIMETABLES AND ACTIONS TO CORRECT ANY DEFICIENCIES
WHICH MAY EXIST. THE PROGRAM SHOULD BE WRITTEN !N A
DIRECT MANNER SO IT CAN BE FOLLOWED AND UNDERSTOOD,
AND SHOULD INCLUDE A RECORDED BREAKDOWN OF THE ULTI-
- MATE DEPARTMENTAL GOAL IN MEASURABLE UNITS FOR LATER
EVALUATION. ANALYSIS OF GEOGRAPHIC AND DEMOGRAPHIC
DATA, PAST PROGRAMS BY SIMILAR ORGANIZATIONS, AND MAN-
AGEMENT COMMITMENT PROVIDE A NECESSARY FOUNDATION

FOR A SUCCESSFUL RECRUITMENT PROGRAM. EFFORTS MUST

BE MADE TO ENSURE THAT ALL UNITS HAVE FULL KNOWLEDGE
OF THE PROGRAM. QUALITIES ESSENTIAL IN A MINORITY RE-
CRUITER INCLUDE PROJECTION OF A STRONG POSITIVE IMAGE,
INTEREST AND ABILITY TO PARTICIPATE IN THE PROGRAM, ABILI-
TY TO RELATE TO AND EE AT EASE WITH MINORITY CANDIDATES,
AND ABILITY TO WORK WITHOUT DIRECT SUPERVISION. IN ADDI-
TION TO RECRUITERS, AT LEAST ONE COORDINATOR SHOULD BE
SELECTED TO WORK AT THE STAFF LEVEL. RESPONSIBILITIES OF
THE COORDINATOR WIiLL INCLUDE OVERSEEING PROGRAM IM-
" PLEMENTATION, PROVISION OF RESEARCH, COORDINATION OF
THE DEVELOPMENT AND DISTRIBUTION OF RECRUITMENT MATE-
RIALS, PROVISION OF INFORMATION TO DEPARTMENT PERSON-
NEL, IDENTIFICATION OF COMMUNITY RECRUITMENT CONTACTS,

V4L, N7 .
NCJ4S0M

ERAL STATUTORY LAW THAT MAY BE USED AS A BASIS FOR AN
ATTACK ON RACIALLY AND SEXUALLY DISCRIMINATORY EMPLOY-
MENT PATTERNS, BUT THESE THREE SOURCES ARE FUNDAMEN-
TAL. THE PROVISIONS OF THESE. THREE BASIC SOURCES ARE
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 EVIDENCE THAT MUST BE PRESENTED BY THE PLAIN-
TIFF AND THE DEFENDANT ARE REVIEWED. SPECIFIC AGENCY
PRACTICES THAT HAVE BEEN FOUND DISCRIMINATORY ARE RE:

" VIEWED, THESE iINCLUDE USE OF ENTRANCE AND PROMOTIONAL

EXAMINATIONS, BACKGROUND EXAMINATIONS, MINIMUM HEIGHT
AND WEIGHT REQUIREMENTS, AND SOME SYSTEMS FOR PER-
FORMANCE RATINGS. CASES IN WHICH THE COURTS HAVE RE-
QUIRED AFFIRMATIVE ACTION PROGRAMS TO . RELIEVE THE

DAMAGE CAUSED BY DISCRIMINATORY EMPLOYMENT FRACTICES

ARE REVIEWED IN THE FINAL SECTION. (AUTHOR ABSTRACT

" MODIFIED)

AND DEVELOPMENT OF A RECORDS AND REPORTING SYSTEM.

FIELD LEVEL PERSONNEL WILL ALSO BE RESPONSIBLE FOR (M-
PLEMENTATION, COORDINATION, AND EVALUATION OF ACTIVI-
TIES WITHIN THEIR OWN SPHERE OF* RESPONSIBILITY. WHILE
" FUNDING IS NECESSARY, EFFECTIVE UTILIZATION 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 MINCRITY RECRUITMENT, EMPHASIS ON COMMUNITY
SERVICE, SECURITY, PRESTIGE, AND PAY CAN HELP OVERCOME
ALIENATION AND NEGATIVE ATTITUDES OF POTENTIAL MINORITY
APPLICANTS, RECRUITMENT TECHNIQUES MAY INCLUDE DiRECT
RECRUITER CONTACT WITH MINORITY GROUP MEMBERS, SOLIC-
ITING REFERRALS FROM MINORITY COMMUNITY LEADERS, AND

78, L W. JONNSON, | mmm ’
US DEPARTMENT OF THE ARMY US ARMY COMMAND

- AND GENERAL STAFF COLLEGE, FORT LEAVENWGTI’H v

" KS 68027. - 19p. 1877
THE RELATIONSHIP BETWEEN HEIGHT AND JOB M :
AMONG MILITARY POLICE IS ANALYZED, AND A MINIMUM HEIGHT
REQUIREMENT IS EXAMINED AS AN ASPECT OF RACE AND SEX
DISCRIMINATION. IN EXAMINING THE RELATIONSHIP BETWEEN
HEIGHT AND JOB PERFORMANCE IN THE MILITARY POLICE, IT IS
ASSUMED IN THIS STUDY THAT HEIGHT RELATES ONLY TO PHYS-
ICAL ABILITY TO ENFORCE THE LAW. WHILE ACKNOWLEDGING
THAT THE DUTIES OF MILITARY POLICE HAVE A BROADER SCOPE:

THAN THOSE OF CIVIL POLICE, STUDIES DEALING WITH THE RE-

LATIONSHIP BETWEEN JOB PERFORMANCE AND HEIGHT IN CIiviL
POLICE WORK ARE CITED iN FORMULATING GONCLUSIONS AND

RECOMMENDATIONS. THE TRENDS FOUND IN MOST OF THESE .
STUDIES INDICATE THAT SHORTER OFFICERS ARE ASSAULTED |
MORE FREQUENTLY THAN TALLER OFFICERS. THE MLITARY. -
POLICE REQUIRE A MINIMUM HEIGHT FOR MALES OF 5 FEET 9 .

INCHES AND 5 FEET 4 INCHES FOR FEMALES. THE SETTING OF
THIS MINIMUM HEIGHT FOR MALES IS CONSIDERED PROPER BE- -

. 'CAUSE OF EVIDENCE FROM STUDIES WHICH INDICATES THAT

SUCH A HEIGHT PROVIDES AN INTIMIDATING PRESENCE THAT
AIDS IN BEHAVIOR CONTROL. IN 1975, A HEIGHT REQUIREMENT -

OF 5 FEET 8 INCHES FOR POLICE OFFICERS WAZ UPHELD AS -

CONSTITUTIONAL IN THE U.S. COURT OF APPEALS. THE IMPLICA-

. TION OF THIS DECISION IS THAT A 8 FEET 8 INCH HEIGHT STAND-

CONTACT WITH POTENTIAL MINORITY APPLICANTS BY ONDUTY -

OFFICERS. PAID OR PUBUC SERVICE MEDIA CAMPAIGNS AND
POSTERS AND RECRUOTMENT LITERATURE MAY ALSO BE EFFEC-
TiVE.

Avafabliity: NCURS MICROFICHE PROGRAM.

76, & 23, JEFFERAON. EQUAL EMPLOYRENT m&k
TY AND AFFIRMATVIVE ACTION IN LAY ERFORCEMENY

AQENDIES. SOUTH CAROLINA DEPARTMENT OF COR- -

REGTICNS, 4444 EROAD RIVER ROAD, P O BOX 768, CO-
LUMBIA SC- 20202, RESOLUTION OF CORRECTIONAL
. PROBLIDIS AND ISSUES, V 1, N 4 (SUMMER. 1975), P
16-18, NOS-20C92

AN EXAMINATION OF THE FEDFRAL LEGISLATION AND US, SU-

PREME COURT DECISICNS RELATING TO EQUAL EMPLOYMENT

-ARD IS LEGAL, EVEN IF THE MAJORITY OF FEMALES WOULD BE

DISQUALIFIED. THE HEIGHT REQUIPEMENT AS AN ASPECT OF
RACIAL - DISCRIMINATION HAS ALSO BEEN UNSUCCHSSFULLY
CHALLENGED IN THE US. COURT OF APPEALS, ALTHOUGH '
THERE 1S NO EXISTING LEGAL IMPERATIVE, THE MINIMUM
HEIGHT REQUIREMENT FOR WOMEN WAS MADE LESS THAN
THAT FOR MEN IN THE MILITARY POLICE BECAUSE THE RECOM-
MENDATIONS OF 85 PERCENT OF SENIOR MILITARY POLICE OFF1-
CERS, WHO MAINTAINED THAT PHYSICAL FITNESS AND ABILITY
WERE MORE IMPORTANT TO JOB PERFORMANGE THAN HEIGHT,

IN LIGHT OF THIS DECISION, THE QUESTION OF THE FAIRNESS -
OF A HIGHER MINIMUM HEIGHT FOR MEN THAN FOR WOMEN -

MUST BE RAISED. CONSIDER/NG THE EXISTING CONFUSION IN
THE MATTER, IT IS RECOMMENDED THAT THE QUESTION OF THE
VALIDITY OF THE CURRENT MEIGHT STAMDARDS BE SUBMITTED
TO THE JUDGE ADVOCATE GENERAL'S OFFICE OR THE DEPART. -
MENT OF JUSTICE FOR AN OPINION. IN ADDITION, THE POSSIBIL-



~ POLICE

*ITY OF WAIVING HEIGHT REQUIREMENTS FOR PERSONS WHO
SUCCESSFULLY COMPLETE A JOB PERFORMANCE TEST IS SUG-
GESTED.
Avaitabity: NTIS  Accession No. ADA 043 750 (meroﬁeno).
NCJRS MICROFICHE PROGRAM.

77 R. E. MAGNUS. JACKSON (TN)-—POLIGE DEPARY-
MENT—ANALYSIS OF - POLICE

MENTS —POLICE TECHNICAL ASSISTANCE REPORT.

- WESTINGHOUSE JUSTICE "INSTITUTE. 20 p.  1976.

DATED DECEMBER 1976, THIS REPORT PRESENTS THE RESULTS

OF A REVIEW OF THE DEPARTMENT'S ORGANIZATION, PERSON-

NEL SYSTEM, AND AFFIRMATIVE ACTION PLAN, AND PRGVIDES |

RECOMMENDATIONS FOR IMPROVEMENT OF PROBLEM AREAS.
THE JACKSON POLICE DEPARTMENT HAS ‘A SWORN POLICE
 STRENGTH OF 106 OFFICERS SERVING 47,000 RESIDENTS LIVING

IN A 21 SQUARE MILE AREA. THIS TECHNICAL ASSISTANCE AS-

SIGNMENT 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 PERSONNEL SYSTEM THAT MAY CREATE LEGAL PROB-
LEMS FOR THE CITY AND/OR MAY BE CONTRARY TO SOUND
PERSONNEL PRACTICES, IN ADDITION, IT WAS TO GUIDE THE JPD

- IN IMPROVING ITS PERSONNEL PRACTICES AND THE EEOP/AAP.

OF THE DEPARTMENT. iT WAS FOUND THAT THE DEPARTMENT
LACKED FORMALIZED WRISTEN PROCEDURES TO ESTABLISH
PERSONNEL POLICY. SEVERAL DEFICIENCIES WERE ALSO NOTED

IN THE DEPARTMENT'S EEOP/AAP. SHORT-TEAM RECOMMENDA.--

TIONS ARE MADE TO IMPROVE THE MINORITY RECRUITMENT
AND PERSONNEL SELECTION OF THE DEPARTMENT. LONG-TERM
RECGMMENDATIONS FOR A REVISED ORGANIZATION AND PER-
SONNEL SYSTEM ARE ALSQ PRESENTED.

Sponsoring Agency: US DEPARTMENT OF JUSTICF LAW EN-
FORCEMENT ASSISTANCE ADMINISTRATION.,

Avallabitity: NCJRS MICROFICHE PROGRAM,

78, S.E.MARTIN. BREAKING AND ENTERING —POLICEWO-

MEN IN THE POLICE WORLD. 308 p. 1877.
NCJ-45404
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 ATTITUDES. 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 OC-
CUPATIONAL ROLE; AND (2) THE-MECHANISMS THEY EMPLOY TO
COPE WITH PROBLEMS AND DILEMMAS POSED BY THE FORMAL
"AND . INFORMAL. “WORK ORGANIZATION AND THE DAY-TO-DAY
PATTERNS OF INTERACTION WITH PEERS, SUPERVISORS, AND
CLIEXTS, THE RESEARCH FINDINGS ARE BASED ON 30TH PAR-.
TICIPANT OBSERVATION AND INTERVIEW DATA GATHERED PRIN-
CIPALLY 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 ADD!-

TION, INTERVIEWS ' AVERAGING 1.AND-1/2 TO 2 HOURS IN

LENGTH WERE CONDUCTED WITH 27 POLICEMEN, 28 POLICEWO-
MEN, AND 15 OFFICIALS OF THE OBSERVATION DISTRICT PLUS 7
CURRENT OR FORMER PODLICEWOMEN INVOLVED IN THE DE-
PARTMENT'S POLICEWOMEN. PROGRAM. THE INTERVIEWS, IN-
CLUDING BOTH OPEN AND CLOSED GUESTIONS, ELICITED INFOR-
MATION ABOUT OFFICER'S BACKGROUNDS, CAREER CHOICE, EX-

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.

POSITION REQUIRE-

Supplsmen
SERTATION.

AFFIRMATIVE ACTION

TION EMANATE FROM. STRUGTURAL'FEATURES OF - THE WORK

" ORGANIZATION AND CULTURAL FEATURES . GOVERNING

MALE-FEMALE INTERACTION. DEPARTMENTAL POLICIES OFTEN
PUT THE PQLICEWOMEN AT A DISADVANTAGE BY FAILING TO
MEET THEIR UNIQUE NEEDS AND PERMITTING THE DEVELOP-
MENT OF A CYCLE OF DEMOTIVATION AND FAILURE ON THE
PART OF SOME WOMEN. THE POLICEMEN'S WORX SUBCULTURE,
BUILT ON MUTUAL TRUST OF OFFICERS WITH SIMILAR BACK-
GROUNDS, ATTITUDES, AND VALUES, IS THREATENED BY THE
PRESENCE OF POLICEWOMEN. FOR THIS REASON, WOMEN ARE

--NOT ACCEPTED AS OFFICERS AND ARE FREQUENTLY DENIED IN-

FORMATION, ALLIANCES, PROTECTION, AND SPONSORSHI? NEC-
ESSARY FOR SUCCESS IN THE DEPARTMENT'S FORMAI, AND IN-
FORMAL STRUCTURE. AT THE INTERPERSONAL LEVEL, FEMALE
OFFICERS MUST CONTEND WITH THE STRAINS OF STATUS INFE-
RICRITY AS WOMEN, COMPOUNDED 8Y 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 NONVERBAL 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 7O

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-
LICEWOMEN ATTEMPT TO FIND AN INTERMEDIATE 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)
tal Notes: AMERICAN UNIVERSITY——DOCTORAL DIS-

Avsilsbitty: UNIVERSITY MICROFILMS, 300 NORTH ZEEB ROAD,
ANN ARBOR M! 48106, }

79. J. E. MCCLELLAN.. CHANGING NATURE OF POLICE
MANAGEMENT. COPP ORGANMIZATION, INC, 27 WEST
38TH STREET, NEW YORK NY 10018, LAW AND ORDER,
V 26, N § (MAY 1878), P 18-21, 25, : NCJ-48587

UNIONIZAT!ION, PROFESSIONALIZATION, EQUAL GPPORTUNITY
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 TRAD!-
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 SUPERVISCRY SKILLS, EQUITABLE GRIEV-
ANCE PROCEDURES, EMPHASIS-ON CAREER DEVELOPIMENT, AND
A PROGRESSIVE MANAGEMENT ENVIRONMENT. EQUAL OPPOR.
TUNITY EMPLOYMENT AND AFFIRMATIVE ACTION POLICIES ARE
AN IMPORTANT ASPECT OF POLICE PERSONNEL ADMINISTRA-
TION. ACCEPTANCE OF THESE POLICIES, COUPLED 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 IS 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 DECISIONMAKING SKILLS, JOB EFFEC-
TIVENESS, DEPARTMENTAL COHESION, COMMUNICATION, AND
JOB SATISFACTION, CHANGE NECESSARILY INVOLVES A DEGREE
OF RISK AND ATTENDANT FEAR, UNCERTAINTY, DISTRUST, AND
RESISTANCE. AWARENESS AND UNDERSTANDING GN THE PART




EQUAL EMPLOYMENT OPPORTUNITY

OF MANAGEMENT, COUPLED WITH EFFECTIVE COMMUNICATION

AND GRADUAL IMPLEMENTATION, CAN. SIGNIFICANTLY REDUCE

RISK AND RESISTANCE TO CHANGE. WHILE EACH AREA CF
CHANGE INVOLVES RISK, A GREATER HAZARD IS INVOLVED IN 1G-
NORING CHANGES AND THEIR EFFECTS ON THE POLICE OFFICER
AND THE COMMUNITY.

