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THE UNITED STATES CClvMISSION CN CIVIL RIGHI'S 

The United States Ccrn:nission on Civil Rights, created by 
Civil Rights Act of 1957, is an independent, bipartisan agency 
of the executive branch of the Federal government. By the tenns 
of the act, as amended, the Carmission is charged with the 
following duties pertaining to denials of the equal protection 
of the laws based on race, color, sex, religion, age, hand.icap, 
or national origin: investigation of individual discriminatory 
denials of the right to vote; study of legal developnents 
resf)ect to denials of the equal protection of the law; maintenance 
of a national clearinghouse for infonnation respecting denials of 

protection of the law; and investigations of patterns or 
practices of fraud or discrimination in the conduct of Federal 
elections. The Camnission is also required to sul:mit reports to 
the President and Congress at such times as the Cc:m:nission, the 
Congress, or President shall dean desirable. 

THE STATE ADVISORY CClvlMITTEES 

An Advisory Ca:rmittee to the United States Ca:rmission on Civil 
Rights has been established each of the 50 states and the 
District of Columbia pursuant to section 105(c) of the Civil 
Rights Act of 1957 as amended. The Advisory Ccm:nittees are 
CompJsed of responsible persons who serve without canpensation. 
Their functions under the mandate fran the Ca:rmission are to: 
advise the Camnission of all relevant infonnation concerning 
their respective States on matters within the jurisdiction of 
the Commission; advise the caumission on matters of mutnal 
concern in the preparation of reports of Camnission to the 
President and Congress; receive reports, suggestions and 
recrnmendations fran individuals, public and private organi­
zations, and public officials upon matters pertinent to inquiries 
conducted by the State Advisory carmittee; initiate and fo:i:ward 
advice and recamnendations to the Ccm:nission upon matters in 
which Carmission shall request the assistance of the State 
Advisory caumittee; and attend, as observers, any open hearing 
or conference ¼'hich the Commission may hold within the State. 
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1. Intrcxluction 

In Novanber 1979 the United States Carrnission on Civil Rights (USCCR) 
beg-an a study of equal employment cpp:Jrtunity foc minorities and ¼U'llen and 
of the Fede:r:r.al affirmative action enforcement process. This study focused 
on the role, responsibility, and function of the three major enforcement 
agencies, Equal Employment Oppoctunity Carrnission (EEOC), the Office of 
Federal Contract Canpliance Program (OFCCP),arrl the Office of Personnel 
Management (OEM). This study involved an analysis of the rules and. regu­
lations governing these ag-encies, interviews with Fed.eral, State, and 
local officials, and representatives of private industry and advcx::acy 
organizations. Between February and April 1980, 10 factfirrling meetings 
were held around the country. y 

The New Jersey Advisory Carmittee p:i.rticipated in the national USCCR 
study and on April 10 and 11, 1980, held a factfincling- meeting in Newark. 2/ 
A major focus of this study was affinnative action in State and local govern­
ment. Interviews were conducted with numercus State and local officials, 
representatives of minority and wanen' s groups, and. other interested parties. 
Data including v;orkforce statistics and documents related to affinnative 
action were ga~red and analyzed. 

At the factfirrling meeting, representatives fran the State Dep:i.rtment 
of Civil Service, Department of Environmental Affairs, and the Judiciary 
were invited. to make presentations arout their experience with Federal 
regulations and the implementation of New Jersey J:i.xecutive Order No. 61. 
In addition, representatives of the cities of Camden, Jersey City, and Plain­
field were also asked to discuss generally their city's affirmative action 
programs and in greater detail the affinnative action stance of the local 
police departments. Police departments were targeted. because of their 
visibility in a ccmnunity, the general concern of minority and wanen's 
groups arout equitable representation in the department, and the related 
issue of p:Jlice-ccmmunity relations. 

The cities all have large minority p:Jpulations and a recent history of 
affinnative action activities. They are party to a suit, U.S. v. State of 
New ,Jersey, filed by the U.S. Department of Justice charging discrimination 
against minorities in the fire departments. 3/ cama.en, under advice of counsel, 
refused to allow its affirmative action officer and police representatives to 
make presentations to the Advisory Committee. 

The follcwing statement is based. on info:r:mation gathered prior to and 
at the factfinding meetin:J. It will be sul::mitted to the USCCR Carrrnissioners 
for use in their recaumendations to the President and Congress. 
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2. New Jersey State Government 

A. State Non-Discrimination and Affi.Imative Action Requirements 

Discrimination in employment was first prohibited by State law in 1945 
when Nev., Jersey enacted its first anti-discrimination law. 1/ Discrimination 
on the basis of sex and marital status was not specifically-mentioned in the 
1945 act and this prohibition was added to the amended law in 1970. y 

In 1965, then Governor Richard J. Hughes issued Executive Order No. 21 
prohibiting discrimination in State government. Executive Order No. 14 pro­
hibiting discrimination and requiring all State agencies to take affirmative 
action was issued by C':,0vernor Brendan T. Byrne in December 197 4. In October 
1977, this order was replaced by Executive Order No. 61, also issued by 
C':,0vernor Byrne. 

Executive Order No. 61 enunciates the Federaland State anti-discrimination 
laws which prohibit discrimination on the basis "race, creed, color, national 
origin, age, sex, and physical handicap." 3/ The order further mandates that the 
19 departments in the executive office take affinnative action to eliminate job 
discrimination for minorities, physically handicapped persons, and women. The 
Legislature and the Judiciary are not subject to the order's requirements; 
however, except for 1978 and 1979, the Judiciary has voluntarily participated 
in the program. 4/ The executive order requires that each department appoint 
at least one full-time affirmative action officer, develop an affirmative action 
plan with hiring goals and timetables, and "identify existing inequities 
hiring, pranotion, and all other conditions of employment." The order also 
charges the repartment of Civil Service with reviewing State personnel policies 
and procedures, including testing and selecting devices and job specifications 
and making at least semi-annual reports to the Governor. It requires that the 
Civil Service Department maintain a division of equal anployment opportunity and 
affinnative action (EEO-AA) within the Civil Service Deparbnent and an equal 
employment opportunity advisory corrmission of 11 rrembers, of whan at least 6 
persons must be black, Hispanic, physically handicapped, women, and other minori­
ties. An Hispanic advisory c.:mnittee v..ias appointed in 1977 to advise the chief 
examiner and secretary of the Department of Civil Service. It was terminated 
when.the advisory carmission was set up because that comnission included Hispanic 
representation. 5/ 

The hiring goals, according to Executive Order No. 61, must be "reasonably 
related to the population in the relevant surrounding Labor Market Area." Hov,ever, 
the criteria setting those goals has been a controversial issue in the 
department.\ Under Executive Order No. 14, the department used as a standard 
either the percentage of minorities and females in each occupational category in 
the State or the percentage of minorities and women of the appropriate IDrking 
age, whichever of the t¼O was the higher. f;/ The percentage the age group v..ias 
generally much higher than the percentage in most occupational categories and 
was thus used for most jobs. However, one of the reasons for the issuance of a 
new executive order v..ias that same Federal and State officials believed that the 
goals established under Executive Order No. 14 were unrealistically high and 
sometimes ignor.ed altogether. 1/ 
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The criteria est~lished for all occupational categories in the spring of 
1980 were the percentage of minority persons and women statewide in the labor 
force, including those persons listed as unemployed. AB indicated in Table A, 
below, the desired goal for blacks is 10.3 percet:1t, for Hispanic~ 3.5 percent, for 
Asians 0.5 percent, and for v.a:nen 41.6 percent. 8/ According to Barbara Anderson, 
director of the State division of equal employment opJX)rtunity and affirmative 
action, exceptions to these standards V1Duld be granted to individual departments 
and divisions as appropriate; however, requests for such exceptions must be made 
to the EEO-AA division. She said that the EEO-AA division intended to adjust 
these standards when EEOC published its recanmended standards for hiring goals. 
However, she said that the representation of minorities and w:::men in specific 
occupational categories was not an acceptable goal. "We do not use the occupa­
tional categories because they tend to perpetuate existing patterns of discrimi­
nation," she said. V 

Table A 

Standard for Determining Underrepresentation for New Jersey State Government 

White 1

Male 
Number 

,706,327 
Percent 

50.7 
N

1, 

FE.male 
umber Percent 

,710 35.0 

Total 
Number Percent 

2,885,037 85.7 

Black 175,634 5.2 170,638 5.1 346,272 10.3 

Hispanic 75,445 2.2 42,411 1.3 117,856 3.5 

Asian 8,594 0.3 8,241 0.2 16,835 0.5 

American Indian * * 

*less than 0.1 percent 

Source: I..aror force data provided New Department I..aror and Industry, 
adapted by the EEO-AA division. 

Under Executive Order No. 61, the Civil Service Ccrnmission with the concur-
• ' 

rence of the Governor and the President d:if the Civil Service Canmission has the 
authority to use "appropriate sanctions" in cases of noncanpliance including but 
not Limited to "placing a moratorium on departmental personn~l actions." 10/ 
George Sheats, deputy director of the EEO-AA division, said that the authorized 
sanctions included withholding of salaries and stopping hiring. The EED-AA 
division negotiates with the appropriate officials in order to bring a department 
into canpliance and, as of Decernb::?r 1980, never applied sanctions. 11/ 

B. State Personnel System 

The Department of Civil Service and its policymaking body, the Civil Service 
Comnission, administer the personnel JX)licies and procedures for State goverrnnent. 
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Resp:msiblilty for monitoring and implementing affirmative action is given to 
the division of equal e:nployment opportunity and affirmative action (EEO-AA); 
however, several tasks directly related. to affinnative action are actually 
carried. out by other divisions such as the examinations division which has 
reviewed a large number of its exams for bias related. to race, ethnicity, and 
sex. Under Executive Order No. 61, the division has many other responsibilities 
including the review of Title VII job discrimination canplaints filed. against 
State government and the sub:nission of semi-annual reports to the Governor. 12/ 

During the 1970's the EEO-M division and other divisions within the Civil 
Service Department took numerous actions to correct deficiencies in the State 
personnel system. These actions include the elimination of height and weight 
requirements as well as the requirement for a high schCXJl diplana for most non­
professional positions. The division reviewed. many job specifications and has 
in many instances substituted. experience for educational require:nents such as 
a master's degree. 13/ It requested. affirmative action plans fran all departments; 
however, it did notapprove or disapprove those plans. 