Avakebity: UNIVERSITY MICROFILMS, 300 NOFITH 2EEB ROAD,

ANN ARBOR MI 481086, ‘
80. R. MCCLORY. ' MAN WHO. BEAT CLOUT CITY. SWAL-

'POLICE

LOWS: GIVE PRIORITY RATING TO MINORITY EMPLOYMENT;
ASSIGN THE POLICE DEPARTMENT RATHER THAN THE CITY PER-

" SONNEL DEPARTMENT TO THE RESPONSIBILITY OF MINORITY

LOW PRESS INCORPORATED, 811 WEST JUNIOR TER-. -

RACE, - CHICAGO “IL 60813, 233 p. 1977,

THE STORY OF A BLACK POLICE OFFICER'S STRUGGLE TO END
CHICAGO'S LONG HISTORY CF DEPARTMENTAL RACISM IS RE-
COUNTED. SOON AFTER RENAULT ROBINSON, AN INTELLIGENT
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 -

AFRO-AMERICAN PATROLMEN'S LEAGUE, IN ORDER TO FOCUS

ATTENTION ON THE INTEANAL OPERATIONS OF THE CHICAGO

POLICE DEPARTMENT. SPECIFICALLY, THE LEAGUE WAS ORGA-
NIZED TO IMPROVE THE RELATIONSHIP BETWERN 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, TE-
PARTMENTAL PLOTS TO LINK THE LEAGUE WITH CRIMINAL CON-

SPIRACIES, 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
PARTICULAR ATTENTION TO THE LEAGUE'S FOUNDING, ROBIN-
SON'S: CHARACTER AND ENTHUSIASM FOR POLICE WORK; THE
DEPARTMENTAL PRESSURE THAT FOLLOWED THE LEAGUE'S INI-
TIAL EFFORTS TGO 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 RESFONSE TO
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 POLICE DEPARTMENT; ROBINSON'S SUC-
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.
SWALLOW FRESS INCORPORATED, 811 WEST JUNIOR

_Avaliabiity:
TERRACE, CHICAGO IL 60613.

81. L. M. MOORE and J. A. SCHWARTZ. MINORITY EMPLOY-
MENT IN POLICE SERVICES-A MANAGEMENT ANALYSIS
FOR POLICE DEPARTMENTS. LEAGUE OF CALIFORNIA
CITIES, 702 HILTON CENTER, LOS ‘ANGELES CA 90017.
WESTERN CITY (NOVEMBER 1976), - P 13-14, 28,
NCJ-42032
MINORITY RECRUlTMENT SELECTION, RETENTION, AND PROMO-
TiON PROBLEMS ARE DISCUSSED, ALONG WITH THE LEGAL
ISSUES INVOLVED. MANAGEMENT RECOMMENDATIONS ARE OF-
FERRED IN DEALING WITH THE SITUATION. HISTORICAL DISCRIMI-
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 EMPLOYMENT,
RECOMMENDATIONS FOR MANAGEMENT ACTION ARE AS FOL.

EMPLOYMENT; CONDUCT A THOROUGH ASSESSMENY OF THE
PROBLEM WHICH SHOULD LEAD TO' SPECIFIC SHORT-TERM.AND ..
LONG-TERM PLANS; PROVIDE TRAINING FOR ADMINISTRATIVE
PERSONNEL AND LINE OFFICERS WHICH WILL FACILITATE THER
SUPPORT AND LEADERSHIP IN MINGRITY EMPLOYMENT; AND

POLICE PERSONNEL POLICIES AND PRACTICES REGARDING -

HIRING AND PROMOTION SHOULD BE MADE MORE FLEXIBLE.
Supplemental Notes: REPRINT,

82. P. MURPHY, D. STEVENS. W. POMEROY, MH. W

"~ THINKING ABOUT POLICING (197¢ CONGRESS OF CITIES
CASSETTES). NATIONAL LEAGUE COF CITIES, 1820 |
STREET, NW, WASHINGTON DC. 20008. 1976, :

: : NCJ-30063

NATIONAL LEAGUE OF CITIES CONFERENCE PANEL DiSCUSSES
IMAGE OF POLICE, POLICE ADMINISTRATION, AND. POLICE/CITY

. MANAGER RELATIONS. THE FOUR PANELISTS, ALL PRESENT OR

FORMER POLICE CHIEFS, DEAL WITH SUCH PROBLEMS AS M

. NORITY HIRING AND UPGRADING, AFFIRMATIVE ACTION FOR .

WOMEN, AND PGLICE POLICY DECISIONS. THEY ALSO DISCUSS
POLICE REVIEW COMMISSIONS, INTERNAL STRATEGIES FOR
REFORM OF THE POLICE, AND STUDIES ON POLICE EFFICIENCY
IN COMBATING CRIME. THE PANELISTS URGE CLOSER COOPERA-
TION BETWEEN THE MAYOR AND HIS POLICE CHIEF, AND THE

. NEED TO MAKE POLICE ADMINISTRATORS COGNIZANT OF POLKE

AND CRIME RESEARCH.
Supplements! Notes: 120 MINUTES, 1976.

Avaliabiftty: (Not available through NCJRS Document Losn Program)

3. HATIONAL URBAN LEAGUE, mc.soomrmm. '
NEW YORK NY 10021, ' PROJECT LEMMP (LAW EN- -
FORCEMENT MINORITY MANPOWER PROJECT)—FINAL
RIPORT, JUNE 1973—MAY 1974, 95 p.. 1974.

FINAL REPORT ON A PROJECT TO STIMULATE THE HIRING OF -
NORITY EMPLOYEES BY, LAW ENFORCEMENT AGENZIES iN SAC-
RAMENTO (CA), LITTLE ROCK (AK), AND SPRINGFIELD (MA). THE
PROJECT INVOLVED SCREENING A FILM ON THE LEMMP PROJECT
TO INTERESTED AGENCIES AND. PREPARING GANDIDATES TO -
TAKE THE ENTRANCE EXAMINATION THROUGH TUTORING. RE- -
PORTS FROM THE THREE CITIES INDICATE THAT 3,685 MiNORITY
MEN AND WOMEN WERE. SUCCESSFULLY INTERVIEWED. OF
THESE, 87 WERE PLACED WITH POLICE DEPARTMENTS, 141 WITH.
LAW ENFORCEMENT RELATED AGENGIES, AND 118 WITH UNRE-
LATED AGENCIES,

Sponsoring Agency: US DEPARTMENT OF JUSTICE LAW &N-
FORCEMENT ASSISTANCE ADMINISTRATION. -

Availabity: NCJRS MICROFICHE PROGRAM.

84. D. M. RAFKY. RACIAL DISCRIMINATION IN -URBAN
POLICE DEPARTMENTS (FROM Poucz-cou.-:mrv nl-
LATIONS--SELECTED. READINGS—2ND ED, 1878, BV
PAUL F CROMWALL, JR AND GEORGE KEEFER—SEE
NCJ-47600). WEST PUBLISHING COMPANY, 50 WEST
KELLOGG BOULEVARD, ST  PAUL MN §5102. 11 p.
1978. NCJ-47007

A MODEL OF INTENTIONAL AND UNINTENT!ONAL. INTERPERSON-

AL AND INTERORGANIZATIONAL FACTORS IN RACIAL DISCRIMINA-

TION IN POLICE RECRUITMENT IS PRESENTED TOGETHER WITH

RESULTS OF A STUDY OF ROLE DIVESTMENT IN WHITE URBAN
POLICE: THE CIVIL RIGHTS MOVEMENT, RACIAL UNREST, AND
THE FEDERAL COMMITMENT TC AFFIRMATIVE ACTION EMPLOY-
MENT POLICIES HAVE LED TO A CRITICAL EVALUATION OF M-
NORITY RECRUITMENT, RETENTION, AND- PROMOVION IN TRADE
TIONALLY WHITE POLICE DEPARTMENTS. UNDERLYING THE FRE-
QUENTLY HEARD CHARGES OF INADEQUATE MINORITY GROUP
REPRESENTATION AND UNSATISFACTORY ' EFFORTS TO WN- -

'CREASE MINORITY PARTICIPATION iS THE ASSUMPTION THAT

LAW ENFORCEMENT AGENCIES ARE GUILTY OF RACIAL DISCRiMI-
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'NATION. DISCRIMINATION, AS FREQUENTLY USED IMPLIES A SYS-
TEMATIC AND INTENTIGNAL EXCLUSION OF BLACKS, AND TENDS
TO IGNORE UNINTENTIONAL AND FORTUITOUS FACTORS WHICH

MAY ACT AS BARRIERS TO BLACK EMPLOYMENT IN POLICE DE-

PARTMENTS. SUCH BARRIERS MAY BE INTENTIONAL OR UNIN-

TENTIONAL AND MAY BE [N 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 POLICE, AND
GREATER ATTRACTIVENESS OR PRESTIGE OF OTHER OCCUPA-
TIONS. UNINTENTIONAL BARRIERS FOR THE BLACK MAY INCLUDE
'SUBCULTURAL VALUES WHICH MAKE THEM LESS LIKELY THAN
" WHITES TO COMPLETE COMPLEX CiVil. SERVICE HIRING PROCE-
DURES AND LACK OF EDUCATIONAL, PHYSICAL, MORAL, OR
MENTAL PREREQUISITES TO POLICE EMPLOYMENT. WITHIN THE
POLICE ORGANIZATION THERE MAY BE UN!NTENTIONAL BAR-
RIERS SUCH AS RECRUITMENT PROCEDURES WHICH LIMIT LAT-
ERAL ENTRY CR UTILIZE PRIMARILY WORD-OF-MOUTH REFER-
RALS, OR POLICIES WHICH, BY NOT ACTIVELY ENCOURAGING MI-
NORITY PARTICIPATION SERVE TO DISCOURAGE BLACKS. ORGA-
NIZATIONAL INTENTIONAL BARRIERS MAY INCLUDE OVERT EX-

AFFIRMATIVE ACTION

THAT BLACKS ARE UNDERREPRESENTED ON POLICE FORCES

THROUGHOUT THE UNITED STATES AND THAT ONCE THEY ARE
HIRED THEY ARE NOT PROMOTED AS EASILY AS WHITES.
#8. L H. REYNOLDS. HOW TO UTILIZE COMMUNITY RE-
SOURCES. NATIONAL URBAN LEAGUE, INC, 500 EAST
62ND STREET, NEW YORK NY 10021 8 p. 1977.

METHODS OF UTILIZING COMMUNITY RESOURCES FOR SUCCESS-
FUL MINORITY RECRUITMENT ARE DISCUSSED AS PART OF A

SERIES OF TRAINING 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 RECRUITMENT

- DRIVE. POLICE DEPARTMENTS CAN MAKE USE OF PUBLIC SERV-

CLUSIONARY HIRING PRACTICES OR QUALIFYING CRITERIA, DIS-

CRIMINATORY RACIAL ATTITUDES AMONG PERSONNEL, OR A DE-
~ PARTMENTAL IMAGE WHICH DISCOURAGES BLACK PARTICIPA-

TION. UNINTENTIONAL SOCIAL BARRIERS SUCH AS THE INCREAS-
ING SOCIAL STATUS OF MINORITY GROUPS AND SOCIETAL
NORMS WHICH NEGATIVELY EVALUATE LAW ENFORCEMENT MAY

' SERVE AS BARRIERS, AS MAY INTENTIONAL RACIAL BARRIERS

- WHICH SEEK TO EXCLUDE BLACKS FOR A VARIETY OF REASONS
" INCLUDING WHITE DISTRUST OF BLACKS AND BLACK FEARS OF
BEING CO-CPTED BY THE WHITE MAJORITY. RESULTS OF AN AT-
TITUDINAL QUESTIONNAIRE PERTAINING TO ROLE DIVESTMENT
(THE RELINQUISHING OF CERTAIN ROLE BEHAVIORS) INDICATED

ICE TIME FOR A RADIO PRESENTATION INVOLVING EITHER A

BRIEF APPEAL TO MINORITIES CONCERNING EMPLOYMENT OP-

PORTUNITIES OR THROUGH THE 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-
ITIES IS AN EFFECTIVE RECRUITMENT TECHNIGUE. CONTACTS

WiTH YOUNG MEN/WOMEN CHRISTIAN ASSQCIATIONS (Y'S), NA- .

TIONAL ASSOCIATION FOR THE ADVANCEMENT OF COLORED
PEQPLE (NAACP'S), URBAN LEAGUE OFFICES, AND ESPECIALLY

" CHURCHES WILL ALL BE USEFUL IN ENLISTING MINORITIES. AL-

THAT REGARDLESS OF PERSONAL BACKGROUND AND RACIAL -

ATTITUDES, WHITE POLICE OFFICERS WERE UNWILLING TO RE-
LINQUISH THEIR TRADITIONAL LAW ENFORCEMENT DUTIES TQ
BLACKS, THIS SUGGESTS AN INTERNALIZATION OF ORGANIZA-
TIONAL AND/OR SOCIETAL NORMS WHICH NEED NOT BE RELAT-
TO NEGATIVE RACIAL ATTITUDES. SUCH NONRACIST ATTI-
TUDES MAY INCLUDE A BELIEF THAT LACK OF OBJECTIVITY OF
BLACK OFFICERS MAKES THEM INEFFECTIVE IN DEALING WITH
MINORITIES, FEARED 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.
Supplemental Notes: REPRINTED FROM CRIME AND DELINQUEN-
* CY (ULY 1975), P 233-242.

95, uummuam ucmmlsu'rm
PROMCTION OF

LISHED

UNIVERSITY SCHOOL OF .LAW, 357 EAST CHICAGO

AVENUE, CHICAGO IL 60811, JOURANAL OF POLICE SCI-

ENCE AND ADVINIS’HA”OM V 3, N 4 (DECEMBER

1975), P 410-216. : NCJ-31048
THE POLICIES AND PRACTICES OF POLICE DEPARTMENTS IN
MAJOR UNITED STATES CITIES 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 DiS-

"CRIMINATORY HIRING FRACTICES, THE (NABILITY OF BLACKS TO
PASS WHITE-ORIENTED WRITTEN ENTRANCE EXAMINATIONS,
AND RELUCTANCE OF BIACKS TO JOIN POLICE FORCES. THE

NEED FOR SPECIAL EFFORTS IN RECRUITING BLACKS IS DIS-

CUSSED, AND EXAMPLES OF SEVERAL RECRUITING PROGRAMS
ARE PROVIDED. AMONG THESE ARE THE TRAINING OF BLACKS
- THROUGH . COMMUNITY SERVICE OFFICER OR POLICE CADET
PROGRAMS, AND ADVERTISING CAMPAIGNS DESIGNED TO EN-
COURAGE BLACKS TO JOIN THE POLICE. PATTERNS OF BLACK
PROMOTION AND BLACK REPRESENTATION ON POLICE FORCES
ARE CONSIGERED IN THE FINAL SECTION. THE DATA INDICATE

THOUGH COMMUNICATION WITH MINORITY GROUPS BY THE
POLICE WILL PROBABLY ELICIT AUDIENCE COMPLAINTS AND DE-
RISIVE COMMENTS CONCERNING POLICE APATHY AND INJUS-
TICE, THESE COMPLAINTS SHOULD BE PATIENTLY ANSWERED
AND THE ISSUE OF RECRUITMENT KEPT UPPERMCST IN THE
MINDS OF THE AUDIENCE. NO REFERENCES ARE INCLUDED.

Supplemental Notea: LEMMP (LAW ENFORCEMENT MINORITY
MANPOWER PROJECT) TRAINING AID NO 2.

a7. I- H. REYNOLDS, OANDODATE PREPARATION AND RE-
TENTION. NATIONAL URBAN LEAGUE, INC, 500 EAST
62ND STREET, NEW YORK NY 10021. 7p. 1977. -

METHODS FOR PREPARING A POLICE CANDIDATE FOR ALL EX-
AMINATIONS ARE DISCUSSED AS PART OF A SERIES OF TRAIN-
ING AIDS PREPARED BY THE URBAN LEAGUE'S LAW ENFORCE-
MENT MINORITY MANPOWER PROJECT (LEMMP). MINORITY CAN-
DIDATES FOR POLICE JOBS OFTEN NEED MORE HELP AND EN-
COURAGEMENT TG 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 COUNSELING SESSIONS
DESIGNED TO TEACH THEM HOW TO AVOID IMPROFER POSTURE,

SULLEN ATTITUDES, INCOHERENT RESPONSES TO QUESTIONS,

AND BREAKING EVE CONTACT WITH THE INTERVIEWER, THE RE-
CRUITMENT SPECIALIST SHOULD PROVIDE THE CANDIDATE WITH
SUGGESTED ANSWERS TO COMMONLY ASKED QUESTIONS.
(SAMPLE QUESTIONS ARE INCLUDED HERE.) PRACTICAL CONSID-
ERATIONS FOR TEST PREPARATION SUCH AS GETT7ING AN ADE-
QUATE NIGHT'S REST BEFORE THE TEST, BRINGING THE NECES-
SARY EQUIPMENT TO THE TEST LOCATION, AND ARRIVING AT
THE TEST CENTER EARLY ARE NOTED. PREPARATION FOR THE

- MEDICAL 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 EXAMINATION.

Supplemants) Notes: LEMMP (LAW ENFORCEMENT MINORITY
MANPOWER PROJECT) TRAINING AID NO 3.
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‘EQUAL EMPLOYMENT OPPORTUNITY

68, L H. REYNOLDS. ELIMINATORS. NATIONAL URBAN -

: LEAGUS, INC, 500 EAST 62ND STREET, NEW YORK NY .
10021, 7p. 1977 T HC-50858
'BARRIERS TO POLICE AECRUITMENT OF MINORITIES ARE DIS-
CUSSED AS PART OF A SERIES OF TRAINING AIDS PREPARED BY

THE URBAN LEAGUE'S LAW ENFORCEMENT MINORITY MANPGW-
ER PROJECT (LEMMP). SOME OF THE PROHIBITIONS AGAINST

SUCCESSFUL. MINORITY RECRUITA:INT INCLUDE THE USE OF -

VISUAL ACUITY TESTS WHICH BAR APPOINTMENT TO THE FORCE
WITHOUT 20720 VISION IN SOME AREAS, HEIGHT STANDARDS
WHICH ARE CURRENTLY UNDER ATTACK (F THEY ARE NOT JOB
RELATED, RESIDENCY REQUIREMENTS, AND THE PREFILING OF
APPLICATIONS WHICH ELIMINATES CANDIDATES WHO HEAR CF

- THE TEST AFTER THE TERMINATION DATE. SOLUTIONS TO THESE .

BARRIERS ARE PROPOSED, INCLUDING ALLOWING APPLICANTS

TO HAVE CORRECTED 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. IN ADDITION, FEE CHARGING . FOR EXAMINATIONS OR AP-
PLICAT/ONS SHOULD BE ELIMINATED, AND EDUCATION REQUIRE-

. MENTS SHOULD INCLUDE A HIGH SCHOOL DIPLOMA AND DRIV--
ER'S LICENSE AT THE TIME OF APPOINTMENT. BARRIERS THAT
ARE ALREADY PROHIBITED BY LAW INCLUDE DISCRIMINATION ON
- THE BASIS OF SEX, RACE, RELIGION, POLITICAL BEUEFS, AND

NATIONAL HERITAGE; ARREST AS OPPOSED TO CONVICTION;

AND WAGE GARNISHMENT. APPLICATIONS SHOULD BE READILY -

AVAILABLE TO FACILITATE RECRUITMENT. THE ORAL INTERVIEW,
{F PROPERLY CONDUCTED AND EVALUATED, CAN SERVE AS AN
EFFECTIVE TOOL FOR ELIMINATING UNQUALIFIED CANIDIDATES;

HOWEVER, THE INTERVIEWER SHOULD REMAIN OPENMINDED, -

NONPATRONIZING TO FEMALE CANDIDATES, AND AVOID A CLI-
MATE OF INTERROGATION. NO REFERENCES ARE PROVIDED.
Notea: LEMMP (LAW ENFORCEMENT MINORITY

. Supplemental
MAPOWER PROJECT) TRAINING AID N_O 4,

89. L H. AEYHOLDS. - ORAL INTERVIEW STANDARDS. NA.
TIONAL URBAN LEAGUE, INC, 500 EAST 62ND STREET,

NEW YORK NY 1002i. Tip. 1877, . WCHG8TT

THE UNIFORM ORAL INTERVIEW STANDARDS DISCUSSED IN THIS
MANUAL WERE DEVELOPED AS A PART OF THE NATIONAL URBAN
LEAGUE'S LAW. ENFORCEMENT MINORITY MANPOWER PROJECT
FOR SUCCESSFUL MINORITY RECRUITMENT. ALL INTERVIEWERS
SHOULD ACCEPT THREE SPECIFIC KINDS OF UNIFORM STAND-
ARDS: {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 INTERVIEWING TECH-
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 APPEMDED TO THIS
DOCUMENT. THERE IS A TiP ON HOW-TO BEGIN AND END INTER.
VIEWS. INTERVIEWS SHOULD LAST 25 MINUTES WITH CANDI-
DATES DOING MOST OF THE TALKING. QUESTIONABLE FEA-

. TURES 'OF A CANDIDATE'S . BACKGROUND 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 MISTO-
RY. IT IS THE RESPOMSIBILITY OF THE CANDIDATE TO CONVINCE
THE INTERVIEWER OF QUALIFICATIONS FOR THE POSITION. IN
ADDITION, INTERVIEWERS SHOULD BE AWARE OF THEIR PER.
SONAL PREJUDICES AGAIMST MINORITY OR FEMALE APPLI.
CANTS. RULES FOR DETERMINING FINAL SCORES AND MARKING

THE CANDIDATE RATING CARD ARE DISCUSSED, INCLUDING

GUIDELINES DIRECTING INTERVIEWERS AS TO THE APPROPRI-

ATENESS 'OF CHANGING A RATING. FINALLY THERE IS A DISCUS-
SION OF WHETHER AND WHEN RATERS SHOULD DISQUALIFY
THEMSELVES. A SAMPLE EXAMINATION FOR POLICE Am FIRE-
FIGHTERS IS INGLUDED.

Supplemental Notes: LEMMP (LAW ENFORCEMENT umoam
'MANPOWER PROJECT) TRAINING AIDNO 5. :

0. Lu.n:vnoun. POTENTIAL CANZIDATES AND UBING -
COMMUNITY

RESOUNCES FOR RECAUITING. NATIONAL

URBAN LEAGUE, INC, 500 EAST 62ND STREET, NEW YORK

NY 10021. 5p. 1977, NCJ-50083
EMPLOYING COMMUNITY RESOURCES TO LOCATE POTENTIAL
CANIDATES IS DISCUSSED IN THIS REPORT, DEVELOPED AS A
PART OF THE NATIONAL URBAN LEAGUE'S LAW ENFORCEMENT
MINORITY MANPOWER PROJECT FOR MINORITY RECRUITMENT.

AMONG COMMUNITY RESOURCES TO BE CONTACTED IN ANY
EFFORT TO RECRUIT MINORITY CANDIDATES ARE THE LOCAL

VETERANS' ADMINISTRATION OFFICE, PLANTS WITH LAYOFF
LISTS, COMMUNITY COLLEGE AND UNIVERSITIES, SOCIAL SERV-
ICE AGENCIES, CIVIC SOCIAL. GROUPS, BARBER SHOPS, SPORTS

'PROGRAMS, RECREATION SPOTS, H/GH SCHOOLS, AND

CHURCHES: EMPLOYMENT AND PLACEMENT COUNSELORS AND
PERSONNEL OFFICERS SHOULD BE CONTACTED WHEN AP-
PROACHING VETERANS AFFAIRS OFFICES, INDUSTRIAL PLANTS,

HIGH SCHOOL, AND ‘COLLEGES. PROCEDURES TO FOLLOW ‘N

HIGH SCHOOLS AND COLLEGES INCLUDE ASKING: FOR NAMES
AND ADDRESSES OF ALL MINORITY PERSONS WHO DROPPED
OUT, RECENT GRADUATES, OR THOSE WHO ARE NEAR COMPLE-

TION OF THEIR STUDIES; IN COMMERCIAL SHOPS, PLACING POBT-

ERS THAT CONTAIN AN ADDRESS, TELEPHONE NUMBER, AND
PERSON TO BE CONTACTED, AND AT RECREATION SPOTS, USING

A TABLE WITH APPLICATIONS AND POSTERS OR USING A POLICE -
VEHI!CLE WITH A BULL HORM TO DRAW PUBLIC ATTENTION TC. -

THE RECRUITMENT DRIVE. VISITS. TO CHURCHES, CIVIC ORGANL
ZATIONS, OR THE NATIONAL URBAN LEAGUE SHCOULD BE PRE-
CEDED WITH LETTERS OF INTRCODUCTION THAT ARE SINCERE

. AND HONEST. FINALLY, APPLICATIONS SHOULD BE READLY
AVAILABLE, AND A FOLLOW UP APPROACH SHOULD BE EM-

PLOYED. NO REFERENCES ARE INCLUDED.

Supplemnentsl Hotes: LEHEMP (LAW EM’OROEMENT mmv
-MANPOWER PROJECT) TRMNING ADNO1Y. . .

91, 8. ROTHENBERQG. MINORITIES'
: RIGHTS '

FEDERAL STREET, CHICAGO L

80618, MMWGUAR?EHLY V&NE(JAMIARY
1977, P 2231, -

BRIEF REVIEW OF STATUTORY BACKGROUND AGNNST uscnn-

NATORY EMPLOYMENT PRACTICES IN THE PUBLIC SECTOR, FO-
PROPORTIONATE RAGIAL IMPACT. THIS CONCEPT, ENUNCIATED
BY THE SUPREME COURT IN GRIGGS V. DUKE POWER COMPANY -
(1871) HOLDS THAT IF AN EMPLOYMENT TEST CAN BE SHOWN TO -

HAVE A DISPROPORTIONATE RESULT ON CERTAIN PROTECTED

GROUPS, THE EMPLOYER MUST DEMONSTRATE THAT THE TEST.
IS VALID AND RELATES TO THE JOB REQUIREMENTS. FEDERAL

COURT LITIGATION CONCERNING THE CRICAGO POLICE DEPART-
MENT IS USED AS AN EXAMPLE OF THIS DOCTRINE. ADDITIONAL-
LY, THE AUTHOR DISCUSSES JUDICIALLY IMPOSED EMPLOVMENT
QUOTAS AND PREFERENTIAL AFFIRMATIVE ACTION HIRING PRAC-
TICES AS REMEDIES FOR DISCRIMINATION. THE ARTICLE CON-
CLUDES BY CITING A REPORT SHOWING THAT WOMEN CAN PER-
FORM COMPETENTLY AS POLICE OFFICERS. '

92 R. H ROWAN and J. 8. GREFFIN, stmn.m—v
FOLICE DEPARTMENT "RECRUITMENT PRO-.

MO
POLICE CHIEF, V44 N!(JANUARYWM.PI!G?O.
HCJ-30500
OUTLINE OF CITYWIDE MINORITY RECRUITMENT ACTIVITIES iN-

TENDED TO ENCOURAGE QUALIFIED MINORITY APPLIGANTS (A



>GOALOFOOMALEBLACKAPPUCAN18WASSET)TOAPPLYAND

* - BE APPOINTED POLICE OFFICERS. RECRUITMENT EFFORTS COM-
- -PHISED AN ORAL-INTERVIEW TUTORIAL SESSION FOR APPLI. -

‘CANTS, PHYSICAL TRAINING AND PREPARATION FOR THE PHYSI-
CAL AGILITY PORTION OF THE TEST, WRITTEN EXAMINATION TU-

" TORIALS, RADIO. AND TELEVISION SPOT ANNOUNCEMENTS,
- PRESS AND COMMUNITY NEWS RELEASES, AND MEETINGS WiTH

INTERESTED GROUPS. OF THE 804 PERSONS WHO TOOK THE
POLICE OFFICER EXAMINATION (INCLUDING 55 ELACK MALES), 53

FROM THE MINORITY GROUP PASSED. THE POLICE DEPARTMENT -

STARTED ITS RECRUITMENT ACADEMY WITH MINE BLACK MALES,
'OPEBMOKFEMALE.ANDONEH!SPAMCMALEOUTOFQRE-
- CRUITS,

ummmmmmm
1348 CONNECTICUT AVENUE, NW, WASHINGTON DC
20038, mmmummm 9
p. 1975, NCJ-31378

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 PRGC-
ESS. PROPOSALS FOR REFORM INCLUDE A FULL EMPLOYMENT

STRATEGY, A REEXAMINATION AND CHANGE IN THE WAY IN -

WHICH FEDERAL DOLLARS UNDER LEAA ARE GRANTED TO THE

STATES (TO EMPHASIZE IMPROVING. THE QUALITY OF LAW EN- -

- FORCEMENY, JUDICIAL PROCESS, AND CORRECTIONS), AND

EQUAL APPORTIONMENT CF FEDERAL LEGAL A3SISTAMCE FOR
THE POOR BETWEEN RURAL AND URBAN AREAS. ALSO RECCM.