Many of the EEO - AA division efforts were funded by the U.S. Office of Per­
sonnel Manage:rr\'.;:!nt' s Intergovernmental ,Personnel J?;rograrns-Division (IPPD) which 
has the authority to provide technical assistance including funding to state and 
local personnel systems.These grants include funds to evaluate the effectiveness 
of the division's structure arrl 'v.Drk; to review job specifications and develop 
guidelines for the developnent of minimum non-discriminatory job requirements; 
to improve the job related.ness of examinations; to develop an affirmative action 
project for the handicapped; to ccmputerize the EEO data rep:;:,rting system; and 
to set up a technical assistance team within the division of personnel management 
services to respond to requests from local goverrnnents on personnel related issues. 
In addition, IPPD had offered training in equal e:nployment opportunity to approxi­
mately 123 State and. local employees between 1978 and 1980 and provided literature 
and technical assistance to the State on a regular basis. 14/ 

At the factfinding meeting, Barbara Anderson stressed that IPPD provided 
much needed fun9s to her division. She said: 

i 

It is important to note that IPPD funding has in these 
instances provided. the necessary gennination of sane 
of the rCXJts of our existence. With the advent of 
the decade of the 1980's already characterized. by 
limited resources, it will be essential that funding 
sources such as IPPD continue to assist us with funds 
essential for survival. 15/ 

In 1979, the Civil Service Department carrnissioned an evaluation of its 
affirmative action program. This study found that the EEO-AA division had 
achieved several "significant" acccmplishments, although several problems re­
mained. 16/ Among those reccmrnendations issued in the report were that the divi­
sion establish standards for affinnative action to detennine when a State agency 
is in caupliance and sanctions to be used in cases of non-can.pliance. The report 
also reccmrnended the hiring of a new director. 17/ 



5 

Barbara Anderson, a former assistant superintendent of schools in East 
Windsor, New Jersey, was appointed director of the division of equal employment 
opporbmity and affirmative action in September 1979. Immediately prior to her 
swearing in, S. Howard 'Woodson, Jr., president of the State Civil Service Com­
mission, was reported in the press as saying that the State had failed thus 
far in its affinnative action efforts and premised a "new direction" and increased 
efforts to implement affinnative action rmder Ms. Anderson. 18/ 

As of April 1980, the division staff was canprised of 26 p€lrsons, 25 of 
whom were paid by the State and one of wha:n was in a Federal program. Of 14 
professionals, 1 was a white male, 3 were black males, 1 was an Hispanic male, 
4 were white females, 4 were black females, and 1 was a Hispanic female. Of 
8 support staff, 2 were white females, 4 were black females, and 2 vvere Hispanic 
females. An additional four positions had not been filled. The budget for 
fiscal '80 was $447,000. 

As of Septa:nber 1980, 11 rrore positions were available to the affirmative 
action office. Six State agencies vvere requested to each give one position to 
the office; the Department of Civil Service contributed two positions; and three 
positions initially funded by the Federal Intergovernmental Personnel Programs 
Division were included in the EEO-AA division budget. 19/ 

Although the state had been subject to affirmative action requirements for 
6 years I'ls. Anderson, at the Advisory Carrmittee's f:act:f.inding ~et;ing, described 
the State affinnative action efforts as still in its 1!infancy".. 20/ 
She said: 

' I
Almost 3 years have passed since the signing of the (new) 
executive order. During that time, the State of New 
Jersey has made sporadic progress in affinnative action. 
Efforts to effectuate equal access to job opportrmities 
have also experienced peaks and valleys. All too often, 
affirmative action efforts have fallen victim to: 1. 
budget cuts on the cutting room floor; 2. pilot programs 
that never became a part of anyone's budget, never 
receiving followup or follow through: and 3. another 
priority--always another priority. 21/ 

Tasks outlined by Ms. Anderson at the factfinding meeting included a review 
of all State agencies' affinnative action programs to insure that the EEO 
officers were full-time and had appropriate responsibilities and ~ers; estab­
lishment of new criteria for agency affinnative action plans; continuing systemic 
changes in the civil service system to improve recruitment, hiring, and prCillOtion; 
increased technical assistance to State agencies; and establishment of an informal 
procedure for settling grievances. 22/ 

Limited refonn of the civil service systen has been discussed for several 
years and many groups,particularly wa:nen's organizations, have called for the 
modification of the absolute veterans preference. In the 1979 legislative 
session, legislation which would have modifiro the veterans oerference and 
extended the requirements of Executive Order No. 61 to county and municinal 
governments, was introduced. However, the legislation did not pass. 23/ 
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c. Intergovernmental Personnel Pr()(Jrams Division of the 
Office of Personnel Manage:nent 

In addition to providing ftmds, the Intergovernmental Personnel Proqrams 
Division (IPPD) of the U.S. Office of Personnel Manage:nent (OPM.) has the 
authority to administer the merit standards, one of which is affirmative action, 
in State and local agencies receiving furrls urrler a number of Federal prcx:_rrams. 24/ 
As a result of this authority, IPPD conducts regular reviews of State agencies -
receiving the furrls as well as State personnel systs:ns. At the time of the 
Advisory Ccmnittee's study, the IPPD New York regional office with certain 
exceptions did not monitor affirmative action at the local level because of a 
lack of staff. 25/ In 1979 a new regulation required the Governor of each State 
to certify that'""the localities receiving the funds were in canpliance with the 
merit standards, 26/ and John Lafferty, regional director of OPM, said at the 
rovisory Caurnittee's factfinding meeting that IPPD would begin monitoring 
affirmative action in the local governments after the certification process was 
completed. 27/ IPPD only one of several agencies monitoring affirmative action 
at the Stateand local level; however, in order to narrow the scope of this 
study, the other Federal agencies were not included in this review. 

D. Employment Profile 

In June 1980, of 64,965 State ·employees, 24.9 percent were minority and 
50. 5 percent vvere ferna.le. Blacks, who made up 21. 7 percent of the total, were 
cc:mparatively well representecb however, Hispanics made up only 2. 0 percent 
of the State government \\Drkforce. Minorities and wcrnen were concentrated 

the lower salary levels and in the non-professional occupational categories, 33 
particularly clerical jobs. Minorities made up only 8.1 percent those 
earning $25,000 or more and v..UUen made up 17.1 percent of the same salary level. 
In contrast, minorities made up 39. 5 percent and ¼U11en 77. 7 percent of those 
earning $10,000 or less. Minorities made up 8 percent the administrators 
and 21. 1 percent of the office clerical staff. Wane:n made up 17 .1 percent of 
th": c1rlministrators and 92. 7 -percent of the office cle:rrical staff. Hispanics were 
unden:-epn~sented to a greater degree than other minorities at all salary 
levels and job categories,particularly at the higher salary levels and among 
officials and administrators. For instance, there v;rere only 34 Hispanics (0.5 
percent) earning $25,000 or m:::>re. While there were only 15 Hispanic admini­
strators (0.5 -percent), there were 247 office clerks (1.8 percent). A complete 
breakdown by race, ethnicity,and sex salary levels and occupational category 
is included in Tables Band C. 

Nine agencies s:nployed more than 20 percent minority staff. These agencies 
were the Deparbnents of State, Civil Service, Labor and Inclustry, Human Services, 
C,;::rnmunity Affairs, Corrections, Health, Energy, and Insurance. Ten agencies 
enployed less than 15 percent, including the Legislature, the Departments of law 
and .Public Safety, Transportation, Environmental Protection, Higher Education, 
and the Judiciary. In alnost all deparbnents minorities were concentrated in 
the lower paying, clerical and custodial positions. The Department of Human 
Services, which had the highest percentage minority Employees (42. 7 percent), 
was an exception in that 14.4 percent of the 451 administrators v,;iere minority. 

https://ferna.le


Employment by , Sex, and 
1980 

.i',_,nual !faitG Black Hispanic Other %Total .'Tctal 

Male FE'.IT'.ale Male :,Fe:nhle Jv!.ale Female Yi.ale Female ~~in.ority Fenale 

1. 0-3. 9 27 13 0 0 0 0 1 0 0 0 2.4 31.7 41 

4.0-5.9 36 4 1 1 0 0 0 0 1 0 7.0 11.6 43 

483 2043 489 1458 57 146 7 35 6 6 46.6 77.7 47306.0-7.9 

1025 3985 583 1852 77 199 8 39 4 3 35.6 78.1 77758.0-9.9 

4363 6125 1442 3366 174 174 25 49 13 10 33.4 61.7 1574110.0-12.9 

4483 4426 790 114 130 31 46 2 4 24.0 53.6 72213.0-15.9 

11040 4762 1143 922 125 79 187 103 • 20 4 14.0 31. 9 1838516.0-24.9 

5050 936 228 105 · 19 15 92 55 7 5 8.'l 17.1 651225.0 + 

Total 26507 22294 4676 9400 566 743 351 327 53 32 64949 

Perce..'1.t 40.8 34.3 7.2 14.5 0.9 1.1 0.5 0.5 0.1 0. 0 • 24.9 50.5 100.0 

*Due to problens in· canputerizing the data, the totals of State employees listed by salary are slightly lower than those 
of anploye~s listoo by occupational category. The differences are not significant; hcM:Ner, the cccupatioiial category 
listing is the mdre accurate. 

··1 \., • '!i:r-
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Employrrent by Race/Etlmicity / and EECC Occupational category 

Job catego.ry 

Of ficial/.Admi.ri. 

imte 

Male 

2476 454 

Black 

Male :•fe:nale 

128 64 

1980 
Hispanic Asian 

Male Penale .Male Female 

11 4 19 20 

American Indian 

Male Fanale 

6 3 

% Total 

Minority Female 

8.0 17.1 

-Total 

3185 

Professional 11042 6740 920 1310 184 219 287 177 15 7 14.9 40.4 20901 

Technicians 240.6 654 208 450 20 11 5 9 l 2 18.7 29.9 3766 

Protective 
Services 2922 133 679 93 58 0 5 0 6 0 21.6 5.8 3896 

1 1512 3316 1154 4345 0l 218 • 14 37 6 7 54.9 74.1 10696 

827 10187 164 2466 . 15 232 8 52 l 10 21.1 92.7 13962 

Crafts 2583 103 379 91 47 2 5 3 4 .0 16.5 6.2 3217 

Service/!v'.ia.int. 2749 712 • 1045 581 144 57 8 29 14 3 35.2 25.9 5342 

Total 

Pe.1:cent 

26517 

40.8 

22294 . 

. 34.3 

• • 4677 

7.2 

9400 

14.5 

566 

0.9 

743 

1.1 

• · 351 

0.5. 

327 

'0.5 

53 

.0.1 

32 

* 24.9 ~0.5 

64965 

100 

Source: 
I I 

New'Jersey Deparbnent of 
Aff:i.rrnative Action 

, Division of Equal Employment Opportunity and 

* less than 0.1.% 
•• :. • I I, [,; --~' 

' jco 
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Women were represented to a greater degree in rrost deparbnents; however, 
they remained concentrated in the lower salary levels. Nonetheless, in the 
Departlrent of Human Services which had the highest percentages of female 
employees ( 69. 4 percent) , 29. 3 percent of the administrators were women. 
Other depart:::rrents employing a relatively greater number of female administra­
tors were: Deparbnent of Banking (23. 8 percent); Health (20.2 percent); Labor 
and Industry (21. 8 percent); Com:nunity Affairs (23. 8 percent); and Higher 
Education (27. 2 percent). A breakdown is included in Table D. 

The State government has made sane progress in employing both minorities 
and wamen in recent years. The percentage of minorities has increased from 
19.2 percent in 1974 to 21.6 percent 1977 to 24.9 percent in 1980. The 
percentage of warren has increased from 46.2 percent to 47.7 percent to 50.5 
percent in the same years. A breakdown for the percentage of minorities and 
¼Drren by year is included in Table E. 

Thus, although State governm2nt has made some progress in hiring and 
prorroting minorities and v.omen in recent years, both groups are still under­
represented in the highest salary levels and in official and administrative 
r::ositions. Furtherrrore, in 1980 (see Table F) the percent of minority admini­
strators decreased £ram 8.0 percent to 7.8 percent although the total number 
of officials and administrators increased by rrore than 500 persons. George 
Sheats, deputy director of the division of EEO-AA, said that this decline 
could be explained in part by a reclassification of selected job categories. 
Several jobs, notably 200 deputy attorney generals, were reclassified fran 
official administrators to professional in 1978. He was unable to explain 
how the change in classification on that job (which did not have high minority 
representation) accounted for the decline. ?:_o/ 

The Advisory Carmittee looked at two departments within State government 
in greater detail. Th'e departments selected for this review were the Depart­
rrent of Environmental Protection and the Judiciary. 