MENDED ARE INCREASED LAW SCHOOL EMPHASIS ON SPECIFIC

RURAL iSSUES AND PRAGTICE, AND AFFIRMATIVE ACTION RE-

CRUITMENT OF MINORITIES ‘FOR  EMPLOYMEMT IN I,AW EN-

FORCEMENT, JUDICIAL, AND LEGAL PROFESSIONS.
Supplemental Notes: PAPER PRESENTED AT NATIONAL CONFER-

- ENCE ON RURAL AMERICA, APRIL 14-77, 1875.

Avallebility: NCSRS MICROFICHE FROGRAM.

84, L. W. SHERMAN. - m WORKSHOP ~MINOR-
iTY QUOTAS FOR POLICE PROMOTIONS. WARREN,

. GORHAN AND LAMONT, INC 210 SOUTH STREET
| BOSTON MA 02111, CRIMINAL LAW BULLETIN, 'V 15, N

T (JANUARY-FEBRUARY 19798), P 79-84. - NCS-83870

TH!G COMMENTARY DEALS WITH A CASE INVOLVING THE DE-

TROIT POLICE OFFICERS ASSOCIATION IN MICHIGAN AND A
WHITE POLICE OFFICER NAMED YOUNG WHC: CHARGED THE AS:

SOCIATION WITH DISCRIMINATORY PRACTICES IN PROMOTION. -

THE JUNGE WELD THAT THE DETROIT POLICE DEPARTMENT'S
POLICY SINCE 1674 OF PROMOTING ONE BLACY OFFICER TO

" SERGEANT FOR EVERY WHITE OFFICER PRCMOTED UNLAWFUL:

LY DISCRIMINATES AGAINST WHITE OFFICERS, PRIMARILY BE.
CAUSE THERE WAS NO PROOF OF PAST DISCRIMINATION IN THE

" DEPARTMENT AND BECAUSE EMPLOYERS MAY NOT VOLUNTAR-

ILY ADOPT A QUOTA TYFE OF RELIEF. OTHER FACTURS INFLU-
ENCING THE JUDGE'S DECISION WERE THAT OPERATIONA!,

NEEDS OF THE DEPARTMENT DID NOT JUSTIFY THE AFFIRMATIVE
ACTION PUAN, SINCE THERE WAS NO EVIDENCE THAT THE ii-
CREASED NUMGER OF MINORITIES IN SUPERVISORY RANKS HAD
{MPROVED THE OVERALL EFFECTIVENESS OF THE DEPARTMENT,
AND THAT THE APPROPRIATE GEOGRAPHICAL AREA FOR DEFIN-
‘ING THE LABOR FORCE FROM WHICH POLICE OFF{CERS ARE
DRAWN iS THE 1970 CENSUS DEFINITION OF. THE DETROIT
STANDARD METRCPOLITAN STATISTICAL AREA. THE COMMEN-

TARY ASSUMES THAT THERE ARE UNIQUE ZONCERNS IN LAW

ENFORCEMENT THAT MAY JUSTIFY DIFFERENT LAWS GOVERN-

ING EMPLOYMENT PRACTICES. GIVEN THE CLOSE CONNECTIONS
AMONG RACE, CULTURE, VALUES, A%0 POLICE BEHAVIOR, EQUI-~

' ‘TABLE EMPLOYMENT PRACTICES SHOULD NOT BE THE ONLY

_ CONCERN IN LITIGATION INI(/ING MINORITY QUGTAS. POLICE

EFFECTIVENESS SHOUMS B& GIVEN EQUAL CONSIDERATION.
- POLICE EFFECTIVENESS IS DETERMINED FOR THE AREA IN RELA-
TION TO THE NUMBER OF BLACKS, OTHER MINORITIES, AND

~ AFFIRMATIVE ACTION

WHITES IN LAW ENFORCEMENT, AND THE GEOGRAPHY OF PER-

SONNEL RECRUITMENT ALSO IS EXAMINED. CASE Law 1S CGITED.

95 R W. SNARR and M. P. MCCAULEY. MWNORITY RE-

smssrzo’mnoon IX)LUMSUSOH43215 75 p.

1978, . NCJ-48457

. GUIDELINES PERTAINING TO MINORITY RECRUITMENT OF A0
-FOR ANTIDISCRIMINATION POUOIES. DISCRIMINATION iN LAW EN-
FORCEMENT, AND REMEDIATION OF DISCRIMINATCRY PRAC-
‘TICES. THE MANUAL IS DESIGNED TO ASSIST LOCAL LAW EN- .

FORCEMENT AGENCIES IN THEIR EFFORTS TO iINCREASE REPRE-
SENTATION OF ETHNIC MINORITIES ANC WOMEN AS SWORN

" PEACE OFFICERS. iT- IS EMPHASIZED. THAT MINORITY RECRUIT-

MENT DCES NOT REFER TO PREFERENTIAL HIRING PRACTICES;
RATHER, THE GOAL IS TO ATTRACT THE MOST QUALIFIED MI-
NORITY GROUP MEMBERS. iN A DEMOCRATIC SOCIETY, ALL PER-
SONS SHOULD BE PERMITTED TO PARTICIPATE IN GOVERNMEN-
TAL PROCESSES, THE RIGHTS OF MINORITY AND WOMEN APPLL-
CANTS ARE SUPPORTED BY THE 14TH AMENDMENT OF THE CON-
‘STITUTION, THE CIVIL. RIGHTS ACT AND THE EQUAL EMPLOY-
MENT OPPORTUNITY ACT, LEAA, THE OHIO CIVIL RIGHTS COM-

MISSION, AND THE COURTS. THE ORGANIZATIONAL PHILOSOPHY
AND COMMITMENT, POLICIES AND FROCEDURES, NEEDS AND
GOALS, AND REQUISITE RESOURCES OF THE LAW ENFORCE-

_ MENT PERSONNEL SYSTEM ARE DISCUSSED WITHIN THE CON- -

TEXT OF DISCRIMINATION ISSUES AND ANSWERS. IMPLEMENTA-
TION OF A MINORITY RECRUITMENT PROGRAM WILL REQUIRE

- THE IDENTIFICATION OF WORK TO BE PERFORMED, A SURVEY

OF THE LABOR MARKET, DEVELOPMENT OF JOB DESCRIPTIONS,
AND DEVELOPMENT OF SELECTION CRITERIA, PLANS, AND PRO-
CEDURES. POTENTIAL FOR CAREER DEVELORWMENT WILL PLAY A
MAJOR ROLE IN DEC!SIONS OF QUALIFIED APPLICANTS, CAREER

" DEVELOPMENT S DISCUSSED WITHiN THE FRAMEWORK OF INDI-

VIDUAL CAPARILITIES AND CHARACTERISTICE AND ORGANIZA.
TION CHARACTERISTICS AND NEEDS. TYPES OF CAREER DEVEL-
OPMENT AREAS AND PROGRAMS ARE OUTLINED, MINORITY RE-
CRUITMENT SHOULD BE SEEN AS PART OF THE OVERALL CARE.
FULLY PLANNED RECRUITMENT EFFORT. RECRUITMENT BY OB.
JECTIVES IS RECOMMENDED FOR RECRUITMENT PLANMING
ROLE OF THZ RECRUITER !5 DISCUSSED, AND RECRUITMENT
STRATEGIE® SUCH-AS ADVERTISEMENT, WORK/STUDY PRO-
‘SRAMS ANG INTERNS!'HPS. AND OPEN HOUSES AND SPEAKERS
ARE REVIEWED. A SUCCESSFUL RECRUITMENT PROGRAM WILL
REQUIRE ACCURATE RECORDKEEPING AND ONGOING PROGRAM
EVALUATION IN TERMS OF PRESENT RECRUITMENT OBJECTIVES.
A REVIEW OF HIRING PRACTICES WHICH MAY UNNECESSARILY
DISQUALIFY LARGE NUMBERS OF MINORITY/WOMEN APPLI-

CANTS (LE., WRITTEN EXAMINATION, HEIGHT/WEIGHT REQUIRE-
. MENTS) IS ALSO RECOMMENDED. APPENDED ARE THE RESULTS
- OF A SURVEY OF BLACK MALES AND WHITE FEMALES INDICAT-
" ING JOB FACTORS PERCEIVED AS RECOMMENDING POLICE

WORK TO OTHER MINORITY GROUP MEMBERS, AND REPRODUC.
"TIONS OF TWO RECRUITMENT ADVERTISEMENTS. A LIST OF REF-
ERENCES 1S ALSO PROVIDED.

Avaliabiity: NCJRS MICROFICHE PROGRAM.

96. J. L. STEINBERG and D. W. MCEVOY. - POLICE AND THE
PEHAVIORAL 180p. 1874 - NCS-18239
SELECTION OF REPORTS -ON: COLLABORATIVE EFFORTS BE-
TWEEN POLICE AGENCIES AND BEHAVIORAL SCIENTISTS TO IM-
PROVE RECAUITMENT, SELECTION, AND HUMAN RELATIONS
TRAINING. DURING THE PAST FEW YEARS, A NUMBER OF INTER.
ESTING COLLABORATIVE EFFORTS HAVE TAKEN PLACE BE-

TWEEN POLICE AGENCIES AND BEHAVIORAL SCIENCE CONSUL-. -

TANTS IN DEVELOPING INNOVATIVE PROGRAMS TO IMPROVE
POLICE PRACTICES. THE MAJOR EMPHASIS OF THE PROGRAMS

:
i



'EQUAL EMPLOYMENT OPPORTUNITY

FiEPORTED HERE CENTERS AROUND THE AREA OF HUMAN RELA-
TIONS TRAINING. THERE HAS BEEN A GROWING AECOGNITION
OF THE IMPORTANCE OF SUCH TRAINING BECAUSE OF THE VERY

POLICE .

LAWS AND REGULATIGNS, AND UPWARD MOBILITY. THE APPEN. -

DIX CONTAINS CCPIES OF THE EQUAL EMPLOYMENT OPPORTUNI- .

" TY COMMISSION GUIDELINES ON LAWFUL AND UNLAWFUL

"CONSIDERASLE DISCRETION GIVEN A POLICE OFFICER IN DEAL-

. ING WITH PEOPLE, WHAT'S MORE, 75 TO 80 PERCENT OF THE
JOB OF AN URBAN POLICE OFFICER IS INVOLVED WITH THE DE-
LIVERY OF NON-CRIMERELATED HUMAN SERVICES. THE TRAIN-
ING PROGRAMS REPRESENTED IN THIS VOLUME INCLUDE THE
AREAS OF CHILD AND JUVENILE CONTACTS, RACE RELATIONS,
FAMILY CRISIS INTERVENTION, CONFLICT MANAGEMENT, AND

COMMUNITY RELATIONS. THESE PROGRAMS REPRESENT A SIG- .
NIFIGANT DEPARTURE FROM TRAL/TIONAL PULILE TRAINING

" WHICH HAS FREQUENTLY BEEN A MATTER OF INDOCTRINATION
THROUGH LECTURES. NEW DIRECTIONS ARE EXPLORED IN
LEARNING AND CURRICULUM DESIGN TO INSTILL iN THE OFFICER
THE GOOD JUDGEWENT, DECISION MAKING ABILITY, PRUDENCE,
AND UNDERSTAN
SIONAL HESPONSE TO FIELD SITUATIONS. IN-ADDITION, THIS
COMALATION OF REPORTS INCLUDES A DESCRIPTION OF PRO-
GRAMS TO DESIGN POLICE PROMOTIONAL EXAMINATIONS AND
TO RECRUIT POLICE APPLICANTS FRCM THE BLACK POPULATION.

Avpllebliity: CHARLES C THOMAS, %1-32 EAST: 'LAWF(ENCE

AVENUE, SPRINGFIELD IL 62717.

PRE-EMPLOYMENT INQUIRIES, THE TEXAS EQUAL RIGHTS STAT-

. UTES, THE LEAA COMPLIANCE REVIEW PROCESS, AND THE:

DING . WHICH ARE REQUIRED FOR A PROFES-

0 S TERAITO, C. R. SVIANSON JR, and M. C. CHAMELIN,
POLICE PERSONN '

EL SELEGﬂON PROGESS. 312 p.

1977. NCJ-42478
INTENDED FOR ADMINIS'TRATORS AND SUPERVISORS INVOLVED
IN DESIGNING AND IMPLEMENTING A PERSONNEL SELECTION
PROCESS, ‘THIS. BOOK ANALYZES THE  SELECTION PROCESS
. FROM THE ENTRANCE EXAMINATION THROUGH PROBATIONARY
EMPLOYMENT, THE AUTHORS POINT. OUT THERE IS NO SINGLE
BEST SELECTION PROCESS FOR POLICE OFFICERS; HOWEVER,
THEY MAINTAIN THAT IF THE ADMINISTRATIVE GUIDELINES, IN-
VESTIGATIVE PROCEDURES, AND LEGAL REQUIREMENTS OUT-
UINED IN THE BOOK ARE FOLLOWED, THE FOLLOWING OBJEC-
TIVES WILL BE ACCOMPLISHED: THE IDENTIFICATION CF CANDI-
DATES WELL SUITED FOR POLICE CAREERS AND THE RECOGNI-
TION 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
GUIDELINES SET FORTH DO NOT CONFLICT WITH THEIR STATE
STATUTES. SOME OF THE SUBJECTS TREATED ARE: EQUAL EM-
PLOYMENT OPPORTUNITY IN LAW ENFORCEMENT; WRITTEN EN-
TRANCE EXAMINATIONS; MEDICAL AND PHYSICAL STANDARDS
FOR LAW ENFORCEMENT APPLICANTS; USING POLYGRAPHS AND
PSYCHCLOGICAL STRESS EVALUATORS; PSYCHOLOGICAL AND

- Avatiabiiity: NC )RS MICROFICHE PROGRAM. .

STATE ATTORNEY GENERAL'S OPINION (H-251) ON QUESTIONS
RELATING TO THE RIGHTS OF WOMEN EMPLOYED BY THE STATE.
A BRIEF BIBLIOGRAPHY 1S ALSO INCLUDED, - .
Sponsoring Agency: US DEPARTMENT OF JUSTICE LAW EN- :
FORCEMEMT ASSISTANCE ADMINISTRATION. .

9%, P. E. TRIPLEYT. WOMEN IN POLICING. ' INTERNATION.
. AL ASSOCIATION OF CHIEFS OF POLICE, 11 FIRSTFIELD
- ROAD, GAITHERSBURG MD 20760. FOLICE CMIEF, V
43, N 12 (DECEMBER 1976), P 48-49, NCJ-33103

DEVELOPMENTS IN KNOWLEDGE CONCERNING WHITE AND

BLACK FEMALE POLICE OFFICERS AS REPORTED AT THE 1974
AND 1975 WORKSHOPS ON WOMEN IN POLICING OF THE NATION-
AL BLACK: POLICE ASSOCIATION CONVENTION ARE DISCUSSED.