E. The Deparbnent of Environrrental Protection 

As of June 1980, of 2099 employees in the Deparl:::rrent of Environmental Pro­
tection (DEP), 4.1 percent v;iere black, 0.5 percent were Hispanic, 2.1 percent 
were Asian, and 0. 2 percent v;iere Native American (See Table G). Approximately 
27. 3 percent were 'viClrren. Minorities and WO!:t\E!n were underrepresented particular­
ly at the higher salary levels and in the administrative and professional cate­
gories. Of 183 persons earning ,000 or rrore, 1 or 0.5 percent was black and 
5 or 2. 7 percent were Asian. None were Hispanic. Eight persons were wcmen, all 
of whom were white. Of the 755 persons earning between $16,000 and $25,000, 9 
persons were black, 37 were Asian, 2 were Native .American, and 4 were Hispanic. 
'rhe total minority representation at this level was 6. 9 percent. A total 86 
or 11.4 percent were worren. Minorities, and to an even greater deqree women, 
were concentrated in the lower salq;ried levels. Of 276 p~sons e2..rning $10,000 
or less, 38 or 13.8 percent were miDority and 191 or 69.2 percent were women. 
A rrore detailed breakdC'JIID by salary level iDc.luded Table G. of 103 persons 
in the official/administrator category only 1 was a minority, and Asian male, and 



Employment by Race/Ethnicity, Sex and Department 
1980 

White Black Hispanic Other % Total ':'ctal 

Depa.rtment Male Female Male Female Male Female ~e Female ::1ale Female Minority Female 

Judiciary 502 504 36 112 3 9 0 3 0 2 14.1 53.8 1171 

Ccnm:nmity 
Affairs 273 240 33 74 8 8 3 2 0 1 21.1 50.6 642 

Public 
Advocate 351 246 46 62 3 17 3 0 0 0 18.0 44.6 728 

Public 
Broadcasting 107 40 10 4 5 0 0 0 1 0 12.0 26.3 167 

Corrections 2292 770 807 230 55 16 4 4 7 1 32.3 24.4 4186 

Insurance 103 88 12 33 0 4 1 0 1 0 21.1 51. 7 242 

Higher 
Education 3191 2705 363 350 68 97 74 37 7 3 14.5 46.3 6895 

Legislature 166 113 7 8 1 1 2 0 0 0 6.4 40.9 298 

Executive 17 36 0 7 1 2 0 0 0 0 15.9 71.4 63 

I.aw arrl 
Public Safety 4112 2084 224 480 46 26 16 15 7 4 11. 7 37.2 7014 

Treasury 1901 1474 334 12 26 17 31 1 0 14.4 47.3 3945 

State 61 106 10 68 0 2 1 1 0 1 33.2 71.2 250 

Civil Service 141 233 32 138 7 12 1 1 0 0 33.8 68.0 565 

Banking 92 45 6 2 1 0 3 3 . 0 0 3.9 32. 9 152 

Agriculture 161 81 7 10 2 2 2 1 0 0 9.0 35.3 266 
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Employment (cont'd) 

Other % ':'otal :·c·:.a:Hisoanic1vnite Black 

Male Fernale Male Female Malo Fanale rtBle Female Male Female :-1inority Fe-:iale 

Defense 195 51 37 3 2 1 1 0 1 0 15.5 18.9 291 

178 77 9 32 3 3 8 8 2 0 20.3 37.5 320 

Health 518 684 91 158 11 20 14 9 0 0 20.1 57.9 1505 

Lal::x:>r and 
Industry 1681 2780 221 841 54 113 11 9 4 3 22.0 65.5 5717 

Environ-
mental 1441 514 33 52 7 4 41 2 5 0 6.8 27. 3 2099 

Protection 

Education 575 744 105 177 12 16 3 5 2 0 19.5 57.4 1639 

Trans-
J.X)rtation 4176 791 464 110 51 4 61 12 7 2 12.5 16.2 5678 

Human 
Services 4145 7883 1966 6115 214 360 85 184 8 15 42.7 69.4 20975 

conmissions 138 10 9 0 0 0 0 0 0 0 5.7 6.4 157 

Total 26517 22299 4677 9400 566 743 351 327 53 32 64965 

Percent 40.8 34.3 7.2 14.5 0.9 1.1 0.5 0.5 {J .1 0.0 24.9 50.5 100% 

Source: New Jersey Department of Civil Service 

I~ 



New Jersey State Govern:rrent 
:-linority and Female Er1ployrne:-1t 

)Juml)er % Female Erl"'flloyees %Minority Employees 
Joo Category Employees 1974 1975 1976 1977 1974 1975 1976 1977 

Official/Adrnin, 2,452 12.1 13.5 14.0 14.8 6.7 7.5 7.4 8.0 

Professional 16325 34.4 34.6 36.2 36._3 9.8 10. 7 11.9 12.6 

Technicians 2703 31.9 31. 8 34.2 34.0 20.7 20.7 22.4 21.6 
~/ 

Protective 
' Services 4196 3.8 4.1 4.1 4.6 14.9 17.4 18.2 18,.3 

Paraprofess 1 1 8258 58.1 66.9 67.2 68;2 40.8 48.5 50.E! 50.2 

Office/Clerical 13013 90.9 91.2 91. 7 '91.6 14.2 15.3 17.1 17 .8 

Skill. Crafts 2574 2.5 4.6 4.5 4.6 8.8 13. 4 · 13.5 13.7 

Service/Maint. 5427 17.5 21.2 20.9 21.0 17.3 24.0 25.5 ·27 .3 

·.rotal/Percent 54,948 46.2 46.3 74.1 47·. 7 19.2 20.0 21.1 21.6 

Source: New Jersey, Department of Civil Service 

'I 1,:,,. ,~' 



New Jersey State r-0vernnent 

Hispanic and Penale A::tninistrators 
1977 - 1980 

Table F 

1977 

Jan. 1980 

June 1980 

% Blacks 
J\lale Female 

4.9 1. 9 

4.0 1.9 

4. 0 2.0 

% 
Male 

0.3 

0.4 

0.3 

Penale 

0.4 

0.1 

0.1 

% Minority 

8.0 

7.8 

8.0 

%Wanen 

14.8 

16.2 

17 .1 

Total 

2452 

2983 

3185 

Source: New Jersey lor,;,,-r•+-n,oY,+- of Service 
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Ehlploymez1t by , Sex, ar:d 
1980 

?,Imual hhite Black Asian :S Total -
1I'o::.al 

($ j_~ ?J..ale Faiale Male :,Fanale Male Nale FSTale 

l. 0-3. 9 0 1 0 0 0 0 0 0 

4.0-5.9 0 0 0 0 0 '\ 0 0 0' 

6.0-7.9 32 50 2 4 0 1 0 0 

0 08.0-9.9 46 109 4 24 1 2 

10. 0-12. 9 312 148 11 15 1 1 0 1 

13.0-15.9 262 115 8 7 1 0 0 0 

16.0-24.9 620 83 7 2 4 0 36 1 

169 8 1 0 ·o 0 5 025.0 + 

1441 33 52 7 4 41 2 

Percent 68.7 24.5 1.6 2.5 0.3 0.2 2.0 0.l 

Source: New Deparbnent of Service 
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0 

3 

0 

2 

0 

5 

o.2 

0 

0 

0 

0 

0 

0 

0 

0 

0 

.0 

YJ.no:dty 

0 

0 

7.9 

16.7 

6.5 

4.1 

6.9 

3.3 

6.9 

100 

0 

61. 8 

72.6 

33.5 

31.0 

11.4 

4.4 

27.3 

1 

0 

89 

186 

492 

393 

755 

183 

2099 

100 

1--' 
.i,. 
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10 or 9.7 J?l2rcent were white females. Of 822 professionals, 61 were 
minorities (7.4 J?12rcent). Of these, 40 were Asian and only 5 were Hispanic. 
Of a total of 115 ~n (14. 0 percent), 112 were white. A rrore detailed 
breakdown by occupational category is included in Table H. 

Nonetheless, these statistics show that the depa.rt.Irent has made a 
significant increase in the number of ,"1Cmen hired and sane increase in the 
number of minorities hired in the past 2 years. In June 1977, minorities 
made up 5.8 J?12rcent and 'WOrren 22.2 J?l2rcent of a 'WOrk force of 1,662 J?l2rsons-­
in comparison to 6.9 percent minority and 27.3 J?12rcent female in 1980. At 
the professional level, in 1977, minorities made up 7 percent and. fe:nales 
9 percent of the w:Jrkforce-in canparison to 7.4 percent and 14.0 J?l2YCent 
respectively in 1980. 30/ 

Donald Bridgewater, ,vho developed and irnplerrented an affirmative action 
program since he was hired in 1977, described t:v;ro major obstacles to hiring 
minority and female employees, particularly for the technical positions such 
as enviro:nrrental engineer. The obstacles cited. were the absolute veterans 
preference under which a veteran must be hired over a non veteran and the 
canpetitive disadvantage of the department's salaries in canparison to private 
industry. Mr. Bridgewater said that there were not enough minorities and 
\NOlJ\en with the training and/or experience for the DEP engineering-related. 
positions. Those who met the job requirements were frequently hired by private 
industry, which paid as much as $4,000 rrore per year for a starting engineer 
than State government. Those minorities and wanen interested in 'WOrking for 
State government often lost out to veterans who under the State's absolute 
veterans preference must be hired. over other applicants. 31/ 

The Department of Environmental Protection issued its first affirmative 
action plan in 1974 as a result of Executive order No. 14 and up:iated. the plan 
in 1975. Following the Executive Order No. 61, the Departrrent of Environ­
mental Protection issued a revised affirmative action plan in 1977 and t.hat 
plan was revised again in 1979. Mr. Bridgewater said that he would up::late 
the plan each year. He also said the results of the 1980 census were 
necessary to determine an accurate vJOrkforce analysis. 32/ 

The 1979 revised plan designates responsibility for affirmative action 
to an affirmative action officer, sets requirem9nts for affirmative action in 
recruitment, placerrent, prorrotions, and tenuinations, and calls for training 
and upward rrobility. In addition, the plan establishes a discrimination 
grievance system and requires affirmative action on the part of contractors 
with the DEP. The sanctions available against divisions within the depart­
ment which fail to take appropriate or corrective affirmative action steps 
are limited. In such cases, the affi.nm.tive action officer reports the 
failure to the deputy commissioner charged. with affirmative action. 3 

Although the affirmative action plan does not contain an analysis of 
the underrepresentation and utilization of minorities and wanen or numerical 
hiring goals and timetables, the 1979 goals or "action steps" call for a 
serni-;::mnual vJOrkforce utilization analysis and the developnent of percentage 



Employment by Race/Ethnicity, Sex, and Cccupational Category 

Job Category 

Officia.1/Admin. 

White 

Jl.cle Female 

92 10 

Black. 

Male :•Female 

0 0 

1980 
Hispanic 

Male Female 

0 0 

l\sian 

Male Fan.ale 

1 0 

Other 

Male Female 

0 0 

%Total 

Minority 

1.0 

Female 

9.7 

-Total 

103 

Professional 649 112 12 2 ,,,,...J 5 0 39 1 2 0 7.4 14.0 822 

Technicians 132 12 4 1 1 0 0 0 0 0 46.0 8.7 150 

Protective 
Services 

178 16 0 1 0 0 1 0 0 0 1.0 8.7 196 

Paraprofess'l 44 6 2 1 0 0 ·o 0 0 0 ' 5.7 13.2 53 

Office/Clerical 19 336 4 43 0 4 0 0 0 0 12.6 94.3 406 

Skill. Crafts 69 0 1 0 1 0 0 0 0 ,0 2.'s 0 - ,, ' 71 

Service;'Maint. 258 22 10 4 0 0 0 1 3 0 6. Qi 9.1 298 

Total 

Percent 

1441 

68.7 

514 

24.5 

33 

1. 6 

52 

•. 2. 5 

7 

0.3 

4 

0.2 

41 

2.0, 

2 

.0.1 

5 

·0.:2 

0 

· 0· 

6;9 27.3 2099 

New Jersey Department of 
I 

1-'0· 

Service 

: 

.;-•; ,· 

' f~ 
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goals for hiring. 34/ At the time of the fact£ indin:J meeting, the deparbnent 
had not set hiringgoals and Mr. Bridgewater said that he was awaiting 
guidelines from the State equal employment opportunity and affinnative 
action division in order to establish such goals. He said that he thought 
that the previous guidelines based on the number of minorities and wanen 
in the labor force were too high and stressed that any such goals should be 
"realistic" and "achievable." 35/ 

Mr. Bridgewater has initiated a college recruitment effort in order 
to attract greater numbers of minorities and v,.l(l1En, and particularly mino-
rity and fema.le engineers, to the DEP. In the fall of 1979, DEP affinnative 
action staff visited 7 colleges and universities including Howard University, 
Georgia Institute of Technology, the University of Puerto Rico (Mayaguez), 
the City University of New York (CUNY), and Brooklyn Institute of Tech-
nology. The staff interviewed 46 minority and female candidates for the 
engineer trainee position. Of these, 23 tcok the civil service examination. 
A total of 162 persons passed the examination including other minorities and 
WOi'112n recruited from the Statewide civil service announcen112J1.t. Of the 34 per­
sons hired, 5 were white v.'OITlen, 1 was a black man, 1 was a Hispanic man, and 
6 were Asian m2n. 36/ 

The department also has proposed an environmental intern program for 
minority and female high sch(X)l students with science related skills. This 
proposal would allow participants to work full-time while attending college. 

F. The Judiciary 

In June 1980, of 1,171 persons in the Judiciary, 14.l percent were minority 
and 53. 8 percent were female. Of the minorities, blacks made up 12. 7 percent 
and Hispanics 1. 0 percent. As elsewhere in State government, minorities and 
\,\lOffien were underrepresented to the greatest degree in the higher salary levels 
and in the administrative occupational categories. Of the 399 persons earning 
$25,000 or rrore, 9 were minority (2.3 percent) and 44 .,.;ere v'i'OITle11 (11 percent). 
None were Hispanrc. Of the 287 administrators, 6 were minority (2.1 percent) 
and 13 were female (4.5 percent). None were Hispanic. A carplete breakdown 
by race, ethnicity, and sex for occupational categories and by salary level 
is included in Table!3 I and J. 

The Jud.iciary has improved its minority employment profile since 1977. 
At that time, of 827 employees, 10. 8 percent were minority and 54. 8 percent 
were \</CR1b9n. 37/ The New Jersey Supreme Court issue::!. its first affirmative 
action plan ml974 and Sheila Owens, the departrrent's affirmative action 
officer, developed· its rrost recent plan in 1978. The plan calls for dissemi­
nation of the agency's equal employment opportunity policy and plan, recruit­
rrent of minorities and wom2n for all job openings, EEO training for superviso:r:s, 
upvvard mobility training, a workforce analysis on a regular basis, and other 
appropriate tasks related to EEO. Its goals and timetables call for efforts 
to complete the tasks described in the plan within a 5 year pericx:1. It does 
not set numerical hiring goals. }_§/ 



Employment by Race/Ethincity, Se.'< and Salary 
1980 

Annual white Black I-Iispa.nic Asian Other 
Salary 

( $ in Thousands) Male •Perna.le Male i•Fanale Male Fenale Male Female Male Fanale 

1. 0-3. 9 0 0 0 0 0 0 0 0 0 0 

4.0-5.9 0 0 0 0 
I 

0 0 0 0 0 0 

6.0-7.9 7 40 17 27 1 5 0 0 0 0. 

8.0-9.9 15 62 8 33 0 2 0 0 0 1 

10.0-12.9 12 99 0 28 0 0 0 1 0 1 

13.0-15.9 18 111 2 12 1 2 0 2' 0 0 

16.0-24.9 100 152 4 8 1 0 0 0 0 0 

25.0 + 350 40 5 4 0 0 0 0 0 0 

Total 502 504 36 112 3 9 0 3 0 2 

Percent 42.9 43.0 3.1 9.6 0.3 0.8 . 0 0.3 .0 0.2 

i Total 

M..inority 

0 

0 

51.5 

36.4 

21.3 

12.8 

4.9 

2.3 

14.1 

Fe:r.ale 

0 

0 

74.2 

81.0 

91.5 

85.8 

60.4 

11.0 

53.8 

-Total 

0 

0 

97 

121 

141 

148 

265 

399 

1171 

100 

. Source: New Jersey Department of Civil Service 
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Fmploy:ment by Race/Ethnicity 50...){, 

White Black: Hispanic ABian Other % Total -Total 

Job Cate--Jo::i::y Male F6:t1ale Male Male Penale: Male Fanale Male Fanale Minorit'y Fanale 

0 0 0 0 2.1 4.5 287269 12 5 1 0 0
Official/Admi..11., 

,0 0 0 0 5.0 33.6 119Professional 75 38 3 2 1 0 

0 20 0 0 0 0 0 0Technicians 2 0 0 0 

Protective 77. 8 9
Services 2 7 0 0 0 0 0 0 0 0 0 

0 46.1 40.6 32
Paraprofess 1 l 18 8 0 4 1 1 0 0 0 

2 20.2 78•. 1 7128 0 2 0Office/Clerical 129 439 26 105 1 

,0 37.5 12. 8 
5 0 2 0 0 0 0 1 0

Skill. Crafts 

• 0 0 ' 0 0 0 0 0 0 2
2 0 0 0Se:r:vice/Maint, 

3 9 .0 3 0 2Total $02 504 36 112 

,0. 3 . b· 0.2 .1 53.8Percent 42.9 43.0 3.1 9.6 0.3 0.8 .0 100 

Source: New Jersey Department of Civil Service 
' 
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At the factfinding meeting, Florence Peskoe, representing the Judiciary, said 
that the plan did not contain nurrerical goals. She said that she believed nurrer-
ical goals were the sarre as "quotas." 39/ It is the Advisory Ccmmittee's opinion 
that numerical goals are hiring goals in nurrerical form to be reached by :implerrenting 
in "good faith" affirmative action tasks such as recruitment, quotas are firm 
hiring objectives often established by a court and generally achieved by court­
ordered changes in normal hiring practices such as ratios for hiring the group 
found to have been discriminated against. 

The plan identifies the following problem areas: 

- the "absence of Hispanic employees;" 

underrepresentation of minority employees in unclassified positions, 
including lawyers and certain court personnel; 

- the underrepresentation of minorities in the highest salary levels; 

- the concentration of minorities in office/clerical positions; and 

the underrepresentation of women in administrative positions. 40/ 

At the factfinding meeting, Ms. Peskoe attributed the underrepresentation of 
minorities arrong the unclassified to the "lirrj_ted reserv-oirs of qualified per­
sonnel." 41/ She said that the agency had difficulty in hiring female and to 
a greaterdegree minority lawyers and said that the agency was unable to offer 
salaries competitive with non-State governrnEmtal employers. 

Another problem identified by .Ms. Peskoe is the i..mplementation 9f affirrna-
tive action at the county and mu.nicipal levels. Although the Chief rJustice of the 
New Jersey Suprerre Court has overall administrative responsibility for all courts 
in the State, the Judiciary has a.irect hiring authority only for employees in the 
State superior court system and selected person..n.el in the county superior courts. 
Many personnel in the county courts are still under the county EID officers. The 
Judiciary has attempted to obtain emplo2~11e11t data and other information on affir­
mative action in county courts several tines; however, Jvls. Peskoe said that it 
was difficult to obtain up-to-date info:rmation or implerrent affirmative action 
since the county governrrents retained hiring authority for many positions in the 
county superior courts. 42/ 

Judges in the State and county superior courts are app::,inted by the Governor 
with the consent of the State Senate and are not within the Judiciary's app::,inting 
authority. Nonetheless, because judges are an integral part of the State murt system 
which is administered by the Judiciai-y, the Advisory Corrrni.ttee collected statistical 
data on the judges. At the time of the factfinding meeting, of the 242_ judges 
on the State payroll, 232 were white males, 7 -were white females, and 3 were black 
males. An eighth white woman was appointed shortly after the rreeting. 43/ 

G. Sumner Youth Program 

The Advisory Corrmittee also revie\ved ernployrrent data for the surrmer youth pro­
gram. A preliminary rep::,rt on the 1980 program indicates that minorities made up 25. 3 
percent of the participants. Of the minorities, Hispanics comprised only 34 or 
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2.2 percent of the employees were underrepresented to a greater degree than 
other minorities in comparison to their representation in the J)Opulation. 

As indicated in Table K, minority participation was very high in several 
departments including the Department of Agriculture (100 percent as all 3 
i:;ersons hired were minority), Health (100 percent with one minority person 
hired) and Civil Service (81 percent with 17 minorities among 21 persons hired). 
However, the statewide total of all departments shows only 25.3 percent minority. 
In general, minority representation wa.s higher in agencies ernployin:J fewer per­
sons. The Department of Environmental Protection, the agency with by far the 
single greatest number of persons hired, employed only 60 minorities or 9.4 
percent of the 639 persons hired. State Civil Service Department staff said 
that minorities were underrepresented recause the majority of State parks were 
in rural areas in the southern and coastal parts of the State where the minority 
population is small. 

At the time of the study, data by occupational category or salary level 
were not available. Fe:nale representation in 1980 was 48.3 percent and depart­
ments with high percentages of wcmen include Health, Higher Education, Civil 
Service, Insurance, and Education. 