AMONG THE AREAS EXAMINED WERE PATHOL EFFECTIVENESS,

JOB ASSIGNMENTS, UNIFORMS, MALE/FEMALE PARTNERS AND
OTHER TOPICS. THE WORKSHOPS SEAVED TO ILLLSTRATE THAT
THE MOST CONTRCVERSIAL TOPIC. ON WOMEN iN POLICING IS
WHETHER OR' NOT THE FEMALE CAN ADEQUATELY PERFORM
PATROL FUNCTIONS. SEVERAL STUDIES ARE WRRENTLY UN-

] DEHWAY TO RESOLVE THIS QUESTION.

100; L B.WOLITZ  ANALYSIS OF THE LAROR MARKET FOR =
POLICEMEN (ISSUED 14 TWO UNNUMBERED VOLUMES).
208p. 1974, - NCJ-25708

* THIS PROJECT EXAMNES SHOHTAGES OF - POUCE MANPOWER

AND ANALYZES THE ECONOMIC CONTENT OF POLICE HIRING:
STANDARDS. A SINGLE-BUYER MULTIPLE-SELLEA MARKET
MODEL TO EXPLAIN SHORTAGES IS REJECTED IN FAVOR OF A

. DYNAMIC SHORTAGE MODEL AND A MORE PIGOROUS-»WODEL -

PSYCHIATRIC ASSESSMENT OF POLICE APPLICANTS; THE CHAR.

ACTER INVESTIGATION; THE ORAL INTERVIEW; RECRUIT TRAIN-
ING; EVALUATION OF PROBATIONARY OFFICERS; AND THE
FUTURE OF POLICE PERSONNEL SELECTION. SAMPLES OF VAR-
1OUS FORMS USED IN THE SELECTION PROCESS ARE INCLUDED.

A » BOBBS-MERRILL. Puausnma COMPANY, 4300 WEST
62 STREET, INDIANAPOLIS IN 46268,

8. TEXAS OFFICE OF 'I'HE GOVERNOR, AUSTIN TX 78711.

EQUAL EMPLOYMENT OPPORTUNITY AND THE TEXAS

CRIMINAL ~ JUSTICE - SYSTEM. 1975,

' ~ _ NCJ-32637
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 GUALIFIED MINORITY AND WOMEN AP-
PLICANTS, A CONDENSATION OF VARIOUS LAWS, LEGAL DECI-
SIONS, REGULATIONS, RESEARCH REPORTS, AND OPINIONS, iT
ADDRESSES FOUR AREAS OF MAJOR CONCERN TO CRIMINAL
JUSTICE AGENCIES: ALLOWABLE EMPLOYMENT STANDARDS AND
QUALIFICATIONS, RECAUITING MINORITIES AND WOMEN, WOMEN
IN PATROL WORK, AND HANDLING COMPLAINTS OF DISCRIMINA-
TION. THIS MANUAL ALSO DISCUSSES HOW EQUAL EMPLOYMENT
OPPORTUNITY LAW DEVELOPED, TEXAS' EQUAL EMPLOYMENT

15p.

N

. Avails SERVICE, P
180, ARLINGTON VA 22210 -Stock Order Nos. ED 099 508; CE 002

STRESSING THE INTERACTION OF WAGES, #IRING STANDARDS,
AUTHORIZED EMPLOYMENT LEVELS, VACANCY RATES. THROUGH
MULTIPLE REGRESSION TECHNIQUES, THE CHARACTERISTICS
SOUGHT BY THE OAKLAND (CALIFCANIA} POLICE DEPARTMENT
TESTING PROCESS BETWEER 1955 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 GRCUP STATUS AND
LOCAL RESIDENCE. RECENT CHANGES ARE REVIEWED, SUCH AS
AGGRESSIVE MINORITY RECRUITING. AND AFFIRMATIVE ACTION
PROGRAMS, WHICH HAVE GREATLY INCREASED MINORITY REP-
RESENTATION ON THE FORCE. A REVIEW. OF THE LITERATURE
AND A BIBLIOGRAPHY ARE INCLUDED. (AUTHOR ABSTRACT) o
Supplemantal Notes: DISSERTATION-UNNERSTIY OF CALIFOR-
NIA, BERKELEY.

Sponsoring Agency: US DEPARTMENT of LABOR MANPOHE‘ AD-
MINISTRATION, WASHINGTON-DC 20210, ' .

: ERIC DOCUMENT REPRODUCTION P G BOX.

692; NCJRS MICROFICHE PROGRAM.
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COURTS

. 101. M. L. COLYON, W. CAMPION, V. FISCHER, N. ELKING, and
: D. JACOBY. COURT ADMINISTRATION IN NEW MEXICO.

NATIONAL CENTER FOR STATE COURTS PUBLICATIONS.

" DEPARTMENT, 300 NEWPORT AVENUE, WILLIAMSBURG
VA 23185. 123np. 1075, NCJ-40183

STUDIES WERE UNDERTAKEN 7O EXAMINE THE OPERATION OF

THE ADMINISTRATIVE OFFICE OF THE COURTS (AOC) IN NEW

MEXICO IN ORDER TO IDENTIFY PROBLEM AREAS AND RECOM-

MEND METHODS FOR THEIR AMELIORATION. TO THIS END, A
TEAM OF ANALYSTS VIS/TED EVERY JUDICIAL DISTRICT COURT, A
REPRESENTATIVE SAMPLING OF MAGISTRATE COURT OPER-
ATIONS WAS MADE, AND INTERVIEWS WERE CONDUCTED WIiTH
ALL AOC EMPLOYEES. EMPHASIS WAS ON EVALUATING PERSON-
NEL, MANAGEMENT, BUDGETING, AND ORGEANIZATION. A PRO-
FILE OF THE NEW MEXICO COURT SYSTEM IS PRESENTED WHICH
INCLUDES INFORMATION ON JURISDICTION, PERSONNEL, ORGA-
NIZATION, AND EXPENSES OF THE SUPREME COURT, THE INTER-
MEDIATE APPELLATE COURT, THE TRIAL COURTS OF LIMITED
AND GENERAL JURISDICTION, THE SMALL CLAIMS COURT, JUDI-
CIAL COMMISSIONS, AND THE AOC. AS THE AOC HAS GROWN
THE NEED FOR A FORMALIZED PLANNING CAPABILITY HAS
BECOME INCREAZINGLY APPARENT. SUCH A PLANNING CAPABILI-
TY MUST INCLUDE CAREFUL SETTING - OF SHORT  AND

LONG-TZAM GOALS, DEVELOPMENT OF REALISTIC. PLANS TO -

ACHIEVE THESE GOALS, AND A MECHANISM FOR EVALUATING
‘GOAL ATTAINMENT, THIS WILL 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 FRO-
FESSIONAL LEGAL TRAINING MEANS INADEQUATE AND SOME-
TIMES INACCURATE OPERATIONS. A FULLY QUALIFIED STAFF
LEGAL OFFICER SHOULD BE RECRUITED TO REMEDY THIS SITUA-
TION, PERSONNEL RECORD KEEPING IS INADEQUATE AND LITTLE
EFFORT 1S MADE TO MONITOR PERSONNEL QUALIFICATIONS, SE-
LECTION FAVORS A PATRONAGE RATHER THAM A MERIT
SYSTEM. FURTHER, EFFECTIVE EMPLOYEE GRIEVANCE PROCE-
DURES AND AFFIRMATIVE ACTION PLANS TO ENSURE MORE
EQUITABLE . EMPLOYMENT PRACTICES ARE LACKING, COURTY
BUDCET REQUESTS ARE OFTEN UNJUSTIFIED; THE REVIEW PRO-
CEDURE IS INADEQUATE; AND DISPLEASURE HAD BEEN EX-
PRESSED BY JUDGES OVER INEQUITABLE BUDGETING PRAC-
TICES AND PROCEDURES. A COMPREHENSIVE BUDGETING
SYSTEM S NEEDED. STATISTICAL DATA COLLECTION ! SPOTTY
AND INFORMATION COLLECTED IS IN MANY INSTANCES INACCU-
RATE. iT APPEARS. THAT THE EXISTING STATISTICAL INFORMA-
TION SYSTEM IS OF LITTLE PRACTICAL VALUE TO THE JUDICIAL

DEPARTMENT. RECORD MANAGEMENT IS ALED NADEQUATE;

EVERY GOURT VISITED HAD LOST, MISSING AND MWISFILED REC- .- o

CRDS. THERE IS ALSO NO SEMBLANCE OF A JURY MANAGEMENT
SYSTEM IN NEW MEXICO; THERE 1S LITTLE UNIFORMITY AND
LITTLE EFFORT TO MAXIMIZE USE OF JURORS. THE PENALTY AS-
SESSMENT SYSTEM OF THE AOC APPEARS TO BE UNNECES-

SARY; FINES COULD BE SENT DIRECTLY TO THE STATE TREA:

SURER. LACK OF UNIFORMITY IN BOOKKEEPING PROCEDURES
AMONG THE COURTS MAKES MONITORING AND AUDITING DIFFL.

CULT. MOREOVER SEVERAL OF THE LOWER COURTS ARE NOT

AUDITED BY THE AQC AT ALL. A JUDICIAL DEPARTMENT PLAN
FOR COMPUTERIZATION OF ACTIVITIES IS NEEDED, AND THE LAW
LIBRARY REQUIRES UPGRADING. CENTRAL PURCHASING IS REC-
OMMENDED, AND STEPS WILL BE NEEUED TO IMPAOVE THE EFFI.

CIENCY AND ADEQUACY. OF SPACE AND EQUIPMEMT MANAGE.
MENT. A 5-YEAR IMPLEMENTATION PLAN (1975:1860) FOR IM-.

PROVING AOC OPERATIONS IS PROVIDED. SURPLEMENTAL RE-

SEARCH INFORMATION IS ALSO APPENDED.

Sponsoiing Agency: NEW MEXICO GOVERNOR'S COUNCIL oN
CRIMINAL JUSTICE ALANNING, P O BOX: jrro, SANTA FE NM
87501.

102 W.LWLEML“"E&E“ WOMEN (N THE
COURTS. . NATIONAL CENTES FOR STATE COURTS PUB-
LICATIONS DEPARTMENT, 300 NEWPORT AVENUE, Wil-
LIAMSBURG VA 23185, 250p. 1978. ° NCI-43844

THIS ANTHOLOGY PRESENTS AN EXAMINATION OF THE EXTENT

OF COMMITMENT ON THE PART OF THE JUDICIARY TO LIBERAT- -

ING WOMEN FROM THEIR INFERIOR STATUS IN AMERICAN S0CI-
ETY. THIS EXAMINATION OF THE STATUS OF WOMEN IN THE
COURTS IS. FACILITATED 8Y ARTICLES WHICH REVIEW LEGAL

CASES INVOLVING WOMEN'S ISSUES AND DISCUSS THE TREAT- .

MENT OF WOMEN IN THE COURT SETTING. FEMALE EMPLOYEES,

PARTICIPANTS, AND PROFESSIONAL ROLES iIN THE TRIAL

COURTS ARE DISCUSSED. THE ROLE OF WGEN AS REPORTERS,

CLERKS, BAILIFFS, CRIMINAL DEFENDANTS, DIVORCE AND CUS- - - =

TODY LITIGANTS, WITNESSES, CBSERVERS, NEWS REPORTERS,
JUDGES, AND ATTORNEYS IS NOTED. KEY UNITED STATES SU-
PREME COURT RULINGS ON SEX DISCRIMINATION, REPRODUC-
TIVE FREEDOM, AND PREGNANCY ARE REVIEWED. THE RELA-

" TIONSHIP BETWEEN THE BURGER COURT AND WOMEN'S RIGHTS

33

BETWEEN 1871 AND 1977 IS EXAMINED, AS THEY RELATE TO
LEGAL FICTIONS ASOUT WOMEN; PROCREATION; FEMALE INFERI-
ORITY; MENTAL WEAKNESS; FEMALE ENCAPSULATION IN MAR-

RIAGE AND THE FAMILY; AND THE BURGER COURT OPINIONS RE- .

GARDING MATERNITY CASES, THE FATHER.CHILD RELATIONSHIP,

&

Preceding page Mark




COURTS

THE STATUS OF CHILDREN, SEXUAL EQUALITY, SEXUAL FREE-
00M, WOMEN ON WELFARE, AND WOMEN AND DOCTORS. THE
" ROLE OF WOMEN JUDGES 1S ASSESSED, EMPHASIZING THEIR
HISTORICAL PRESENCE IN THE SUDICIARY, CONTEMPORARY TO-
KENISM, SPECIALIZATION' AND JSOLATION ON THE BENCH,
ACCESS. TO THE BENCH, FEMALE REPRESENTATION IN THE
- COURT STRUCTURE, AND THE FEMINIST ENVIRONMENT. SURVEY
- FINDINGS RELATING TO WOMEN IN COURT ADMINISTRATION ARE

PRESZNTED. TABULAR AND GRAPHIC DATA REGARDING PERSON:’ »

AL AND OCCUPATIONAL, HISTORIES, CAREER GOALS, THE TREAT-
MENT AND PERFORMANCE OF WOMEN IN COURT ADMINISTRA-
" TION POSITIONS, RESISTANCE TO WOMEN, AND THE EFFECT OF
THE WOMEN'S MOVEMENY ARE PROVIDED, THE PRACTICE OF
SEXUAL STEREOTYPING IN JURY SELECTION IS DISCUSSED, iN
ADDITION T THE HISTORY OF THE RIGHT TO JURY SERVICE,

SEXISM I8N THE VOIR DIRE FROCEDURE, AND EMPIRICAL SUP-
PORT FOR VOIR DIRE STEREOTYPES. CHANGES IN THE DOMES-

nc AELATIONS COURT ARE DOCUMENTED; AMD, THE HISTORY
OF DIVORCE, DIVORCE IN 20TH CENTURY AMERICA, CASELOAD
IMPACT, CLIENT ATTITUDES, ATTORNEY ATTITUDES, THF DIFFI-
CULTIES OF PROPERTY DIVISION. THE DIVORCED MOTHES, AND
PROBLEMS FACED BY THE OLDER OR WGORKING WOMAN ARE

. DISCUSSED BRIEFLY, THE COURT STATUS OF VICTIMS OF

SEXUAL AND WIFE ABUSE, RAPE, GAUTIONARY INSTRUCTIONS,

- CORROBORATION REQUIREMENTS, THE RESISTANCE STANDARL,
WIFE BEATING, AND THE ROLES OF THE CRIMINAL A CIV!L
COURTS ARE ALSQD DISCUSSED. FINALLY, THE GENERAL LIMITA-
TIONS COF LAW AND JUSTICE AS THEY RELATE TO WOMEN ARE
CONSIDERED. IT IS ARGUED THAT SGCIAL PROBLEMS, SUCH AS
WOMEM'S STATUS IN THE CGURTS, WILL BE NEITHER UNDER-
STOOD NOR RESOLVED, NOAR Will MECHANISMS FOR CHANGE
WORK SUCCESSFULLY UNTIL WOMEN'S ROLES ARE VIEWED AS
AN INTEGRAL PART OF THE OVERALL SOCIAL PROCESS. A QUES-
TIONNAIRE FOR COURT ADMINISTRATORS I5 APPENDED. REFER-
ENCES ARE PROVIDED. FOFI SELECTED ARTICLES, SEE NCQJ
48845-48851. .