Minority and fe:nale representation in the prcgram improved in 1980 in can­
parison to 1979. In 1979, 22 percent of 315 of the 1,431 participants were 
minority, 3.3 percent lower than in 1980. Black representation was 19.1 percent, 
2. 4 percent lower than in 1980. Hispanic representation was 1.? percent, 1 
percent lower than in 1980. Approximately 43.4 percent were ¼OUen, 4.9 percent 
lower than in 1980. In 1979, in the Department of Environmental Protection, 
4. 8 percent of the 601 persons hired were minority and 30. 6 percer;it were '\-\Q11en. 
A breaJ;:down of the 1979 data is included in Table L. 1 

·'Improving minority participation in the DEP' s summer program has reen an 
imi;:ortant goal of the DEP itself and of the State division on equal employment 
opi;:ortunity arrl affirmative action. The EEO-AA office's final reJ)Ort on the 
1979 program states: 

The DEP percentage of overall State summer employees has 
increased also fran 31. 2 percent in 1977 to 35. 2 percent 
in 1979 to 41. 9 percent in 1979. Therefore, whatever 
happens in this department is crucial to any year's 
Smmner Program. Regretfully, the ethnic/gender hiring 
trends are not bright. Though total minorities have 
seen an increase (especially for minority females), 
this figure is still very low. The profile is still 
over 95 percent white. And of these white employees, 
over 70 percent are males. 44/ 

The same reJ)Ort concludes: "Though it (DEP) has generally improved over 
the past three years, special efforts are needed in recruitment to effectively 
change the current low standing." 45/ 
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At the factfinding meeting, Gregory Vida, who represented the department, 
described the efforts to change recruit:rrent fran the local individual parks to 
the State level. 

We have around 600 surrmer jobs in our depart:rrent, as we 
have traditionally had. 499 of these are allocated to 
the division of parks and forestry, and previously have 
been filled at the field level right in the State parks ... 
Through the efforts of the G::>vernor's office as of last 
year, they have centralized the recruitrrent for these 
positions ...We will. . . hopefully be making sorre very 
positive steps. 46/ 

A second goal has been the increased representation of Hispanics in the 
summer program. The report on the 1979 program concluded: 

Though general minority hiring was up this year, and 
above the population standard, Hispanics were effectively 
underrepresented in all State agencies. Special measures 
should be taken to strive to rectify this situation for 
the future. 47/ 

Although Hispanic representation improved between 1979 and 1980 by one 
percent, the percentage remained below Hispanic representation in the State's 
population. 

..,; 
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3. New Jersey Municipal Governm811ts 

A. Plainfield 

Plainfield, according to the 1970 census, had a total population of 46,867 
persons. Of this, 21,559 (46 percent) were black and 1406 (3 percent) were · 
Hispanic. Since the 1970 census undercounte:.i minorities and because a significant 
number of blacks and Hispanics have move:.i into the city since 1970, estimates of 
the current minority population are much higher. Accordin::f to a Rutgers Univer­
sity study, the city's population is 50 to 53 percent minority and approximately 9 
to 13 percent are Hispanic. 1 / Charles K. Allen, Director of Public Affairs and 
Safety, describes PlainfieldflS "the center of doughnut, ... surrourrle:.i by very 
affluent suburbs and becaning more and more urbanize:.i." 1/ 

Plainfield first began to develop an affinnative action program follc:wing 
the riot of 1967. An analysis of the causes of the disturbance showed a lack 
of camnunication between key city agencies and the minority carmunity exacerbate:.i 
by an almost total absence of minority workers in the uniforme:.i services and 
public works departments. The city council subsequently passe:.i a resolution 
calling for diligent pursuit of the goal of public emplqyment of minorities 
canmensurate with their numbers in the total city population. _l/ 

General Employment Characteristics 

As shown in Table M, January 1980 Plainfield employed 534 persons full-
time. Of these, 263 (49. 3 percent) were white males, 110 (20. 6 percent) were 
black males and 14 (2. 7 percent) were Hispanic males. A total of 145 ¼Ollen 
were anployed; 97 (66. 9 percent) were black or Hispanic. 

Both Alfred E. Smith, director of personnel, and ~. Allen discussed internal 
problems in municipal emplqyment. Many entry level jobs are effectively segregated 
by race and sex and these entry level titles and job descriptions form the base 
for subsequent pranotions and salary levels. Wanen and minorities ten::1 to enter 
the system in positions without the same growth potential that white males have 
in their entry level jobs. ¼tmen for instance traditionally enter through clerical 
positions while men enter in either a management or technical line. 

As of January 1980 there was a wide disparity between the wages of minorities 
and wanen on one hand and white males. A total of 117 (80.7 percent) wt:lITlen of 
the 145 ¼Drking earn $12,900 or less and 74(58.7 percent) minority males earn 
$12,000 or less. In contract, 42 (16 percent) white males earn $12,900 or less 
while 159 (60.5 percent) earn $16,000 or more. Tl,e police and fire divisions 
have the highest number of all employees in the $16,000 and over range and these 
divisions also have the highest percentage of white male employees. While war1en 
(27. 2 percent) and minority males (23. 6 percent) canprise 50. 8 percent of the work­
force, they eam less than 40 percent of the total wages available. (Table N) 

Table O sh01tJs that wanen are concentrated in the office/clerical job category. 
In Plainfield, 81 (92 percent) of the 88 persons in this job category are v.Dmen. 
The second highest number of v-X:Inen employees are identified as paraprofessionals. 
Categories with extremely low percentages of w::xnen are technicians, protective 
se:rvices, skilled crafts and service/maintenance. Of the 16 administrative posi­
tions, 9 are held by white males, 2 by black males, and 5 by w:::men. Minority males 
make up 71 percent of the service/maintenance employees and 60 percent of the 
skille:.i craft positions. 



1Yi."lite Black Hispanic Asian Other 'ii Total To:::a.l 

Department Male Female Male ·Female Male Female 1':!ale Penale Male Female Minority Female 

Can. Dev. 12 1 1 6 0 0 2 0 0 0 40.9 31.8 22 

HealtJ1 5 4 2 10 1 1 0 0 0 0 60.8 65.2 23 

Pub. Welfare 2 3 2 9 0 10 0 0 0 0 72.4 74.9 26 

Housing 7 3 29 11 0 1 0 0 0 0 E0.4 29.4 51 

Fin. Adrni. 17 25 7 22 2 1 0 0 0 0 43.2 64.9 74 

Parks & Rec. 2 2 3 1 3 0 0 0 0 0 63.6 27.3 11 

Streets 22 1 17 4 1 0 0 0 0 0 48.9 11.1 45 

Sanitation 8 0 9 0 0 0 0 0 0 0 52.9 0 17 

other 1 0 2 9 10 0 0 0 0 0 92.3 76.9 13 

Police 88 9 21 7 3 3 0 0 0 0 26.0 14.3 131 

Fire 99 0 17 1 1 0 0 0 0 0 16.J. 0.8 118 

Total 263 48 110 81 14 16 2 0 0 0 534 

Percent 49.3 9.0 20.6 15.2 2.6 3.0 0.4 0 0 0 41. 8 27.2 

~urce: Plainfield City Government 

I~ 



Employment by Race/Ethnicity, Sex, and Salary 

Arfrmal 
Salary 

( $ in 'Thousands) 

1.0-3. 9 

4.0-5.9 

6.0-7.9 

8.0-9.9 

10.0-12.9 

13. 0-15. 9 

16.0-24.9 

25.0 + 

Total 

Percent 

Wnite Black Hispanic Asian Other % 'mtal .-Total 

Male Female Male :iFEmale Male Fanale Male Female lv'Ble FEma.le Minority Fffi\2.le 

0 0 0 1 0 0 0 0 0 0 1 1 1 

0 0 0 0 0 0 0 0 0 0 0 0 0 

2 5 4 16 2 6 0 0 0 0 80 77.1 35 

4 8 20 21 1 6 0 0 0 ·o 80 58.3 60 

36 23 41 29 6 2 0 0 0 0 5ti.9 39.4 13. 7 

62 7 22 6 5 1 1 0 0 0 33.7 13. 5 104 

139 5 20 8 0 1 1 0 0 0 17. 2 8.0 174 

20 0 3 0 ·o 0 0 0 0 0 13.0 0 23 

0 

263 48 ll0 81 14 16 2 0 0 0 534 

49.3 9.0 20.6 15.2 2.6 3.0 0.4 0 0 0 41.8 27.2 

.89urce: Plainfield City Governrnent 
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In 1980, the police division employed 131 persons. Of 85 sworn officers, 
61 (72. 7 percent) were white males, 18 (21.2 percent) were black males, and 3 
(3.5 percent) were Hispanic males. There were two wcrren, one black, and one 
Hispanic. One person, a white male earned :rrore than $25,000. !/ 

Affi:r:mative Action Plan 

Plainfield has a citywide affinnative action plan which includes a specific 
section for the police division. While the city plan speaks of legal and rroral 
rights to "equitable representation for all persons," it does not include over-
all numerical hiring goals and timetables. It is rather the description of a 
process to be used by city government to act on the needs of individual city 
departments. Monthly progress reports are required of only those city depa.rtments 
targeted by the affirmative action officer. Each division sets its own goals 
based on negotiations with the il?ersonnel Department and the affinnative action 
officer. 5/ As a result of this process, the department of Public Affairs 
and Safety-which includes the police division set a 50 percent goal for minority 
members. 6/ One problem is that the plan combines roth sworn and civilian 
staff in the same category, mixing sworn officers who are rrostly white males 
and school crossing guards who are predominantly minority and female. This 
approach thereby increases the percentage of minority representation currently 
on the force and lowers yearly hiring goals. The city has an affinnative action 
officer with a staff of four and budget of $67,000. Mr. Smith serves as the 
affinrative action officer. ]j 

According to Mr. Smith, one factor leading to the underrepresentation of 
minorities in the vJOrkforce is the practice of hiring fran outside Plainfield. 
Plainfield sought fran the State and gained the right to use dual lists of 
eligibles. This method distinguishes eligible applicants living in Plainfield 
from those living in other areas and enables Plainfield to give local residents 
priority in interviewing and hiring. This system increased opportunities for 
residents of Plainfield. Even though the dual lists have increased the pool 
of eligible minorities, the extreirely low turnover rate in public employment 
has greatly limited the hiring of any new applicants. How-ever, one exception 
is the police division which has grown fran 85 employees (3.0 percent minority) 
in 1971 to 131 employees (and 26. 0 percent minority) in 1981. _§/ 

"--
Both Mr. Smith and Mr. Allen stressed that realistic goals and ~ctations 

are key to a successful program. Mr. Smith, speaking of the police division 
hiring goals,said: 

(While a 50 percent goal) .... 
....may have merit, ... it is impossible, 
....very improbable that any workforce 
in the city of Plainfield in the next 
90 years vJOuld ever have 50 percent 
minorities. JI 

Part of this problem is simply mathematics. Because of the low turnover 
rate of 1 or 2 persons per year, it vJOuld take 25 to 50 years to increase mino­
rity representation on a 130 rrember force to 50 percent if the city hired only 
minorities. Since the city will necessarily hire persons of all racial and ethnic 
backgrounds, it will take even longer to raise the minority representation to half 
of the force, Mr. Allen said. A second and equally significant problem is the 



Bnployment by , Sex and 

White Black Hispanic Asian other % Total ,Total 
Job category 

Official/Mmi."l. 

Male 

9 

Fenale 

2 

M:lle 

2 

:•Female 

3 

Male 

0 

Female 

0 

Male 

,0 

Fanale 

0 

Male 

0 

Female 

0 

Minority 

31.2 

Female 

31.2 16 

Professional 53 8 11 11 1 3 ,2 0 0 o. 3I.S 24.7 89 

Technicians 39 2 9 3 1 0 0 0 0 0 24.1 9.3 54 

Protective 
Services 

126 0 32 1 4 1 0 0 0 0 23.2 1.8 164 

Paraprofess'l 2 3 5 15 2 11 ·o 0 0 0 86.8 76.3 38 

Office/Clerical 5 33 0 48 2 0 0 0 0 0 56.8 92~0 88 

Skill. Crafts 19 0 29 0 1 0 0 0 0 0 60.0 0 50 

Service/Maint. 10 ' 22 0 3 0 0 0 0 0 71.4 0 35 

Total 

Percent 

263 

49.3 

48 

9.0 

, .no 

20.6 

81 

15.2 

14 

2.6 

16 

3.0 

: 2 

0.4 

0 0 0 

41. 8 27. 2 

534 

Source: Plainfield City Government 
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resistance to such change en the part of administrative staff. According to 
Mr. Allen: 

... we issue a goal and we say we want 50 
percent. I have' t discovere::l in 7 years 
one way to get a p::>lice chief or p.lblic 
works superinten::lent to accept tha.t fact ... 
and if he or she makes it difficult for the 
minarities to perfonn, yom' 11 be bringing 
then in the front door pursuant to policy, 
(and) you'll be rutting then out the back 
door. 10/ 

In addition to the problen of entry positions is the question of pranotion. 
]'gain referring to the police division, he said: 

A.s I indicated, most of rur local 
residents and most of arr minar:-ities 
came on the force within the last 5 or 
6 years. Their ch.ances of succeeding 
on the pranotional examination are 
sanewhat rerrote... because we dm't 
have that large b.rrnover. ll/ 

Mr. Allen suggested developing a statewide p::>ol af qualified minar:-ity 
applioants for higher ranking positions. 

In his summation Mr. Allen called for stronger Federal, State and local 
canmitment to affirmative action laws. He said: 

... I would ask you to not only enccurage 
the establishment of firm affirmative 
action policies and gools, but to make 
the penalties very severe for those who 
deliberately evade them. 
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B. Carrden 

According to the 1970 census, cam:ien ha.d a p::>pulation 102,550 persons. 
Of this, 40,116 or 39.1 percent were black and 6,153 (6 percent) were Hisp,mic. 
However, current population estimates project much higher minority representation. 
Ray Jones, vice chairman of the cam:ien citizen I s Coalition, while researching a 
study on municipal Employment, foo:nd data that shows the city has a populatim 
that may be 60 to 75 percent minority. 13/ 

In recent months the affinnative action fcx::us has been the ronstruction 
industry. The Carrden County Citizen's Coalition has filed suit against the 
U.S. Veteran's Administration (V.A.) and the city of Camden over the J.Jack of 
minority representation at the construction site of the V.A. hospital. At the 
time of the factfinding meeting the city was considering an affinnative action 
ordinance for construction projects and passed such an ordinance in Octo]:).er 1980. 
In addition, the fire deparbne:nt party to a Justice Department suit against 
12 cities in the State. 

General Finploy,nent Characteristics 

The city anployed 1,051 pecple full-time as of January 1980. This work­
force was canposed of 678 (64.5 percent) white males, 193 (18.4 percent) black 
males, and 26 (2. 5 percent) Hispanic males. There were in addition, 74 (7. 0 
percent) white ½Ullen, 66 (6. 3 percent) black 'i."Cmen and 12 (1.1 percent) Hispanic 
wanen (Table P). Data sul:mitte:1 by the city show clear groupings of e:nployees 
by race, ethnicity, and sex in specific job categories and. departments and as a 
result of salary levels. With the exception of three white males who earne:1 
$5,900 all of the 55 people at this level were minority arrl/or fe:nale. 

Of the 280 persons paid $8,000 $12,900, 200 were minorities or Vv'Cll1en. 
Seventy percent (126) of all wemen were found at this level. In contrast, 50 
percent of all white males eame:1 between $16,000 and $24,000. (See Table Q) 

An analysis of job categories shows similar disparities betv;een minorities, 
vvemen, and white males. Wanen canprised 87. 5 percent of the office/clerical 
force, and minorities canprised 55 percent and 61 percent respectively of the 
skilled crafts and se:r:vice maintenance positions. White males made up approxi­
mately 70 percent of the administrative, professional, technical, and protective 
service job categories. The segregation by job category is illustrated clearly 
in the city's financial administrative office. Of 90 people employed full-time, 
54 percent were -wcmen. There were 40 (44 percent) wanen e:nployed in the office/ 
clerical category and 24 (66 percent) white males employed as officials or pro­
fessionals. 14/The department also e:nployed 109 people other than full-time 
·while 88 (81 percent) wa-e minorities or v,.anen, white males held 66 percent of 
the official/administrative positions. 15/The single largest part-time e:nploy­
ment category for black males (55 percent) ,,,;,as service maintenance and the single 
largest for women was office/clerical (55 percent). 16/ (Table R) 

Police and Fire Deparbnent 

The police (364 persons) and Fire Departments (312 persons) are the single 
largest employers in municipal government. In January 1980, the Police Depart­
ment Employed 8 0 (21. 9 percent) black males, 10 (2. 8 percent) Hispmic males, 

https://Octo]:).er


Full-Time Emplo:;ment by Race/Ethnicity, Sex, and Department 

1mite Black Asia,-: 0t'1'2r %Total 'ibta1__ 

Department Male Female Male • Fe:nale Male Fe'Jale Male .Male FEmale Mir.ority Female 

Fin. Adm. 36 24 5 20 1 3 0 1 0 0 33.3 53.3 90 

Streets & 
Highway 28 1 22 2 4 0 0 0 0 0 49.1 5.3 57 

Public 
Welfare 1 4 1 3 0 0 0 0 0 0 44.4 77.8 9 

Fire Prot. 280 1 30 1 0 0 0 0 0 0 9.9 . 64 312 

Police 257 12 80 5 10 0 0 0 0 0 26.1 4.7 364 

Health 8 6 6 6 2 1 0 0 0 0 51.7 44.8 29 

Housing 17 6 1 6 0 0 0 0 0 0 23.3 40.0 30 

can. Dev. 8 8 0 3 1 0 0 0 1 0 23.8 52.3 21 

Util. & Trans. 16 2 2 0 1 0 0 0 0 0 14.3 9.5 21 

San. & Sewage 14 0 34 1 1 2 0 0 0 0 73.l 5.8 52 

Other 13 10 12 19 6 6 0 0 0 0 65.1 53. 0 66 

Total 678 74 193 66 26 12 1 0 0 1 1,051 

Percent 64.5 7.0 18.4 6.3 2.5 1.1 .001 0 0 4001 28.3 14.6 

Source: Carrden City Government 
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nnployment by Race/Ethnicity, Sex, a116 SalcJ_"i 

it1:\ual White Blc1.ck Hispanic Asiar1 Ot.rier i Tot..u 
Salc:ry 

($ i..r1 Thousands) Male Female Male ~.,Fanale !'fl.ale FE!nale Male Female Male Female Minority 

1. 0-3. 9 0 0 0 0 0 0 0 0 0 0 0 

4.0-5.9 3 0 0 0 0 0 0 0 0 0 0 

6.0-7.9 0 0 0 0 0 0 0 0 0 0- 0 

8.0-9.9 1 19 3 23 1 7 0 0 0 l 60 

10.0-12.9 79 47 61 25 9 4 0 0 0 0 3'1.1 

13.0-15.9 249 6 36 13 7 1 0 o· 1 0 14.1 

16.0-24.9 336 2 90 4 9 0 0 0 0 0 23.4 

25.0 + 10 0 3 1 0 0 0 0 0 0 28.6 

Total 678 74 193 66 26 12 1 0 0 1 

Percent 64.5 7.0 18.4 6.3 2.5 1.1 .001 0 .001 28.3 

. Elource: Carrrlen City Government 
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Ernployment by Race/Ethnicity, Se."<, and O=:cuoa~c:_ional. Category 

White Black. Hispanic Asian Other % Total -Total 

Job Category Male Fem.le Ma.le :.,Female Male Female Male Female Male Female Minority Female 

Official/lldmin. 15 0 4 2 0 0 .0 0 0 0 28.6 9.5 21 

Professional 134 14 23 15 6 3 ,1 0 0 0 24. 5 16.3 196 

Technicians 69 1 19 2 5 0 0 0 0 0 27 .1 . 3.1 96 

Protective 
Services 393 0 84 3 8 0 0 0 0 0 19.4 . 6 488 

Paraprofess 1 l 11 7 1 6 0 1 0 0 0 0 30.7 53.8 26 

Office/Clerical 12 52 2 37 . 0 8 0 1 0 0 42.9 87°.5 112 

Skill. Crafts 9 0 7 0 4 0 0 0 0 ·O 55.0 . 0 20 

Service/Maint. 35 .o 53 1 3 0 0 0 0 0 60.9 1. 92 

Total 678 74 193 66 26 12 1 0 1. ~051 

14.6Percent . 64. 5 7. 0 18.4 .'6.3 2.5 1.1 .001. 0 .001 28.3 

Source: carrden City Government 

·'.";1; ,_,'· '_,).i,f., I ' \, I·;,~. ,~ 
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and 17 (4. 7 percent) warren. The minority males were employed in three categories 
(professional, technician, services) in s:imilar prorortion to the employment of 
white males. Wanen, however, we.re primarily found in the office/clerical rosition 
(82 percent). Of the 244 sworn officers, 57 (23.3 percent) were black rna.les and 7 
(2. 0 percent) were Hispanic rna.les. 17 / There we.re 3 black fanale officers. Almost 
all males in the Police Department ----032 or 95. 7 percent) are paid $16,000 or more 
Of the four people who earn $10,000 or less, 3 are minority rna.les. Most "-Olien in 
the police department (14 or 82.3 percent) earn between $8,000 and $12,900. 18/ 

'I'he Fire Department employs 30 ( 9. 6 percent) black males and 2 wcmen out of 
a total of 312 people. Because of the few numbers of minorities and wanen 
statistical analysis is not significant. 

Affirmative Action Plan 

Although the city has an affirmative action plan, it has not been made 
available to the Advisory Ccmnittee for review. Mr. Jones, of the Carrden 
Citizen's Coalition, said that the plan was not disseminated to the public. 
He said that he had obtained a copy of the plan only after making it clear 
that it necessary he v,-auld take legal action. 19/ J\..ccording to Mr. Jones, the 
plan does not contain goals and timetables and.does not require a full-'time 
affinnative action officer. 20/ 

The Advisory Cannittee experienced other difficulties in obtaining inform­
ation from Cam:ien. The canmittee first requested ernployment statistics <;l.Tld 

tl1e affirmative action plan fran the city's affirmative action officer in 
December 1979. The city did not respond to the request. In March, the carmittee 
issued by certified letter an invitation to Camden officials to discuss tl1e city's 
affirmative action prcx,:rram at the Advisory carmittee's April 1980 factfinding 
meeting. Again, there was no resronse. The Advisory Canmittee was subsequently 
informed that the city's corporation counsel had advised the officials not to 
attend the factfinding meeting. In June another request for ernployment statistics 
and the affirmative action plan was sent by certified letter to the mayor. Again, 
there was no response. Finally, in late August, following repeated telephone 
calls, the employment statistics but not the affirmative action plan were forwarded 
to the Carnnittee. 