Sooneoriiy. Agency: US DEPARTMENT OF JUSTICE LAW EN-
-CORCEMENT ASSISTANCE ADMINISTRATION.

A : NATIONAL CENTER FOR STATE COURTS PUBLICA-
232155 DEPARTMENT ) 300 NEWPORT AVENUE, WILLIAMSBURG VA

163, H. O. I..AWSON s G. B. KUBAN. DEVELMN‘I" oF A

COMPREHENSIVE PERSON‘!EL PLA2S TOR NON-JUDICIAL,
EMPLOYEES OF THE. ##NSAS APPELLATE A COURTS
CRIMINAL C@iim FECHNICAL ASSISTANCE PROJECT.

- AMERSCAR UNIVERSITY LAW SCHOOL INSTITUTE FOR AD-
=" VANCED STUDIES IN JUSTICE, 4900 MASSACHUSETTS
AVENUE, NW, WASHINGTON, DC 20016. 178 p. ~ 1977.

- ) NCJ-43072

POSITION DESCRIPTIONS, AFFIRMATIVE ACTION PRACTICES, AND
PAY, PROMOTION, RAISE, AND LEAVE POLICIES FOR NONJUDI-
CIAL PERSONNEL OF THE KANSAS SUPREME COURT AND COURT
OF APPSALS ARE EVALUATED, AND A PAY PLAN IS PROFQOSED.
THE RECOMMENDED PAY PLAN. WHICH IS BASED ON THE PER:

SONNEL CLASSIFICATION PROPOSED BY THE KANSAS JUDICIAL -

ADMINISTRATOR'S, OFFICE, IS INTENDED TG PROVIDE A FRAME-
WORK FOR EQUAL COMPENSATION FOR WORK OF A COMPARA-
BLE NATURE AND LEVEL, TO PROVIDE A MEANS FOR COMPEN-
SATING EMPLOYEES FOR CONTINUED SATVISFACTORY "i’& ouT-
STANDING SERVICE, AND TO ESTABLISH RATES OF COMPENSA-
- TEOAN WHICH OOMPARE REASONABLY WITH RATES IN COMMON
LABOR MARKETS AND WHICH WiLL AID IN THE RETRUITMENT
AND AETENTION OF QUALIFIED PERSONNEL. THE PLAN IS DE-
" SIGNED TO FROVIDE BOTH EMPLOYEE INCENTIVE AND ADMINIS-
TRATIVE FLEXIBILITY. THE PAY PLAN CONSISTS OF A SYSTEM OF
SALARY STEPS AND £ RECOMMENDED PAY RANGE FOR EACH
CLASSIFICATION, SCHEDULE | SETS FORTH SALARY STEPS IN
MONTHLY AND ANNUAL RATES. SCHEDULE It DEFINES A SALARY
RANGE FOR EACH CLASSIFICATION, SCHEDULE #l LISTS JOB

. SCHOLARSHIPS, TUTORING,

AFFIRMATIVE ACTION

BRANCH POSITIONS. GUIDELINES FOR INSTALLING AND ADMINIS-
TERING THE PROPOSED: PAY PLAN ARE INCLUDED, SUPPORTING

DOCUMENTATION, INCLUDING JOB DESCRIPTIONS FOR THE PQS!-'

TIONS INCLUDED IN THE PAY-PLAN, IS PROVIDED.,

US DEPARTMENT OF JUST(GE LAW EN-

Sponsoring Agency: -
FORCEMENT ASSISTANCE ADMINISTRATION.
104. D. L. SASSOWER. WGMEN JUDQGES., ASSOCIATION OF

TRIAL LAWYERS OF AMZRICA. TRIAL, V 12,N1 (JAN- o

UARY 1976), P 25, 31, 34-35,

BARRIERS TO EQUALITY FOR WOMEN PRESENTED SY LAWS AND

JUDICIAL DECISIONS ARE DISCUSSED, AND THE NEED FOR MORE
WOMEN JUDGES AND LAWYERS. i2 $TRESSED. JUDICIAL DECK

SIONS AND LAWS THAT ‘HAVE DEALT WITH WOMEN A8
SECOND-CLASS CiTiZENS ARE CITED (E.G., PROTECTIVE tABOR
LAWS, LAWS GRANTING WOMEN AUTCMATIC EXCUSES FROM
JURY BUTY, AN 1873 SUPREME OOURT DECISION UPHOLDING

THE DENIAL OF A WOMAN'S APPLICATICN FOR A LICENSE TO
PRACTICE LAW). INDICATIONS THAT JUDICIAL ATTITUDES ARE -

CHANGING ARE POINTED OUT, AS IS THE PROMISE OF THE
EQUAL RIGHTS AMENDMENT FOR ESTABLISHING EQUALITY ON A
SOLID BASIS AND FUTTIMG AN END TO DISCRIMINATORY PRAC-
TICES AMG JUDICIAL INTERPAETATIONS THAT PERPETUATE
WONEN'S SUBORDINATE ROLE. THE NEED FOR MORE FEMALE
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 NONPGLITICAL PROFESSIONAL JUD:-
CiARY CHOSEN ON THE BASIS - OF COMPETITIVE QUALIFYING EX-
AMINATIONS AND PROMOTED ON THE BASIS OF EXPERIENCE
AND PROVEN ABILITY. SUCH A METHOD iS SAID TO OFFER
EQUAL OPPORTUNITIES ON THE BENCH TO ALL .SEGMENTS OF
SOCIETY. THE INOREASE IM THE NUMBER OF WQMEN ATTENDING

LAW SCHOOL AND THE ADVENT OF FEMINIST LAW FIRMS ARE
NOTED.

105. R.W.SPEARMANMH.STEVEH&
EQUAL JUSTICE—~PROGRAMS TO W
LAWYERS IN THE SOUTH, 1088-1370—AN EVALUAT'OH
REPORT TO CARNEGIE COWPORATION OF NEW YORK.
CARNEGIE SEIHATION OF NEW YORK, 437 MADISON
AVENE NEW YORK NY 10036. 68 p. 1974,

© NCJ-48ST?

1FlESSUL'I’S OF AN EXTENSIVE EVALUATION OF A NUMBER OF

GRANT PROGRAMS DESIGNED 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 SUPRPORT FOR PROGRAMS
OF THE EARL WARREN LEGAL TRAINING PROGRAM, INC., THE
NATIONAL ASSOCIATION FOR THE ADVANCEMENT OF COLGRED
PZOPLE LEGAL DEFENSE AND EDUCATIONAL FUND (LDF), AND
THE LAW STUDENTS CiviL RIGHTS HESEARCH COUNCIL
(LSCARC). THESE ORGANIZATIONS OFFERED A VARIETY OF PRO-
GRAMS WHICH RECRUITED BLACK LAW STUDENTS; PROVIDED
AND COUNSELING; OFFERED
SUMMER INTERANSHIPS IN CIVIL RIGHTS LITIGATION; PROVIDED
FPOSTGRADUATE FELLOWSHIPS; AND PROVIDED FEES FOR

_YOUNG BLACK LAWYERS DOING CIVIL RISHTS WORK IN THE

SOUTH. THE SERIES OF GRANTS CX3NSTITUTED A BROAD SYS-
TEMS APPROACH TO THE NEEDS OF BLACKS IN 11 STATES, PRO-
GRAMS WERE OPEN TO BLACK STUDENTS IN 4 PREDOMINANTLY
BLACK SCHOOLS, 13 STATE UNIVERSITY LAW SCHOOLS, AND 4

PRIVATE LAW SCHOOLS. RESULTS OF THE EVALUATION INDICATE -

THAT SINCE 1869 THE NUMBER OF BLACK FIRST YEAR LAW STIJ-
DENTS HAS INCREASED FROM 22 TO 171 IN 17 SOUTHERN LAW
SCHOOLS, 375 BLACK STUDENTS WERE ENROLLED IN THESE
SCHOOLS IN 1973, AND A MAJORITY OF THESE BLACK STUDENTS
INTENDED TO PRACTICE LAW IN THE SOUTH. FURTHER, ALMCGIST

. ALL OF THESE LAW SCHOOLS ARE NOW RECRUITING BLACK STU-

‘CLASSES WITHIN PAY GRADES. OTHER SCHEDULES PRESENT

COMPARATIVE SALARY DATA FOS LEGISLATIVE AND EXECUTIVE'

Ca

34

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 PROFESSGRS AT STATE UNIVERSITY

3
<
x



o EQUAL EMPLOY'&EP? ﬁPPOﬂTU.a

FLORIDA, LOUISIANA, AND ALABAMA. 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 PRCYIDED CIVIL RIGHTS AND

- LEGAL AID WORK EXPERIENCE TO 481 STUDENTS; 50 PERCENT
‘WERE BLACK. ATTRITION RATES FOR WARREN SCHOLARSHIP
STUDENTS DECLINED FRCM 30 PERCENT IN 1968 TO 10 PERCENT

IN 1971, AND DATA-JNDICATE THAT A NUMBER OF DROMOUTS
HAD TRANSFERHED YO OTHER LAW SCHOOLS OR HAD BEEN
SUBSEQUENTLY READMITTED. LARGE NUMBERY.OF BLACK LAW-

YERS ARE ESTABLISHING PRAG"I'ICES IN THE BCUTH; IN MISSIS-

SIPP1 THE BLACK BAR HAS QUADRUZE(ED IN MEMBERSHIP SINCE
4969, FINALLY, BLACK LAWYERS ARE INEVITABLY BEING DRAWN
INTO COMMUNITY LEADERSHIP ROLES, AS IS ILLUSTRATED BY
THE POSITIONS NOW HELD BY ‘A NUMBER OF FORMER POST-
GRADUATE WARREN FELLOWS. FACTOAS. INVOLVED IN THE

CHANGING ATMOSPHEFIE OF SOUTHERN RACE RELATIONS AND .-~

FUTURE TRENDS. IN BLACK LAW SCHOOL ADMISSIONS AT i1S-
GUSSED, A BIOGRAPHY OUTLINING THE EXPERIENGR, 4 AN LOF
PROGRAM PARTIGIPANT, NOW A SUCCEESFUL CVIL RIGHTS

LAWYER (N COLUMBUS, GEORGIA, IS AL8O INCLUDED. A LIST OF-

MAJOR CONTRIBUTORS TG THE PROGRAM IS PROVIDED.
Avaiiabiity: NGJRS MICROFICHE PROGRAM.

 LAW SCHOOLS IN VIRGINIA, SOUTH GAAOLINA, NORTH GAROLINA,. ,

COURTS
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CORRECTIONS

108. AMERICAN BAR ASSOCIATION, 1650 M STREET, NW,
WASHINGTON DC 20036, MINGRITY RECRUITMENT IN
CORRECTIONS—~NEW FEDERAL AID REQUIREMENTS.
12p. 1073, - NC-10378

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-
FIRMATIVE ACTION BY LEAA GRANTEES TO REMEDY DEFICIEN-
CIES IN THE NUMBER OF MINORITY GROUP PERSONS, INCLUDING
WOMEN, EMPLOYED IN THEIR WORK FORCE AND THE ELIMINA-
TION OF DISCRIMINATORY MINIMUM HEIGHT STANDARDS
(HEIGHT STANDARDS NOT COVERED IN THIS PAMPHLET). THE

SENTED. THIS INTENSIVE STUDY INTEAVIEWED 304 BLACK CUS-
TODIAL OFFICERS, 117 OTHER BLACK CORRECTIONAL PERSON-

-NEL, 128 BLACK - INMATES, 52 WARDENS, SUPERINTENDENTS,

SECOND REQUIREMENT. CONCERINS THE 'PROBLEM OF SITE SE- -
LECTION OF CORRECYIONAL FACILITIES WHERE THE LOCATION -

MAY HAVE AN ADVERSE IMPACT ON MINCRITY EMPLOYMENT.

107. AMERICAN BAR Assocumon 1800 M STREET, NW,

WASHINGTON DC 20038, RACZ RELATIONS IN COR-

RECTIONS—~AN ANNOTATED BIBLIOGRAPHY. 8 p.

1075, v NCJ-27014
LISTING OF 42 BOOKS, ARTICLES, STUDIES, AND GCVERNMENT
PUBLICATIONS ON RACE RELATIONS FROBLEMS WITHIN THE
CORRECTIONAL SYSTEM, COVERING 1868 TO 1975, PLUS 20
COURT DECISIONS IN THIS AREA DATING BACK TO 1881, THE
GENERAL BIRLIOGRAFHY IS CATEGORIZED BY THE FOLLOWING
SUBJECT HEADINGS: GENERAL DISCRIMINATION AND RACISM,
LEGAL S%ALYSES AND STANDARDS, STATE PRISON STUDIES, MI-
NORITY STAFF RECRUITMENT. AFFIRMATIVE ACTIOM MODELS
AND TRAINING MATERIALS, AND RACIAL PROBLEMS AS SEEN BY
INMATES. THE COURT DECISIONS LISTED DEAL WiTH THE RE-
QUIRED DESEGREGATION OF CORRECTIONAL FACILITIES, FIRST
AMENDMENT RIGHTS, JOB DISCRIMINATION, RECRUITMENT OF
MINORITIES IN CORRECTIONS, AND FAROLE.
Avaliabllity: AMERICAN BAR ASSOCIATION, 1800 M STREET, NW,
WASHINGTO DC 20036,  NCJRS MICHOFICHE PROGRAM.

108, E. BEARD. BTWYOFMAWWMANDW
TIONS OF BLACK CORRECTIONAL EMPLOYEES AS A
BASIS FOR DESIGNING RECRUITMENT AND RETENYION

AND ASSISTANTS, AND 35 EX-CORRECTIONAL EMPLOYEES TO . -

DEVELOP A PROFILE OF THE BLACK CORRECTIONAL WORKER,
IDENTIFY PROBLEMS FACED BY THESE WORKERS, AND SUGGEST'
FROCEDURES AND TECHNIQUES FOR RECRUITING AND RETAIN-
ING BLACK CORRECTIONAL EMPLOYEES. NONCORRECTIONAL
EMPLOYEES GENERALLY HAD A COLLEGE DEGREE AND A -
MEDIAN INCOME OF $14,000 TO $17,000. THE CUSTODIAL WORK- - -
ERS MOSTLY HAD HIGH-SCHOOL EDUCATIONS, 13 PERCENT HAD -
HIGHER ECAJCATION OF SOME TYPE, AND MED!AN INCOME WAS -

$6,000 TO $11,000. THE EX-EMPLOYEES HAD MEDIAN INCOMES OF -

ABOUT $5,000, WHICH MEANS THEY WERE WORSE OFF THAN
THEY WERE WHILE WORKING IN COPRECTIONS, BUT THEY HAD -
NO INTENTION OF REAPPLYING, DESPITE THESE DIFFERENCES iN -
INCOME AND EDUCATION; THE BLACK EMPLOYEES REPCRTED
THE SAME PROBLEMS-~WHILE WHITE WORKERS WERE GENER-.
ALLY FRIENDLY ANL COOPERATIVE, ADMINISTRATORS SEEMED
MORE INTERESTED IN THE ADVANCEMENT OF WHITES THAN
BLACKS, EVALUATIONS WERE SEEN AS MORE FAVORABLE TO .
WHITES THAN BLACKS, AND THERE SEEMED TC BE LITTLE HOPE
OF JOB IMPROVEMENT. THE CUSTODIAL PERSONNEL EXPRESSED

- HIGH DEGREES OF DISSATISFACTION WITH SHIFTS AND WORK-
_ING HOURS, THE NONCUSTODIAL WITH VARIETY IN JOB ASSIGI:-

* CUSTODIAL PERSONNEL. BLACK iNMATES ALSO REPORTED THEY.

MENTS AND CHAKCES 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 ETHNIC MIX OF

FELT BLACK PERSONNEL HAD A GREATER UNDERSTANDING OF

- THEIR PROBLEMS AND DID A BETTER JOB OF PREPARING THEM

YTRATEGIES. HOWARD UNIVERSITY INSTITUTE FOR -

URBAN AFFAIRE AND RESEARCH. WASHINGTON OC

20059. 185p. : "NCJI-45048
THE REPORT OF A SUBSTUDY ON UTILIZATION OF MINORITY EM-
PLOVEES IN CORRECTIONAL INSTITUTIONS, IN WHICH FINDINGS
INCLUDED THE FEELING. AMONG BLACK EMPLOYEES THAT
THERE IS DISCRIMINATION 1§ PROMOTICN PRACTICES, IS PRE-

ar

FOR REENTRY INTO SOCIETY. IT IS RECOMMENDED THAT MORE
BLACKS BE RECRUITED FOR TRAINING LEADING TO SUPERVI-
SORY POSITIONS, THAT BLACKS BE ACTIVELY ENCOURAGED TO
APPLY FOR JO3B OPENINGS, ACTIVELY CONSULTED ABOUT SHIFT
CHANGES, AND URGED TO YALK TO CAREER COUNSELING
STAFF. IT IS ALSO POINTED OUT THAT TRANSPORTATION IS A
PROBLEM FOR BLACKS AND THIS SHOULD BE TAKEN INTO AC-
COUNT WHEN NEW FACILITIES ARE LOCATED. ORAL TESTS.
SHOULD BE DROPPED FOR BOTH EMPLOYMENT AND PROMO-
TION AND IMPERSONAL WRITTEN TESTS. OR MULTIPLE CHOICE
TESTS USED INSTEAD. IT IS ALSO SUGGESTED THAT THE SKIFT
HOURS BE IMPROVED AND SALARIES RAISE"* TO ENCOURAGE

 preceding ﬁagl “ﬂ‘k
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OOMPETENT PERSONS GF ALL BACKGROUNDS TO SEEK OOR-

RECTIONS WORK.

m Agency: US DEPARTMENT OF JUSTICE LEAA NATION- .

NSTITUTE OF LAW ENFORCEMENT. AND CRIMINAL JUSTICE,
&33 INDIANA AVENUE Nw, WASHINGTON, DC 20531
Avallabity: HOWARD UNIVERSITY INSTITUTE FOR URBAN AF-
FAIRS AND RESEARCH, WASHINGTON DC 20059; - NCJRS MICRO-
) FICHE PROGRAM.

109. A.M. BECKER. WOMEN IN CORRECTIONS —~A PROCESS
OF CHANGE, SOUTH CAROLINA DEPARTMENT OF COR-
AECTIONS, 4444 BRQAD RIVER ROAD, P O BOX 766, CO-
LUMBIA SC 20202, RESOLUTION OF COHRECTiONAL
PROBLEMS AND ISSUES,: V 1, N 4 (SUMMER 1975), P
19.21, NGJ-20904

A DESCRIPTION OF THE CALIFORNIA DEPARTMENT QF CORREC-
TIONS PERSONNEL PROGRAM UNDERTAKEN TO PROVIDE EQUAL
EMPLOYMENT OPPORTUNITIES TO FEMALE. CORHECTIONAL

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 PRCGRAM-OF LOGICAL

AND PROCRESSIVE 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
WAS FELT THAT THIS WOULD ALLOW WOMEN TO DEMONSTRATE
THEIR ABILITY TO DO THEIR JOBS AND WOULD ALLOW A
TRADITION-ORIENTED DEPARTMENT TO UNDERGO SUCH A RADI-
CAL CHANGE GRADUALLY. THIS PROGRAM HAS RESULTED IN
THE EMPLOYMENT OF ABOUT 100 FEMALE OFFICERS IN SUCH
JOBS AS SAFETY COCRDINATOR, CHIEF :OF INMATE APPEALS,
PAROLE AGENTS, AND COUNSELORS. ALL CALIFORNIA INSTITU-

TIONS NOW. EMPLOY FEMALE - OFFICERS, AND SOME HAVE -
OPENED ALL POSTS TO FEMALES —INCLUDING POSTS WHICH-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. 8. GOLGSTEIN. SCREENING FOR EMOTIONAL AND PSY-
CHOLOQGICAL FITHESS 1IN CORRECTIONAL OFFICER
HIRING. AMERICAN BAR ASSOCIATION, 1800 M STREET,
NW, WASHINGTON DC 20038, 19 p. 1975

NCJ-18282
TH!S MONOGRAPH SUMMARIZES THE RESULTS OF A NATIONAL
QUESTIONNAIRE SURVEY OF SCREENING TECHNIQUES USED
FOR SELECTION OF LINE CORRECTIONAL OFFICERS IN INSTITU-
TIONS. A RESPONSE QF 45 STATES AND THE DISTRICT OF CO-
LUMBIA ASSURES A COMPREHENSIVE NATIONAI PICTURE OF
STEPS TAKEN TO ASSESS THE CRUC!IAL QUALITIES OF PSYCHO-
‘LOGICAL AND EMOTIONAL FITNESS IN NEW LINE OFFICERS. THE
SURVEY. INDICATES THAT THE FOUR MAIN SCREENING DEVICES
EMPLOYED ARE ORAL INTERVIEWS, BACKGROUND INFORMATION

AND INVESTIGATIONS, REGULAR USE OF TESTING, AND MEDICAL’

EXAMINATIONS. VARIATIONS IN THE NATURSE AND EXTENT OF
‘THE FOREGOING DEVICES AS TECHNIQUES OF PSYCHOLOGICAL
" SCREENING ARE CONSIDERABLE IN EACH OF THE CATEGORIES,
FOR EXAMPLE, ONLY A FEW AGENCIES INCLUDE POLICE RECORD
CHECKS IN CONSIDERATION OF BACKGROUND INFORMATION

SUPPLIED BY THE CANDIDATE, ONLY HALF OF THE JURISDIC- -

TIONS USING WRITTEN TESTS MAKE REGULAR USE OF PERSON-
ALITY TESTS, AND FEW MEDICAL EXAMINATION PROCEDURES IN-
CLUDE  SPECIAL PSYCHIATRIC OR PSYCHOLOGICAL ASSESS-

- MENTS. THE MONOGRAPH INCLUDES OTHER DATA AND ANALY- -

83 SUCH. AS REJECTION RATES, THE FACT THAT MOST RE-

SPONDING STATES (65%) CONSIDER THEIR CURRENT PROCE- .

AFFIRMATIVE ACTION

DURES EFFECTIVE, THE PARTICULAR TYPES OF PERSONALITY
TESTS USED TO DETERMINE PSYCHOLOGICAL FITNESS, SCREEN-
ING PROBLEMS RAISED BY CiVil. RIGHTS AND EQUAL EAPLOY-
MENT GFPORTUNITY LAWS AND CRITERIA, AND THE POSTURE OF
CURRENT REFORM THINKING AND STANDARDS OiN LINE OFFIOER
FITNESS AND QUAL!FlCATIONG,

Avaliabiiity: AMERICAN BAR ASSOCIATION, 1800 M STREET » NW,

-WASHINGTON DC 20038; NCJRS MICROFICHE PROGRAM.

111. HOWARD UNIVESSITY, P O BOX 191, WASHINGTON DG
20001. SUMMARIES OF STUDIES ON THE RECRUIT-
MENT AND RETENTION OF MINGRITY CORRECTIONAL
EMPLOYEES. 44p. NCJ-45049
THE METHODS, FINDINGS, AND RECOMMENDATIONS OF THREE
STUDIES CONCERNED WITH THE RECRUITMENT AND RETENTION
OF MINORITY CORRECTIONAL EMPLOYEES ARE SUMMARIZED.
THE FIRST STUDY EXAMINED MINORITY RECAUITMENT, SCREEN-
ING, SELECTION, PROMOTION, AND RETENTION POLICIES AND
PRACTICES OF STATE PRISONS IN CALIFCRNIA, MICHIGAN, MIS-
SISSIPPI, AND OHIO. THE FINDINGS INDICATE THAT NATIGNAL
STANDARDS AND GOALS FOR MINORITY RECRUITMENT ARE NOT
BEING MET, AND THAT THERE IS LITTLE HOPE OF MAJOR IM-

-PROVEMENT 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-

TY' GROUPS ARE FOUND TO BE UNDERREPRESENTED IN SUCH
- OGCUPATIONS IN 19875, AND THE UNDERREPRESENTATION IS
.PREDICTED TO CONTINUE THROUGH 1980. EFFORTS TO MAKE

MINORITY STUDENTS IN SPECIALIZED AREAS (E.G., MEDICINE, .
LAW, SOCIAL WORLK) AWARE OF CAREER OPPORTUNITIES IN
CORRECTIONS ARE URGED. A STUDY OF THE ATTITUDES AND
PERCEPTIONS OF BLACK CORRECTIONAL EMPLOYEES INVOLVED
INTERVIEWS WITH 304 BLACK CUSTOD!AL OFFICERS, 117 OTHER
BLACK CORRECTIONAL PERSONNEL; 128 BLACK INMATES; 52
WARDENS, SUPERINTENDENTS, AND THEIR ASS!STANTS; AND 35
FORMER CORRECTIONAL EMPLOYEES. SURVEY FINDINGS PRO-
VIDE THE BASIS FOR RECOMMENDATIONS PERTAINING TO RE-
CRUITMENT, SELECTION, AND RETENTION PRINCIPLES, NO TABU-
LAR DATA ARE INCLUDED.

Sponsoring Agency: US DEPARTMENT OF JUSTICE LAW EN-
FORCEMENT ASSISTANCE ADMINISTRATION.

Avaliabliity: NCJRS MICROFICHE PROGRAM,

132, NATIONAL CIVIC SERVICE LEAGUE.  INSTITUTES ON.
AFFIRMATIVE ACTION LEADERSHIP DEVELOPMENT (N
CORRECTIONAL INSTITUTIONS —FINAL AEPORT. 192 p.
1977.

STUDY EXAMINES THE ATTEMPTS THAT HAVE BEEN MADE BY AD-
MINISTRATORS IN THE SYATE PRISONS TO EMPLOY AFFIRMATIVE
ACTION GUIDELINES. THE STUDY HELPED TO PROVIDE INFORMA-
TION TO CORRECTIONAL ADMINISTRATORS ABOUT THE RELE-
VANT LAW AND REGUIATIONS ON AFFIRMATIVE ACTION, AND TO
HELP THEM UNDERSTAND LEAA'S AFFIRMATIVE ACTIO? GUIDE-
LINES. IT ALSO WAS DESIGNED TO ENHANCE MANAGERS' ABILI-
TIES TO PLAN, IMPLEMENT, MEASURE, AND DIRECT AFFIRMATIVE
ACTION, AS WELL AS TO MONITOR CHANGES IN SYSTEMS WiTH
RESPECT TQ RACIAL BALANCE IN WORK FORCES AND NONDIS--
CRIMINATION WITHIN THE SERVICE POPULATION. IN TERMS OF
RESULTS, THE STUDY FOUND 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

Agencles: NATIONAL INSTITUTE OF CORRECTIONS

. Sponecring
320 FIRST STREET, NW, WASHINGTON DC 20534; US DEPART-

MENT OF JUSTIGE LAW ENFORCEMENT ASSISTANCE ADMINIS-
TRATION.

Avaliability; NGJRS MICROFICHE PROGRAM.



EQUAL EMPLOYMENT OPPORTUNITY

113. 8. L. REISNER. BALANCING INMATES' RIGHTS TO PRI-
: VACY WITH EQUAL EMPLOYMENT FOR PRISON GUARDS.
RUTGERS UNIVERSITY SCHOOL OF LAW, 180 UNIVERSITY
-~ AVENUE, NEWARK NJ 07102.
- REPORTER, N 4, N 4 (SUMMEF 1878), P 243-251.
. NC.J-5928%

CONSTITUTIONAL REASONS FOR INMATES' RIGHT TO PRIVACY
- AND ATTEMPTS TO SYNTHESIZE THIS RIGHT WITH EQUAL OP-

PORTUNITY FOR PRISON GUARDS ARE EXAMINED IN THIS LAW

" JOURNAL NOTE. IN DOTHARD V. ROBINSON (1977) THE US. SU-

PREME COURT RULED THAT ALABAMA WAS NOT REQUIRED TO
HIRE WOMEN AS GUARDS IN ITS MAXIMUM SECURITY MALE PENI-
TENTIARIES. THE DECISION WAS BASED ON THE BONA FIDE OC-
CUPATIONAL QUALIFICATION (BFOQ) EXCEPTION TO TITLE VII'S
BAN ON SEX DISCRIMINATION IN EMPLOYMENT. HOWEVER, THAT
DECISION IGNORED THE {SSUE OF AN INMATE'S RIGHT TO BE
FREE FROM OBSERVATION BY GUARDS OF THE QOPPOSITE SEX

WHILE UNDRESSING, USING TOILET FACILITIES, OR BEING:

SEARCHED. THE ARTICLE DISCUSSES THIS RIGHT TO PRIVACY

AND EXAMINES THE COURT CASES (BOTH OF THE LOWER FED-

ERAL COURTS AND OF THE U.S. SUPREME COURT) IN WHICH
THERE 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

“VOMEN'S RIGHTS LAW

CORRECTIONS |

WARDS THE IMPACT OF THESE REGULATIONS ON CORRECTIONS
(AUTHOR ABSTRACT MODIFIED)
Availabiiity: (Not available through NCJRS Document L.oan Ptogrlm)

115. D. L. SKOLER snd R. LOEWENSTEIN. IIINOHI‘I’IES IN
CORRECTION—NONDISCRIMINATION, EQUAL OPPORTU-
NITY, AND LEGAL. !SSUES. = NATIONAL COUNCIL ON

CRAIME AND ‘DELINQUENCY, CONTINENTAL PLAZA, 411.

- HACKENSACK AVENUE, HACKENSACK NJ 07801, CHIME

AND DELINOUENCY vV 20, N 4 (OCT OBER 1974), P
339-346. :
EXAMINES NEW POLICIES AND TRENDS IN THE EMPLOYMENT OF

NCJ-18184

MINORITIES IN THE FIELD OF CORRECTIONS. ONE OF THE MOST -

STRIKING MANPOWER PROBLEMS IN OUR CORRECTIONAL SYS--

TEMS IS THE VAST DISPARITY IN RACIAL COMPOSITION BETWEEN

INMATE POPULATIONS AND CORRECTIONAL STAFFS, THIS IMBAL.