At the factfinding.rneeting, Mr. Jones suggested that, in order to establish 
an affective local affirmative action process, funds be eannarked frc:m each 
Federal grant program to be used by local advocacy groups to monitor affirmative 
action compliance by the municipal government. 21/ He said that the Federal govern­
ment .must set the model for State and local govenn:nent to follow and the effective 
Federalrronitoring would lead to effective local affirmative action. 22/ 
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C. Jersey City 

Jersey City had, according to the 1970 census, a FOPUlation of 260,350 
people; 20.9 percent were black and 9.1 percent were Hispanic. The signi­
ficant minority undercount in the 1970 census coupled with an influx of mino­
rities in recent years indicate the city naw has a rm.1ch larger minority fOpu­
lation. Sgt. Glenn Cunningham, of the Jersey City Police Departrrent, estimates 
that the minority fOpulation is as large as 50 percent. ~ 

In January 1978 the city council adopted an ordinance which called for 
an equal opportunity plan in the city code. When the city failed to imple­
rrent this ordinance, the local chapter of the National Organization for Women, 
following repeated requests to city government, petitioned the area office of 
the U.S. Department of Housing and Urban Develoµnent (HUD) to withhold com­
munity develoµrent block grant funds until a satisfactory plan was developed. 
'I'he city council finally approved the plan in January 1980, authorized the 
rx::isition of affirrna.tive action officer in February, and established an affir­
mative action advisory corrmittee in March. 

General Employment Characteristics 

In January 1980, Jersey City employed 2,302 persons full-time and 1,703 
persons part-time. Of the full-time employees, 1, 9 3 7 ( 8 4 .1 percent) were 
white males, 144 (6.3 percent) were black males, and 43 (1.9 percent) were 
Hispanic males. Of the 176 (7.6 percent) fema.les employees, 25 were minority 
women (Table S ) . 

An analysis of wage levels shows only 59 (2.6 percent) of 2,302 full-time 
employees earning less than $10,000. The great majority (2,168) earn between 
$10,000 and $24,900. HO'i'Never, while 39. 7 percent of the ¼OITle11 and minorities earn 
$16,000 - $24,900, 94. 7 percent of white males earn at this level. Of the 75 
salaries over $25,000, 69 are held by white males and 4 by white v.Dmel1. There 
are 1 black male, and 1 Hispanic male, but no minority females at that level 
(Table T ) . 

Affirmative Action Plan 

The Jersey City affinnative action plan follows HUD guidelines in develop­
ing a 5-year timetable for establishing a city workforce that is representative 
of the city population as a whole. The goal is 21 percent for black employees 
and approximately 9 percent for Hispanic employees. The goal for women is 50 
percent based on population data. 

Although several advocacy groups participated the develoµnent of the 
city affirmative action plan, the version approved in city council was still 
criticized. First, persons interviewed described the following problems with 
the goals in the affirmative action plan: 1. the use of the 1970 census is 
inadequate because it fails to account for the minority undercount and the 
recent influx of minorities into the comnunity; and 2. the use of the current 
representation of minorities and women by occupational categories leads to 
very low interim goals for many categories and tends to perpetuate discrimina­
tory patterns. According to Theodore Freeman, executive director of the Hudson 
Cmmty Urban League, these problems make the projected employment goals virtually 
meaningless. 2 / At the factfinding rreeting, in resfOnse to the criticism, 
Thornton Smith-;-personnel director, said that he had followed the HUD guidelines 
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for detennining goals. .J/ 

Second, persons interviewed criticized the lack of a full-time affirma-
tive action officer independent of the personnel system. Persons interviewed 
said it would be difficult for the city personnel director, who was the affir­
mative action officer at the tirre of the factfinding rreeting, to function 
effectively as the affinnative action officer and the city official responsible 
for implementing personnel policies. They called for an independent affirmative 
action office outside of the personnel office. 4/ In part,as reaction to 
this criticism the city council in February 1980authorized the position of 
affirmative action officer..ib the office of the Business Administrator. 

Police Department 

In January 1980, the Police ~partment employed, 1,036 people. Of these, 
1,029 were S¼'Orn officers. There v,,ere 938 (91.2 percent) white males, 62(6.0 per-
cent) black males and 23 (2.2 percent) Hispanic males. There v.:ere only six 
women, all of who were white arrong the officers. According to Sergeant Cunn­
ingham, there was one black lieutenant, 4 black sergeants, and one Hispanic 
sergeant included in the totals above. Of 34 persons earning $25,000 or ITDre, 
all were white males. 3_/ Table U 

In February 1980, the Jersey City International Minority Police Council 
(IMPAC) and the Hispanic Law Enforcernent Association filed canplaints with the 

Law Enforcement Assistance Administration (LEN\) and the Federal Office of 
Revenue Sharing alleging discriminato:r:y practices in prarotion in the Police 
Deparbnent. According to these organizations, of 179 persons praroted in 1979, 
none were black, Hispanic, or female. They also charged that minorities were 
excluded from high status assigments. Furthe:more, the suit charges that 
the inclusion of school crossing guards in the Police Department affirmative 
action plan gives an inaccurate picture of minority and female employment in 
the department. 6 

The Police Deparbnent has an affirmative action plan as mandated by its 
grant with LEN\. This plan, entitled Project .MJRE, calls for extensive recruit­
rrent in the minority ccmnunity, support for minorities and w::::irren who sign up 
to take the civil service test, and ITDnitoring of proITDtions, transfers, and 
resignations. Although the plan has no numerical goals, the deparbrent adheres 
to the citywide goal of 30 percent minority representation. 7 / overall respon­
sibility for affinnative action is given to a deputy chief; however, the actual 
.irnplerrentation of the plan is carried out by Sergeant Cunningham, head of the 
ccmnunity relations division, who has a staff of seven officers. 

Fire Department 

The other single largest employer in municipal government is the Fire 
Department. The department is currently under court order to hire minorities 
and non-minorities in equal numbers. Of a total of 717 people, 685 are fire­
fighters employed in protective services. Of those, there are 33 minority 
males, of whom 26 (3. 8 percent) are black, and 7 (1. 0 percent) are Hispanic. 
There are 3 w-hite ¼Dmen employed; 2 in service maintenance and one as an admini­
strator. Ji/ Persons interviewed criticized the fire departrnent director for 
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a lack of comnitrrent to affi:anative action. In addition the president of the 
firefighters' union was specifically· cited for a staterent to the press stating 
that blacks should play basketball and whites should fight fires. .V 

Employment Through Federal Programs 

Jersey City was the only locality which sul::mitted separate EID 4 data 
on employment through Federal programs such as Ccmnunity Develop.rent, CEI'A, 
and SL.EPA. While minority males (25.1 percent) and waren (48. 7 percent) 
,..,iere employed at higher rates than for other city employment, minorities and 
wanen were concentrated in lower-salary non-professional positions. They hold 
75. 8 percent of all the service maintenance jobs but only 2 waren and no mino­
rity males are employed in the 7 official/administrative positions. White 
males (73 or 39.2 percent) are the single largest group employed as techni­
cians in a r:ool of 186 w::>rkers. The total of all females workers is 72. 
\\brren outrn.nnbered men in only one job category; 90.1 percent of the clerical/ 
office positions were held by waren. 

It is also significant to note that of the 895 p)Sitions available under 
these programs, 56 percent were in low salaried service/maintenance positions 
considered to have little opportunity for advarn:::e.rrent or long term employ- • 
1Tl12nt. 10 / While there were no data available on salary lines or length of 
time that a person worked during the year, data on occupational category in­
dicated that~ and minorities employed through the Federal grant 
programs inJersey City probably earned significantly less salary on the ave­
rage than white males .(TableV ) 

The efforts of the city Police and Fire Departrrents and all other municipal 
p)lice departments must be viewed within the context of the State civil service 
system. Testing is carried out by the State Civil Service Depart:ment and appoint­
ments are made from a list according to designated ranking. Armed forces vete­
rans have full preference. The city Police and Fire Depart:ments have no control 
over hiring and can not even conduct personal interviews. 

According to Sergeant Cunningham, because of civil service examination and 
selection procedures, "it w::>uld take 20 years using traditional rrethods to 
improve the situation." lJ/ He also felt strongly that the Federal agencies 
responsible for rronitoring had to perform rrore effectively if city officials 
are to implement affinrative action programs effectively. 
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Findings and Recorrarendations 

Although State nondiscrimination laws have been in effect for 35 years and 
State affirmative action requirerrents in place for 6 years, the State and :municipal 
governnents have made only limited progress in achieving rreaningful equality of 
employrrent opportunity for minorities and waren. I.J:M turnover in many positions 
ooupled with static or shrinking public budgets limit the number of new positions 
available at any particular ti.Ire. I.J:M seniority for WO'l'en and minorities hinders 
advancement and entrenched bureaucratic resistance to change limits effective 
affirmative action efforts. Coupled with these problems is the fact that other 
public and private employers canpete for minority and female employees, often in 
order to rreet Federal regulations. In the 1979 legislative session, the legislature 
failed to pass a civil service reform act, which would have rrodified. the veterans 
preference and extended the State affirmative action requirarents to the local 
level. The absolute veterans preference remains a major barrier to equal employ­
rrent opportunity, particularly for wcmen. 

A. State Government 

At the State level, in the first 2 years of the new Executive Order No. 61, 
data indicate that the affirmative action process was not effective. Although 
there were small increases in overall employrrent of minorities and 'WOIT'en, the 
number of minority administrators actually declined while the number of such 
positions increased by rrore than 500. In 1980, although blacks were represented 
in the total State workforce equal to their representation in the total labor 
force, they were underrepresented in the official/administrative category .and at 
the higher salaried levels. Blacks made up only 6 percent of the officials and 
administrators and only 3.2 percent of those persons earning rrore than $25,000. 
In oontrast, blacks made up 30.4 percent of those in service maintenance and 51.4 
percent of the paraprofessional positions. Hispanics were underrepresented to an 
even greater degree. They made up only 2 percent of the entire workforce, 1.5 
percent less than their representation in the population, and were underrepresented 
in rrost job categories. Women were concentrated in the lcwer salaried office/ 
clerical and paraprofessional positions. Although warren made up 50.1 percent of 
the total workforce, they ma.de up 92.7 percent of the office/clerical post.ions and 
74.1 percent of the paraprofessional positions. Ho;,.,1ever, they canprised. only 17.1 
percent of the official and administrative positions. 

Minority wanen appear to suffer the "double jeopardy" of being minority and 
ferrale and, for instance, black waren held only 2 percent and Hispanic waren only 
0.1 percent of the official and administrative jobs. 

The State's mechanisms to prorrote affirmative action include the division of 
equal employrrent opportunity and affirmative action and an EEO advisory com:nittee. 
Under the previous director, the division did not approve or disapprove departmental 
affirmative action plans and never applied sanctions for non-carpliance. Its 
effectiveness appeared to be limited. It is too soon to rreasure the effectiveness 
of the division under the new director. The issuancs:of strong hiring goals for 
State governnent as well as the increase in personnel in the EED-AA division are 
indicators of renewed ccm:rri.tment of affirmative action on the part of the State's 
leaders. The contribution of the Fed.eral Office of Intergovernmental Personnel 
Programs Division appears to be significant in te:ans of financial as well as 
technical assistance. 
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In both the Department of Environn:EI1tal Protection and the Judiciary, 
minorities are underrepresented to an even greater degree than other depart-
ments. Wom2n are significantly underrepresented in the Department of Environ­
mental Protection and arrong officials and administrators in the Judiciary. 
Both departments face problems of recruiting adequate numbers of minorities 
and 'W<'l.Tlen for p:::>sitions with specialized educational requirarents such as engi­
neering or law and of offering salaries which are not canpetitive with private 
industry. The Department of Environn:EI1tal Protection has initiated an aggres­
sive college recruitment program which has already had successes. The Judiciary 
faces a number of additional problems particularly at the county level. Because 
the county courts have not been totally integrated into the State system, many 
county IJE!rsonnel are not within the jurisdiction of the State personnel system 
and are not subject to the Judiciary's affinnative action program. Furthermore, 
the Judiciary's affirmative action plan is 1Neak in that does not contain 
hiring goals. Although not within the control of the Judiciary itself, the 
nnderrepresentation of minorities and warren arrong judges remains of particular 
concern to the Advisory Com:nittee. A judicial system in which the judges and 
p:::>licy makers are overwheJnungly white male and a disprop:::>rtionate m:rrnber of 
defendants are minority can be perceived to inherently biased. 

B. Municipal GovernrnEmts 

While each of the three cities reviewed in the Advisory Committee's study 
has an affinnative action plan, efforts to achieve the goals of those plans 
have been limited. The plans call for minorities and wuren to be employed in 
city governrrent in numbers canmensurate to their representation in either the 

workforce or the p:::>pulation as a whole. None of the three cities hire minori­
ties and wan.en in a prop:::>rtion equal to their representation in the p:::>pulation. 

Plainfield has had an affinna.tive action plan in place for several years 
and shows on the whole, the greatest level of success with bringing ntinorities 
and women into city goverrurent. Minorities make up 41. 8 IJE!rcent and -women 27 .1 
percent of the w0rkforce. While minorities and wcrnen remain concentrated in 
lower paying, nonprofessional p:::>sitions, the existence of a full-time affir­
mative action staff and an effective plan shows a clear official corrmitrrent to 
solving the problems of discrimination in employment. 

Jersey City after a several year delay approved an affinnative action plan 
in January 1980 as a result of several factors including aggressive commur,ity 
pressure and the intervention of the U.S. Department of Housing and Urban Develop­
ment. The city had not hired an affirmative action officer at the time of the 
factfinding meeting. The plan had goals and timetables related to specific 
occupational categories of the workforce. Critics argue strongly that effect-
ive goals must be linked to p:::>pulation or broader workforce statistics. 

Cam::len, which has a full-time affinnative action officer, appears to have 
significant problems related to equal employment opp:::>rtunity for worren and 
minorities. Despite repeated requests, the city's affinnative action plan was 
not made available to the Advisory Com:nittee. On the advice of legal counsel, 
Camden officials did not participate in the factfinding meeting. 
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The existence of affirmative action plans/processes in each city is no 
guarantee of a rapid rroverrent toward hiring significant numbers of minorities 
and ~n. The Advisory Carrmittee believes a full-ti.me, independent staff is 
vital in any effort to improve the representation of minorities and waren in 
the workforce. 

The three cities employ a total of 3,887 persons full-ti.me. Of these, 
2,878 or 74 percent were white males, 447 or 11.5 percent were black males, 
and 83 or 2.1 percent were Hispanic males. Employment patterns for the three 
cities were similar despite their difference in size. An analysis by occupa­
tional category and salary in the largest (Jersey City - 2,302) to the smallest 
(Plainfield - 534) shows similar profiles for minorities and WOit'eI1 when ccxupared 
to white males. Approxirrately 77 percent (49) of the jobs in the category 
official/administrators -were held by males and 80 percent (270) of the profes­
sional/technician jobs were held by males. Approxirrately 86. 3 percent (264) of 
the office/clerical jobs were held by wOltEn. These 264 women comprised 55..,7 
percent of the total female employees. In contrast, women held only 1. 2 per­
cent of the skilled craft and service maintenance positions. In t¼'O of the 
three cities minority males comprised between 60 percent and 70 percent of the 
service maintenance workers. In Jersey City minority males comprised 20.9 per­
cent of the service maintenance workforce but only 9 percent of the total work­
force. 

An analysis of salary levels by race, sex, and ethnicity shows that white 
males hold a greater percent of the higher paying jobs than their representa­
tion in the governments. However, of all employees earning less than $10,000 
(213), there were 32 {15.2 percent) white males. Females comprise 60.1 per­
cent of the total earning below $10,000. Of all employees earning IIDre than 
$13,000 (3,140), 2,552 (81.3 percent) were white males and 145 (4.7 percent) 
were females. In the highest salary range this difference is even more pro­
nounced with WOID2n and minorities combined comprising just 11. 6 percent (13 of 
the 112 employees at this range). 

One approach available to cities concerned about meeting affirmative action 
goals is the creative use of the employment opportunities created by Federal 
funds. Many Federal grants impose affirmative action requirerrents on recipients 
and these monies often provide an opportunity to employ minorities and women in 
significant numbers and in positions of responsibility. Only Jersey City reported 
employm2nt under Federal grants as a separate category on their EED-4 suhnissions. 
(It can be assumed that the other cities included this data on Federal positions 
in the statistics of the individual departments). The Jersey City data clearly 
showed that in Federally funded programs minorities and waren were hired in 
greater numbers than in those jobs directly supported by city tax levy funds. 
HOW'E!ver, an analysis by job category and race/sex/ethncity showed the same pattern 
as was evident in the employrrent profiles of the three cities as a whole. Mino­
rities and women were concentrated in the non-professional, clerical, and main­
tenance jobs. 

City representatives present at t½e factfinding meeting made clear their 
corrmitment to affirmative action but voiced serious concerns about the role of 
Federal agencies. They called for a more active Federal role in rrcnitoring 
Federally funded programs and F~>derally mandated affirmative action regulations. 

https://full-ti.me
https://full-ti.me
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Reca:mrendations to the Federal Governm:mt 

1. Despite the new regulation requiring the Governor of each State to certify 
that the county and municipal systems receiving grant-in-aid funds are in can­
pliance with the merit system, the Intergovern:rrental Personnel Programs Division 
(IPPD} of the U.S. Office of Personnel Managenent (OPM} should aggressively 
rronitor county and municipal affirmative action efforts in grant-in-aid programs 
under their jurisdiction. Additional funds should be requested to carry out 
this activity. 

2. IPPD/OPM should continue the assistance provided to the New Jersey Depart­
ment of Civil Service. 

3. Other Federal agencies such as the U.S. Depa.rbrent of Housing and Urban 
Development providing categorical grants to the localities which are not rroni­
tored by IPPD should aggressively rronitor compliance of their grantees with the 
program's affirmative action requireme_nts. 

4. The Egual Employment Op}?Jrtunity Commission should require each municipality 
to re}?Jrt employment through Federal programs such as CEJ'A, CDBG, and LEAA on 
a separate EE0-4 re}?Jrt in order to better rronitor local use of Federal funds 
in prorroting affirmative action. 

The Governor 

1. The Governor should reccrnmend legislation extending the requirements of 
Executive Order No. 61 to county and muncipal governments. 

2. The Advisory Corrmittee recognizes the importance of the veterans preference. 
Nonetheless, the Governor should recarrnend legislation to modify the absolute 
veterans preference. The legislation should be separate fran the '_legislation re­
corrmenadation so as not to block the passage of one or the other. 

3. The Governor should indicate the State's continued comnitment to affirma- · 
tive action by recorrmending increase of funds for the Civil Service Depart­
ment, eannarked specifically for the EEO-AA division. 

4. The Governor should give particular attention to the underrepresentation 
of minorities and WJI1:en arrong judges and should establish a judicial search 
committee with the special mandate to identify and recruit minority and female 
nominees for judgeships. This cornmittee should include equitable minority and 
female representation. 

5. The Governor should reca:rrnend legislation authorizing the President of the 
Civil Service Corrrnission to evaluate all officials with hiring authority on 
their effort to further affirmative action and that their advancement within 
the system be related to their hiring record. 

Civil Service Corrrnission 

1. The President of the Civil Service Commission should review all State 
policies related to the testing and hiring of unifonu service personnel at 
the local level for bias based on race, ethnicity, and sex. 
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Division on Equal Employment Opportunity and Affirmative Action 

1. The director of the EEO-AA division should set a firm deadline for the sub­
mission of affirmative action plans for all depart:rrents. It should establish 
sanctions for failures to meet this deadline and to achieve the goals stated 
in the plans. 

2. Upward mobility should be given top priority by such measures as increased 
training for minorities and ~ in dead end jobs, creation of career ladders, 
particularly between office/clerical and professional prositions, etc.. 

3. The EEO-AA division should continue its efforts to increase minority and 
female participation for the sumrrer employment program. Particular attention 
should be given to the underrepresentation of Hispanics throughout the program 
and to the underrepresentation of all minorities in the Depa.rt:rrent of Environ­
mental Protection. 

The ,Judiciary 

1. The Chief Justice of the New Jersey SuprernE:: Court, who has overall admini­
strative resp::>nsibility for all courts in the State should issue an administra­
tive directive requiring all judicial units in the State including the Judiciary 
and the county and municipal courts which retain hiring authority to take affir­
mative action. The Suprerre Court should issue administrative instructions set­
ting standards for the affirmative action plans and establishing a rronitoring 
system for all judicial agencies at the State, county, and municipal level. 

2. The Judiciary's affirmative action plan should be revised to include speci­
fic numerical hiring goals for minorities and wane.n and tirnetables for achieving 
those goals. 

3. The Judiciary should pursue a more aggressive recruitment p::>licy including 
onsite visits to colleges and law schools. Particular attention should be 
given to recruiting minority and female law graduates as clerks, interns, and 
other p::>sitions requiring a law degree. 

To the Municipalities 

1. Each city should maintain a full-time affirmative action officer and ade­
quate supp::>rt staff. This unit should be independent of the personnel office 
and have a direct line to the mayor or chief operating officer of the city. 
The affirmative action officer of each city should make semiannual progress 
rep::>rts on the city's employrrent profile and affirmative action program. Such 
rep::>rts should be made available to the public 

2. Each city should take full advantage of Civil Service Commission's rules 
and regulations which vJOuld permit local preference options in hiring. This 
is particularly imp:)rtant in Carrrlen in relation to uniformed services. 

3. Each city should evaluate their upward rrobility programs to take advantage 
of minority and female personnel currently on staff. If there is no such pro­
gram, one should be established within the next 6 rronths. 



4. Announcerrents of municipal jobs should be widely distributed to minority 
and female organizations and the municipalities should provide assistance to 
local organizations to prepare applicants for civil service examinations. 
Each city should aggressively recruit minorities and wa:nen in management level 
jobs in all municipal depart::rrents. 

5. All affirmative action plans extant in these cities, including the plans 
of local roards of education and specific city departments, should be evaluated 
and revised light the 1980 census. 

6. In Jersey City, numerical hiring goals based on minority and female repre­
sentation in broad occupational categories, and realistic timetables should be 
established. 

7. Carrden, it has not already done so, also should imnediately establish 
achievable n~rical goals and timetables in its plan. 

8. In anticipation of an administrative directive frcm the State Supreme 
Court, each municipal court should imnediately establish and implement an 
affirmative action program which includes achievable numerical goals and 
timetables. 

9. Given the critical nature of police-minority relations, all cities should 
seek to recruit ITDre minority applicants for their police departments. Camden, 
in particular, should review the efforts of roth Plainfield and Jersey City 
in recruiting minorities for their police depart:m2nts. Steps also should be 
taken to increase female participation in the departments. 
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