ANCE HAS STIMULATED A MOVE TO INCREASE MINORITY HIRING
IN CORRECTION. IN-THE PAST TWO OR THREE YEARS, DEVELOP-

MENTS ON THREE LEVELS-RHETORIC, JUDICIAL DECISIONS, AND

- ADMINISTRATIVE  REGULATIDNS-OFFER- HOPE THAT THE GOAL

RIGHT TO PRIVACY UPON INCARCERATION. THIS RIGHT WAS

CONSTRUED TO INCLUDE A PROHIBITION AGAINST HUMILIATING
AND UNNECESSARY SEARCHES. IN FRAZIER V. WARD (1977) 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-
SIBILITIES 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 PRO-
VIDED.

114. H. C. RICE. ClVIL RIGHTS AND CORRECTIONS—THE
IMPACT OF LEAA COMPLIANCE REQUIREMENTS.

SOUTH CAROLINA DEPARTMENT OF CORRECTIONS, 4444

BROAD RIVER ROAD, P O BOX 786, COLUMBIA SC 29202,
RESOLUTION OF CORRECTIONAL PROBLEMS AND
ISSUES, V1, N 4 (SUMMER 1975), P 4-6.

A DETAILED OVERVIEW OF THE IMPACT OF LEAA'S EQUAL EM-
PLOYMENT OPPORTUNITY REGULATIONS ON CORRECTIONAL
PERSONNEL POLICIES, PROGRAMS, AND PROCEDURES. THE LAW
ENFORCEMENT ASSISTANCE ADMINISTRATION'S CIVIL RIGHTS
COMPLIANGE 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 8Y RECIPIENTS OF LEAA FUNDS. THIS
ARTICLE FIRST DEFINES ‘EMPLOYMENT PRACTICES' AND THE
SPECIFIC MINORITY GROUPS PROTECTED BY THESE REGULA-

- TIONS. SPECIFIC LEAA GUIDELINES AND SECTIONS OF THE REGU-

LATIONS ARE - EXPLAINED WITH RESPECT 70 AFFIRMATIVE
ACTION PROGRAMS, CONSTRUCTION OF NiEW FACILITIES, LEGIS-
LATIVE CHANGES, EQUAL EMPLOYMENT COMPLIANCE REPORTS,
AND PRZCEDURAL REQUIREMENTS IN CASES OF NONCOMPLI-
ANCE.- EMPHASIS IN THIS ARTICLE iS GENERALLY DIRECTED TO-

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-
MOVED BARRIERS BY ESTABLISHING PRESUMPTIONS OF DiS-
CRIMINATION - WHEN DISPROPORTIONATE RACIAL BALANCE
EXISTS IN HIRING. ADMINISTRATIVE AGENCIES, BACKED BY FED-

ERAL ANTIDISCRIMINATION LEGISLATION, HAVE PROMULGATEﬂ_-
TOUGH NEW REGULATIONS WHICH PROMISE A SIGNIFICANT

IMPACT ON MINGRITY CORRECTIONAL HIRING. LEAA, WHICH SUP-
PLIES LARGE SUMS OF FEDERAL MONEY FOR CORRECTIONAL

PROGRAMS, NOW REQUIRES GRANT RECIPIENTS TO FILE STATE: . -

MENTS DETAILING THE RACIAL AND OTHER MINORITY COMPOSI-

TION OF THEIR STAFFS. WHERE DISPARITIES EXIST, AN AFFIAMA-

TIVE ACYION 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)

‘116. UTAH COUNCIL ON CRIMINAL JUSTICE AD!‘INSTNATM .

255 SOUTH 3RD STREET—EAST, SALT LAKE CITY UT
84i11. UTAH—IIANPOWER AND TRAINING. 41 p.
1977. © NGJ-441682
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 DESCRIPTIONS

NCJ-28902 -

OF THE STATUS OF UTAH CORRECTIONAL PERSONNEL PRAC-

TICES AND BY SUGGESTIONS FOR IMPLEMENTING THE STAND-
ARDS. THE STANDARDS RELATE TO THE RECRUITMENT 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
FOR CORRECTIONAL. POSITIONS, AND USE OF AN OPEN SYSTEM

" OF SELECTION. IT 1S SUGGESTED THAT THE USE OF PARTICIPA-
TORY MANAGEMENT TECHNIQUES WOULD HELP CORRECTIONAL

39

AGENCIES TO RETAIN STAFF AND TO IMPROVE EMPLOYEE
MORALE.
Suppiemental Notes: CORRECTIONS SERIES.

Sponsoring A : US DEPARTMENT OF JUSTlCE LAW EN.
- FORCi:MENT ASSISTANCE ADMINISTRATION,

‘Avaliabiitty: NCJRS MICROFICHE PROGRAM.



CORRECTIONS

T WILLIAMS. ummon—m FOR . COR-
RECTIONS —ANNUAL nepom FY 197¢77. 20 p.
1977, RCS-45034

THE ORGANIZAT!ON AND FUNCTION OF THE MINNESOTA OM-

- BUDSMAN OFFICE ARE DESCRIBED, AND STATISTICS ON THE OF-

FICE'S ACTIVITIES DURING ITS FIFTH YEAR OF OPERATION ARE
PRESENTED AND DiSCUSSED. THE OMBUDSMAN'S OFFICE IS AN
INDEPENDENT STATE AGENCY WITH STATUTORY AUTHORITY TO
RECEIVE AND INVESTIGATE ALL COMPLAINTS CONCERNING THE
ADMINISTRATION OF CORRECTIONS PROGRAMS AND FACILITIES,
AND TO PUBLISH RECOMMENDATIONS BASED ON THE FINDINGS
OF ITS INVESTIGATIONS. 'IN FISCAL 1977, THE OMBUDSMAN

"OPENED 1,250 CASE FILES AS A RESULT OF CONTACTS MADE

WITH THE OFFICE. IMPORTANT POLICY CHANGES THAY OCCURED
AS A CONSEQUENCE OF THE OMBUDSMAN'S INTERVENTION
WERE THE DEVELOPMENT OF AN AFFIRMATIVE ACTION PRO-
GRAM AT THE STATE PRISON; REVISIONS IN RULES GOVERNING
THE OPERATION OF HOLDING FACILITIES, LOCKUFS, JAILS, AND
ADULT CORRECTIONAL 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-
VESTIGATIVE 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
CONTACTS DURING THE YEAR FOCUSES ON INFORMATION MOST
OFTEN SOUGHT BY INMATES, POLITICIANS, STUDENTS, AND
PRACTITIONERS INTERESTED IN OMBUDSMAN PROGRAMS. TABU-
LAR DATA ARE PRESENTED ON CONTACTS, REQUESTS, AND
COMPLAINTS CLOSED; CASELOAD; CONTACT DISTRIBUTION 8Y
INSTITUTION; POPULATION BY INSTITUTION; METHODS OF COM-
MUNICATION; INITIAL INTERVIEWS; TIME TAKEN TO RESOLVE
CONTACTS; CONTACT RESOLUTION 8Y CATEGORY; REFERRALS;
AND CONTACT DISTRIBUTION BY CATEGORY FOR FISCAL 1976
AND 1877. FINANCIAL INFORMATION, A COPY OF THE STATE'S
OMBUDSMAN . STATUTE, AND A SUMMARY OF OMBUDSMAN
POLICY RECOMMENDATION QUTCOMES ARE APPENDED.

Avaliabifity: MINNESOTA OMBUDSMAN FOR CORRECTIONS, 333
SIBLEY STREET, SUITE 102, SAINT PAUL MN 55101, .NCJRS MI-
CROFICHE PROGRAM .

118, L WINTER. WOMEN EMPLOYED IN CORRECTIONAL
SERVICES. (FEMMES EMPLOVEES DANS LES SERVICES
- CORRECTIONNELS.) PUBLIC SERVICE COMMISSION OF
CANADA. 10p. 1877, NCJ-42318
ALPHABETICAL LISTING BY AUTHOR OF OVER 100 BOOKS, JOUR-
NAL ARTICLES, AND GOVERNMENT REPORTS (MOST DATED
SINCE 1970) ON° WOMEN EMPLOYED IN THE PAOBATION AND
PAROLE SERVICES AND IN CORRECTIONAL INSTITUTIONS. A SEP-
AHATE SECTION CONTAINING OFFICIAL PUBLIC DOCUMENTS PUB-
LISHED 8Y CANADIAN AND UNITED STATES GOVERNMENT AND
PRIVATE AGENCIES IS INCLUDED.
Avakabiiity: NCURS MICROFICHE PROGRAM.
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nuss"o Resource Agancles

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) 9u7-4000

American Civil Liberties Union

22 East 40th Street
New York, NY 10016
(212) 725-1222

American Society for Public
Administration

1225 Connecticut Avenue NW,

Washington, DC 20036

(202) 785-3255

Black Women's Community
Development Foundation
Suice 1010

- 1028 Connecticut Avenue NH..

Washington, DC- 20036
(202) 296-7565

Center for Community Change
1000 Wisconsin Avenue HNW.
Washington, DC 20007

(202) 333-5700

Centér for National Policy
Review

620 Michigan Avenue NE.

Washington, DC 20064

(202) 832-8525

Center for Women Policy Studies
2000 P Street NW.
Washington, DC 20036

~(202) 872-1770

Commisesion for'Racia1~Justioe"'

297 Park Avenue South
New York, NY 10010
{212) 533-7370

Equal Employment Opportunity
Commission
2401 E Street NW.

Washington, DC 20506

(202) 63u4-6930

Federal Woman's Program

c/o0 U.S. Civil Service
Commission ’

Washington. v of 20315

Indian Federal Employnent
Referral Program
Albuquerque, NM 87108

International Association of
Human Rights Agencies

705 G Street SE. :

Washington, DC 20003

(202) S547-8404

International City Hanngement
Association

1140 Connecticut Avenue NW.

Washington, DC 20036
(202) 293~2200

"KNOW - Clearinghouse for Women

P.0. Box 86031
Pittsburgh, PA 15221
(412) 241-4844

National Alliance of Buaineaanen
1730 K Street NW.

Washington, DC 20006

(202) 254-~7105 :

National Association for the
Advancement of Colored ?eople

Ten Columbus Circle

New York, NY 10019

(212) 586-8397



National Association of County
Administrators
1735 New York Avenue NW.
Washington, DC 20006
(212) 785-9577

National Catholic 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.0. Box FG

Williamsburg, VA 23185

(804) 229-7193

Nationél Center for Urban Ethnic

Affairs/Organization for Neigh—

borhood Development
- 1521 16th Street MW,
Washington, DC 20036
(202) 232-2600

National Civil Service League
917 15th Street NW.
Washington, DC 20005

(202) 737-5850

-National Council of Cocunty
Association Executives
1735 New York Avenue NW.
Washington, DC 20006
(202) 785-9577

National Council of LaRaza
Suite 210

1725 1 Street NW.
‘Washington, DC 20006
(202) 659-1251

National Governor's Conference
444 North Capitol Street’
Washington, DC 20001

(202) 785-5600
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National Image, Inc.
Vacancy Outreach Service
800 North Taylor Street
Arlington, VA 22203
(703) 243-3010

National League of Cities
1620 I Street NW. :
Washington, DC 20006
(202) 293-7300

National Municipal League
47 East 68th Street
New York, NY 10021
(212) 535~5700 ‘

National' Organization for Women
425 13th Street NW. ‘
Washington, DC 20004

(202) 347-2279

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) 6446500

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



U.S. Civil Service Commission

Office of the Ass1stant Executive
-Director

Office of the Federal Equal

. Employment Opportunity

1900 E Street NW. o

Washington, DC 20415

U.S. Commission on Civil Rights
1121 Vermont Avenue NW.
- Washington, DC 20425

(202) 254-8130

U.S. Conference of Mayors
Resource Library

1620 I Street NW. v
Washington, DC 20006
(202) 293-7300

U.S. Congress

House Education and Labor
Committee, Subcommittee on

~ Employment Opportunities

B346A RHOB

Washington, DC 20515

(202) 225-1927

U.S. Congress _
- Senate Human Resources
Committee, Subcommittee
“on Labor
G237 D308
Washington, DC 20510
(202) 224-36T74, 224-5375

U.S. Department of Labor

Employment Standards Adminis-
“tration

Office of Federal Contaet
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 NW.

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) 2u5-6u403 '

Women's Legal Defense Fund Inc.

1010 Vermont Avenue NW,
Washington, DC 20425
(202) 638-1123

‘Women's Lobby Inc°

201 Massachusetts Avenue NE.
Washington, DC 20002 '



* AA/EEO Resource Agencies—Criminal Justice System

International Association of Human
Rights Agencies :

785 G Street SE..

Washington, DC 20003

-(202)- 547-8404

National Association of Criminal
Justice Planning Directors

1012 14th Street NW.

Washington, DC 20005

(202) 347-2291 .

National Council of State Criminal
Justice Plarning Agencies

444 North Capitol Street NW.

" Washington, DC 20001 _

- (202) 347-4900

vqg

Positive Futures, Inc.

1522 K Street Nd.

Washington, DC 20005
(202) 393-6040

U.S. Department of Justice
Civil Rights Division
Main Justice Building
Washington, DC 20530

(202) 739-2151

U.S. Department of Justice

Law Enforcement Assistance
Administration

Office of Civil nghts Compliance

Suite 1103

"425 I Street NW.
- Washington, DC 20530

(202) 633-3747



AA/EEO Resotircs Agencies—Police

Internatfonal Association of Chiefs  National Organization of Black

of Police ' , Law Enforcement Executives (NOBLE)
11 Firstfield Road , P.O. Box 1749 '
Gaithersburg, MD 20760 .Newark, NJ 07102
(301) 948-0922 ’ _ (201) 643-3997
International Association of Women Police Foundation

Police _ ' © 1909 K Street NW,
8444 West Wilson ' : Washington, DC 20006

Chicago, IL 60656 : (202) 833~1i60
{312) 625-0334 , :

Law Enforcement Minority Persons
Project (LEMPP) '

- National Urban League

500 East 62nd Street

New York, MY 10021

“(212) 6U4U4-65TU4-T5
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| AA/EEO Resource Agencies—Courts

American Judicature Society
Suite 1606

200 West Monroe Street

~ Chicago, IL 606C6

(312) 236-0634

‘Institute for Court Management
Suite 1800 .

1405 Curtis Street

Denver, CO 80202

(303) 534-6063

;nstitute of Judicial Adminis-
tration v

Resource Library

One Washington Square Village

New York, NY 10012

(212) 598-7721
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Lawyers! Committee for Civil
. Rights Under Law

733 15th Street NW.
Washirngton, DC 20005

(202) 628«6700

National Asseciation for Court
Administration

Mational Center for State Courts

Suite 200

1660 Lincoln Street

Denver, CO 80203

(303) 892-1261

National District Attorneys

Association
1960 L Street NW.
Washington, DC 20036
(202) 872-9504



SR " AA/EEO Resource Agencies—Corrections

American Correctional Asscciation
4321 Hartwick Road

College Park MD 20740

(301) 864-1071 -

National Institute of Corrections
320 First Street NW. '
Washington DC 20534

(202) T24-3106

Natienal Sheriffs® Assoclation
1250 Connecticut Avenue NW.
Washington, DC 20036

(202) 872-0422
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